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Abstract. A commitment profile refers to an employee’ s commitment pattern to their organization or career, categorized
by the type and intensity of their commitment across different forms, most commonly involving affective, normative, and
continuance commitment. This study examines the influence of an auditor’s commitment profile on his performance,
focusing on all dimensions of organizational commitment — affective, normative, and continuance — along with the
antecedents, correlates, and consequences for auditors. Additionally, the study investigates client and professional
commitment and work environment ambiguity. The research sample includes accountants and auditors from Bandung
City, West Java, with the criteria of internal and external audits, as well as lecturers who have audit experience.
Thisstudy uses primary data collected through questionnaires. Researchers conducted a simple linear regression
analysis to test the relationship between commitment profiles and audit performance. The study results showed that
auditor performance is significantly affected by organizational, professional, and client commitment. However, role
ambiguity and role conflict adversely affect auditor performance. Auditors with stronger commitment demonstrate
greater diligence, attention to detail, and integrity in their audit tasks. The findings suggest that audit organizations
should prioritize developing commitment-enhancing programs, such as tailored training and leadership strategies.
Srengthening auditor commitment can reduce the risk of errors and improve audit quality, thus enhancing the
credibility of financial reporting. This study contributes to the literature on organizational change in auditing
by highlighting the critical role of individual commitment in shaping audit outcomes. It provides practical insights
for audit firms seeking to improve performance through human capital development.
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Sx npogisib 30008’ si3aHb ayAUTOPA BILUIMBAE HA e()eKTUBHICTH iOro podoTu?

AnpiBaHnil, Jle00i KpiCTiﬂl, Paxman XiIlaﬂTl
Yuieepcumem Bio’ smama, m. Banoyne, Inoonesis

Anomayin. Ilpoginb 6iodanocmi cmocyemvca modeni iodanocmi npayienuxa ceoili opeawizayii abo xap'epi, wjo
KAACU@iKyemuvcsa 3a munom ma iHmeHCUsHicmio 8i00aHocmi 6 pisHuUX ghopmax, Hanuacmiuie KIOYAYYU AQEeKMUBHY,
HopmamueHy ma 6esnepepsHy iodanicms. Lle Oocnidoicenns eusuae enaus npoginto giodanocmi ayoumopa Ha
epexmugnicmy 11020 pobomiu, 30CepPedA’CYIOUUCH HA 6CIX BUMIPAX Opeauizayilinoi 8i00aHocmi — agexmugHil,
HOpMamueHili ma 6e3nepepeHili — pazom 3 aHmeyeoeHmamu, KOpeismamu ma 6IiONOSIOHUMU HACTIOKAMU O
ayoumopis. Kpim mozo, 6 cmammi 0ocnioxcyemoca 8i00anicme Kii€ewmy ma npogheciiina i00aHicmv, a maxKoic
HEOOHO3HAYHICMb poboU020 cepedosuwja. Bubipka oOocnioxcenHs 6KaOYac Oyxearmepie ma ayoumopis 3 micma
Banoyne, 3axiona Asa, sidibpanux 3a Kpumepismu HYmMpiutHb020 Ma 308HIUHLO20 AYOUMY, A MAKONC BUKAAOAYLE, KL
Maomo 00C6i0 nposedenHs ayoumy. B docnioscenni uxopucmosgyomscs nepeunHi 0ami, 3i0pami 3a 00NOMO20i10 AHKem.
Jlocnionuku npogenu npocmuil JHIUHUL peepeciiHull ananis, wob nepesipumu 36’ 130K Midc npo@iisamu eidoanocmi ma
epexmugnicmio pobomu ayoumopa. Pezyromamu 00CHiOdCeHHs NOKA3anu, Wo HA eekmusHicms pobomu ayoumopa
Cymmeeo 6nauUaOmsv op2auizayitna, npogecitina ma KiieHmcewvka 6iddanicms. OOHAK, HEOOHO3HAUHICMb poel ma
KOHGQIIKM ponell HeeamusHO 8NAUBAIOMb HA eheKmusHicmb pobomu ayoumopa. Ayoumopu 3 CUNbHIUWOW0 8i00aHICMIO
OeMOHCmpYIoms OLIbULY pemenbHICmb, y8azy 00 Oemasell ma 4eCcHICmb Y C80iX ayOumopcbKux 3a80anHsaAx. Taxum
YUHOM, PO3POOKA NPOSPaM, Wo NIOBULYIOMb 8I00AHICIb, MAKUX AK IHOUGIOYalbHe HABUAHHA ma cmpamezii 1idepcmad,
Mae 6ymu npiopumemuHum 3a80AHHAM O AYOUMOPCbKUX Komnait. ITlocunenns ayoumopcokoi 8i00anHocmi moodice
SMEHWUMU pPUSUK NOMUTIOK Ma NOKPAWUMYU AKICMb ayoumy, mum camum nioguwyiouu 008ipy 0o ¢inancosoi
3gimuocmi. Lle 0ocniodcenns pooums 6HeCcoK y aimepamypy 3 OpeaHi3ayiiHux 3miH 8 ayoumi, niOKpecaoyu KpUmuiHy
PONb iHOUBIOYanbHOL 8idoanocmi y hopmysanni pesyromamie ayoumy. Bono nadae npakmuuni nopaou ayoumopCcoKum
Gipmam, AKi npazHyme NOKpAwumu 6010 OBIbHICIMb WLISAXOM PO3GUIMKY JHOOCbKO20 KANImary.

Knrouosi cnosa: egexmusnicmo ayoumy, npo@ine 6idoanocmi, nogediHka ayoumopd, agekmueHa 6i00aHicmb,

opeanizayitini 3MiHuU.

INTRODUCTION Allen and Meyer (1990) and Suddaby et al. (2009) about

The work environment's effect on accountants
behavior and professional attitudes has become a concern
for academics and practitioners (Aranya & Ferris, 1984,
Kalbers & Cenker, 2007; Kalbers & Fogarty, 1995). This
research is motivated by changes in the work
environment of professional accountants related to their
individual commitment to their organizations.
The multidimensional nature  of  organizationa
commitment has been successfully discovered by Allen
and Meyer's (1990) research, providing an auspicious
opportunity for further research. For instance, the study
by Kabers and Cenker (2007) investigated public
accounting professionals by anayzing two aspects of
organizational commitment (affective and continuance)
and examining key antecedents and consequences for
auditors. While auditors with higher levels of
organizational commitment and job satisfaction are less
likely to leave their organizations, the results also reveal a
direct link between greater experience and increased
turnover intentions (Kalbers & Cenker, 2007; Libby et
al., 1985; Libby & Frederick, 1990; Suddaby et .,
2009). Furthermore, although role ambiguity and
organizational commitment do not directly correlate with
turnover intentions, they are important to consider due to
their indirect effects on significant job outcomes
(Suddaby et a., 2009). As part of this research, the
authors examined all commitment dimensions outlined by

professional task ambiguity.

Companies engage independent auditors to convince
external parties such as investors and banks that the
financial statements presented contain reliable data
Financial reporting data is key to decision-making, so
cases related to the accounting profession have been in
the public spotlight in recent decades — starting from the
Enron case in Americato the Telkom case in Indonesia.

Fanani et al. (2008) suggest that auditor performance
can contribute to better outcomes in achieving
organizational goals. Auditor performance evauates the
work completed by superiors, colleagues, oneself, and
direct subordinates (Amandani & Wirakusuma, 2017).
It represents the results achieved by a public accountant in
fulfilling their responsibilities, which include conducting
an objective and independent audit of a company’s
financial statements to determine if they comply with
accounting  standards  (Pulungan, 2020).  Auditor
performance is aso closdly linked to the commitment
profile, which reflects an individual’s aignment with the
organization and its objectives, as well as their desire to
maintain active involvement in the organization (Robbins
& Judge, 2015; van Rossenberg et al., 2023).

Meyer et al. (1993) define a commitment profile as a
psychological state that reflects an individuad’'s
connection to an organization and impacts their decision
to either remain with or |eave the organization. Moreover,
a commitment profile can be directed towards different
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entities, including the organization. The extent to which
an employee experiences a sense of unity with their
organization is used to characterize organizational
commitment (Meyer & Allen, 1997; Toth-Kiraly et d.,
2023). The strength of an individual identified and
associated with certain aspects of the organization is
his’her organizational commitment (Aranya & Ferris,
1984). The condition of commitment to the organization
is characterized by employees who have the same vaues
and goals, actively participate in maintaining their
membership, and plan to do so in the future (Aranya
& Ferris, 1984; Toth-Kiraly et al., 2023).

One of the attitudes that indicates the auditor’s
satisfaction or dissatisfaction with the company where
he/she works is hislher loyaty to the organization.
The commitment profile also includes client commitment
in addition to organizational commitment. According to
Suddaby et al. (2009), client commitment is a metric used
to assess how much a public accountant identifies and is
driven by the needs and goas of higher clients.
Professional commitment is another factor that influences
the commitment profile. When an auditor is committed to
his’her work, it means that he/she has the same values
and goals as his’her work or profession. Furthermore,
Arens et a. (2017) explaned that professiona
commitment can also be interpreted as a person’s
obligation to act morally and not just follow the rules and
laws that apply in society. Professional dedication can
also be interpreted as the ability to carry out tasks
according to the profession and field of competence
based on high-level knowledge, special training, and
creativity (Halim, 2008; Morin et al., 2025). A person’s
attitude, behavior, and professiona orientation in
carrying out their duties or work are all based on their
level of professiona dedication. Furthermore, job
ambiguity and conflict aso have an impact on individual
performance.

According to Ikhsan and Suprasto (2008), role conflict
is a psychologica symptom experienced by some people
that can make them uncomfortable at work and may aso
be less motivated. According to Kahn et al. (1964), role
conflict is defined as a dimension of developmenta fit or
mismatch in job requirements. Fit is evaluated in relation
to a set of criteria or circumstances surrounding the role
conflict. Role ambiguity refers to a state in which people
do not have the knowledge needed to perform their duties
satisfactorily (Rosally & Jogi, 2015).

This study explores all dimensions of organizational
commitment — affective, normative, and continuance —
along with the antecedents, correlates, and consequences
for auditors. Additionally, the study investigates client

and professiona commitment, as well as work
environment ambiguity, which has recently been

introduced in the empirical literature (Kabers & Fogarty,
1995; Oh, 2019). The unique contribution of this study
lies in its application of the analysis to a carefully
selected sample of auditors from public accounting firms,
representing various job levels and firm sizes. The sample
includes accountants from public accounting practices
(KAP) and internal accountants from companies.

THEORETICAL FRAMEWORK AND
HYPOTHESISDEVELOPMENT

Definition of Commitment Profile

Meyer and Allen (1997) define organizational
commitment as a psychological state that shapes an
individual’s connection to an organization and influences
their decision to stay with or leave it. Organizationa
commitment can be described by how employees feel a
sense of unity with their organization (Amalia & Rozana,
2018; Morin et a., 2025). Meyer and Allen (1997)
identified three key components of organizational
commitment:

1. Affective Commitment: This component involves
employees’ emotional attachment to the organization.
Employees with high affective commitment remain with
the organization because they align with its values and
goals. They are motivated to stay because they believe in
the organization’s mission and are eager to contribute to
its success.

2. Continuance Commitment: This aspect refers to
the desire to stay with the organization based on a cost-
benefit analysis, where employees weigh the benefits of
staying against the potentia losses if they leave.
Asemployees remain in the organization longer, they
become more concerned about losing the investments
they have made.

3. Normative Commitment: This component reflects
employees’ sense of obligation to remain with the
organization due to a personal sense of duty or loyalty.
Employees with high normative commitment believe it is
the right thing to do to stay and contribute to the
organization's well-being. This sense of responsibility
drives them to act in ways that support the organization.

Several factors contributing to affective commitment
have been identified, including personal traits, structural
features, job-related factors, and work experience
(Loscher & Kaiser, 2022; Mowday et al., 1982). Research
has shown that work experience has the strongest and
most consistent connection to affective commitment
(Meyer et al., 1993). Employees whose experiences align
with their expectations and meet their basic needs are
more likely to develop a stronger emotiona attachment to
the organization than those with less satisfying
experiences. Commitment can continue to grow when
employees recognize that they have made investments or
“side bets” that would belost if they leave or realize there
are limited alternative opportunities (Becker, 1960;
Cieniewicz, 2023). Normative commitment arises from
socidization experiences that emphasize the value of
loyalty to an employer or from receiving benefits such as
tuition assistance or skills training, which foster a sense
of obligation to reciprocate (Cieniewicz, 2023; Wiener,
1982).

Client Commitment

Client commitment can be a degree planned to survey
the extent to which a public accountant recognizes and is
convinced by the demands and objectives of his’her client
(Suddaby et al., 2009). The length of the auditor's
relationship with the client (evaluator residency) is the
length of time the reviewer has examined the company’s
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units (Rakai & Kartika, 2016). The SEC Practice Section
of the AICPA classifies the length of the auditor’s
assignment from a bookkeeping firm partner to a
particular client into two categories, namely five years or
less, and more than five years. The auditor’s assumption
in the previous year is the auditor’s conclusion obtained
by the company in the past year (Fahmi, 2015). This
classification is planned so that the evaluator is not too
close to the client so that he/she can anticipate
bookkeeping embarrassment (Rakai & Kartika, 2016).
The weight of the client is more often present in a conflict
situation between the evaluator and the client where the
inspector and the client disagree with some of the results
of the monetary explanation test, which makes the client
try to influence the reviewer to request actions that
damage the auditor’'s criteria, conclusions that are
contrary to the client’s circumstances, so that the weight
of the client affects the auditor’s independence (Saputra
et a., 2015). Evaluators often face varying weights to
resolve clashes with incompetent reviewers who do not
meet professiona guidelines (Saputra et d., 2015). Every
reviewer must be reliable to act reasonably without being
influenced by the weight or demands of several parties to
meet their personal needs (Charendra & Kurnia, 2017).

Professional Commitment

Professional commitment is the level of loyaty a
person has to hisher profession, as seen by the person
(Sari & Dewi, 2019). Professional commitment indicates
a condition where an employee/auditor has the same
values and goals as the work or calling of the evaluator
he/sheis engaged in (Aranya & Ferris, 1984). Attachment
in achieving the goals of the auditor’s calling is expected
to maintain participation in the auditor’'s professional
relationship (Yunianto & Astuti, 2012). There are five
measures of professiona skills: dedication to the calling,
social commitment, autonomy, belief in professional
control, and attachment to the individual's caling.
Professional commitment underlies a person’s behavior,
state of mind, and professional recognition in their duties
or work. Polished skills imply a capacity based on a high
level of information and extraordinary preparation,
inventive thought, and control to carry out tasks within
one's field of ability and calling (Morin et a., 2025).
Polished skills have long been known to include two
conflicting sets of values. One component of polished
skills emphasizes a utility belief system in which experts
are portrayed as gatekeepers of the public interest
(Freidson, 2001; van Rossenberg et a., 2023). In this
sense, professional values are seen as rising above the
commercial interface, and experts create an autonomous
character from the state and buyers. Professional careers
express rules and directives that temper commercia
activities such as advertising and intra-professional
competition. Experts present themselves as above the
frivolous commercia interface because they serve a
greater social purpose and support values of
independence and freedom. However, a competing set of
values arises from the fact that experts not only need to
earn a wage, as some other businesses do, but they are
also placed in a highly advantageous position to do so.

Role Conflict and Ambiguity

Role conflict is a menta indication experienced by
someone that can cause discomfort in the workplace and
may reduce work inspiration (Ikhsan & Suprasto, 2008). In
the classica organizationa hypothesis, the chain of
command guidelines and command solidarity rules have a
role in complex organizational conflicts. Even though these
standards are not modern for modern organizations, they
have been tried obsevationdly in only a few
circumstances. The chain of command guideline standard
states that organizations established at various levels of
relationships with a clear and single flow of specialists
from beginning to end should create more effective
finances and goa achievement than organizations
established without a single chain of command. Command
provides more effective control and coordination for the
best adminigtration because it is consistent with the
command solidarity guidelines (Rizzo et d., 1970).

The partid hypothesis aso states that partia
ambiguity, the need for important data that can be
accessed for a particular position or organization, will
result in behavioral adaptation by role holders, which can
take the form of attempts to explain problems to avoid
sources of tension, or to use defense instruments that
change the reality of the situation. Thus, according to the
partid  hypothesis, ambiguity should increase the
likelihood that a person will be disappointed with his or
her role, experience anxiety, experience a change in
reality, and perform less effectively (Kahn et al., 1964).
Concepts include role-personal conflict, interrole conflict,
intersender conflict, and intrasender conflict (Kahn et al.,
1964), intra-role and inter-role conflict with emphasis on
exposure to inconsistent desires and the incompetence of
the audience, the central individual, or the eyewitness
(Gross et d., 1958). Role uncertainty is not defined
excessively in the paper. The definition used here is in
terms of the consistency of outcomes or reactionsto one’s
behavior, and the existence or clarity of behaviora
prerequisites, often in terms of inputs that shape the
environment, which will serve to direct behavior and
provide information that the behavior is appropriate.
Inthis way, they reflect the direction of the task, the
specialist, the alocation of time, and the relationship to
the clarity or immediacy of the guide, direction, setting,
and the capacity to predict sanctions as a result of
behavior as sanctions as a result of behavior
(Rizzo et d., 1970).

Ahmad & Taylor (2009) studied auditor conflict by
discussing the background of auditor role conflict and
empirically reviewing the audit environment problem in
Korea. The results showed that the main causes of auditor
conflict in Korea were structural role inconsistency, role
conflict, and distance of expectations. The survey results
showed that auditors in Korea experienced significant
role conflict, so that in their work, they tended to
compromise with economic motives and paid less
attention to professional ethics. As a result, performance
was not a primary concern. Tungga et a. (2020) — who
tested the influence of role conflict and role ambiguity on
the performance of Isragli industrial company employees
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— said that role conflict affected lower performance
levels. Meanwhile, Tungga et al. (2020) found that role
conflict had a negative effect on auditor performance and
job satisfaction.

Auditor Performance

Auditor performance is an activity or implementation
of review tasks that the reviewer has completed within a
certain period. The definition of auditor performance can
be a public accountant who carries out objective audit
tasks on the financial statements of a company or other
organization to decide whether the financial statements
show fairness by generally accepted accounting
standards, both in terms of material, financial position,
and company operating results (Mulyadi, 2017). Auditor
performance can also be interpreted as taking action and
idealizing work according to their duties to achieve
results as expected with high work ability and motivation
(Saputra et d., 2015). Auditor performance is an activity
or implementation of review tasks that the reviewer
completes within a certain period (Fanani et a., 2008).
Meanwhile, in line with Pulungan (2020), auditor
performance is an expression of the auditor's work
performance based on good work behavior in carrying
out his obligations to produce ideal results. This
performance is measured using subjective calculation
measures, namely activity, reliability, and participation,
as well as objective factors that consider work resullts.
Audit is a series of examinations and assessments with
various relevant audit strategies and techniques carried
out by experts to obtain evidence that can be used in
determining an independent auditor’s opinion. In its use,
auditors adjust to operational control exercises and the
implementation of company administration in utilizing or
supervising the company’'s operational exercises
(Nugroho & Bayunitri, 2021). An auditor’s performance
is very important because good performance from an
auditor will produce financial reports that can be trusted
by his clients as a basis for decision making (Kabers
& Fogarty, 1995). DeAngelo states that the quality of the
evaluator can be a shared possibility that the auditor will
find and revea irregularities in the client’s accounting

framework (DeAngelo, 1981). Auditors must have high
inspection qualities because they are responsible for
parties related to monetary statements, including the
public. Auditor quality is the ability of an independent
auditor to find other errors (Kane & Velury, 2005).
Auditor quality is more often evaluated from the
professional opinion of an evaluator supported by
objective  assessment evidence (Badjuri, 2009).
In addition, the assessment of auditor quality can be
measured from the quality of choices determined by the
auditor (Prabayanthi & Widhiyani, 2018).

Based on the results of previous studies, the authors
formulated the following hypotheses:
H1: The organizational commitment affects auditor

performance.

H2: The professional commitment affects auditor
performance.

H3: The client commitment affects auditor
performance.

H4: The role ambiguity affects auditor performance.
H5: Therole conflict affects auditor performance.

RESEARCH METHODOLOGY

Sample

The sample of this study is at al levels of various
public accounting firms in Indonesia. This study focuses
on one functional area because the work environment in a
company may be very different between audit, tax, and
consulting. The use of public accountant samples to
minimize biased conclusions if the sample is from a
different  organizational scope. Overal, these
considerations indicate that a carefully controlled sample
is needed. The sample in this study is accountants and
auditors from Bandung City, West Java, with the criteria
of internal and external audits, as wel as
lecturers/teachers who have audit experience.

The profile of this study’s respondents can be
described in terms of gender and age (Figure 1).
Themgjority of respondents are men (63%), and the
majority are between 20 and 30 years old (70.9%).

37%
63%

= Made ®Femade

Gender of respondents

5,20/‘ 5%
16,4%

0,9%
m20-30yearsold
30-—40 years old > 50 years old

E <20 yearsold

Age of respondents

Figure 1. Distribution of respondents by gender and age
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Data Collection Method

This study uses primary data collected through
guestionnaires. Responses are sent directly to researchers
in addressed prepaid envelopes. Thus, employees do not
feel pressured by partners to respond and are assured that
their responses will be kept confidential. The researchers
could not identify the respondents individually, and the
firm representatives could not access individua
responses.

Resear ch I nstruments

The research variables in this study are auditor
performance (Y), organizationa commitment (Xy),
professional commitment (X,), client commitment (X5),
role ambiguity (X,), and role conflict (Xs). Each variable
is operationalized into measurable indicators that are
assessed using a Likert scale ranging from 1 (strongly
disagree) to 5 (strongly agree). Auditor performance is
measured through indicators of timeliness and quality of
audit results. Organizational commitment is assessed

based on dffective, continuance, and normative
dimensions. Professional commitment is measured

through responsibility toward the profession and integrity
in professional conduct. Client commitment is evaluated
using indicators of responsiveness to client needs and
maintaining long-term  client relationships. Role
ambiguity is assessed based on indicators of unclear tasks
and uncertain expectations, while role conflict is
measured through indicators of conflicting job demands
and external pressures. The measurement instruments,
including detailed indicators, operational definitions, and
scoring procedures, are provided in the appendix to
ensure transparency and replicability of the research.

The data obtained from this study’s results were then
processed and analyzed quantitatively. The author
collected and processed data obtained from the
guestionnaire by weighting each statement’s assessment
using a Likert scale.

SimpleLinear Regression Analysis Test

Simple linear regression analysis in this study aims to
measure the strength of the relationship between two
variables and show the direction of the relationship
between the dependent and independent variables. The
simple regression equation is formulated as follows:

Y =a+bX;+bX,+ bXs+bX,+bXs+ e

Where:

Y = Auditor Performance

a= Simple Regression Constant

b = Regression Coefficient

X1 = Organizational Commitment

X5 = Professional Commitment

X3 = Client Commitment

X4 = Role Ambiguity

X5 = Role Conflict

e=Error Term

RESULTSAND DISCUSSION

Multiple Linear Regression Analysis

To determine the functional relationship between
commitment profile and auditor performance, multiple
linear regression analysis is used. Based on the data
processing results using SPSS for Windows software, the
following regression results are obtained (Table 1).

Table 1. Multiple Linear Regression Coefficient Results

Moddl Unstandardized Coefficients %g;?f?z;?;?g i Sig. Correlations
B Std. Error Beta Zero-order
(Constant) 14.473 5.514 2.625 0.010
oC -0.508 0.249 -0.256 -2.043 0.044** 0.058
1 PC 0.503 0.233 0.279 2.155 0.034** 0.266
CcC 1.030 0.391 0.312 2.636 0.010** 0.270
RA -0.132 0.076 -0.207 -1.729 0.087* 0.065
RC 0.134 0.043 0.360 3.106 0.002** 0.218

Source: Results generated by SPSS 25.

Note: * Sgnificant at the 0.10 level, ** Sgnificant at the 0.05 level.

The unstandardized coefficients (B) values contained in Table 1 form the following regression eguation.
Y=14,473 +-0,508 X1 + 0,503 X2 +1,030 X3 + -0,132 X4 + 0,134 X5

The coefficients contained in the equation can be
interpreted as follows:

Constant (14.473)

The constant value indicates that when all
independent variables are assumed to be zero, the
baseline value of auditor performance is 14.473. This
value does not represent the average effect, but rather the
intercept of the regression model. In practice, this value
serves as model calibration, as the condition where all

independent variables are equal to 0 may not occur in
reality. The constant of 14.473 represents the baseline
value of auditor performance when al independent
variables — organizational commitment (X1), professional
commitment (PC), client commitment (CC), role
ambiguity (RA), and role conflict (RC) — are assumed to
be zero. In other words, without commitment or role
perception in these dimensions, the model predicts that
auditor performance will be at 14.473.
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Organizational Commitment (X1)

The regression coefficient of —0.508 indicates that
every 1-unit increase in organizational commitment,
assuming other variables remain constant, will decrease
auditor performance by 0.508 units. This indicates that, in
the context of the research data, excessive increases in
organizational commitment are negatively correlated with
auditor performance.

Professional Commitment (X2)

The coefficient of 0.503 means that every 1-unit
increase in professional commitment will increase auditor
performance by 0.503 units, assuming other variables
remain constant. This means that the higher the auditor’s
professionalism, the better their performance.

Client Commitment (X3)

The coefficient of 1.030 indicates that every 1-unit
increase in client commitment will increase auditor
performance by 1.030 units. This confirms that the
auditor’s commitment to clients plays a significant rolein
driving performance.

Role Ambiguity (X4)

The coefficient of —0.132 indicates that every 1-unit
increase in role ambiguity will decrease auditor
performance by 0.132 units. The greater the auditor’s
perceived role ambiguity, the lower their performance.

Role Conflict (X5)

A coefficient of 0.134 indicates that every 1-unit
increase in role conflict actually increases auditor
performance by 0.134 units. This suggests that certain
levels of role conflict encourage auditors to be more
adaptive or competitive, thus improving performance.

Deter mination Coefficient Analysis

The determination coefficient allows us to determine
how much influence the profile commitment has on
auditor performance in Bandung City, West Java
The determination coefficient value is obtained through
processing results using SPSS for Windows software,
as presented in Table 2.

Table 2. Coefficient of Deter mination

Adjusted Std. Error Change Statistics
Model R R-squared of the R-squared
R-sguared Estimate Change F Change dfl
1 0.457° 0.209 0.168 2.45176 0.209 5.067

a. Predictors: (Constant), RC, CO, CC, RA, PC

b. Dependent Variable: Auditor Performance

Source: Results generated by SPSS 25.

The variables selected for analysis explain 20.9% of
the change in auditor performance in Bandung City,
based on the coefficient value (R-squared) of 0.209.
Other factors not covered by this study explain 79.1% of
the variation in auditor performance.

Hypothesis Testing

Based on the results of the multiple regression
analysis presented in Table 1, the independent variables
studied significantly influence auditor performance,
although the direction of the influence is different.

In particular, organizational commitment significantly
negatively  affects auditor performance (p-vaue
0.044<0.05), indicating that higher organizationa
commitment can  potentialy decrease  auditor
performance. This could be due to an excessive
orientation toward organizationa interests, which reduces
auditor independence.

Meanwhile, professional commitment (p-value 0.034
< 0.05) and client commitment (p-value 0.010 < 0.05)
showed a positive and significant effect on auditor
performance. This means that the higher the professional
commitment and commitment to the client, the better the
auditor’'s performance. This finding underscores the
importance of professiona integrity and auditors
atention to client interests in improving performance
quality.

Furthermore, the role ambiguity variable has a
negative and significant influence at the 10% level
(p-value 0.087 < 0.10), which means that the higher the
role ambiguity perceived by the auditor, the lower the

level of performance. Conversely, role conflict shows a
positive and significant influence (p-value 0.002 < 0.01),
indicating that certain role conflicts encourage auditors to
be more adaptive and improve their performance.

The consistency of the retest results also strengthens
the finding that client commitment, role ambiguity, and
role conflict significantly influence auditor performance
according to the direction of their respective coefficients.

Discussion

The Influence of Organizational Commitment on
Auditor Performance

We found that auditors commitment to the
organization significantly affects the quality of their
performance. This finding provides an important picture
of the need to ingtill a strong sense of commitment in the
workplace, because this commitment can help increase
the auditor’s sense of responsibility for their duties. This,
in turn, encourages them to improve the quality of their
work and maintain the organization’s reputation. This
attitude of commitment also plays a role in preventing
behavior that can damage the organization, such as
behavior that is detrimental to or reduces public trust in
auditors and their organizations.

The conclusions drawn are in line with various
previous studies (Wati, 2010; Alfianto & Suryandari,
2015; Meyer, 1993; Julianingtyas, 2012; Fachruddin
& Rangkuti, 2019; Marwiyah, 2022), which also showed
a significant positive relationship between organizational
commitment and auditor performance. This finding
strengthens  the understanding that organizational
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commitment is an important factor that improves auditor
performance in their work environment.

According to Mowday et al. (1979, 1982), auditors
who are highly committed to the company where they
work tend to be more dedicated and try to provide
optimal results. Gerekan et a. (2024) found that
organizational commitment plays an important role in
increasing auditors productivity and work performance.
Auditors who feel more attached to the organization’'s
goads and have vaues that align with the company’s
values will work more efficiently, produce better quality
work, and show high loyalty. Nazaripour and Zakizadeh
(2025) found that organizational commitment is directly
related to work ethics and work quality. Auditors who
feel valued and respected in the organization will have
higher motivation to perform their work to a higher
standard.

Knowing that organizational commitment is
positively related to auditor performance, organizations
can focus on developing a corporate culture that supports
commitment. High organizational commitment can
encourage auditors to maintain their integrity and
professional ethics. This is especialy important in
accounting, where independence and objectivity are
highly valued.

The Influence of Professional Commitment on
Auditor Performance

The hypothesis test results indicate that professional
commitment significantly influences auditor
performance.

A professional attitude is crucia to instill confidence
in clients and financial statement users regarding the
quality of the results because professionalism is closely
tied to the public’s need for trust in the services provided.
The findings of this study align with Gautama and Arfan
(2010), Ferris (1981), Kwon and Banks (2004), and Hatta
et a. (2018), whose research also demonstrated the
significant impact of professional commitment on auditor
performance. Their study suggests that public
expectations for transparency and accountability are more
likely to be met when auditors maintain professionalism,
allowing the public to evaluate their performance
effectively.

Emphasis on professionalism in auditors work is
significant because it is directly related to the trust given
by clients and users of financial statements. As a
profession that requires high trust, maintaining
professionalism is inseparable, so transparency and
accountability in audits can be maintained, ultimately
affecting the quality of the results produced by the
auditor. Gautama and Arfan (2010) state that auditor
professionalism plays a major role in maintaining public
expectations of the quality of financial statements. Thus,
the audience or client will find evaluating the auditor’s
performance easier if the auditor maintains a high
professional attitude.

Pradhana and Rasmini (2020) prove that professional
commitment increases auditors’ understanding of ethical
obligations and professiona standards, ultimately
supporting their performance. This is related to a high

attitude of responsibility and involvement in deeper audit
work, improving the quality of audit results. Auditors
who are more committed to their work have higher
standards and are more likely to demonstrate high
performance in audit tasks (Rahman & Fauziah, 2024;
Yulianti et a., 2024), maintaining their independence and
objectivity in carrying out audit tasks (Al-Rawashdeh et
al., 2024). Based on these studies, it can be concluded
that the auditor's professiona commitment has an
important role in influencing the quality and performance
of the auditor in carrying out audit tasks. The higher the
auditor’s professional commitment, the more likely they
are to produce quality performance in accordance with
existing professional standards.

The Influence of Client Commitment on Auditor
Performance

The results of the study showed that client
commitment has a significant influence on auditor
performance. It is important to note that client
commitment not only has a direct influence but can also
affect how auditors manage their relationships and tasks
in a professional environment. With good client
commitment, auditors can increase the effectiveness and
efficiency in carrying out their duties, as well as
strengthen cooperation between auditors and clients,
which can ultimately contribute to the achievement of
organizational goals.

This finding aligns with Suddaby et a.’s (2009)
research, which states that client commitment can affect
auditor performance. Thus, the relationship between
client commitment and auditor performance is an
important area in the audit world, which can be the basis
for further research or strategy development to improve
auditor performance.

Cooperation between auditors and clients can create a
more effective and efficient audit environment. If the
client is not committed to the audit process, the auditor
may have difficulty obtaining accurate or complete
information, which can hinder the auditor’s performance.
Uncommitted clients can resist or ignore the auditor’s
findings, affecting the relationship and the audit's
success. In this case, high client commitment can
pressure the auditor, potentially affecting their decisions
and judgments. A cooperative client will make it easier
for the auditor to identify areas that need further
examination and optimize audit procedures.

Overall, this study provides valuable insights into the
importance of client commitment in the audit world and
how this factor can improve auditor performance.

The Influence of Role Ambiguity on Auditor
Performance

The findings of this study prove that role ambiguity,
which includes the lack of clarity regarding the tasks and
responsibilities faced by auditors, has been shown to
significantly negatively impact their performance. This
means that optima auditor performance is highly
dependent on role clarity so that auditors can focus on
their tasks efficiently and effectively.
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This finding is supported by previous studies
(Ramadika et al., 2014; Fanani et al., 2008) that confirm
that role ambiguity can hinder the effectiveness of auditor
work. Thus, avoiding or reducing role ambiguity in the
auditor’s workplace can be one important step to improve
their performance.

The Influence of Role Conflict on Auditor
Performance

The results of the study prove that role conflict has a
significant negative effect on auditor performance. This
means that when an auditor experiences role conflict, it
can hinder their ability to carry out their duties
effectively, ultimately reducing the quality and results of
their work.

The findings of this study are consistent with research
by Ramadika et al. (2014) and Fanani (2008), indicating
that role conflict can interfere with auditor performance.
Therefore, auditors should avoid or manage role conflict
well to maintain performance quality and help achieve
organizational goals. These findings aso have practical
implications for organizational management. They need
to create a supportive work environment and minimize
role conflict so that auditors can work more efficiently
and effectively.

Although role conflict and role ambiguity can affect
auditor performance, factors such as emotiona
intelligence and audit structure also play an important
role in mitigating these negative impacts (Kurniawan,
2016; Sagita, 2023). Therefore, organizations must pay
attention to role management and provide the necessary
support to improve audit performance and quality.

CONCLUSION

This study aimed to provide empirical evidence of the
impact of an auditor's commitment profile on his
performance. The study results showed that auditor
performance is significantly affected by organizational,
professional, and client commitment. However, role
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for auditing practice.
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APPENDIX

|. Operationalization of Research Variables

EKoHOMiKa Ta MmeHeaXXMeHT

Variable I ndicator M easur ement Method Scale
Auditor 1) Timeliness Measured based on auditors' perceptionsregardingthe | Likert
Performance (Y) 2) Quality of audit timeliness of audit completion and the conformity of scale from

results results to quality standards. 1to5

Organizational 1) Affective Measured based on respondents’ level of agreement
Commitment (Xy) commitment with statements regarding emotional attachment,
2) Continuance consideration of costs, and mora obligation to the
commitment organization.
3) Normative
commitment

Professional
Commitment (Xy)

1) Responsihility
toward profession

2) Integrity in
professional conduct

Measured through statements regarding adherence to
the professional code of ethics and consistency in
upholding principlesin carrying out duties.

Client Commitment

1) Responsiveness to

Measured through statements regarding auditors

(Xa3) client needs attention to client needs and commitment to
2) Maintaining client | maintaining long-term relationships.
relationships

Role Ambiguity 1) Unclear tasks Measured through statements regarding lack of

(X4) 2) Uncertain direction in the work and uncertainty in expectations of
expectations the auditor’srole.

Role Conflict (Xs) 1) Conflicting job Mesasured through auditors’ perceptions of conflicting
demands job demands and external pressures.

2) External pressures

I1. Research Variable Questionnaire — Concept — I ndicator

Auditor Performance (Y)
Auditor performance is an action or execution of audit tasks completed by the auditor within a certain period of time

(Fananl et a., 2008).

| am able to complete more work in a given period of time compared to my other colleagues.
| always provide constructive suggestions to my supervisor regarding how audit work should be done.
My work results are aways rated very good.

| find ways to improve audit procedures.

| rate my performance higher than other auditors at my level.

My work results caused me to be appreciated by my colleagues.

Maintaining and improving relationships with clients is an important part of my work.

Organizational Commitment (X,)

Professionalism has long been recognized as encompassing two conflicting sets of values. One component of
professionalism emphasizes the ideology of service in which professionals are portrayed as guardians of the public
interest (Freidson, 2001).

| am proud to tell my friendsthat | am part of my current company.

When someone criticizes my current company, | fedl it as a personal insult.

| hope to work for my current company until | retire.

My current job provides me with a significant degree of freedom in how | do my work.

| am serioudly considering looking for ajob in another company within the next year.

My own feelings about who | am largely overlap with my company’s perception of what it currently does.

Professional Commitment (X,)
Client commitment is a measure designed to assess the extent to which a public accountant identifies with and is
motivated by the demands and goals of their clients (Suddaby et al., 2009).

My job is an important part of my life.

| am very pleased that | chose this profession over others | considered when | joined.

| consider being an auditor a significant achievement in my career.
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| am proud to tell my friendsthat | am an auditor.
| identify myself as an auditor in my work environment.
| feel proud when | see other auditors being recognized.
| care deeply about the future of the auditing profession.

Client Commitment (X3)
Client commitment is a measure designed to assess the extent to which a public accountant identifies with and is
motivated by the demands and goals of their clients (Suddaby et al., 2009).

When someone compliments my largest client, it feels like a personal compliment.

When | talk about my largest client, | usually say “we” rather than “they.”

My client’s successis also my success.

Role Ambiguity (Xg)
Role ambiguity is the lack of necessary information available for a specific position or organization, which results in
role holders imitating behaviors that may take the form of problem-solving to avoid sources of stress, or using defense
mechanisms that distort the reality of the situation (Kahn et a., 1964).

| feel confident about the amount of authority | have.

| have clear and well-planned goals and objectives for my job.

| can cooperate regardless of the organization | am in.

| know that | have allocated my time correctly.

| know what my responsibilities are.

| haveto “dowhat | believe’ in carrying out my duties.

| feel confident about how | will be evaluated for a salary increase or promotion.

I have the right amount of work to do.

I know | have spent my time properly.

I know exactly what is expected of me.

| need a clear explanation of what needs to be done.

| perform work that aligns with my values.

Role Conflict (Xs)
Role conflict is a psychological symptom experienced by a person that can cause discomfort at work and potentially
reduce work motivation (Anindita & Tofan, 2020).
- | haveto do things that should be done differently.

Lack of policies and guidelines to help me.

I work under policies and guidelines that are incompatible.

| accept assignments without the manpower to complete them.

| have to break rules or policiesto carry out my duties.

I work with two or more organizations that operate very differently.

| receive work requests that are inappropriate.

| do things that some people accept and others don't.

| receive assignments without adequate resources and materialsto carry them out.

| work on unnecessary tasks.

| have to work under unclear directions or orders.

| don’'t know if my work results will be accepted by my supervisor.
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