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Abstract. This study aims to empirically analyze the influence of trust in superiors
and interpersonal communication on affective commitment and human resource
(HR) performance. The type of research used is explanatory research. The study
population includes all HR of the Riau Islands Police Traffic Directorate totaling 179
personnel, who are also samples in this study. The sampling technique uses non-
probability sampling with the convenience sampling method (Hair, 2021). Data were
collected through a questionnaire with an interval measurement scale (score 1-5).
Data analysis uses structural equation modeling (Structural Equation Modeling) with
the Partial Least Square (PLS) approach. The results of the study indicate that trust
in superiors has a positive and significant effect on the performance of police
personnel and affective commitment. In addition, the quality of interpersonal
communication also has a positive and significant effect on the performance of police
personnel and affective commitment. Finally, affective commitment is proven to
have a positive and significant effect on the performance of police personnel.

Keywords: Communication; Interpersonal; Superior; Trust.

1. Introduction

The main task of the Indonesian National Police (Polri) is to maintain public security and order,
enforce the law, and provide protection, shelter, and service to the community. In carrying
out this task, the Polri carries out important functions such as maintaining public security and
order, enforcing fair and transparent law, and protecting and providing service to the
community.(Gaussyah, 2012; Muradi, 2018)

The ability to communicate effectively and work in a team, the ability to adapt to modern
technology to deal with cybercrime and police information systems are some of the specific
requirements.(Fitriawan & Fitriati, 2020). In addition, courage and physical and mental
resilience are needed to face high-risk situations calmly and professionally.(Tri Brata &
Nashar, 2022). By fulfilling these needs, Polri personnel can improve their performance and
contribute effectively to achieving Polri's goals, namely creating public security and order,
enforcing fair laws, and providing the best service to the community. This will support the
vision and mission of the President and Vice President in realizing an advanced, sovereign,
independent, and personality-based Indonesia based on mutual cooperation.

Trust is essential because it helps manage complexity, develops the capacity for action,
enhances collaboration, and improves organizational learning capabilities.(Coyle-Shapiro et
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al., 2018). The main keys to building high trust in an organization are achieving results, acting
with integrity, and showing concern.(Schaap, 2021). In working, a superior must gain the trust
of his subordinates because without that trust, it is very difficult for the work to be completed
on time. To gain the trust of subordinates, a superior must be competent in his work, reliable,
open, and care about his subordinates.(Buck et al., 2021).

Interpersonal communication, which is a form of face-to-face communication, has the distinct
advantage that effects and feedback, actions and reactions are immediately visible due to the
close physical distance of the participants.(Ghofar & Tola, 2018). Verbal and nonverbal actions
and reactions are all clearly visible. Therefore, continuous face-to-face communication will
develop the quality of interpersonal communication that benefits both parties. Previous
research shows that interpersonal communication has a positive relationship with
performance.(Ghofar & Tola, 2018; Hermawan et al., 2023; Y. Lee & Kim, 2021).

Previous research shows different results regarding the influence of communication on
performance, the results of a study conducted by(Esthi, 2021), it was found that
communication had no effect on employee performance. On the other hand, research
conducted by(Nyakundi Atambo & Kemunto Momanyi, 2016a)concluded that effective
communication can improve employee performance.

2.Research methods

The type of research used in this study is an associative explanatory research type, which aims
to determine the relationship between two or more variables (Sugiyono, 2012). This study
aims to explain hypothesis testing with the intention of justifying or strengthening the
hypothesis with the hope that it can ultimately strengthen the theory used as a basis. In this
case, it is to test the influenceTrust in superiors, Interpersonal Communication Quality,
Affective Commitmentand HR Performance.

3. Results and Discussion
Respondent Description

The respondents of this study wereThe Riau Islands Police Traffic Directorate's human
resources consist of 179 personnel. Respondent data was obtained from the results of
distributing questionnaires.The research was conducted by distributing research
questionnaires on November 18-28, 2024. The descriptive analysis of respondents consisted
of information related to the characteristics of respondents as seen from the factors of
gender, age, education, and length of service.

Evaluation of Measurement Model (Outer Model)

Evaluation of the measurement model (outer model) is a basic evaluation carried out
inanalysisPLS. The purpose of this evaluation is to determine the validity and reliability of the
indicators that measure latent variables.The validity criteria are measured using convergent
and discriminant validity, while the construct reliability criteria are measured using composite
reliability, Average Variance Extracted (AVE), and Cronbach Alpha.
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1) Convergent Validity

Evaluation of the latent variable measurement model with reflective indicators is analyzed by
looking at the convergent validity of each indicator. Convergent validity testing in PLS can be
seen from the factor loading value (outer loading) of each indicator against its latent variable.
Outer loading values above 0.70 are highly recommended (Ghozali, 2011).

a. Evaluation of the Measurement Model of the Trust in Superiors Variable

In this study, the measurement of the Trust in Superiors variable is reflected through three
indicators. Evaluation of the outer model or measurement model can be seen from the outer
loading value of each indicator of the Trust in Superiors variable as follows:

Outer Loading Table of Trust Construct in Superiors

No Indicator Outer Loading Information
X1_1 Trust in the competence of superiors 0.717 Valid
X1_2 Trust in the integrity/honesty of superiors 0.860 Valid
X1_3 Trust that superiors can be relied upon to  0.862 Valid

solve problems

The table above shows where all the loading values of the interpersonal communication
indicator factors have values greater than the critical limit of 0.700. Thus, the variable Trust
in Superiors (X1) can be formed or explained well or can be said to be convergently valid by
the indicators Trust in the competence of superiors, Trust in the integrity/honesty of
superiors, Trust that superiors can be relied on to solve problems.

b. Evaluation of Interpersonal Communication Models

In this study, the measurement of interpersonal communication variables is reflected through
four indicators. Evaluation of the outer model or measurement model can be seen from the
outer loading value of each indicator of the interpersonal communication variable as follows:

Outer Loading Table of Interpersonal Communication Constructs

No Indicator Outer Loading Information

X2_1 Openness, 0.720 Valid

X2_2 Empathy, 0.907 Valid

X2_3 Feedback 0.911 Valid

X2_4 The ability to express oneself clearly and 0.911 Valid
precisely

The table and figure above show where all the loading values of the interpersonal
communication indicator factors have values greater than the critical limit of 0.700. Thus, the
interpersonal communication variable (X2) can be formed or explained well or can be said to
be convergently valid by the indicators of Openness, Empathy, Feedback and Ability to
express oneself clearly and precisely,

Evaluation of the Police Personnel Performance Variable Measurement Model

The measurement of the Police Personnel Performance variable in this case is reflected
through five indicators. The evaluation of the outer model or measurement model can be
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seen from the outer loading value of each indicator of the Police Personnel Performance
variable as follows:

Outer Loading Table of Police Personnel Performance Construct

No Indicator Outer Loading Information
Y2_1 The ability to create security and public order, 0.749 Valid
Y2_2 Enforcing fair traffic laws and regulations, 0.757 Valid
Y2_3 Providing the best service, 0.743 Valid
Y2_4 Traffic information services to the public (dikmaslantas) 0.761 Valid
Y2_5 Quick response to traffic accidents 0.841 Valid

The table above shows where all the loading values of the Police Personnel Performance
indicator factors have values greater than the critical limit of 0.700. Thus, the Police Personnel
Performance variable can be formed or explained well or can be said to be convergently valid
by the indicators of the Ability to create public security and order, Enforce fair traffic laws and
regulations, Provide the best service, Traffic information services to the public (dikmaslantas),
and Quick response to traffic accidents.

According to the resultstestingconvergent validity on each variable above, it can be concluded
that all indicators are declared valid, so they can be used as a measure of the variables in this
study.

Reliability Test Results Table

Cronbach's Composite Average
alpha reliability variance
(rho_c) extracted (AVE)
Trust in Superiors 0.744 0.855 0.665
Police personnel performance 0.829 0.880 0.595
Affective commitment 0.918 0.936 0.711

Interpersonal communication 0.886 0.922 0.750
Source: Data processing with SmartPLS (2024) ) )
The table shows the AVE value of each construct > 0.5, the composite reliability and cronbach
alpha values of each construct > 0.7. Thus, the results of the reliability test of each construct
can be said to be good, so that it can be used in the further analysis process.
Based on the results of the evaluation of convergent validity and discriminant validity of the
variables and the reliability of the variables, it can be concluded that the indicators used can
be declared valid and reliable as measures of research variables.
Goodness of fit evaluation

The model suitability test in PLS analysis is used to evaluate the extent to which the structural
model supports the proposed hypothesis and has good predictive ability against the
dependent variable. Statistical measures that can be used to determine the suitability of the
proposed model include R square and Q square.(Hair et al., 2019).

a. Rsquare
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R square shows the magnitude of the variation of endogenous variables that can be explained
by other exogenous or endogenous variables in the model. Interpretation of R square
according to Chin (1998) quoted (Abdillah, W., & Hartono, 2015) is 0.19 (low influence), 0.33
(medium influence), and 0.67 (high influence). The following results of the determination
coefficient (R2) of the endogenous variables are presented in the following table

R-Square Value Table

R-square
Police personnel performance 0.504
Affective commitment 0.309

Source: Data processing with SmartPLS (2024)

The coefficient of determination (R-square) obtained from the Affective Commitment model
is 0.309, meaning that the Affective Commitment variable can be explained 30.9% by the
Trust in Superiors and Interpersonal Communication variables. While the remaining 69.1% is
influenced by other variables outside the study. The R square value (0.309) is at 0.19 - 0.33,
meaning that the Trust in Superiors and Interpersonal Communication variables have a fairly
large (moderate) influence on the Affective Commitment variable.

R square valuePolice Personnel Performance of 0.504 means that Police Personnel
Performance can be explained 50.4% by the variables Trust in Superiors, Interpersonal
Communication, and Affective Commitment, while the remaining 49.6% is influenced by
other variables outside the study. The R square value (0.504) is at 0.33 - 0.67, meaning that
the variables Trust in Superiors, Interpersonal Communication, and Affective Commitment
have a large influence on Police Personnel Performance.

b. Qsquare

Q-Square (Q2) describes the measure of prediction accuracy, namely how well each change
in exogenous/endogenous variables is able to predict endogenous variables. Q-Square
predictive relevance for structural models is a measure of how well the observation values
are generated by the model and also its parameter estimates. Size. Q square above 0 indicates
that the model has predictive relevance or good model prediction suitability. Q square values
are categorized into 3 categories, namely small, medium and large, Q square values of 0.02 -
0.15 are stated as small, Q square values of 0.15 - 0.35 are stated as medium and Q square
values >0.35 are stated as large(Mirza Soetirto et al., 2023).

The results of the Q-Square value calculation for the structural model of this study are as
follows:

Q-square Value Table

Q-Suare (Q?)
Police personnel performance 0.289
Affective commitment 0.214

Source: Data processing with SmartPLS (2024)

The Q-square (Q2) value for the Affective Commitment variable is 0.214, which is in the range
of 0.15 - 0.35, so the prediction accuracy for the Affective Commitment variable is quite good.
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For the Police Personnel Performance variable, the Q-square value is 0.289, which shows that
the Q square value is in the range of 0.15 - 0.35, so the prediction accuracy for the Police
Personnel Performance variable is quite good.

Both Q square values are above 0, so it can be said that the model has predictive relevance.
This means that the estimated parameter values produced by the model are in accordance
with the observed values or the structural model is stated to fit the data or has good
suitability.

Structural Model Evaluation (Inner Model)

Structural model testing (inner model) is to see the relationship between latent constructs by
looking at the results of the path parameter coefficient estimation and its significance level
(Ghozali, 2011). This procedure is carried out as a step in testing the proposed research
hypothesis. The test obtained the output results from the loading factor construct structure
model which will explain the influence of the Trust in Superiors, Interpersonal
Communication, Affective Commitment and Police Personnel Performance constructs.

Data processing is done using Smart PLS v4.1.0 software. The results of the data processing
are shown in the following image:
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Source: Primary data processing with Smart PLS 4.1.0 (2024)

Multicollinearity Test

Before conducting a hypothesis test, a multicollinearity test needs to be conducted.
Multicollinearity is a condition where there is a correlation between independent variables
or between independent variables that are not mutually independent. Multicollinearity
testing can be done by looking at the Collinearity. Statistics (VIF) value on the inner VIF.
Values. If the inner VIF <5 indicates no multicollinearity.

Multicollinearity Test Results Table

VIF

Trust in Superiors -> Performance of police personnel 1,270
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Trust in Superiors -> Affective Commitment 1.223
Affective commitment -> Police personnel performance 1,448
Interpersonal communication -> Police personnel performance 1,522
Interpersonal communication -> Affective commitment 1.223

The results table above shows that the results of the multicollinearity test in this research
model where the VIF value of all variables does not exceed 5. In accordance with the
conditions set, in these conditions there are no multicollinearity problems in the model
formed.

Hypothesis Testing
This section presents the results of testing the research hypothesis that has been proposed in
the previous chapter. To determine whether a hypothesis is accepted or not by comparing t

count with t table with the condition that if t count > t table, then the hypothesis is accepted.
The t table value for a significance level of 5% = 1.96. For more details in the section below.

The results of testing the influence of each research variable can be presented as follows:
Path Coefficients Table

Original Sample Standard T statistics P values
sample mean deviation (|O/STDEV])
(0) (M) (STDEV)
Trust in Superiors -> Performance of 0.303 0.303 0.058 5,200 0.000
police personnel
Trust in Superiors -> Affective 0.181 0.182 0.077 2.335 0.020
Commitment
Affective commitment -> Police 0.382 0.384 0.053 7.246 0.000
personnel performance
Interpersonal communication -> Police  0.206 0.206 0.070 2,939 0.003
personnel performance
Interpersonal communication -> 0.455 0.454 0.066 6,872 0.000

Affective commitment )
Source: Data processing with SmartPLS (2024)

Based on the results of data processing with the PLS analysis above, the results of testing each
hypothesis proposed in the previous chapter can be presented as follows:

1) Hypothesis Testing

H1:Trust in leaders has an influence on improving performance

In testing hypothesis 1, the original sample estimate value was obtained at 0.303. This value
proves that Trust in Superiors has a positive effect on Police Personnel Performance, the
results of which are also strengthened by the results of the t-test which obtained a calculated
t value (5.200) > t table (1.96) and p (0.000) < 0.05, so it can be said that there is a positive
effect of Trust in Superiors on improving police personnel performance. Thus, the first
hypothesis stating that "Trust in leaders has an effect on improving performance" can be
accepted.

2) Hypothesis Testing

H2: Trust in superiors has an influence on increasing affective commitment
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In testing hypothesis 2, the original sample estimate value was obtained at 0.181. This value
proves that Trust in Superiors has a positive effect on affective commitment, the results of
which are also strengthened by the results of the t-test which obtained a calculated t value
(2.335) > t table (1.96) and p (0.020) < 0.05, so it can be said that there is a significant effect
of Trust in Superiors on affective commitment. Thus, the second hypothesis which states that
"Trust in Superiors has an effect on increasing affective commitment" can be accepted.

3) Hypothesis Testing
H3: The quality of interpersonal communication has an influence on improving performance.

In testing hypothesis 3, the original sample estimate value was obtained at 0.206. This value
proves that interpersonal communication has a positive effect on personnel performance.
This is also reinforced by the results of the t-test which obtained a calculated t value (2.939)
>t table (1.96) and p (0.003) < 0.05, so it can be said that there is a positive and significant
effect of interpersonal communication on personnel performance. Thus, the third hypothesis
stating that "The quality of interpersonal communication has an effect on improving
performance" can be accepted.

4) Hypothesis Testing

H4: The quality of interpersonal communication has an influence on increasing affective
commitment.

In testing hypothesis 4, the original sample estimate value was obtained at 0.455. This value
proves that interpersonal communication has a positive effect on the affective commitment
of police personnel. This finding is reinforced by the results of the t-test which obtained a
calculated t value (6.872) > t table (1.96) and p (0.000) < 0.05, so it can be said that there is a
positive and significant influence of interpersonal communication on the affective
commitment of police personnel. Thus, the fourth hypothesis which states that
"Interpersonal communication has a positive effect on the affective commitment of
personnel” can be accepted.

5) Hypothesis Testing
H5: Affective commitment has an influence on personnel performance.

In testing hypothesis 5, the original sample estimate value was obtained at 0.382. This value
proves that affective commitment has a positive effect on the performance of police
personnel, the results of which are also strengthened by the results of the t-test which
obtained a calculated t value (7.246) > t table (1.96) and p (0.000) < 0.05, so it can be said that
there is a positive and significant effect of Affective Commitment on Police Personnel
Performance. Thus, the fifth hypothesis which states that "Affective commitment has an
effect on improving personnel performance" can be accepted.

Discussion:
1) Influence Trust in Superiors Regarding Personnel Performance

Trust in superiors has a positive and significant influence on the performance of police
personnel, which means that the higher the level of trust that personnel have in their leaders,
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the better the performance shown. This finding is supported by research by Dirks & Bart de
Jong which confirms that trust in superiors has a positive impact on employee performance.

In this study, trust in superiors was measured through several indicators, such as trust in the
competence of superiors, trust in the integrity or honesty of superiors, and trust that
superiors can be relied on to solve problems. These indicators have been proven to be able
to improve the performance of police personnel, which is measured through the ability to
create security and public order, enforce traffic laws and regulations fairly, provide the best
service, convey traffic information to the public, and respond quickly to traffic accidents.

The indicator with the highest loading value on trust in superiors is the belief that superiors
can be relied on to solve problems, while the indicator with the highest loading value on police
personnel performance is quick response to traffic accidents. This finding shows that the
greater the level of human resources (HR) trust in the superior's ability to handle problems,
the higher the level of quick response of personnel in dealing with traffic accidents. In other
words, strong trust in superiors encourages personnel to act more quickly and efficiently in
emergency situations.

On the other hand, the indicator of trust in superiors with the lowest loading value is trust in
the competence of superiors, while the indicator of police personnel performance with the
lowest loading value is providing the best service. This indicates that increasing trust in the
competence of superiors can affect the quality of service provided by personnel. This means
that if personnel believe that their superiors have adequate competence, then they will be
better able to provide the best service to the community. High trust in the competence of
superiors can motivate personnel to work more professionally and improve the quality of
their interactions with the community.

2) Influence Trust in Superiors Affective Commitment

Trust in Superiors has a positive and significant influence on affective commitment, which
means that the higher the level of trust in leaders, the higher the level of affective
commitment possessed by HR. This finding supports the research of Xiong et al. (2016),ﬂwhich
shows that trust in superiors significantly affects HR performance.

The variable of trust in superiors is reflected through several indicators, such as trust in the
competence of superiors, trust in the integrity or honesty of superiors, and trust that
superiors can be relied on to solve problems. These three indicators have been proven to
increase affective commitment, which is reflected through indicators such as having a deep
personal meaning, a strong sense of belonging to the organization, being proud to tell others
about the organization, being emotionally attached to the organization, and being happy to
be able to work in the organization until retirement and enjoying discussing the organization
with others outside the organization.

Trust in superiors with the highest loading value is the belief that superiors can be relied on
to solve problems, while the indicator of affective commitment with the highest loading value
is being happy to be able to work in the organization until retirement. These results indicate
that the more HR feels that their superiors can be relied on to solve various problems, the
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greater their happiness in continuing to work in the organization until retirement. This means
that leaders who are able to demonstrate the ability to solve problems effectively can
increase the sense of loyalty and long-term commitment among HR.

On the other hand, the indicator of trust in superiors with the lowest loading value is trust in
superior competence, while the indicator of affective commitment with the lowest loading
value is enjoying discussing the organization with others outside the organization. This finding
shows that the higher the trust of HR in the competence of superiors, the greater their
interest in discussing the organization with others outside the work environment. This means
that increasing trust in superior competence can expand the level of HR involvement in
discussing and promoting the organization, both inside and outside the work environment.

3) The Influence of Interpersonal Communication Quality on personnel performance

The quality of interpersonal communication has a positive and significant influence on the
performance of police personnel, indicating that improving the quality of interpersonal
communication can encourage better performance among personnel. This finding is in line
with previous research by Diana et al. (2020), which| revealed that interpersonal
communication plays an important role in improving human resource performance.

Interpersonal communication is measured through four main indicators, namely openness,
empathy, feedback, and the ability to express oneself clearly and precisely. The improvement
of interpersonal communication has been proven to contribute to the improvement of police
personnel performance, which is measured through five indicators, namely the ability to
create public security and order, enforce fair traffic laws and regulations, provide the best
service, traffic information services to the public (dikmaslantas), and rapid response to traffic
accidents.

The interpersonal communication indicator with the highest loading value is the ability to
express oneself clearly and precisely, which means that this ability is very influential in
increasing the rapid response to traffic accidents, an indicator of police personnel
performance that also has the highest loading value. This means that the more police
personnel are able to express themselves clearly and precisely, the higher their ability to
respond quickly to traffic accidents.

On the other hand, the interpersonal communication indicator with the lowest loading value
is openness, while the police personnel performance indicator with the lowest loading value
is providing the best service. This finding suggests that although openness may not be a
dominant factor in interpersonal communication, increasing the level of openness can still
help improve the quality of service provided by police personnel. In other words, although
the focus on openness is not as strong as the ability to express oneself clearly, it is still
important to encourage openness so that police personnel can provide the best service to the
community.

4) The Influence of Interpersonal Communication Quality on Affective Commitment.

The quality of interpersonal communication has a positive and significant influence on
affective commitment, which means that the better the quality of interpersonal
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communication, the higher the level of affective commitment that individuals have. This
finding is in line with the research of Avoyan & Ramos (ZOZO)L which emphasizes that open
communication has a positive impact on commitment.

Interpersonal communication aspects, such as openness, empathy, feedback, and the ability
to express oneself clearly and accurately, have been shown to increase affective commitment.
Affective commitment itself is reflected through six main indicators, namely having deep
personal meaning, a strong sense of belonging to the organization, pride in discussing the
organization with others, emotional attachment to the organization, enjoying working in the
organization until retirement, and enjoying discussing the organization with others outside
the organization.

The interpersonal communication indicator with the highest loading value is the ability to
express oneself clearly and precisely, while the affective commitment indicator with the
highest loading value is being happy if one can work in the organization until retirement. This
shows that increasing an individual's ability to express oneself clearly and precisely will have
an impact on increasing the sense of pleasure and satisfaction in working in the organization
until retirement. In other words, effective communication skills can strengthen an individual's
emotional attachment to the organization, increase pride, and strengthen long-term
commitment.

On the other hand, the interpersonal communication indicator with the lowest loading value
is openness, while the affective commitment indicator with the lowest loading value is the
pleasure of discussing the organization with others outside the organization. This finding
indicates that although openness in communication is very important, an increase in this
aspect of openness also has the potential to influence an individual's interest in discussing the
organization outside the scope of work. This means that individuals who are more open in
communication may feel more comfortable and have a sense of responsibility to share their
views and discuss the organization with others, which can have an impact on strengthening
their affective commitment to the organization.

5) The Influence of Affective Commitment on Personnel Performance

The quality of affective commitment has a positive and significant influence on the
performance of police personnel, which means that the higher the affective commitment, the
better the increase in personnel performance. This finding is in line with previous research by
Almaaitaha et al. (2020)[. which states that continuity of commitment is proven to improve
human resource performance.

The variable of affective commitment is indicated through several indicators, such as having
a deep personal meaning, a strong sense of belonging to the organization, pride in telling
others about the organization, emotional attachment to the organization, enjoying working
in the organization until retirement, and enjoying discussing the organization with others
outside the organization. All of these indicators contribute to improving the performance of
police personnel, which is measured through indicators of the ability to create security and
public order, fair enforcement of traffic laws and regulations, providing the best service,
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providing traffic information services to the public (dikmaslantas), and quick response to
traffic accidents.

Among the affective commitment indicators, the one with the highest loading value is the
feeling of pleasure in working in the organization until retirement. Meanwhile, the
performance indicator of police personnel with the highest loading value is the quick response
to traffic accidents. This finding shows that the more personnel feel happy working in the
organization until retirement, the higher their ability to provide a quick response to traffic
accidents. This means that a sense of loyalty and pride in the organization can strengthen the
readiness and ability of personnel to handle emergency situations quickly and effectively.

On the other hand, the indicator of affective commitment with the lowest loading value is
enjoying discussing the organization with others outside the organization, while the indicator
of police personnel performance with the lowest loading value is providing the best service.
This finding indicates that the higher the pleasure of personnel in discussing the organization
with outside parties, the better their ability to provide the best service. This shows that
positive interactions about the organization outside the work environment can enrich
personnel's insights and improve the quality of service they provide to the community.

4. Conclusion

The purpose of this study is to empirically determine and analyze the influence of trust in
superiors and interpersonal communication on affective commitment and HR performance.
The answers to the research questions that arise are: Trust in superiors has a positive and
significant influence on the performance of police personnel, which means that the greater
the trust of personnel in their superiors, the higher the performance shown by the personnel.
Trust in superiors also has a positive and significant influence on affective commitment, which
indicates that the higher the trust of personnel in their superiors, the greater the level of
affective commitment possessed by the personnel. The quality of interpersonal
communication has a positive and significant influence on the performance of police
personnel, which means that an increase in the quality of interpersonal communication will
be followed by an increase in personnel performance. The quality of interpersonal
communication also has a positive and significant influence on affective commitment, which
indicates that the better the quality of interpersonal communication, the higher the level of
affective commitment possessed by the personnel. Affective commitment has a positive and
significant influence on the performance of police personnel, which means that the higher
the level of affective commitment, the higher the performance of the personnel
demonstrated.
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