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Abstract: This research 1s conducted to analyze and get empirical evidence of orgamzational culture,
organizational climate influence, leadership style and organizational commitment to the civil servants
performance in local govemment of Garut, West Java Province partially and or jointly. The population of Garut
government civil servant in this research amounted 1685 people. Research method 1s used in this research is
descriptive survey methods and survey explanatory with sample size use the regulation 1:5 of 200 respondents
and data analysis methods that used was SEM (Structural Equation Modeling). The result of this research
shows that organizational culture, organizational climate and leadership style partially and jointly have positive
and significant impact on organizational commitment with influence of 553% while the rest of 45% was
contributed by other factors but partially orgamzational culture most dominent have an effect on to
organizational commitment. Orgamzational culture, organizational climate and orgamzational commitment
partially and jointly have positive and significant impact to the official’s performance of 80% while 20% the rest
was contributed by other factors but organizational commitment partially most deminant to influence the

employee’s performance.
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INTRODUCTION

Law No. 32 of 2004 on local government Article 129,
which reads: paragraph civil service management area as
referred to in paragraph shall include the determination of
formation, procurement, appointment, transfer, dismissal,
the determination of retired, salary, benefits, welfare,
rights and obligation, legal standing, competence
development and control number. According to the
provisions contained in Article 129 of law No. 32 year
2004 on regional government, it showed clearly and has a
strong legal foundation as guidance in governance and
service to soclety, that the regional government has the
authority to pursue the policy of welfare for civil servants
who were on duty and worl in the local government’s
environment and exist various forms. So with the issuance
of regulations local government act relating to the
formation, procurement, appointment, transfer, dismissal,
the determination of pension, salary, benefits, welfare,
rights and obligations, legal position, the development of
competencies that everything is a form of government
support to employees, it should be Garut government
performance to improve the performance of local
government i1 all sector but in fact the performance tends
to decline. In addition, the low performance achievement

nstitutions m Garut government can be seen also from
the performance achievement of the low institutions
based on average assessment institutions in West Java
Province that was under 80. While, employee performance
is the most important factor to the success of an
organmization. Therefore, there 1s a need to adopt effective
human resources strategies that aim creates the culture of
high performance in any organization based human
resources practice (June and Mahmood, 2011).
Commitment of organizations have been closely
intertwined with close ties to employee performance, the
strong commitment of the orgamzation, the performance
of employee 1s mereasmg (Mguqulwa, 2009). There 15 a
positive relationship between orgamzational commitment
and employee performance (Memari et al., 2013).
Meanwhile, a good organizational culture can enhance the
organizational commitment strong so as to improve
organizational performance (Manetje and Martin, 2009).
The significant impact also occur of transformational
leadership and orgamzational clinate on employee
performance (Imran and Anis-ul-Haque, 2012). That
transformational and transactional leadership both are
significantly — positive associated with employee
performance. However, transactional leadershup was
more significant than transformational (Paracha ef af.,
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2012). This research could analyse of empirical evidence
of orgamzational culture, orgamzational climate influence,
leadership style and orgamizational commitment to the
civil servants performance m local government of garut
partially and or jointly.

Literature review

Organizational culture: The organizational culture is
the distinctive norms, beliefs, principles and ways of
behaving that combined to give each organization its
distinct character (Arnold and Reynolds, 2003). Some
of organizational culture
bureaucratic culture, the local culture (clan culture) and
adhocracy culture (Hellriegel and Slocum Ir., 2004).

elements consist of a

Organizational climate: The orgamizational climate is
the mternal environment or orgamzational psychology.
Orgamzational climate affects human resources practice
and policies adopted by members of the orgamzation
(Simamore, 2004). The point of organizational climate
includes structure, responsibility, support, organizational
identity and loyalty, warmth and risk (Lussier, 2005).

Leadership style: The two types of leadership style
namely style transformational and transactional leadership
style (Munandar, 2001). Transformational leadership has
been defined as “the process of influencing major
changes in the attitudes and assumptions of organization
members and building commitment for the mission of
organization or objectives. While transactional leadership
is expected to be associated with employee commitment
to organizational change (Ahmad and Gelaidan, 2011).

Organizational commitment: Commitment as a sense of
dentification, loyalty and engagement disclosed by an
employee of the organization (Gibson and Donnely, 2012).
Orgamzational commitment describes the psychological
states that has characterizes to the employee relationship
with the orgamization for which they work and has
implications on their decision to remain with the
organization. The three types of organizational
commitment namely affective commitment, continuous
commitment and normative commitment (Tha, 2011).

Employee performance: The employee’s performance
records production result in a specific job function or
activity during a specific time peried (Gomes, 2003).
Furthermore, the employee performance is the result of the
quality and quantity of work achieved by an employee in
carrying out their duties
responsibilities given to the employee (Sakiru et al., 201 3).

in accordance with the

MATERIALS AND METHODS

Constructing framework model: This study describes the
conceptual model of a framework and research
hypotheses, clearly in Fig. 1. The image based on research
hypotheses will identify the relationship between H, until
H,. The goal in this moedel 1s to increase the performance
of employee by analyzing and getting empirical evidence
of organizational culture, organizational climate influence,
leadership style and organizational commitment to the
civil servants performance partially and or jointly.

SEM’s model calculating: Source of data in this research
is the source of secondary data from documentation or
report that available in relevant institutions. The primary
data in the form of organizational culture, organizational
climate, leadership style, organizational commitment and
employee performance sourced from staff of Garut
government, West Java Province. Based on the rule of
thumb 1n the SEM this research used a ratio of 1:5. This
research has 40 parameters (indicators), the minimum
sample size is 200 respondents and the selection of the
sample population used proportionate stratified random
sampling techmique. The analysis method used 1n this
research 13 the analysis of SEM (Structural Equation
Modeling) using processing software 8:51 lisrel. In
analysis methods of SEM, statistical estimation
individually tested using at test. Through output path
diagram t-value statistics, t-test results confirm lisrel
process complete the test error rate set at 5%. Not

Organizational |\
culture

Employee
performance

Organizational |+
climate

Leadership
style

Fig. 1: Framework model
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only individual test, SEM also test the proposed model as
a whole system for example through conformance test
model as known goodness of fit statistics.

Based on the Table 1 and 2, there are three index
gained fitness model has a suitability index (good fit) are
RMSEA, TFI and CFI. While five index compliance model
which 1s under the suitability size good but still within the
scope of the marginal (marginal fit) there are GFI, NNFI,
NFT, AGFT and RFI. Marginal fit is the condition of the
suitability of the measurement model under the criterion
of absolute fit as well as imcremental fit but stll can be
passed for further analysis because it 1s close to the size
criteria for a good fit (Hair ef al., 2006). Thus, it can be
continued in the subsequent analysis.

SEM full model equations: SEM full moedel equations
using LISREL program &:51 acquired two models. They are
the standardized models and models of t-values. Each
model as shown in Fig. 2 and 3.

Table 1: The suitability test model

GOF indicators The expected size Estimation result Conclusion
Size absolute fit

GFI GFI =0.90 0.85 Marginal fit
RMSEA RMSEA <0.08 0.078 Good fit
Size incremental fit

NNFI NNFI =0.90 0.89 Marginal fit
NFI NFI >0.90 0.85 Marginal fit
AGFI AGFI =0.90 0.81 Marginal fit
Necessity MNecessity =0.90  0.82 Marginal fit
IF1 IFI =0.90 0.90 Good fit
CFI CFI =0.90 0.90 Good fit

Hypotheses testing: There is the result of hypotheses
testing based on SEM model quation, clearly n Table 4.

RESULTS AND DISCUSSION

Based on the result of hypothesis 1-4 above, the
great influence directly and indirectly organizational
culture, chimate organization and leadership style to the
organizational commitment as follows.

According to Table 4, mutual effect Organizational
culture (BO), climate organization (I0) and leadership
style (GK ) on orgamizational commitment (KO) is
0.5533 = R*=0:550ra 0:55 (see equation structural
model 1). On the basis calculation above, it can be
expressed as the following matters.

The amount of the contribution of the direct
influence of organizational culture variable to variable
organizational commitment 1s the contribution of 10.24%.
While the contribution of the indirect effect of
organizational culture on orgamzational commitment
through organizational climate is 4.15%. Then, the
contribution of the indirect mfluence of orgamzational
culture variable to variable organizational commitment

Tabel 2: Covarianc e matrix of latent variables

Variables KO KP BO 10 GK
KO 1.00
KP 0.85 1.00
BO 0.63 0.80 1.00
0.74 0.59 1.00 0.67 pct IO
GK 0.68 0.72 0.59 0.88 1.00

Result processing with LISREL 51 8

0.59
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Fig. 2: The basic model SEM (Standardized Model)

Output LISREL 8.51

Y, > 0.68
Y, »0.47
Y, > 0.72
Y, > 0.26
Y, > 0.47
Y, > 0.35
Y, > 0.46
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Y, > 9.65
Y, —6.10
Y, > 9.76
Y, > 8.96
Y, —9.00
Y, > 8.09
Y. - 8.94

Fig. 3: Basic model SEM (t-model); Specification: BO = cultural organization; 1O = organizational climate; GK = leadership
style ; KO = organizational commitment ; KP = employee performance

Table 3: Hypothesis testing

Hypothesis Variables Standardize coefficient  t count/F count Statistic conclusion
H, Organizational culture™ Organizational commitment 0.32 357 Rignificant
H, Organizational climate™Organizational commitment 0.22 2.21 Significant
H; Leadership style " Organizational commitment 0.30 2.66 Rignificant
H, Organizational culture, climate organization and leadership 0.55 79.85 Significant
style " Organizational commitment
H; Organizational culture”Employ ee performance 0.27 3.95 Significant
H; Organizational climate Emplaoyee performance 0.09 219 Rignificant
H; Leadership style"Employee performance 0.20 2.46 Significant
H; Organizational commitment Employee performance 0.39 4.14 Rignificant
H; Organizational culture, climate organization, leadership style 0.80 260.00 Significant

and organizational commitment “Emplovee performance

Table4: Calculation results of the direct and indirect effects of organizational culture (BO), climate organization (IO) and leadership style (GK) on

organizational commitment (KO)

The effect/Influence

Variables Direct Indirect Explanation Total

Organizational culture (BO) 0.1024 0.0415 Through 1O 0.20418
0.0566 Through GK

Organizational climate (T0) 0.0184 0.0415 Through BO 0.1480
0.0581 Through GK

Organizational cormmitment (KO 0.0200 0.0566 Through BO 0.2005
0.0581 Through IO

through leadership style is equal to 5.66%, it is bringing effect of the organizational climate variables

the total contribution to the influence of cultural variables
organization organizational commitment variable 15 equal
to 20.48%. The amount of the contribution of direct
influence of the organizational climate variables
organizational commitment variable is 4.84%. The
contribution of indirect mfluence orgamzational climate on
organizational commitment through cultural orgamzation
amounted to 4.15% while the contribution of the indirect

organizational commitment through leadership style is
5.81%. So, the total contribution of the orgamzational
climate wvariables to the organizational commitment
variable is 14.80%. The amount of the direct influence
contribution of variables leadership style on
organmizational commitment variable 13 9.00%. While the
indirect contribution effect of leadership style on
organizational commitment through cultural organization
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Table 5: The calculation results of the direct and indirect effects of organizational culture (B(), organizational climate, leadership style and organizational

commitment (KO) on employee performance (KP)

The effect/Influence

Variables Direct Indirect Explanation Total

Organizational Culture (BO) 0.1024 0.0415 Through 1O 0.20418
0.0566 Through GK

Organizational Clirnate (TCQ) 0.0184 0.0415 Through BO 0.1480
0.0581 Through GK

Organizational Commitment (KQ) 0.0200 0.0566 Through BO 0.2005
0.0581 Through IO

Mutual effect BI, 10, GK on KO, R? Kypoxo = 0.5533; Effect of external variables on KO, {;, 0.4467; Data processing result, 2014 ( LISREL 8.51)

amounted to 5.66% then the contribution of indirect
mfluence of leadership style vanable to the organizational
climate variable through orgamzational commitment is
5.81%. So, the total contribution of leadership style
effect variable on organizational commitment variable
15 20.05%.

Based on the description 1 until 3, the
dominant total contribution which is influence to the
organizational commitment 1s an orgamzational culture
with 20.48% then the organizational chimate factor and
leadership styles, each of amounted to 14.80% and
20.05%.

Then based on the results of hypothesis testing
(Table 4), the direct and indirect influence of
organizational culture, organizational climate, leadership
style and organizational commitment on employee
performance are as follows.

According the Table 5, mutual effect of organizational
culture (BO), organizational climate (10), leadership style
(GK) and Organizational Commitment (KO) on
employee performance (KP) 15 0.7992 = 0.80 or an

* = 0.80 (see equation structural model 2). Regarding to
those calculation, it can be expressed as the following
matters. The amount of direct contribution influence of
organizational culture variable to the employee
performance variable 15 7.29%. Meanwhile the
contribution of indirect influence organizational culture on
employee performance through organizational climate is
2.71%, then the contribution of the indirect effect of
orgamzational culture variable to variable employee
performance through leadership style amounted to 3.19%,
the contribution of the indirect effect of wvariables
organizational culture variable employee performance
through organizational commitment 1s equal to 6.64%. So
as the total contribution of the organizational culture
influence variable to the employee performance variable
15 equal to 19.82%. The amount of direct contribution
mfluence of orgamizational climate variable to the
employee performance variable is 2.89%. Meanwhile the
contribution of indirect mfluence orgamzational climate on
employee performance through orgamzational culture 1is
2.71%, then the contribution of the indirect effect of

most

organizational climate variable to employee performance
variable through leadership style iz 2.99%, the
contribution of the indirect effect of organizational climate
variable to the employee performance variables through
organizational commitment is 4.44%. So as the total
contribution of orgamzational chimate influence variable to
the employee performance variable 15 13.03%.

The amount of direct contribution influence of
leadershup style variable to employee performance
variable 13 4.00%. Meanwhile the contribution indirect
effect of leadership style on employee performance
through cultural organization amounted to 2.19% while
the contribution of the mndirect mfluence of leadership
style variable to variable employee performance through
organizational climate 1s 2.99% and the contribution of
indirect mfluence leadership style variable to employee
performance variable through organizational commitment
15 5.30%. So as the total mfluence contribution of
leadership style variable to the performance variable
amounted to 15.48%.

The amount of direct contribution mfluence of
organizational commitment variable to the employee
performance variable i3 15.21%. Meanwhile the
contribution of organizational commitment indirect effect
on employee performance through cultural organization
amounted to 6.64% then the indirect contribution effect of
organizational commitment variable to the employee
performance variable through organizational climate
amounted 4.44% and the contribution of indirect influence
organmizational commitment variable to employee
performance variable through leadership style 1s
5.30%. So as the total contribution of the effect of
organmizational commitment variable to employee
performance variable 1s equal to 31.59%. Based on the
description numbered 1-4 then the total contribution of
the most dominant influence on employee performance 1s
a factor of orgamizational commitment with a contribution
of 31.59% than the factor of organizational culture,
organizational climate and leadership styles, each only
amounted to 19.82, 13.03 and 15.48%.

According to the test results shows that the direct
variable of organizational culture, organizational
climate and leadership styles affect the organizational
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commitment variable with a contribution of 55%.
Then, organizational culture variable, organizational
climate and leadership style directly affects employee
performance variable with a contribution of 31.95%. But
with through organizational commitment, organizational
culture variables, organizational climate and leadership
styles affect the performance of employees with a
contribution of 80%. This shows that orgamzational
commitment is a partial mediating variable of
organizational culture, organizational
leadership style on employee performance.

climate and

CONCLUSION

Orgamzational commitment on civil servants in Garut,
especially in normative commitment will be able to be
improved if Garut government is able to increase
organizational culture {especially in adhocracy culture)
and supported by mereasing and improving leadership
style (especially on transformational leadership style) and
organizational climate mainly on style climate leadership
support. Employee’s performance of civil service in Garut,
especially on dependability element will be able to be
mnproved if the Garut govermment able to improve
organizational culture (especially the adhocracy cultural
elements) and supported by the ability to improve
leadership style (especially on the element of
transformational leadership style) and organizational
climate particularly in support of climate elements
through organizational commitment (especially normative
commitment) to the civil servants m Garut .

ACKNOWLEDGEMENT

This research is supported by Directorate of Research
and Community Service and Board Academic
Development, STIE Sebelas April Sumedang,.

REFERENCES

Ahmad, H. and HM. Gelaidan, 2011. Organisational
culture, leadership styles and employee's affective
commitment to change: A case of yemen public
sector. J. Org. Manage. Stud., Vol 2011,
10.5171/2011.722551

Amold, M.J. and K.E. Reynolds, 2003. Hedonic shopping
motivations. J. Retail., 79: 77-95.

Gibson, J.L. and I.H. Donnely, 2012. Orgamzational or
Deviant Behavior, Structure and Process. 11th Edn.,
MeGraw-Hill, London, UK.

Gomes, F.C., 2003, Human Resource Management.
CV. Andi Offset, Yogyakarta.

Hair, JF., W.C. Black, B.J]. Babin, RE. Anderson and
RI. Tatham, 2006. Multivariate Data Amnalysis.
6th Edn., Prentice-Hall Inc., New Jersey, USA.,
ISBN-13: 9780130320295, Pages: 899.

Hellriegel, D. and T.W. Slocum Jr., 2004, Organizational
Behavior. Cengage Learning Co., South-Western,
Australha.

Imran, R and M. Ams-ul-Haque, 2011. Mediating effect of
organizational climate between transformational
leadership and innovative work behaviour. Pak. T.
Psychol Res., 26: 183-199.

Jha, S., 2011. Determinants of Employee Tumover
Intention: A Review. Apeejay School of
Management, New Delhi, India.

June, S. and R. Mahmood, 2011. The relationship between
role ambiguity, competency and person-job fit with
the job performance of employees in the service
sector SMEs in Malaysia. Bus. Manage. Dynamics, 1:
79-98.

Lussier, R., 2005 Human Relations m Organizations:
Applications and Skill Building. McGraw-Hill, New
York.

Manetje, O. and N. Martins, 2009. The relationship
between orgamisational culture and orgamsational
commitment. Southern Afr. Bus. Rev., 13: 87-111.

Memari, N., O. Mahdieh and A .B. Marnani, 2013. The
impact of organizational commitment on employees
job performance. A study of Meli bank. Interdicip.
I.Contemp. Res. Bus., 5: 164-171.

Mguqulwa, N., 2009. The relationship between
orgamisational commitment and work performance in
an agricultural company. Ph.D. Thesis, Umiversity of
South Africa.

Munandar, M., 2001. Budgeting, Planmng Summary of
Work Safety. 1st Edn., Gajah Mada University Press,
Yogyakarta.

Paracha, M.U., A. Qamar, A. Mirza, 1. Hassan and
H. Waqgas, 2012, TImpact of leadership style
(transformational & transactional leadership) on
employee performance and mediating role of job
satisfaction study of private school (educator) in
Pakistan. Global J. Manage. Bus. Res., 12: 54-64.

Sakiru, O.K., I.L. D'Silva, . Othman, A. DaudSilong and
A.T. Busayo, 2013. Leadership styles and job
satisfaction among employees in small and
medium enterprises. Int. I Bus. Manage., &
34-41.

Simarmore, H., 2004. Human Resource Management. STIE.,
Yogyakarta.

Sugiyono, 2010. Educational Research Method by Using
Qualitative, Quantitative and R&D. Alfabeta
Publishing House, Bandung.

1737



	1732-1737_Page_1
	1732-1737_Page_2
	1732-1737_Page_3
	1732-1737_Page_4
	1732-1737_Page_5
	1732-1737_Page_6

