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Abstract: Tn Bali Indonesia, the financial institution which supports the development of the people’s economy
15 the cooperative. However, not all cooperatives are categorized as healthy. As some cooperatives are
categorized as unhealthy, improvements and guidances are needed, especially in terms of the leadership of
cooperative managers and the organizational commitment of cooperative employees. This research aim to
analyze the effect of entrepreneurial leadership on organizational performance and the mediating role of
organizational commitment in the mfluence of both variables on credit cooperatives in Tabanan Regency Bali
Province Indonesia. The research population consists of 210 cooperative industries, 136 samples conducted
using proportional random sampling method collected by the 10 districts. The analysis method used is the path
analysis. The research result shows that entrepreneurial leadership of cooperative managers and the
organizational commitment have influences on organizational performance. Likewise, entrepreneurial leadership
has an mfluence on organizational commitment. To improve the performance of the cooperatives, there 1s a need
to strengthen the entrepreneurial leadership of the cooperative managers and increase the organizational
commitment.
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INTRODUCTION

In easing the capital access for rural areas, the
credit cooperatives are largely needed (Abdulmalik and
Bambane, 2016). The research conducted by
Chetama et al. (2016) stated that micro-finance mstitutions
greatly support the development of small businesses.
Dagnew and Kaur (2016) conveyed that micro-finance
mstitutions play a great role in increasing the expenditure
of the people in villages. Asor ef al. (2016) proved
that micro-finance institutions greatly contribute in the
development of micro businesses. Madume ef al. (2016)
stated that micro-finance institutions greatly contribute in
the development of micro businesses.

To improve the role of cooperatives, the management
of cooperatives must also be strengthened to improve the
ability of the cooperative managers in leading the
cooperatives and also to mcrease the orgamzational
commitment of employees. Boyne and Dahya (2002)
stated that leadership m an orgamzation can
improve the organizational performance significantly.
Aragon-Correa et al. (2007) stated that leadership has a
positive and significant influence on organizational
performance. Victor et al (2008) stated that
transformational leadership has a positive influence on
the orgamizational performance. Arthur and Huntley (2005)
stated that leadership has a significant influence on

organizational performance. Koech and Namusonge (2012)
found that leadershup style does mnot sigmficantly
influence organizational performance. Mgeni (2015) stated
that leadership style does not have significant influence
on organizational performance. This is the research gap in
which the mediating varable between entreprencurial
leadership and organizational performance should be
analyzed.

Muchin (2002) stated that transformational leadership
has a positive and significant influence on organizational
commitment and organizational performance. Prabhu and
Robson (2000) revealed that the commitments of leader
and senior officials have a strong influence on the

organizational  commitment and  organizational
commitment has an influence on organizational
performance. Huang ef al. (2014) conveyed that

leadership has an influence on organizational
performance with dynamic research environment as the
mediator. Chiu and Chien (2012) found that knowledge
sharmg by leaders have a positive influence on
organizational performance with the knowledge
absorption ability as the mediator. Chen (2004) stated that
leadership has an influence on organizational commitment
and organizational performance.

Altinay et al. (2008) revealed that good human
resource management practices are able to increase small

businesse’s performance. Anthony and Michael (2016)
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stated that the increase in discipline and commitment
are able to significantly increase the orgamzational
performance. Arsyad (2014) stated that research discipline
and organizational commitment can significantly increase
organizational performance. Danish et al. (2013) found
that organizational commitment mediates the influence of
knowledge sharing of leaders on the organizational
performance. Michie and West (2004) revealed that
psychological  consequences  and  organizational
commitment has an influence on organizational
performance. This means that orgamzational commitment
has a direct influence on organizational performance.

In Bali, the financial institution which supports the
development of the people’s economy is the cooperative.
However, not all cooperatives are categorized as healthy.
As some cooperatives are categorized as unhealthy,
mnprovements and guidances are needed, especially in
terms of the leadership of cooperative managers and the
organizational commitment of cooperative employees.
Based on the observation on 15 cooperatives in Tabanan
Regency, there are 3 cooperatives in which the
performance are unhealthy, 5 cooperatives in which the
credits are corrupted by the cooperative managers and
results in the disruption of the cooperative’s operations.
There are 5 cooperatives in which the assets remain small,
i other words do not grow sigmficantly over the last
10 years. There are 2 cooperatives with Non-Performing
Loans (NPL) above 5% from the total credit issued.

Entrepreneurial leadership  and  orgamzational
commitment is allegedly able to increase organizational
performance.

This means in the attempt to mcrease the

organizational performance, cooperatives should have a
strong entrepreneurial leadership which can improve
employee’s commitment towards the organization in order
to increase the organizational performance. Therefore,
there is a need to conduct and analyze a study regarding
the mediating role of organizational commitment in the
influence of entrepreneurial leadership on organizational
performance on credit cooperatives in Tabanan Regency
of Bali Province Indonesia.

Literature review

Entrepreneurial leadership: Ireland et al. (2003), stated
that leadership is the ability to influence others through
the management of strategic resources in the attempt to
focus on two matters, namely searching for opportunities
and daring to take risks, must be owned by
entrepreneurially oriented leaders. Gupta et al. (2004)
explained that entreprencurially oriented leaders s an
entrepreneur leadership style. Fernald et al. (2005)
conveyed that entrepreneurial leadership is among the
leadershup styles to anticipate the uncertamnties in the
business environment.
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Entrepreneurial leadership can be said to be the
activity conducted by cooperative managers m planning,
organizing, operating, monitoring, transparency and
communicative in leading subordinates and other parties,
as well as searching for opportumities, taking risks and
have the entrepreneurship mentality to achieve their
goals. This can be used to review the entrepreneurial
leadershup of cooperative managers. The indicators of
entrepreneurial leadership are performing the management
functions, exemplary, adhere to the rules, transparency,
able to represent the cooperative and increase the welfare
or cooperative employees.

Organizational commitment: Meyer and Herscovitch
(2001) explained to differentiate the characteristics of
commitment stated by experts, the 3-component model of
commitment needs to be introduced, namely affective
commitment, continuance commitment and normative
commitment. Testa (2001) stated that organizational
commitment can be viewed as the positive assessment
regarding the research environment. Mogotsi et al. (2011)
explained that informally, organizational commitment is a
measurement of the trust and loyalty of employees on the
organization.

Thus, organizational commitment is the relationship
between employees and the orgamization which 13 shown
by the strong desire to be a member of the organization,
involving themselves in the organization’s activities, the
feelings of attachment, trust and loyal to the organization,
accept the organizational values and goals as well as
willing to research hard in order to achieve the
organizational goals and continuity.

The indicators of organizational commitment used are
the indicators referred from the organizational commitment
aspects by Meyer and Herscovitch (2001). There are
affective commitment which is related to the identity,
group values and individual involvement. Normative
commitment which 1s related to the mternationalization of
the organizational norms and loyal to the organization.
Continuance commitment which is related to the
contribution of employees to the orgamzation and the
perception of employees regarding their loss if they leave
the organization.

Organizational performance: Barney et al (2001)
explained that the comprehension and definition of
organizational performance in academic literatures and in
several management studies varies which makes it remain
as an issue and is continuously being developed. Ricardo
and Wade (2001) stated that the development of
organizational performance is related with the concept
of effectivity, efficiency, economy, quality, behavior
consistency and normative actions. According to
Garvea et al. (2012), there are no universal definition of
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organizational performance. There are some aspects to
plcture the concept of organizational performance are
performance is the financial and non-financial tool
devised to inform regarding the achievement of the goals
and results, performance 1s dynamic, requires judgement
and interpretation, performance is illustrated with the use
of the quality model which explains how actions can
mfluence the upcoming results.

Thus, organizational performance is the research
result (encompasses effectivity, efficiency, economy,
quality, consistency and norm) which can ensure the
organizational goals to be achieved in line with the vision,
mission and objectives of the organization. To evaluate
the organizational performance, the indicators used are
service to customers, the loan interest level, the saving
interest level, training/development of employees and the
profit of the cooperative.

The influence of entrepreneurial leadership on
organizational performance: Several studies have
discussed the influence of entrepreneurial leadership
on organizational performance are Boyne and Dahya
(2002), who stated that leadership in organizations
can significantly increase organizational performance.
Ele et al. (2016) revealed that leadership has a positive
and sigmficant influence on orgamzational performance.
Garcia-Morales et al. (2008) stated that transformational
leadership has a positive influence on organizational
performance. Arthur and Huntley (2005) stated that
leadershup has a significant mfluence on orgamzational
performance. Koech and Namusonge (2012) found that
leadership style does not have significant influence on
organizational performance. Mgeni (2015) conveyed that
leadership style does not have significant influence on
organizational performance.

¢+ H; entrepreneurial leadership will be positively
related to organizational performance
The influence of entrepreneurial leadership on

organizational commitment: Some studies that have
discussed the mfluence of entrepreneurial leadership on
organizational commitment are by Muchiri (2002) who
stated that transformational leadership has a positive and
significant mfluence on orgamzational commitment and
organizational performance. Prabhu and Robson (2000)
stated that leadership commitment and semor officers
have strong influences on organizational commitment and
organizational
organizational performance. Huang et al. (2014) explained
that leadership has an influence on organizational
performance with dynamic research environment as the

commitment has an mfluence on
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mediator. Chiu and Chien (2012) found that knowledge
sharing by leaders has a positive mfluence on the
organizational performance with knowledge absorption as
the mediator. Chen (2004) also stated that leadership has
an mfluence on orgamzational
organizational performance.

commitment and

s H, entrepreneurial leadership will be positively

related to organizational commitment

The influence of organizational commitment on
organizational performance:
discussed the influence of organizational commitment on

Several studies have

organizational performance are Altinay et al. (2008)
conveyed good human resource management practice 1s
capable of increasing the performance of small
businesses. Anthony and Michael (2016) stated that the
improvement in discipline and commitment 1s able to
significantly mcrease the organizational performance.
Arsyad (2014) stated that research discipline and
organizational commitment are able to significantly
improve organizational performance. Danish et al. (2013)
revealed that organizational commitment mediates the
influence of knowledge sharing of leaders on the
organizational performance. Likewise, stated by Michie
and West (2004), psychological consequences and
organizational
organizational performance.

commitment have influences on

» H; orgamzational commitment will be positively

related to organizational performance

Conceptual framework: Boyne and Dahya (2002) stated
that leadership in an organization can improve the
organizational performance significantly.  Aragon-
Correa et al. (2007) stated that leadership has a positive
and sigmificant influence on organizational performance.
Garcia-Morales ef al. (2008) stated that transformational
leadership has a positive mfluence on the orgamzational
performance.

Muchin (2002) stated that transformational leadership
has a positive and sigmficant influence on orgamzational
commitment and organizational performance. Prabhu and
Robson (2000) revealed that the commitment of leaders
and senior officials have a strong influence on the
organizational commitment and organizational commitment
has an influence on organizational performance.

Altinay et al. (2008) revealed that good human
resource management practices are able to increase small
businesse’s performance. Anthony and Michael (2016)



J. Eng. Applied Sci., 14 (1): 233-241, 2019

— Direct influence

-------- P Indirect influence N

Entrepreneurial
leadership |
X)

/Organizationa

performance
()
Organizational
commitment (V)

Fig. 1: Conceptual framework

stated that the increase m discipline and commitment are
able to sigmficantly increase the organizational
performance. The conceptual framework of this research
is displayed in Fig. 1.

MATERIALS AND METHODS

Population and sample: The population in this research
consists of 210 cooperative industries m 10 districts of
Tabanan Regency, Bali Province Indonesia. The total
sample is determined using the Slovin formula (Hair et al.,
2010). With an error leniency percentage of 10%, the total
sample in this research 15 136 cooperative industries.

The data collection method used are observation by
conducting direct observations on the selected
cooperatives, structured interview by conducting direct
mterviews on the respondents using questionmaires.

The data analysis method: The data analysis and
processing are conducted utilizing the path analysis. The
relationship between variables are analyzed to determine
the direct influence and indirect influence between a set
of independent variable (exogenous) on the dependent
variable (endogenous). The path analysis model 5 a
causality relationship pattern or a set of hypothesized
causal asymmetric relation among the
(Hair et al., 2010).

variables

RESULTS AND DISCUSSION

The
characteristics of respondents are explained as follows:
based on the gender, there are 94 males (69.1%) and 42
females (30.9%). In terms of education level, 42 people
(30.9%) have a bachelor degree, 52 people (38.2%) have
an assoclate degree and 42 people (30.9%) have
completed their high school education. In terms of age;
There are 86 respondents (63.2%) aged between 35-45
yvears old, 42 respondents (30.9%) aged between 46-56
yvears old, 4 respondents (2.9%) aged above 55 years old
and there are 4 respondents (2.9%) aged below 35 years
old. In terms of longevity; There are 67 respondents

Demographic characteristics of respondents:
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(49.3%) with a longevity of <5 years, 66 respondents
(48.5%) with a longevity between 6-10 years and 3 people
(2.2%) with a longevity of <5 years.

Variable description: The criteria of respondent’s
perception 1s based on the Tri Box Method (Hawr et of .,
2010)namely : 1.0-2.3 = low (not good); 2.4-3.7 = moderate
(good enough) and 3.8-5.0 = high (very good).

The entrepreneurial leadership: The descriptions for the
entrepreneurial leadership are managers perform the
management function well enough, managers show
exemplary behaviors is categorized as not good, managers
highly abide by the regulation is categorized as good
enough, the transparency of managers in performing their
tasks 1s categorized as good enough, managers are able to
represent the cooperatives is categorized as not good and
managers are able to improve the welfare of employees 1s
categorized as good enough.

The organizational commitment: The descriptions for the
organizational commitment variable are employees always
find solutions to overcome the cooperative issues is
categorized as good enough, employees have a sense of
ownership towards the cooperative is categorized as not
good, employees are loyal to the cooperative 1s
categorized as good enough, employees feel a loss if they
resign from the cooperative 1s in the category of not good
and employees feel that there 1s no other orgamzation
they can work 1n 1s in the good enough category.

The organizational performance: The descriptions for the
organizational performance are cooperatives provide
timely saving and loan service is categorized as not good,
cooperative provides lower loan interest than the bank
interest level is categorized as good enough, cooperatives
provide saving interest level that is higher than banks is
categorized as good enough, cooperatives assign
employees to participate m traimings 1s categorized as
good enough and cooperatives always attain profit 1s
categorized as not good.

Factor analysis results

Entrepreneurial leadership factor analysis: The
entrepreneurial leadership of cooperative managers
variable (X)) is measured using six indicators, namely;
managers perform the management function well,
Managers show examplary behavior, managers abide by
the law, managers are transparent in their task, managers
are able to represent the cooperative and managers are
abe to improve the welfare of employees. Displayed in
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Table 1: Factor analysis results for the entrepreneurial leadership of
cooperative managers variable ()

Indicators Loading factor
Managers perform the management functions well (X;;)  0.969
Managers show examplary behavior (X, 5) 0.885
Managers abide by the law (X, ) 0.930
Managers are transparant in performing their tasks (X;4)  0.965
Managers are able to represent the cooperatives (X, 5) 0.964
Managers are able to improve employee’s welfare (X;s) ~ 0.978

Table 2: Factor analysis result for the organizational commitment (Y,)

Loading
Indicators factor
Emplovees find solutions to overcome problems (Y, ) 0.957
Employees have a sense of ownership on the cooperative (Y,3) 0,906
Emplovees are loval to the cooperative (Y, 5) 0915
Emplovees feel a loss if they resign from the cooperative (Y;4)  0.958
Emplovees feel that they have no option to work in other 0.936

organizations (¥, 5)

Table 3: Factor analysis results for the organizational performance variable

(2)
Loading
Indicators factor
Cooperatives provide timely loan and saving services (Y, ) 0.942
Cooperatives have a loan interest level lower than bank interest 0.870

(Y22)
Cooperatives have a saving interest level higher than bank interest 0.949
(Ys3)

Cooperatives assign employees to participate in trainings (Y,4)
Cooperatives always attain profit (¥, 5)

0.936
0.939

Table 1 1s the factor analysis results for the
entrepreneurial leadership of cooperative managers

variable (3{,).

The organizational commitment factor analysis: The
organizational commitment variable (Y,) is measured by
using five indicators, namely: employees always find
solutions to overcome the cooperative problems,
employees have a sense of ownership towards the
cooperative, employees are very loyal to the cooperative,
the employees will feel a loss if they resign from the
cocoperative and employees feel that there are no other
organization they can work in. The results of the factor
analysis for the orgamzational commitment (Y,) variable 1s

displayed in Table 2.

The organizational performance factor analysis: The
organizational or cooperative performance variable (Y)) is
measured using five indicators, namely cooperatives
provide timely loan and saving services, cooperatives
have a loan interest level lower than bank interest,
cooperatives have a saving interest level higher than bank
interest, cooperatives assign employees to participate in
trainings and cooperatives always attain profit. The factor
analysis results the
performance variable (Y,) 1s displayed in Table 3.

for organizational/cooperative
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Path analysis results

The path analysis on the direct influence of
entrepreneurial leadership (X)) on the organizational
commitment (Y)): The path coefficient results of the
entrepreneurial leadership of cooperative manager
variable (X,) on organizational commitment (Y,) can be
seen in Table 4.

The path coefficient results of the entrepreneurial
leadership of cooperative managers (X;) on
organizational commitment (Y,): Based on Table 4, the
standardized beta coefficient of the entrepreneurial
leadership variable (X,) is 0.865 with a significance level
of 0.000. This means that entrepreneurial leadership of
cooperative managers (X,) has a positive and significant
direct influence on organizational commitment (Y ).

The path analysis on the direct influence of
entrepreneurial leadership (X,) and organizational
commitment (Y,) on organizational performance (Y,): The
path coefficient of entrepreneurial leadership (X)) and
orgamizational commitment (Y,) on orgamzational
performance (Y,) can be seen on Table 5. Based on Table
5, it can be seen that the standardized beta coefficient or
the cooperative manager leadership variable (X,) is 0.338
with a significance level of 0.000. This shows that
entrepreneurial leadership (X,) has a positive and
significant direct influence on the orgamzational or
cooperative performance (Y,). The standardized beta
coefficient of the organizational commitment variable (Y,)
is 0.637 with a significance level of 0.000. This means that
organizational commitment (Y,) has a positive and
significant direct influence on organizational or
cooperative performance (Y,).

The mediating role of organizational commitment (Y,) in
the influence of entrepreneurial leadership (X;) on
organizational performance (Y,): The results of the path
coefficient 13 illustrated to explain the overall empirical
causal relationship among the entrepreneurial leadership
variable (X,), orgamizational commitment (Y,) and
organizational or cooperative performance (Y,) which is
displayed in Fig. 2. Based on the overall calculation
results of the influence of variable X, on Y, and the
influence of X, and Y, on Y,, the following explanations
are made:

H,: Entrepreneurial leadership has a positive and
significant  influence  on  organizational
performance

Based on the test, the path coefficient of varable X,
{entrepreneurial leadership) on vanable Y, (organizational
performance) is (.338 with a significance level of 0.000. In
this research, entrepreneurial leadership was found to
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Table 4: The path coefficient results of the entrepreneurial leadership of cooperative managers (X;) on organizational commitment (Y,)

Dependent variable Independent variable Beta coefficient t-value Sig. Description
Organizational commitment (Y,) Entrepreneurial leadership (X)) 0.865 19.926 0.000 Significant
R?=0.748

Table 5: The path coefTicient of entrepreneurial leadership (X,) and organizational commitment (Y,) on organizational performance (Y;)

Dependent variable/Independent variable Beta coefTicient t-value Sig. Description
Organizational Per formance (Y;)

Entrepreneurial leadership (X;) 0.338 05.957 0.000 Significant
Organizational cormmitment (¥;) 0.637 11.237 0.000 Rignificant.

R*=0.892

— Direct influence
-------- » Indirect influence

R*=89.0%

nterpreneurial 654
P Organizational

leadership
X))

7R =T74.8%N\
Organizational
commitment (Y,)

Fig. 2 : The empirical causal relationship of variable X, on
Y,and Y,

have a sigmficant and positive mfluence on the
organizational or cooperative performance. This means
that the better the entreprencurial leadershup (of
cooperative managers), the better the organizational or
cooperative performance will be conversely, the worse the
entrepreneurial leadership (of cooperative managers), the

worse the organizational or cooperative performance will
be.

H,: Entrepreneurial leadership has a positive and
signmficant  mfluence on
commitment

organizational

Based on the test, the path coefficient of varable X,
(entrepreneurial leadership) on variable Y, (organizational
commitment) is 0865 with a significance level of 0000. In
this research, entrepreneurial leadership (of cooperative
managers) was found to have a significant and positive
mfluence on organizational commitment. This means that
the better the entrepreneurial leadership (of cooperative
managers), the better the orgamzational commitment (of
cooperative employees). Conversely, the worse the
entrepreneurial leadership (of cooperative managers), the
worse the organizational commitment (of cooperative
employees).

H, Orgamzational commitment has a positive and
significant  influence  on  organizational
performance

Based on the test, the path coefficient of variable Y,
(organi zational commitment) on variable Y, (organizational
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performance) 1s 0.637 with a sigmficance level of 0.000. In
this research, organizational commitment was found to
have a sigmficant and positive influence on organizational
performance. This means that the better the organizational
commitment, the better the organizational or cooperative
performance. Conversely, the worse the organizational
commitment, the worse the orgamzational performance
(cooperative).

The mediating role of orgamzational commitment in
the influence of entrepreneurial leadership on
orgamzational performance. The mediating role of
organizational commitment can be seen from the path

coefficient of X, (entrepreneurial leaderslup of
cooperative managers) on variable Y, (organizational/
cooperative  performance) through  variable Y,

(organizational commitment) which is 0.551. In this
research, entrepreneurial leadership (of cooperative
managers) was found to have a positive influence on
organizational/cooperative performance through
organizational commitment. This means that the better the
entrepreneurial leadership (of cooperative managers), the
better the organizational commitment and organizational
performance (cooperative). Conversely, the worse the
entrepreneurial leadership (of cooperative managers) the
worse the organizational commitment and orgamnizational
performance (cooperative).

The recapitulation of the test results regarding the
influence of entrepreneurial leadership of cooperative
managers (X,) on orgamzational commitment (Y,) and
organizational / cooperative performance (Y,) in Tabanan
Regency can be seen in Table 6.

Based on Table 6, the total influence (Direct
influence+Indirect influence) of the entrepreneurnal
leadership (cooperative manager) on organizational/
cooperative performance 18 0.889 which originates from
0.338 direct influence and 0.551 indirect influence. Based
on this, the mfluence of entrepreneurial leadership
(cooperative manager) on cooperative performance
through orgamzational commitment (indirect influence) 1s
greater than the influence of entrepreneurial leadership
{cooperative manager) on orgamzational performance
(direct influence).

The direct influence of entrepreneurial leadership of
cooperative manager (X,) on organizational commitment
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Table 6:  The path coefficient, direct influence and indirect influence of entrepreneurial leadership (X;) on organizational commitment (Y, ) and organizational

performance (Y)

Path Coetficient

Variable Direct Indirect through Y, Total influence
Entrepreneurial leadership (X;) on organizational performance (Y,) 0.338 0.551 0.889
Entrepreneurial leadership (X;) on organizational commitment (Y, ) 0.865 - -
Organizational cormmitrment (¥;) on organizational performance (¥.) 0.637 -

(Y,) is 0.865 and the direct influence of organizational
(Y) organizational/cooperative
performance (Y,) is 0.637.

commitment on

The leadership on
organizational performance: The hypothesis test shows

influence of entrepreneurial

that the entrepreneurial leadershup has a positive and
significant nfluence on the orgamzational performance
variable. The better the entrepreneurial leadership, the
higher the cooperative performance. The increase in
entrepreneurial leadership can be seen from good
execution of the management functions, exemplary,
compliance, transparency, increasing the welfare of
employees and able to represent the cooperative. This
result is consistent with the research by Boyne and
Dahya (2002), Ele et af. (2016) and Garcia-Morales et al.
(2008) which stated that leadership has a positive
mfluence on the organizational performance.

The leadership on
organizational commitment: The hypothesis test proved
that entrepreneurial leadership has a positive and
significant influence on the organizational commitment.
The better the organizational leadership the higher the
organizational commitment. This result is consistent with
the research conducted by Muchiri (2002), Prabhu and
Robsen (2000), Huang et al. (2014) and Chiu and Chien
(2012) which stated that leadership has a positive
mfluence on orgamzational commitment.

influence of entrepreneurial

The influence of organizational commitment on
organizational The hypothesis test
proved that the orgenizational commitment has a

performance:

positive and significant influence on the organizational
performance variable. The higher the organizational
commitment, the better the organizational performance.
This result is consistent with the research conducted
by Altinay et al. (2008), Michie and West (2004), Arsyad
(2014), Danish et al. (2013) and Anthony and Michael
(2016) which stated that organizational commitment has an
mfluence on organizational performance.

The mediating role of orgamzational commitment in
the mfluence of entrepreneurial leadershup on the
organizational performance.
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The analysis results proved that organizational
commitment has a significant role in mediating the
influence of entrepreneurial leadership on orgamzational

performance. This means that the better the
entrepreneurial leadership the higher the organizational
commitment and the higher the orgamzational
performance. This shows that the orgamzational

commitment 1s a partial mediator i the wnfluence of
entrepreneurial leadership on organizational performance.

CONCLUSION

Based on the discussion result, the following
conclusions are made; Entrepreneurial leadership has a
positive and sigmficant influence on orgamzational
performance. This means that the better the
entrepreneurial leadership, the better the organizational
performance of cooperatives in Tabanan Regency.

Entrepreneurial leadership has a positive and
significant influence on organizational commitment. This
means that the better the entrepreneurial leadership, the
better the organizational commitment of cooperatives in
Tabanan Regency.

Organmizational commitment has a positive and
significant influence on organizational performance. This
means that the better the organizational commitment, the
better the organizational performance of cooperatives in
Tabanan Regency.

Organizational commitment has a role as the partial
mediator in the influence of entrepreneurial leadership on
organizational performance. This means that the better the
entrepreneurial leadership, the stronger the organizational
commitment and the higher the organizational
performance of cooperatives in Tabanan Regency.

RECOMMENDATIONS

Referring to the discussions and conclusions, the
following recommendations are given: some mdicators of
the organizational performance must be maintamed,
among others, loan interest level lower than the bank,
saving interest level higher than the bank and provide
traimings/certifications of profession for cooperative
employees and to maintain an increasing profit level for
the cooperative.
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Some indicators of the organizational commitment
needs to be maintained, among others employees always
find solution, employees have a sense of ownership
towards the cooperative and employees are loyal to the
cooperative.

Some mdicators of the entrepreneurial leadership
must be maintained, among others perform the
management functions (planning, operation and control)
consistently in the cooperative’s operations, managers
are transparent in managing the finance and assets of the
cooperative and managers should be able to improve the
welfare of the cooperative employees.
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