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ABSTRACT 

The objective of this research is to test and explain the influence of organizational culture on 
organizational commitment, the influence of leadership on organizational commitment, the 
influence of organizational culture on employees‟ performance, the influence of leadership on 
employees‟ performance, the influence of organizational commitment on employees‟ 
performance, the role of organizational commitment as mediation of the influence of 
organizational culture on employees‟ performance and the role of organizational commitment 
as mediation of the influence of leadership on employees‟ performance. This explanatory 
research employs a survey method, aiming at seeking the causal relationship between 
variables through hypothesis test. This research finds that: organizational culture positively, 
significantly influences the organizational commitment of the Provincial the Provincial Food 
Security Agency of Southeast Sulawesi; leadership positively, significantly influences the 
organizational commitment of the Provincial Food Security Agency of Southeast Sulawesi; 
organizational culture positively, significantly influences the employees‟ performance of the 
Provincial Food Security Agency of Southeast Sulawesi; and leadership positively, 
significantly contributes to organizational commitment, but does not significantly influence 
employees‟ performance. 
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Human Resources Management is the planning, organization, direction and control 
related to an organization‟s formal design system to determine the effectiveness and 
efficiency of personnel‟s talent to realize organization‟s performance and objectives (Mathis 
and Jackson, 2011:14). A good organizational culture will influence employees‟ behavior, 
which will then lead to performance improvement. A number of studies shows that a good 
culture wills guide the behaviors of and give significance to organization‟s activities, thus the 
performance resulted will also be optimal. A leader‟s attitude and character in influencing 
others in an organization significantly determine how organization‟s objectives are achieved. 
Employees‟ loyalty may be observed from their willingness to continuously attempt to be part 
of the organization and their strong desire to stay in the organization. 

Although theoretically, and many previous researches explain that, organizational 
culture and leadership result in employees‟ performance, but some studies and researches 
present different findings. Such different research results have been a gap of research, thus 
organizational commitment is added, which serves as a mediation variable. Organizational 
commitment as a mediation variable must show its influence on employees‟ performance. 
The researches that show that organizational commitment is able to mediate the influence of 
organizational culture on employees‟ performance are those conducted by Suryaningsih et 
al. (2018), Nikpour. A (2017) and Intan Cahya, K. et al. (2018), which find that organizational 
commitment serves as mediation of the influence of organizational culture on employees‟ 
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performance. There is a contradiction between the findings of research conducted by 
Sujarwo et al. (2018), Isbandi, T.B et al. (2018) and Winardi (2016), that organizational 

commitment does not serves as mediation of the influence of organizational culture on 
employees‟ performance. 

To maximize existing potential of the Provincial Food Security Agency of Southeast 
Sulawesi, Indonesia, it needs officers‟ good habit, officers‟ behavior and interaction between 
officers. A consistently good valuation system in an organization will support its good working 
procedure to implement an integrated food security building process in maximizing services 
given by officers of the Provincial Food Security Agency of Southeast Agency. Based on the 
description of background above, the researcher is interested to study further the influence of 
organizational culture and leadership, both directly and through organizational commitment 
as mediation in attempt to improve the performance of employees of the Provincial Food 
Security Agency of Southeast Sulawesi. This research may contribute to the development of 
theories for academics, particularly with regard to organizational culture, leadership, and 
organizational commitment as well as to give suggestion to the management of the 
Provincial Food Security Agency of Southeast Sulawesi, particularly in personnel 
management in formulating strategies, policies and programs for improvement of its 
organizational culture, leadership, organizational commitment and employees‟ performance. 
 

LITERATURE REVIEW 
 

Malthis and Jackson (2011:14) state that Human Resources Management is correlated 
with an organization‟s formal design system to determine the effectiveness and efficiency as 
viewed from an individual‟s talent to realize the organization‟s objectives. Robbins and Judge 
(2015:16) define Human Resources Management as part of management study focusing on 
how to recruit, employ, train, motivate and maintain employee. 

According to Robbins and Coulter (2012), the definition of organizational culture implies 
three things. First, culture is a perception, instead of something which may be touched or 
seen physically, but is accepted and understood by employees through what they experience 
in organization. Second, culture is descriptive and related to how members accept and define 
such culture, regardless of whether they like it or not. Third, organizational culture is shared 
(acceptance aspect), that although individuals in organization have different backgrounds 
and works in far different stages, they tend to define and express organizational culture in the 
same way. Robbins and Judge (2015:384) state that leadership is the capability to influence 
a group to achieve their goals and objectives. Therefore, leadership leads to commitment of 
all subordinates and instills big trust in leader. According to Yukl (2013:4), leadership is 
individual‟s capability to influence, motivate, and make others contribute to organization‟s 
effectiveness and success. 

Luthans (2011:147) finds that organizational commitment is often defined as: (1) strong 
willingness to remain becoming member of certain organization, (2) willingness to make high 
level effort on behalf of organization, and (3) certain belief in and acceptance of 
organization‟s values and objectives. Organizational commitment is employees‟ loyalty to 
organization, as reflected in their high involvement in achieving organization‟s objectives 
(Priansa, 2014). Employees‟ loyalty may be viewed from their willingness to continuously 
attempt to be part of organization, and their strong desire to remain in the organization. The 
concept of organizational commitment is correlated with individual‟s involvement level in the 
organization where they work and their interest to remain in the organization. 

Sedarmayanti (2016:76) explains the definition of performance as deliverables 
achieved by an individual or a group of people in an organization pursuant to their respective 
authority and responsibility in attempt to achieve the concerned organization‟s objectives 
legally, instead of unlawfully, and pursuant to moral values and ethics. 

Research’s Hypothesis. Based on the research‟s frame of reference, the research‟s 

hypotheses are: 

 H1: Organizational culture significantly influences organizational commitment; 

 H2: Leadership significantly influences organizational commitment; 
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 H3: Organizational culture significantly influences employees‟ performance; 

 H4: Leadership significantly influences employees‟ performance; 

 H5: Organizational commitment significantly influences employees‟ performance; 

 H6: Organizational commitment serves as mediation of the influence of organizational 
culture on employees‟ performance; 

 H7: Organizational commitment serves as mediation of the influence of leadership on 
employees‟ performance. 

 
METHODS OF RESEARCH 

 
This explanatory research takes a survey method, aiming at seeking the causal 

relationship between the influence of organizational culture and leadership on organizational 
commitment and employees‟ performance, both directly and indirectly (through mediation 
variable of organizational commitment), in the Provincial Food Security Agency of Southeast 
Sulawesi, Indonesia. The research‟s population is all employees of the Provincial Food 
Security Agency of Southeast Sulawesi, consisting of 70 Civil Servants, excluding the leader 
(Chairman of the Office). Therefore, there are 70 respondents, which mean that all of the 
population is taken as the research‟s respondents. The research‟s data are analyzed by 
using descriptive and statistical inference method of Partial Least Square (PLS). 
 

RESULTS AND DISCUSSION 

 
In the hypothesis test and path coefficient of direct influence between the variables of 

organizational culture, leadership and organizational commitment on employees‟ 
performance, four out of the five direct influences tested are positive and significant, which 
are organizational culture on organizational commitment, leadership on organizational 
commitment, organizational culture on employees‟ performance and organizational 
commitment on employees‟ performance. The complete data analysis results are presented 
below: 
 

Table 1 – Path Analysis and Hypothesis Test of Direct Influence 
 

Hypothesis Correlation between Variables 
Path 

Coefficient 
p-value 

α 
Alfa 

Result 

H1 Organizational CultureOrganizational Commitment 0.199 0.035 0.05 Sig 

H2 LeadershipOrganizational Commitment 0.551 0.000 0.05 Sig 

H3 Organizational CultureEmployees‟ Performance 0.360 0.000 0.05 Sig 

H4 Leadership Employees‟ Performance 0.049 0.574 0.05 TS 

H5 
Organizational CommitmentEmployees‟ 

Performance 
0.565 0.000 0.05 Sig 

 

Source: Output of PLS Model. 

 
Based on the regression result shown, the hypothesis test may be explained below: 
H1: Organizational Culture Has a positive and significant impact on Organizational 

Commitment. 
The test of organizational culture on organizational commitment results in estimate 

path coefficient value of 0.199 in positive direction. Positive path coefficient means that the 
influence between organizational culture and organizational commitment is irreversible. The 
significance result is proven with p-value of 0.035 < 0.05, which is defined as significant 
influence. Based on the foregoing, we may conclude the result of hypothesis test (H1) stating 
that organizational culture positively, significantly influences organizational commitment. This 
means an improvement of organizational culture leads to a good, irreversible, positive and 
significant improvement of organizational commitment, thus the proposed hypothesis is 
acceptable. 

H2: Leadership positively, significantly influences organizational commitment. 
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The test of leadership on organizational commitment results in estimate path coefficient 
value of 0.551 in positive direction. Positive path coefficient means that the influence 
between leadership and organizational commitment is irreversible and positive. The 
significance result is proven with p-value of 0.000 <0.05, which is defined as significant 
influence. The result of hypothesis test (H2) stating that leadership positively, significantly 
influences organizational commitments acceptable. This means an improvement of 
leadership leads to a good, irreversible, positive and significant improvement of 
organizational commitment, thus the proposed hypothesis is acceptable. 

H3: Organizational culture positively, significantly influences employees‟ performance. 
The test of organizational culture on employees‟ performance results in estimate path 

coefficient value of 0.360 in positive direction. Positive path coefficient means that correlation 
between organizational culture and employees‟ performance is irreversible. The significance 
result is proven with p-value of 0.000 <0.05, which is defined as significant influence. The 
significance result is proven with p-value of 0.000 <0.05, which is defined as significant 
influence. The result of hypothesis test (H3) proving that organizational culture positively, 
significantly influences employees‟ performance is acceptable. This means an improvement 
of organizational culture leads to a good, irreversible, positive and significant improvement of 
employees‟ performance, thus the proposed hypothesis is acceptable. 

H4: Leadership positively, significantly influences employees‟ performance. 
The test of leadership on employees‟ performance results in estimate path coefficient 

value of 0.049 in positive direction. Positive path coefficient means that the influence 
between leadership and employees‟ performance is irreversible. However, the test results in 
p-value of 0.574>0.05, which is defined as insignificant influence. Based on the foregoing, we 
may conclude that the hypothesis test (H4) stating that leadership positively, significantly 
influences employees‟ performance is not proven. This means an improvement of leadership 
leads to positive, insignificant improvement of employees‟ performance, thus the proposed 
hypothesis is not acceptable (rejected). 

H5: Organizational commitment positively, significantly influences employees‟ 
performance. 

The test of organizational commitment on employees‟ performance results in estimate 
path coefficient value of 0.565 in positive direction. Positive path coefficient means that 
correlation between organizational commitment and employees‟ performance is irreversible. 
The significance result is proven with p-value of 0.000 <0.05, which is defined as significant 
influence. Based on the foregoing, we may conclude that the hypothesis test (H5) stating that 
organizational commitment positively, significantly influences employees‟ performance is 
proven. This means an improvement of leadership leads to positive, significant improvement 
of employees‟ performance, thus the proposed hypothesis is acceptable. The test on 
mediation influence aims at detecting the position of intervening variable in the model, and is 
conducted to determine the characteristics of correlation between variables, either as perfect 
mediation variable, partial mediation variable or non-mediation variable. 

H6: Organizational commitment mediates the influence of organizational culture on 
employees‟ performance. 

Based on the use of z-statistic formula developed by Sobel, the mediating effect of the 
organizational commitment variable in mediating the influence of organizational culture on 
employees‟ performance may be viewed from the result of Sobel test online based on the 
table as follows: 
 

Table 2 – Mediating effect of organizational commitment variable in mediating the influence of 
organizational culture on employees‟ performance 

 

Mediating effect (indirect) Path Coefficient Statistical Test 
Std. 
Error 

ρ – value 

Organizational culture → Organizational Commitment 0.199 1.987 0.056 0.04 

Organizational Commitment → Employees‟ Performance 0.565 1.961 0.057 0.04 
 

Source: Sobel Test Result. 
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The calculation result in the table shows that the p-value = 0.04 <0.05, which means 
that organizational commitment mediates the influence of organizational culture on 
employees‟ performance. Therefore, the hypothesis (H6) is declared acceptable. The result of 
test on mediating role of organizational commitment the influence of organizational culture on 
employees‟ performance is explained below: 
 

Table 3 – Result of Test with Mediation 
 

Correlation between Variables Path Coefficient ρ Value 

Organizational Culture (X1) → Organizational Commitment (Y1) 0.477 0.001 

Organizational Commitment (Y1)→ Employees‟ Performance (Y2) 0.591 0.000 

Organizational Culture (X1) → Employees‟ Performance (Y2) 0.373 0.000 
 

Source: Sobel Test Result Online. 

 
Table 4 – Result of Test without Mediation 

 

Correlation between Variables Path Coefficient ρ Value 

Organizational Culture (X1) → Employees‟ Performance (Y2) 0.694 0.000 
 

Source: Sobel Test Result Online. 

 
Referring to the model test result in the Table above, we may observe that in the result 

of model test with mediation, the path coefficient value of the influence of organizational 
culture on organizational commitment and of organizational commitment on employees‟ 
performance is significant and organizational culture also significantly influences employees‟ 
performance. However, the coefficient value of the influence of organizational culture on 
employees‟ performance in the model test with mediation is lower (decreasing) of 0.373 than 
the coefficient value of the influence of organizational culture on employees‟ performance 
without involving organizational commitment variable of 0.694. Therefore, based on 
classification of the type of mediation, the role of organizational commitment in the influence 
of organizational culture on employees‟ performance is classified in to partial mediation. This 
means that organizational culture may, directly or indirectly organizational commitment, 
influence employees‟ performance. 

H7: Organizational commitment mediates the influence of leadership on employees‟ 
performance. 

Based on the use z-statistic formula developed by Sobel, the mediating effect of 
organizational commitment variable in mediating the influence of leadership on employees‟ 
performance may is viewed from the result of Sobel test online based on table 5 as follows: 
 

Table 5 – Mediating effect of organizational commitment variable in mediating the influence 
of leadership on employees‟ performance 

 

Mediating effect (indirect) Path Coefficient 
Test 

Statistic 
Std. 
Error 

ρ – 
value 

Leadership → Organizational Commitment 0.551 3.781 0.082 0.000 

Organizational Commitment → Employees‟ Performance 0.565 3.749 0.083 0.000 
 

Source: Sobel Test Result Online. 

 
The calculation result in the table shows that the p-value = 0.000 <0.05, which means 

that organizational commitment mediates the influence of leadership on employees‟ 
performance. Therefore, the seventh hypothesis is declared acceptable. 

The result of test on mediating role of organizational commitment the influence of 
leadership on employees‟ performance is explained as follows: 
 

Table 6 – Result of Test with Mediation 
 

Correlation between Variables Path Coefficient ρ Value 

Leadership (X2) → Organizational Commitment (Y1) 0.652 0.000 

Organizational Commitment (Y1)→ Employees‟ Performance (Y2) 0.692 0.000 

Leadership (X1) → Employees‟ Performance (Y2) 0.162 0.034 
 

Source: Sobel Test Result Online. 
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Table 7 – Result of Test without Mediation 
 

Correlation between Variables Path Coefficient ρ Value 

Leadership (X2) → Employees‟ Performance (Y2) 0.609 0.000 
 

Source: Sobel Test Result Online. 

 
Referring to the model test result in the Table above, we may observe that in the result 

of model test with mediation, the path coefficient value of the influence of leadership on 
organizational commitment and of organizational commitment on employees‟ performance is 
significant and leadership also significantly influences employees‟ performance. However, 
the coefficient value of the influence of leadership on employees‟ performance with the 
model test with mediation is lower (decreasing) than the coefficient value of the influence of 
leadership on employees‟ performance without involving organizational commitment variable. 
Therefore, based on classification of the type of mediation, the role of organizational 
commitment in the influence of organizational culture on employees‟ performance is 
classified into partial mediation. This means that leadership may, directly or indirectly 
organizational commitment, influence employees‟ performance. 
 

DISCUSSION OF RESULTS 

 
Influence of Organizational Culture on Organizational Commitment of the Provincial 

Food Security Agency of Southeast Sulawesi. The research finds that organizational culture 

directly, positively, significantly influences the organizational commitment of the Provincial 
Food Security Agency of Southeast Sulawesi. This means that the better the organizational 
culture, the better it improves the organizational commitment in the Provincial Food Security 
Agency of Southeast Sulawesi. This is reasonable since organizational culture is included in 
the assessment, either when viewed from innovation and risk taking, job detail, result 
orientation, people orientation, aggressiveness and stability indicators. Some theories 
referred to in this research are proven, as those proposed by Hofstede (1980); Robbins and 
Judge (2015:35); and Robbins and Coulter (2012:82), that a good organizational culture will 
improve the sense of ownership and commitment of organization members and may 
eventually improve employees‟ performance, consistently with the opinions of Peters and 
Waterman, (1982) and Sopiah (2008) that organizational culture may greatly influence 
organizational performance and commitment. Furthermore, Robbins (2010) states that a 
strong culture generates high agreement among individuals, consistence level in behavior, 
togetherness, loyalty, and organizational commitment. 

Influence of Leadership on Organizational Commitment of the Provincial Food Security 
Agency of Southeast Sulawesi. The research finds that organizational culture directly, 

positively, significantly influences the organizational commitment of the Provincial Food 
Security Agency of Southeast Sulawesi. This means that the better the leadership of 
Chairman of Office, the better it improves organizational commitment of the Provincial Food 
Security Agency of Southeast Sulawesi. This is reasonable since the leadership 
implementation of the Chairman of Office is included in the assessment, as reflected through 
leader‟s behavior of continuously giving instruction to the employees, giving moral support, 
participating when sub ordinates find difficulty and orienting to achieving high deliverables. 
This finding supports some previous researches conducted by Suryaningsih, et al. (2018) 
and Li Lin et al.(2018), that leadership positively, significantly influences organizational 
commitment. Saleh. M et al.(2018) asserts that better leadership results in higher employees‟ 

commitment. This research also asserts that the result of research conducted by Hermawati 
and Nasharuddin (2017) stating that leadership insignificantly influences employees‟ 
performance is not proven. This research supports the opinion of Nikpour A (2017) that 
organizational culture may improve employees‟ performance, thus the higher the values they 
feel when they are in the organization, the higher their desire to have better performance will 
be and does not support the researchers conducted by Harwiki (2016) and Suharno et 
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al.(2017) showing that organizational culture negatively, insignificantly influences employees‟ 

performance. 
Influence of Organizational Culture on Employees’ Performance of the Provincial Food 

Security Agency of Southeast Sulawesi. The research finds that organizational culture 
directly, positively, significantly influences the employees‟ performance of the Provincial Food 
Security Agency of Southeast Sulawesi. This means that the better the organizational 
culture, the better it improves the employees‟ performance of the Provincial Food Security 
Agency of Southeast Sulawesi. The improvement of employees‟ performance is reflected 
through employees‟ valuation in the quality, quantity, time, service orientation, integrity, 
cooperation and employees‟ leadership aspects. 

Influence of Leadership on Employees’ Performance of the Provincial Food Security 
Agency of Southeast Sulawesi. The research finds that organizational culture directly, 

positively and significantly influences employees‟ performance of the Provincial Food 
Security Agency of Southeast Sulawesi. This means that the better the leadership of 
Chairman of Office, the better it influences the improvement of employees‟ performance of 
the Provincial Food Security Agency of Southeast Sulawesi in significantly. This is 
reasonable since although the leadership implementation of the Chairman of Office is 
included in the assessment, but there is a gap of leadership in the implementation. This 
research confirms the result that some previous researches conducted by Suryaningsih, et 
al. (2018), Fathia, M et al. (2018), Suharno, et al.(2017) and Srieati, L (2016) finding that 
leadership positively, significantly influences employees‟ performance is not proven and 
confirms the research conducted by Hermawati and Nasharuddin (2017) finding that 
leadership insignificantly influences employees‟ performance. 

Influence of Organizational Commitment on Employees’ Performance of the Provincial 
Food Security Agency of Southeast Sulawesi. The analysis finds that organizational 

commitment directly, positively and significantly influences the employees‟ performance of 
the Provincial Food Security Agency of Southeast Sulawesi. This means that the better the 
organizational commitment, the better the employees‟ performance of the Provincial Food 
Security Agency of Southeast Sulawesi will be. Organizational commitment is measured 
through affective commitment, continuous commitment and normative commitment 
indicators, while an improvement of employees‟ performance is reflected through employees‟ 
assessment in employees‟ quality, quantity, time, service orientation, integrity, cooperation 
and leadership aspects.This research result conforms to the previous research conducted by 
Zefeiti et al.(2017) and Suwibawa et al.(2018) that organizational commitment significantly 
influences employees‟ performance. The result of research conducted by Mahrani et al 

(2015) stating thatan improvement of organizational commitment also plays an important role 
in achieving employees‟ behavior in settlement of duties. Although theoretically, and various 
previous researches explain that, organizational culture and leadership result in employees‟ 
performance, but some studies and researches present different findings, such as that 
asserted by Sujarwo, et al.(2018),that organizational commitment does not influence 

employees‟ performance. 
Influence of Organizational Culture on Employees’ Performance with Mediation of 

Organizational Commitment. The research finds that organizational commitment mediates 

the influence of organizational culture on employees‟ performance of the Provincial Food 
Security Agency of Southeast Sulawesi. This means that organizational commitment may 
mediates the influence of organizational culture on employees‟ performance in the Provincial 
Food Security Agency of Southeast Sulawesi. This is reasonable since organizational 
commitment is the biggest variable to have direct effect on employees‟ performance, as 
proven by the fact that, in general, the implementation of organizational commitment is good, 
particularly with regard to affective commitment and normative commitment. The research 
result does not conform to the research conducted by Fathia, M, et al.(2018) that 
organizational commitment does not serve as mediation of the influence of leadership on 
employees‟ performance. However, Suryaningsih, et al. (2018) asserts that Organizational 

commitment mediates the influence of organizational culture on employees‟ performance. 
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Furthermore, Winardi (2016) explains the role of organizational commitment as mediation of 
the influence of organizational culture on employees‟ performance. 

Influence of Leadership on Employees’ Performance with Mediation of Organizational 
Commitment. The research finds that organizational commitment mediates the influence of 
leadership on the employees‟ performance of the Provincial Food Security Agency of 
Southeast Sulawesi. This means that organizational commitment may mediate the influence 
of leadership on employees‟ performance of the Provincial Food Security Agency of 
Southeast Sulawesi. This condition is reasonable, since organizational commitment is the 
biggest variable to have direct effect on employees‟ performance, while leadership itself does 
not significantly influence employees‟ performance. Besides, field fact proves that leadership 
is not optimal in its implementation, particularly with regard to the weak participative 
leadership of the Chairman of Office, which directly influences the insignificant improvement 
of employees‟ performance. 
 

CONCLUSION 

 
This research results confirm to the research conducted by Li Lin et al. (2018) that 

organizational commitment plays a role in mediating correlation between leadership with 
employees‟ performance. However, a different finding is proposed by Fathia, M, et al.(2018) 

that organizational commitment does not serve as mediation of the influence of leadership on 
employees‟ performance. 
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