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ABSTRACT 

 In a government organization, success or failure in the implementation of tasks and 
government administration is influenced by leadership, through leadership and supported by adequate 
government organizational capacity. The implementation of good governance (Good Governance) will 
then be realized. On the other hand, leadership weakness is one of the causes for the collapse of 
performance on the government bureaucracy. The ability of organizational performance also very 
much depends on the competencies of its members in achieving an organizational goal. The purpose of 
this study is to examine and analyze the influence of leadership style and competence on performance 
with organizational commitment as an intervening variable. 
 The research analysis unit is members of the DPRD of South Sulawesi Province for period of 
2019-2024. The research sample is 85 respondents using the saturated sampling technique. The data 
collection technique used is a questionnaire method. The data analysis method used is Structural 
Equation Modeling (SEM) which was processed with the Smart-PLS version 3.0 program. 
 The result shows that leadership style has a significant effect on organizational commitment 
and performance; competence has a significant effect on organizational commitment and performance; 
organizational commitment has a significant effect on performance; and leadership style and 
competence have a significant effect on performance through organizational commitment. 
Organizational commitment and performance are greater than management style competencies. 
 
Keywords: leadership style, competence, organizational commitments, and performances. 
 
INTRODUCTION 

It is common knowledge that the current government bureaucracy is faced with a variety of 
quite complex problems. The picture inherent in the government bureaucracy can be seen from its 
performance which is identical to low productivity, low quality, inefficient, poor innovation and 
creativity, poor service performance, and unresponsive to the aspirations expressed by the community. 
Then, this condition is further exacerbated by the rampant behavior of abuse of power, practices of 
corruption, collusion and nepotism (KKN), and so on. 

Organizations generally believe that to achieve excellence they must strive for the highest 
individual performance, because basically individual performance affects the performance of the team 
or workgroup and ultimately affects the overall performance of the organization. An organizational 
success by realizing the vision and mission is greatly influenced by employee performance. This is 
because performance is a description of the level of achievement of the implementation of an activity 
program or policy in realizing the goals, objectives, vision, and mission of the organization as outlined 
in the strategic planning of an organization (Moeheriono; 2014: 95). 

Employee performance is the result of work in terms of quality, quantity, and timeliness 
achieved by the employees in carrying out their duties in accordance with the responsibilities assigned 
to them which is not only influenced by the ability and expertise at work but also strongly influenced 
by their work morale (Mangkunegara, 2005: 9). 
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The success of an organization in which in this study is the DPRD of South Sulawesi Province 
is influenced by the performance or work achieved by a member in carrying out the task in accordance 
with the responsibilities assigned to him. DPRD members are an important resource for the DPRD of 
South Sulawesi Province, as they carry out legislative, budgeting, and supervisory functions in the 
organizational apparatus. 

Leadership style is a behavioral norm used by a person when that person tries to influence 
other people's behavior as desired. In an organization, a proper and effective leadership style is needed 
to develop a conducive work environment and improve performance for employees so that it is 
expected to produce high productivity. In particular, leadership style is one of the important concepts 
that influence employees’ attitude and behavior, which may also affect the feelings and thoughts of an 
employee (Çetin, et al., 2012). In this case, leadership style and competence can be seen as 
fundamental dynamics that affect performance. 

Apart from the leader, members are the determining key to the success of the DPRD in South 
Sulawesi Province. For this reason, apart from being required to have skills, knowledge, skills, 
competencies, and abilities, each member must also have the experience, motivation, self-discipline, 
and high morale for the achievement of organizational goals and the mandate of the people. 

Competence is a person's ability to carry out obligations in a responsible and proper manner. 
Competence is defined as a characteristic that underlies a person and is related to the effectiveness of 
individual performance in their work in carrying out their obligations and can be accounted for 
properly. In order to achieve a condition of good governance in public sector organizations, 
professional and responsible human resources are needed, so that government administration and 
development can be accountable, and free of corruption, collusion, and nepotism. 

After employees feel a sense of responsibility towards the company/organization, the 
employees will provide a bond or reciprocity to the company which is known as commitment. 
Commitment to the organization or company is needed because it is an indicator of employee 
performance. Commitment has an important role in improving employee performance in an 
organization. The high commitment will have an impact on the increasing performance of employee 
(Ekawati, et al., 2019). With the given commitment, it is expected that the performance of employees 
will increase, as Luthans (2006) defined organizational commitment as an attitude that reflects 
employee loyalty to the organization and is a continuous process in which organizational members 
express their concern for the organization, to organizational success and sustainable progress. 

 This study aims to test and analyze the direct and indirect effects by using independent 
variables consisting of leadership style and competence on the dependent variable consisting of 
organizational commitment and performance. 
 
LITERATURE REVIEW 
Human Resource Management 

Dessler (2015: 3) argued that human resource management is the process of obtaining, 
training, assessing, and compensating employees and managing labor relations, health and safety, and 
matters related to justice. Mangkunegara (2013: 2) stated that human resource management is 
planning, organizing, coordinating, implementing, and supervising procurement, development, 
remuneration, integration, and separation of labor in order to achieve organizational goals. 

Human Resource Management is an acknowledgment of the importance of an organization's 
workforce as a very important human resource in contributing to organizational goals and using 
several functions and activities to ensure that these human resources are used effectively and fairly for 
the benefit of individuals, organizations, and community, this was stated by Schuler, et al in Sutrisno 
(2013). 

According to Hasibuan (2016: 21), human resource management functions include 1) 
managerial functions (planning, organizing, directing, and controlling) and 2) operational functions 
(procurement, development, compensation, integration, maintenance, discipline, and dismissal). 

 
Leadership Style 

Norhouse (2013) argued that leadership is a process of interaction between leaders and 
followers in which the leader tries to influence followers to achieve common goals. Robbins and Judge 
(2008: 49) stated that leadership is the ability to influence a group to achieve a vision or set of specific 
goals. Rivai and Mulyadi (2012: 42) defined that leadership style is a set of characteristics used to 
influence subordinates so that organizational goals are achieved, or it can be said that leadership style 
is a pattern of behavior and strategies that the leader likes and applies most.  
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According to Thoha (2013: 49), there are several types of leadership styles, among others; 1) 
autocratic leadership style, 2) democratic leadership style, 3) permissive leadership style. Northouse 
(2013) stated that a democratic leadership style is a leadership style that provides broad authority to 
subordinates. When there is a problem, the leader needs to always include subordinates as a whole 
team. In a democratic leadership style, leaders provide a lot of information about the duties and 
responsibilities of their subordinates. This is because the democratic leadership style provides 
opportunities for employees to participate in every activity and make decisions according to their 
positions, abilities, and skills. This makes employees feel involved by the leadership so that employees 
are encouraged to carry out their duties and jobs properly. 

Several studies had been carried out and found that there is a positive and significant influence 
of leadership style on organizational commitment (Yunus, et al., 2018; Dwiyono, 2017; Fabio, et al, 
2016; Haryanti and Cholil, 2015; Nursyamsi, 2012). In addition, leadership style is an essential aspect 
of employee performance. Based on previous research, it was found that leadership style has a positive 
and significant effect on employee performance (Anwar, et al., 2019; Wahda, et al., 2019 Fabio, et al, 
2016; Hardiyanti, 2016; Haryanti and Cholil, 2015; Salutondok and Soegoto, 2015; Nursyamsi, 2012). 

 
Competence 

Byars and Rue (2000) explained that competence is defined as a trait or characteristic needed 
by an incumbent in order to carry out a position properly, or it can also mean characteristics/traits of a 
person that are easily seen including knowledge, expertise, and behavior, allow them to perform. 

According to Sutrisno (2011: 203), the notion of competence in public and private 
organizations is needed, especially to respond to organizational demands, where there are very fast 
changes, the development of very complex and dynamic problems, and the uncertainty of the future in 
the order of people's lives. Competence is an ability that is based on skills and knowledge supported 
by work attitudes and their application in carrying out tasks and jobs in the workplace which refer to 
the stipulated work requirements. According to Spencer and Spencer (1993), Mitrani, et al. (1992), 
there are 5 (five) characteristics of competence: 1) knowledge, 2) skills, 3) motives, 4) traits and 5) 
self-concept. 

Several studies had also found that competence has a positive and significant effect on 
organizational commitment (Martini, et al., 2018; Rantesalu, et al., 2016; Haryanti and Cholil, 2016). 
In addition, competence can encourage and support employee performance (Wahda, et al., 2019; 
Martini, et al., 2018; Renyut, et al., 2017; Rantesalu, et al., 2016; Haryanti and Cholil, 2015; Makawi, 
et al., 2015; Zaim, et al., 2013). 

 
Organizational Commitment 

Commitment shows a person's belief, support and loyalty to the values and goals that the 
organization wants to achieve (Mowday et al., 1979). High organizational commitment will cause 
individuals to strive to achieve organizational goals and objectives, think positively, and strive to do 
the best for the organization. This happens because individuals in the organization have a sense of 
belonging to the organization. 

Luthans (2006: 249) said that organizational commitment is an attitude that reflects employee 
loyalty to the organization and a continuous process in which organizational members express their 
concern for the organization, its success and the continuous progress. Employees who have high 
commitment to the organization will accept all duties or jobs with responsibilities. 

According to Robbins (2008: 94), organizational commitment is the level at which employees 
bind themselves to a particular organization and its goals with the hope to maintain their membership 
in the organization. Furthermore, Robbins (2008: 101) classified organizations with separate 
indicators, such as; 1) affective commitment, 2) ongoing commitment, and 3) normative commitment. 

Previous researchers had conducted research and found that there is a positive and significant 
influence between organizational commitment on employee performance (Yunus, et al., 2018; Martini, 
et al., 2018; Renyut, et al., 2017; Rantesalu, et al., 2016; Fabio, et al, 2016; Haryanti and Cholil, 2015; 
Nursyamsi, 2012). 

 
Performance 

Performance comes from the word ‘job performance’ or ‘actual performance’ which means 
work performance or actual achievement achieved by someone. The definition of performance (work 
performance) is the quality and quantity of work achieved by an employee in carrying out his function 
in accordance with the responsibilities assigned to him (Masram and Muah, 2017: 138). 
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According to Robbins (2003), employee performance is a function of the interaction between 
ability and motivation. In the study of employee or employee performance management, there are 
things that require important consideration because the individual performance of an employee in the 
organization is part of the performance of the organization and can determine the performance of the 
organization. 

Mathis and Jackson (2006: 378) defined that performance is basically what employees do and 
don't do. Employee performance is what affects how much they contribute to the organization, such 
are; a) quantity of output, b) quality of output, c) duration of output, d) attendance at work, and e) 
cooperative attitude. 

According to Lenvine et al. in Musriadi (2013), three concepts can be used to measure the 
performance of the public bureaucracy, namely: 1) responsiveness, 2) responsibility, and 3) 
accountability. 

Previous researchers had conducted research and found that leadership style has a positive and 
significant effect on employee performance through organizational commitment (Yunus, et al., 2019; 
Haryanti and Cholil, 2015; Nursyamsi, 2012). In addition, research on a commitment to employee 
performance through organizational commitment has a positive and significant effect (Martini, et al., 
2018; Rantesalu, et al., 2016; Haryanti and Cholil, 2015). 

The above statement supports the leadership style and competency variables used in this study, 
and their effects on organizational commitment and employee performance. Therefore, seven 
hypotheses, as can be seen in Figure 1, have been developed: 

 
H1: Leadership style has a significant effect on organizational commitments. 
H2: Competence has a significant effect on organizational commitments. 
H3: Leadership style has a significant effect on performance. 
H4: Competence has a significant effect on performance. 
H5: Organizational commitments have a significant effect on performance. 
H6: Leadership style has a significant effect on performance through organizational commitments. 
H7: Competence has a significant effect on performance through organizational commitments. 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 

Figure 1. Conceptual Framework 
 

METHODOLOGY 
 The population in this study are all members of the DPRD of South Sulawesi Province for the 

period 2019-2024, with total of 85 people in Makassar City. In this study, the samples used are 77 
people out of 85 populations, because 1 person passed away, 2 people resigned, and 5 others are the 
chairman and vice-chairman. The sampling technique in this study is carried out by the saturated 
sampling technique. 

 
The questionnaire consists of four variables, which are leadership style, competence, 

organizational commitment, and performance. The variables in this questionnaire are designed based 
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on previous research and preliminary research through interviews. The questionnaire is measured 
using a Likert scale (1 = strongly disagree to 5 = strongly agree).  

The Partial Least Square (PLS) method is used to test the overall hypothesis in this study, the 
recommended minimum sample size is ranged from 30 to 100 or > 200 sample sizes (Ghozali, 2006). 
Therefore, to test this hypothesis, this study is using Structural Equation Modeling (SEM) based on 
variants called Partial Least Square (PLS) and SmartPLS version 3.0 as analysis tools. The results of 
using PLS-SEM are tests carried out without a strong theoretical basis, ignoring several assumptions 
(nonparametric) and the accuracy of the prediction model parameters of the coefficient of 
determination (Ghozali & Latan, 2015). The use of Partial Least Square in this research is to predict 
the relationship between leadership style and competence on organizational commitment and 
performance. Based on Table 1, the majority of respondents are male (70.13%), age> 50 years 
(40.26%), undergraduate education (58.44%), educational background in the economic sector 
(32.47%), with married status (94.81%). 
Table 1. 
Respondents Profile (N = 77) 
 

Variables Frequency Percent 
Gender     

Male 54 70.13% 
Female 23 29.87% 

Age (years)   
<20 0 0% 
21-30 7 9.09% 
31-40 12 15.58% 
41-50 27 35.06% 
> 51 31 40.26% 

Last Education   
Senior High School 3 3.90% 
Diploma (D3) 0 0% 
Graduated (S1) 45 58.44% 
Magister (S2)  27 35.06% 
Doctorate (S3) 2 2.60% 

Specialization of Education   
Economic 25 32.47% 
Social and Political 12 15:58% 
Legal 13 16.88% 
Science 2 2.60% 
Engineering 10 12.99% 
Other 15 19:48% 

Marital Status   
Married 73 94.82% 
Not Married 4 5.19% 

 
The variable measurement instrument consists of four latent variable constructs which are 

operationalized into several question items. A measuring instrument model is developed that refers to 
each indicator in each existing construct to measure the constructs in this study. The completeness of 
variables and indicators can be seen in Table 2 (attachment).  
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FINDING AND DISCUSSION 
Instrument Validity and Reliability Results 

The research instrument is coming from previous research (Anwar, et al., 2019; Wahda, et al., 

2019; Yunus, et al., 2018; Martini, et al., 2018; Dwiyono, 2017; Renyut, et al., 2017; Rantesalu., 2016; 

Indikator Research Model AVE CR 

Leadership Style  (LS)    
LSR1 0.761 

0.636 0.933 

LSR2 0.796 

LSA1 0.810 

LSA2 0.777 

LSM1 0.840 

LSM2 0.743 

LSE1 0.841 

LSE2 0.805 

Competence (CC)  
  

CCK1 0.825 

0.617 0.942 

CCK2 0.786 

CCS1 0.776 

CCS2 0.784 

CCM1 0.783 

CCM2 0.755 

CCT1 0.769 

CCT2 0.770 

CCC1 0.843 

CCC2 0.761 

Organizational Commitments (OC)  
  

OCA1 0.823 

0.694 0.932 

OCA2 0.849 

OCC1 0.822 

OCC2 0.842 

OCN1 0.838 

OCN2 0.825 

Performance (PF)  

0.643 0.956 

PFR1 0.693 

PFR2 0.770 

PFR3 0.858 

PFR4 0.842 

PFR5 0.816 

PFY1 0.759 
 

 
 

   

Indikator Research Model AVE CR 

PFY2 0.755 

  

PFY3 0.805 

PFY4 0.810 

PFA1 0.794 

PFA2 0.784 

PFA3 0.770 

PFA4 0.848 
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Fabio, et al., 2016; Hardianti, 2016; Haryanti & Cholil, 2015; Salutondok & Soegoto, 2015; Makawi, 
et al., 2015; Zaim, et al., 2013; Nursyamsi, 2012). The leadership style variable is derived from several 
studies (Anwar, et al., 2019; Yunus, et al., 2018; Fabio, et al., 2016; Hardianti, 2016; Salutondok & 
Soegoto, 2015; Nursyamsi, 2012). Meanwhile, competency variables are derived from several studies 
(Wahda, et al., 2019; Martini, et al., 2018; Rantesalu., 2016; Haryanti & Cholil, 2015; Makawi, et al., 
2015; Zaim, et al., 2013). Performance through organizational commitment is originated from several 
studies (Yunus, et al., 2018; Martini, et al., 2018; Rantesalu., 2016; Fabio, et al., 2016; Haryanti & 
Cholil, 2015). Before testing the hypothesis (inner model), SmartPLS requires validity and reliability 
testing (outer model) for instruments such as convergent validity and discriminant validity (Ghozali 
and Latan, 2015). 

The first step in this analysis is to assess convergent validity, composite reliability, and 
discriminant validity (Ghozali and Latan, 2015). The convergent validity test can be seen from the 
loading factor which must be > 0.7 (Ghozali and Latan, 2015). Ghozali and Latan (2015) argued that 
convergent validity and reliability are assessed through Internal Composite Reliability (ICR) which 
must be greater than 0.7; and Average Variance Extracted (AVE> 0.5). 

 
Table 3. 
The Convergent Validity and Reliability Test 
 
Source: Processing of data with Smart-PLS 3.0, 2021 
 This study presents the results that are good views of the AVE ranging from 0.617 to 0.694. 
Thus, the loading factor after the modified model obtained a high value, meaning that all instruments 
represented the variables in this study (Hair et al., 2010). The results also concluded that all Composite 
Reliability (CR) exceeds 0.7, meaning that this indicator can be used for further analysis. In addition, 
discriminant validity is related to the principle that the manifestation of different constructs should not 
be highly correlated. How to test the discriminant validity by looking at the cross-loading value of 
each variable has> 0.70 (Ghozali and Latan, 2015). 
 
Table 4. 
Discriminant Validity 

Indicator Leadership Style (X1) Competence (X2) Organizational 
Commitments (Y1) Performance (Y2) 

LST1 0.761 0.572 0.577 0.642 

LST2 0.796 0.714 0.671 0.700 

LSK1 0.810 0.570 0.678 0.679 

LSK2 0.777 0.619 0.596 0.658 

LSP1 0.840 0.713 0.746 0.774 

LSP2 0.743 0.659 0.488 0.601 

LSE1 0.841 0.697 0.696 0.699 

LSE2 0.805 0.735 0.637 0.750 

CK1 0.722 0.825 0.725 0.723 

CK2 0.594 0.786 0.766 0.669 

CS1 0.599 0.771 0.598 0.656 

CS2 0.712 0.792 0.691 0.728 

CM1 0.695 0.783 0.658 0.700 

CM2 0.528 0.755 0.497 0.592 

CT1 0.597 0.785 0.768 0.674 

CT2 0.630 0.744 0.613 0.717 

CC1 0.678 0.843 0.710 0.826 

CC2 0.634 0.761 0.623 0.737 

OCA1 0.604 0.654 0.823 0.753 

OCA2 0.699 0.771 0.849 0.783 

OCN1 0.627 0.753 0.822 0.663 

GSJ: Volume 9, Issue 2, February 2021 
ISSN 2320-9186 1457

GSJ© 2021 
www.globalscientificjournal.com



OCN2 0.700 0.712 0.842 0.756 

OCC1 0.689 0.665 0.838 0.709 

OCC2 0.697 0.649 0.825 0.726 

EPV2 0.597 0.689 0.571 
0.770 

 
 

Indicator Leadership Style (X1) Competence (X2) Organizational 
Commitments (Y1) Performance (Y2) 

EPV3 0.755 0.739 0.753 0.858 
EPV4 0.767 0.783 0.827 0.842 
EPV5 0.665 0.731 0.712 0.816 
EPP1 0.633 0.729 0.630 0.759 
EPP2 0.675 0.648 0.601 0.755 
EPP3 0.673 0.682 0.776 0.805 
EPP4 0.762 0.787 0.745 0.810 
EPC1 0.695 0.745 0.757 0.794 
EPC2 0.699 0.679 0.710 0.784 
EPC3 0.649 0.692 0.630 0.770 
EPC4 0.736 0.661 0.702 0.848 

Source: Processing of data with Smart-PLS 3.0, 2021 
 

Results of discriminant validity concluded there is no indicator of multi collinearity with other 
variables. Thus, this study has sufficient validity and reliability results and is used for the analysis of 
the inner model or structural model or further hypothesis testing (Chin, 2010). 
 
Model Feasibility Test Results (Inner Model) 

In assessing a structural model with PLS, let's start by looking at the R-Squares for each 
endogenous latent variable as the predictive strength of the structural model. Changes in the value of 
R-Squares can be used to explain the effect of certain exogenous latent variables on endogenous latent 
variables whether they have a substantive effect. The R-Squares values of 0.75, 0.50, and 0.25 can be 
concluded that the model is strong, medium, and weak. The PLS R-Squares results present the number 
of variances of the constructs described by the model (Ghozali and Latan, 2015). 

The results of this study present R-Squares of 87.6% for organizational commitment and 
74.5% for performance. This means that the leadership style and competence variables have an effect 
on the organizational commitment variable which has R2 of 0.876 or 87.6% and the remaining 12.4% 
is influenced by other variables that is not included in this model. Whereas the leadership style and 
competence variables that affect performance variables have an R2 of 0.745 or 74.5%, and the 
remaining 15.5% is influenced by other variables that is not included in this model. Furthermore, the 
model evaluation is improved by looking at the significant value to determine the effect between 
variables through the bootstrap procedure (Ghozali and Latan, 2015). 

Table 5 and Figure 2 present the value of the Path Coefficient, T-Statistics, and P-Value in 
terms of the results of the structural model in this study. There are seven hypotheses supported in this 
study. According to Hair et al (2010), if the T-statistic is greater than 1.96, it means that it reaches a 
significance of 5% of the P-value. Because of the results of SmartPls Ver. 3.0, the researcher then 
concluded hypothesis testing. 

Among several factors of leadership style such as delegation of responsibility, activeness of 
leaders, decision making, empathy are factors that are believed to affect organizational commitment 
and performance. Meanwhile, competency factors such as knowledge, skills, motives, traits, self-
concept are factors that are believed to affect organizational commitment and performance. It means 
the Path Coefficient is generated from the variable leadership style and competence and its influence 
on organizational commitment and performance where the resulting T-statistic value> 1.96, (H1 = 
3.173; H2 = 5.339; H3 = 3.007; H4 = 3.590; H5 = 4.314; H6 = 2,693; and H7 = 3,213), is accepted. 
Thus, this study presents leadership style and competence as main predictors of significant influence 
on organizational commitment and performance of members of the DPRD of South Sulawesi Province 
for the period of 2019-2024. 
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Figure 2. 
Path Coefficient and Loading Factors 
 
Table 5. 
The Results of Structural Model 
 

 Hypotheses Path 
Coefficient 

T-
statistics 

P-
value Result 

H1 Leadership style life has a significant effect 
on organizational commitments 

0.340 3.173 0.002 Supported 

H2 Competence has a positive and significant 
effect on organizational commitments 

0.560 5.339 0.000 Supported 

H3 Leadership style has a positive and 
significant effect on performance 

0.291 3.007 0.003 Supported 

H4 Competence has a positive and significant 
effect on performance 

0.370 3.590 0.000 Supported 

H5 Organizational commitments has a positive 
and significant effect on performance 

0.334 4.314 0.000 Supported 

H6 Leadership style has a positive and 
significant effect on performance through 
organizational commitments 

0.114 2.693 0.007 Supported 

H7 Competence has a positive and significant 
effect on performance through 
organizational commitments 

0.188 3.213 0.001 Supported 

Source: Processing data with Smart PLS-3.0, 2021 
 
Discussions 

This research aims to analyze the influence of leadership style and competence of members of 
the DPRD of South Sulawesi Province for the period of 2019-2024 on organizational commitment and 
performance. In addition, a two-way approach, such as evaluating the measurement model or the outer 
model, then evaluating the structural model or inner model supported by Partial Least Square. Through 
PLS, leadership style and competence have been shown to have a significant effect on organizational 
commitment to members of the DPRD of South Sulawesi Province for the period 2019-2024 
(supporting H1 and H3). 

This positive relationship is also supported based on previous studies on leadership style and 
competence towards organizational commitment (Yunus, et al., 2018; Martini, et al., 2018; Rantesalu, 
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et al., 2016; Fabio, et al., 2016; Nursyamsi, 2012). In other words, a delegation of responsibility, 
active leader, decision making, and empathy will be considered by employees to commit to the 
organization. An employee also tends to have high commitment which can be seen from his skills, 
motives, characteristics, and self-concept. 

This study also proves that leadership style and competence have a significant effect on the 
performance of members of the DPRD of South Sulawesi Province for the period of 2019-2024 
(supporting H2 and H4). This supports the results of previous research on leadership style and 
competence on employee performance (Anwar, et al., 2019; Fabio, et al., 2016; Hardianti, 2016; 
Makawi, et al., 2015; Zaim, et al., 2013; Nursyamsi, 2012). So, when the leadership style (delegation 
of responsibility, activeness of leaders, decision making, and empathy) and competence (knowledge, 
skills, motives, traits, self-concept) are conductive, members will feel satisfied and tend to improve the 
performance of members of the DPRD of South Sulawesi Province in the period of 2019-2024. 

In addition, this study also concluded that organizational commitment has a significant effect 
on performance. Other findings in this study also concluded that leadership style has a significant 
effect on performance through organizational commitment and competence has a significant effect on 
performance through organizational commitment (supporting H5, H6, and H7). In this perspective, 
factors or indicators of leadership style and competence are antecedents of organizational commitment 
in shaping the performance of members of the DPRD of South Sulawesi Province for the period of 
2019-2024. This means that members or employees will be committed because of the delegation of 
responsibilities, active leaders, decision making, and empathy. In addition, members or employees 
who have knowledge, skills, motives, traits, self-concepts tend to be committed to the organization. 
This finding is closely related to previous studies (Sari, et al., 2019; Ramawickrama, et al., 2018; Al-
dalahmeh, et al., 2018; Koech & Cheboi, 2018; Mariska, 2018; Bindi & Dharmaraj., 2017; Setiyadi & 
Wartini, 2016) that high organizational commitment will maximize performance in achieving 
organizational goals. 

 
 
 
 
 

 
CONCLUSION AND RECOMMENDATIONS 
Theoretical Implication 

In theory, this study is expected to strengthen the theory and research results relevant to the 
results of this study, which found that leadership style and competence have a significant effect on 
organizational commitment and performance of members of the DPRD of South Sulawesi Province 
for the period of 2019-2024. 

An important and interesting finding from this study is empirical evidence that shows that 
leadership style affects organizational commitment which in turn creates performance. In addition, 
leadership style affects performance mediated by organizational commitment. It is concluded that the 
leadership style makes an important contribution to improving performance. This implies that it is 
important to consider leadership style to give high marks in a thorough evaluation by members or 
employees of its usefulness based on perceptions of what is received and what is given to create and 
maintain performance. 

This study confirms the theory that leadership style has an influence on employees or 
members in organizations such as local government, and largely determines the performance level of 
these workers (Jimoh, et al., 2012). Based on this, it can be concluded that leadership style has an 
important role in improving the performance of members or employees. Therefore, in every 
organization or company, an efficient and effective leadership style needs to be applied to compensate 
for the commitment and performance of members or employees. 

In addition, this study also found that competence affects organizational commitment and 
performance. This research will help members of the DPRD of South Sulawesi Province for the period 
of 2019-2024 to understand better to the effect of competence (knowledge, skills, motives, traits, and 
self-concept) on organizational commitment and performance. Competence also affects performance, 
through organizational commitment. Competency improvement is related to organizational 
commitment, so if there is increasing competence received and implemented by an employee or 
member, it will have an impact on the performance of the member or employee. This research enables 
organizations to use competencies effectively to increase productivity, efficiency, and satisfaction, 
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also to reduce absenteeism, fraud, and minimize member’s or employee’s complaints by 
understanding the antecedents of organizational commitment and performance. 
 
Practical Implication 

Members of the DPRD of South Sulawesi Province for the period of 2019-2024 should still 
maintain their existing and sustainable leadership style and competence, but in this case, the leader 
needs to increase his activeness and role as a leader where the leader needs to further increase trust in 
members in every decision making collectively together and deliberation so that members feel 
comfortable at work. Employees are also expected to need to pay attention to the knowledge, motives, 
and self-concepts that exist in each member. It is deemed necessary for employees to continue to 
develop their knowledge, have motivation or motivation to work, and have pride in the work they do 
in order to increase the commitment and performance of members or employees at work. 

 
Limitations and Further Research 

In the process, this research still has several limitations. First, in the sample, respondents were 
taken as a whole from members of the DPRD of South Sulawesi Province for the period of 2019-2024 
where the final results would assess how the performance and commitment of the members in general. 
Preferably, research also requires a sample from the general public to assess how the performance and 
commitment of board members in carrying out their activities in order to find different points of view. 
Therefore, the research results should be further analyzed to investigate the commitment and 
performance of board members from the perspective of the general public in order to further refine the 
conclusions on these findings. Second, this study has a time limit that directs researchers to only focus 
on reaching respondents online due to the coronavirus pandemic that has hit, so it is not representative 
and cannot generalize research based on existing phenomena directly. 

In addition, in this study, the performance of members of the DPRD of South Sulawesi 
Province for the period of 2019-2024 was still measured based on the legislative function, namely the 
making of regional regulations (PERDA). Meanwhile, the budget and supervision functions carried 
out by members of the DPRD of South Sulawesi Province for the period of 2019-2024 have not been 
studied in this study. 

However, given the limitations of this study, there are several suggestions for further research, 
such as collecting a larger sample so that the results are generalized. Then, for further research, 
samples of respondents from the perspective of the general public must be taken to obtain 
representative findings. In addition, the indicators of leadership style and competence that have not 
been explored in this study, as well as many other factors that are likely to affect organizational 
commitment and performance, provide room for further research to explore and develop more 
indicators to better explain the competency variables themselves. 
 
REFERENCES 
[1] Anwar, N., Haerani, S., Hamid., N., dan Yusuf, RM 2019. Impact of Leadership Style and its 

Implications on Work Satisfaction and Performance of Country Civil Apparatus in West Sulawesi 
Province Indonesia. International Journal of Science and Research (IJSR). Vol. 8, Issue 4, pp. 
1244-1251, ISSN: 2319-7064. 

[2] Byars, LL dan Rue, LW 2000. Human Resource Management. Boston: McGraw-Hill. 
[3] Çetin, M., Karabay, ME, dan Efe, MN 2012. The Effects of Leadership Styles and the 

Communication Competency of Bank Managers on the Employee's Organizational commitments: 
The Case of Turkish Banks. Procedia-Social and Behavioral Sciences. Vol. 58, pp. 227-235. 

[4] Chin, WW (2010). How to write up and report PLS analyses. In Handbook of partial least 
squares (pp. 655-690). Springer, Berlin, Heidelberg.  

[5] Dessler, G. 2015. Manajemen Sumber Daya Manusia. Jakarta: Salemba Empat. 
[6] Ekawati, Semmaila, B., dan Suryanti. 2019. Analisis Pengaruh Gaya Kepemimpinan, Kepuasan 

Kerja dan Komitmen Organisasi untuk Meningkatkan Kinerja Pegawai pada Sekretariat Daerah 
Kota Parepare. Jurnal Ilmu Ekonomi. Vol. 2., No. 2, E-ISSN: 2622-6383. 

[7] Ghozali, Imam. (2006). Structural Equation Modeling, Metode Alternatif dengan Partial Least 
Square, Edisi 2. Semarang: Badan Penerbit Universitas Diponegoro.  

[8] Ghozali, I dan Latan, H. 2015. Partial Least Square: Konsep, Teknik, dan Aplikasi Menggunakan 
Program SmartPLS 3.0, Edisi 2. Semarang: Badan Penerbit Universitas Diponegoro. 

GSJ: Volume 9, Issue 2, February 2021 
ISSN 2320-9186 1461

GSJ© 2021 
www.globalscientificjournal.com



[9] Fabio, BP, Hubeis, M., dan Puspitawati, H. 2016. Pengaruh Gaya Kepemimpinan, Motivasi Kerja 
terhadap Komitmen Organisasi yang Berimplikasi Pada Kinerja Karyawan. Vol. 2, No. 1. E-
ISSN: 2460-7819. 

[10] Hardianti, Andi. 2016. Pengaruh Gaya Kepemimpinan Demokratis Terhadap Kinerja Pegawai 
Pada Kantor Dinas Pendapatan Daerah Kabupaten Wajo. Tesis. Universitas Negeri Makassar. 

[11] Haryanti, S. dan Cholil, M. 2015. Pengaruh Gaya Kepemimpinan, Budaya Organisasi, dan 
Kompetensi Karyawan terhadap Kinerja dengan Komitmen Organisasional sebagai Variabel 
Mediasi. Jurnal Bisnis & Manajemen. Vol. 15, No. 1, pp. 33-44. 

[12] Hasibuan, MSP 2016. Manajemen Sumber Daya Manusia. Revised Edition. Jakarta: Penerbit PT. 
Earth Literacy. 

[13] Luthans, Fred. 2006. Perilaku Organisasi, Edisi Sepuluh. Yogyakarta: Penerbit Andi. 
[14] Makawi, U., Normajatun., dan Haliq, A. 2015. Analisis Pengaruh Kompetensi Terhadap Kinerja 

Pegawai Dinas Perindustrian Dan Perdagangan Kota Banjarmasin. Al-Ulum Ilmu Sosial dan 
Humaniora. Vol. 1, Issue 1, pp. 16-26. ISSN: 2476-9576. 

[15] Mangkunegara, AAAP 2005. Manajemen Sumber Daya Manusia Perusahaan. Bandung: PT. 
Remaja Rosdakarya. 

[16] Mangkunegara, AAAP 2013. Manajemen Sumber Daya Perusahaan. Bandung: PT. Remaja 
Rosdakarya. 

[17] Martini, IAO, Rahyuda, IK, Sintaasih, DK, dan Saroyeni, P. 2018. The Influence of Competency 
on Employee Performance through Organizational Commitment Dimension. IOSR Journal of 
Business and Management (IOSR-JBM). Vol. 20, Issue 2, pp. 29-37. E-ISSN: 2278-487X. P-
ISSN: 2319-7668. 

[18] Masram dan Muah. 2017. Manajemen Sumber Daya Profesional. Surabaya: Zifatama Publisher. 
[19] Mathis, RL dan Jackson, JH 2006. Human Resource Management: Manajemen Sumber Daya 

Manusia. Terjemahan Dian Angelia. Jakarta: Four Salemba. 
[20] Moeheriono. 2014. Pengukuran Kinerja Berbasis Kompetensi. Jakarta: Rajawali Pers. 
[21] Mowday, RT, Steers RM, dan Porter, LW 1979. The Measurement of Organizational 

Commitment. Journal of Vocational Behaviour, Vol. 14, pp. 224-247. 
[22] Musriadi. 2013. Kinerja Dewan Perwakilan Rakyat Daerah (DPRD) Kabupaten Kutai 

Kartanegara Periode 2009-2014. Jurnal Ilmu Sosial MAKAHAM. Vol. 1, No. 1, ISSN: 2307-
0741. 

[23] Northouse, PG 2013.  Kepemimpinan: Teori dan Praktek, Edisi Keenam. Penerjemah: Dr. Ati 
Cahyani. Jakarta: Indeks Permata Puri Media. 

[24] Nursyamsi, Idayanti. 2012. Pengaruh Kepemimpinan, Pemberdayaan, dan Stres Kerja Terhadap 
KOmitmen Organisasional serta Dampaknya terhadap Kinerja Dosen. Proceedings of Conference 
in Business, Accounting, and Management (ICBAM). Vol. 1, No. 1, pp. 405-423. 

[25] Rantesalu, A., Mus, AR, Mapparenta, dan Arifin, Z. 2016. The Effect of Organizational Culture 
on Employee Performance: The Mediating Role of Organizational Commitment. Journal of 
Research in Business and Management. Vol. 4, Issue 9, pp.8-14. ISSN online: 2347-3002. 

[26] Robbins, SP 2003. Perilaku Organisasi. Edisi Sembilan, Jilid 2. Edisi Bahasa Indonesia. Jakarta: 
PT. Indeks Kelompok Gramedia. 

[27] Robbins, SP 2008. Perilaku Organisasi, Jilid I dan II. Jakarta: Prenhallindo. 
[28] Robbins, SP dan Judge, TA 2008. Perilaku Organisasi Edisi 12 Buku 1. Terjemahan: Diana 

Angelica, Ria Cahyani, dan Abdul Rosyid. Jakarta: Four Salemba. 
[29] Salutondok, Y. dan Soegoto, A. 2015. Pengaruh Kepemimpinan, Motivasi, Kondisi Kerja Dan 

Disiplin Terhadap Kinerja Pegawai di Kantor Sekretariat DPRD Kota Sorong. Jurnal Riset 
Ekonomi, Manajemen, Bisnis dan Akuntansi. Vol. 3, Issue 3, pp. 849-862. ISSN: 2303-11. 

[30] Sutrisno, Edy. 2011. Manajemen Sumber Daya Manusia. Jakarta: Kencana Prenada Group. 
[31] Spencer, LM dan Spencer, SM 1993. Competence Work: Model for Superior Performance. John 

Wiley and Sons, Inc. 
[32] Thoha, Miftah. 2013. Kepemimpinan dalam Manajemen. Jakarta: Raja Grafindo Persada. 
[33] Wahda, Nurqamar, IF, Mustafa, F., Hakim, W., dan Reni, A. 2018. The Role of Competence and 

Leadership Style in Improving Employee Performance: Characteristics of Personality as 
Moderation Variables. ICEMAB. 

[34] Yunus, ANMT, Hamid, N., dan Yusuf., RM 2018. Kepemimpinan Dan Pengembangan Karir 
Terhadap Komitmen Organisasional Serta Dampaknya Pada Kinerja Karyawan PT. Bank Mandiri 
(Persero), Tbk Area Makassar Kartini. Hasanuddin Journal of Applied Business and 
Entrepreneurship. Vol. 1, No. 2. 

GSJ: Volume 9, Issue 2, February 2021 
ISSN 2320-9186 1462

GSJ© 2021 
www.globalscientificjournal.com



[35] Zaim, H., Yaşar, MF, dan Ünal, Ö. F. 2013. Analyzing the Effects of Individual Competencies on 
Performance: A Field Study in Services Industries in Turkey. Journal of Global Strategic 
Management. Vol. 2, Issue 7. ISBN: 2013715668. ISSN: 1307-6205. 

 
APPENDIX 
Table 2.  
Variables and Indicators 
 

Variables Indicators Source 

Leadership Style  Thoha, 2013 

Delegation of 
Responsibilities 

LSR1:  Leaders provide direction on assigned tasks and responsibilities  
LSR2:  Delivery and division of tasks and responsibilities are appropriate and 

clear  
Variables Indicators Source 

Active Leadership 
LSA1:  Be open in delivery in the form of suggestions and criticism  
LSA2:  Provide opportunities for subordinates/ members to make decision  

Decision Making 

LSM1:  Decision making is carried out jointly by the leadership and 
subordinates/members  

LSM2:  Provide views and ask for considerations to be taken by 
organizations/institutions  

Empathy 

LSE1:  Encouragement in achieving achievement (drafting of regional 
regulations) for each commission that is tailored to their respective 
abilities  

LSE2:  There is an atmosphere of mutual trust, respect, and respect between 
leaders and subordinates/members in the organization  

Competence 

 

Mitrani, et 
al. (1992) 

Knowledge 
  

CCK1: Educational background is in accordance with the placement of the field 
of expertise  

CCK2: Different educational backgrounds with fields of expertise are not an 
obstacle to completing the task  

Skill 
CCS1: Express your opinion well at the meeting / trial  
CCS2: Have good analytical skills  

Motivies 
CCM1: The targets to be achieved give me a good boost to work  
CCM2: Commissions and allowances are the motivation for working at this 

institution  

Traits 
CCT1: I can work independently  

CCT2: Able to work with a team  

Self-Concept 
CCC1: Get an award for work  

CCC2: Want to have success from the work done  
Organizational 
Commitments 

 

Robbins 
(2008) 

Affective 
Commitment 

OCA1:  Emotionally attached to the agency  
OCA2:  Pride of the institution to others  

Continuance 
Commitment 

OCC1:  Institutions inspire  
OCC2:  Work supports the continuity of life's needs  

Normative 
Commitment 

OCN1:  Care for the fate of the institution  
OCN2:  Happy to choose to work at this institution  

Performances 

 

Lenvine, et 
al. in 

Musriadi 
(2013) 

Responsiveness 

PFR1:  The South Sulawesi Provincial Government coordinates with the South 
Sulawesi Provincial DPRD for the 2019-2024 Period in drafting 
Regional Regulations  

PFR2:  All members of the DPRD of South Sulawesi Province for the 2019-
2024 period are active in carrying out the preparation of Regional 
Regulations  
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Variables Indicators Source 

 

PFR3:  The formulation of Regional Regulations is included in 
the mandatory performance agenda of the DPRD of South 
Sulawesi Province for the 2019-2024 period 

 

PFR4:  The Regional Regulations initiated by the DPRD of 
South Sulawesi Province for the 2019-2024 period are in 
accordance with the aspirations of the people of South 
Sulawesi Province 

 

PFR5:  Initiative Regional Regulations are a priority scale for 
both the Sulawesi Provincial Government and the South 
Sulawesi Provincial DPRD for the 2019-2024 period 

 

Responsibility 

PFY1:  The DPRD of South Sulawesi Province for the period 
2019-2024 is active in meetings to formulate Regional 
Regulations  

PFY2:  Regional Regulations that have been made in accordance 
with the vision, mission and objectives of the DPRD of 
South Sulawesi Province for the 2019-2024 period  

PFY3:  Regional Regulations made in accordance with 
Government Regulations and do not violate  

PFY4:  All members of the DPRD of South Sulawesi Province 
for the 2019-2024 period took part in providing opinions 
when drafting Regional Regulations  

Accountability 
  

PFA1:  South Sulawesi Provincial DPRD members for the period 
2019-2024 participated directly in the community in 
drafting Regional Regulations  

PFA2:  Members of the South Sulawesi Provincial DPRD for the 
2019-2024 period are responsive to the complaints of the 
people of South Sulawesi Province regarding Regional 
Regulations 

 

PFA3:  The DPRD of South Sulawesi Province for the period 
2019-2024 is always accountable for the preparation that 
has been submitted to the public  

PFA4:  Members of the South Sulawesi Provincial DPRD for the 
2019-2024 period socialized and provided guidance to the 
community regarding Regional Regulations 
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