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Abstract. This study focuses on the organizational commitment of employees to have an important and strategic
role in supporting the survival and development of the institution, where the authors are interested in conducting
empirical research on the influence of leadership, organizational culture, and job satisfaction on the
organizational commitment of employees of the Village Community Empowerment Service. " conducted using
a quantitative approach to the process of the Village Community Empowerment Service. The population in this
study were all employees of the Village Community Empowerment Service, namely 123 people. With a sample
method of 100 people. The results showed that the variables of leadership, organizational culture, job
satisfaction and organizational commitment respectively already have a loading value (original sample) a factor
above 0,5 and categorized as very good (valid) for further hypothesis testing.
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PRELIMINARY
One of the employee behaviors that can be affected by these organizational changes is
employee organizational commitment. Organizational commitment is a psychological
condition that characterizes the relationship between employees and their organizations. This
organizational commitment can determine the continuity of the employee's relationship with
the organization (Rashid, 2003). This implies that organizational commitment has a strategic
role in determining the survival of the institution.
Conceptually, there are many factors that can affect the organizational commitment of
employees, both personality factors that come from the employees themselves, as well as
environmental and organizational factors where the employee works. As shown by the results
of empirical research conducted by Zhu (2004), Chen et al. (2004), Avolio et al. (2004),
Rowden (2002); where employee organizational commitment is influenced by employee
perceptions of leadership applied in the organization. Apart from leadership, employees'
perceptions of organizational culture can also affect employee organizational commitment;
this is as shown by the results of research by Silverthorne (2004), McMurray et al. (2004) and
Rashid et al. (2003) where employees' perceptions of organizational culture have a significant
effect on employee organizational commitment. Apart from leadership and organizational
culture; Job satisfaction can also affect employee organizational commitment (Okpara, 2004;
Lok, 2001; Babacus, 1996).
Considering that the organizational commitment of employees has an important and
strategic role in supporting the survival and development of the institution, the authors are
interested in conducting empirical research with the title: "The Influence of Leadership,
Organizational Culture, and Job Satisfaction on the Organizational Commitment of the
Village Community Empowerment Service Employees".
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LITERATURE REVIEW
Previous Research
Rashid et al. (2003) conducted a study that aims to determine the effect of organizational
culture on organizational commitment. The research was conducted on institutions listed on
the Kuala Lumpur Stock Exchange, with 202 employees as respondents. The analytical tools
used in this study are correlation and regression. The results of this study indicate empirically
that organizational culture has a significant effect on organizational commitment. The results
of research conducted by Rashid et al. (2003) is in accordance with or in line with the results
of research conducted by Cohen (2000) and Geiger (1998), in which organizational culture
has a positive and significant effect on employee organizational commitment.
Silverthorne (2004) conducted a study on the relationship between organizational culture on
organizational commitment and job satisfaction. The research was conducted at 3 steel
institutions in Taiwan which have different organizational cultures. 120 samples were
selected randomly from each institution. The analytical tool used in this research is product
moment correlation. The results of this study indicate that organizational culture has a
positive and significant relationship with organizational commitment, but it is also proven
that organizational culture has a positive and significant relationship with employee job
satisfaction.
A. Definition Organizational Commitment
Organizational commitment is a psychological condition that characterizes the relationship
between employees and their organizations. This organizational commitment can determine
the continuity of the employee's relationship with the organization (Rashid, 2003). According
to Meyer and Allen (1991) organizational commitment is a construct that includes needs,
desires and obligations which are implemented in three components, namely affective,
continuance and normative (Clugston, 2000).
Leadership Style
Style is strength, ability, strength, variety of attitudes (ways of doing movement and
behavior. From these words it can be interpreted that style is the variety of ways and
strengths of a person in influencing someone else. Maybe because of the hopelessness in
identifying leadership, management theorists have tried to describe it. in various styles.
Leadership is a complex process / complex. According to Fisher, a leader is a medium or
people who process something to act to do something based on the information obtained.
Organizational culture
Organizational culture is basically a concept that refers to a system of shared meanings
shared by all members of the organization, which differentiates it from other organizations
(Robbins, 2003). Cushway and Lodge (Nawawi, 2003) define organizational culture as a
belief and values that are the main philosophy adopted by organizational members in carrying
out organizational activities. Meanwhile, Kreitner and Kinicki (2001) define organizational
culture as a form of assumption that is owned, implicitly accepted by the group and
determines how the group feels, thinks about, and reacts to its various environments.
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RESEARCH METHODS
Approach and Type of Research
The research was conducted using a quantitative approach to the process of the
Village Community Empowerment Service, especially at the lowest level of operational
decision makers, namely leaders at the elite level. All data were collected through an
interview process with all actors involved in the decision-making process for each workforce
planning. After that, the validity of existing data will be proven by the justification of the
triangulation method.
Research sites
This research will be conducted at the Village Community Empowerment Service,
Boven Digoel Regency, Papua from October to December 2019.
Population and Sample
The population in this study were all employees of the Boven Digoel Papua District
Community Empowerment Service. The total number of employees of the Village
Community Empowerment Service which is considered the population size is 123 people.
The sampling criteria used in determining the sample of this study are: (1) permanent
employees, (2) have been a permanent employee for at least 2 years, and (3) do not have
certain structural positions. The sample size in this study was determined according to the
data analysis requirements to be used. According to Hair et al. (2006) for structural model
analysis, a suggested sample size of 100-200. In this study, the authors used the standards of
Hair et al. (2006), so that the authors set a sample size of 100 people.
Data collection technique
In accordance with the type of data, this study uses interview data collection methods,
questionnaires and observations. These three data collection methods are characteristic of
quantitative research.
Data analysis technique
The method of testing the hypothesis in this study uses path analysis. The path analysis will
be carried out using the AMOS 4.1 program. Before the model or the results of the analysis
are used to test the hypothesis, the goodness of fit is first carried out. The path diagram above
the structural equation isY = PYX1 + PYX2 + PYX3 + e1.

RESEARCH RESULT
Description of Research Results
The results of the study consisted of a description of the research object, validity test,
reliability test, description of respondent responses, and hypothesis testing and determinant
coefficient.
The construct validity test shows how well the results obtained from the use of a
measurement are in accordance with the theories used to define a construct, namely by
looking at the correlation between the construct and the question items and the relationship
with other variables, so that variable testing is used by looking at the outer loading value. .
The path diagram on top of the structural equation is:Y = PYX1 + PYX2 + PYX3 + e1
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The validity test in SmartPLS is assessed based on the loading factor indicators that measure
the construct, the rule of thumb used for the initial research is the maximum factor if the
value is ≥ 0.30 (level of minimum), for loading factor ± 0.40 is better and> 0 , 50 is
considered very good. Or the range of statistical values is twice as large as the standard error
values. The higher the loading factor value, the more important the role of loading is in
interpreting the factor matrix. The results of the validity test on respondents' responses can be
seen in the following table.
Table 4.1 Validity Test

Source: Outer Loading Smart PLS (2020)
The table above shows that the variables of leadership, organizational culture, job satisfaction
and organizational commitment each have a loading value (original sample) of factors above
0.5 and are categorized as very good (valid) for further hypothesis testing.
The reliability test in the Smart Partial Least Square is used to measure the accuracy,
consistency and precision of a measuring instrument in measuring. The reliability test is
measured by composite reliability. The results of the variable reliability test in this study can
be seen in the following table.

Table 4.2 Reliability Test

Source: Smart PLS (2020)
Based on the table above, it can be seen that each Cronbach alpha research variable
consisting of leadership of 0.987, organizational culture of 0.967, job satisfaction of 0.884
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and organizational commitment of 0.848. All variables have a Cronbach's alpha value greater
than 0.7 so that the construct in this study is declared reliable or valid.
DISCUSSION
Based on the results of statistical tests for leadership variables, it is concluded that leadership
partially has a positive and significant influence on job satisfaction.This shows that if the
leadership is getting better, it will increase job satisfaction. The results of the study also
showed the respondents' responses about leadership to job satisfaction which showed a high /
good average response of respondents although there were still those who showed doubts and
disagreement with the current job satisfaction felt towards leadership. Based on the results of
interviews and observations with employees who were met, the leadership in the village
community empowerment agency, Boven Diogel Regency, was good enough, but too stiff
and authoritative so that employees did not work freely so that it had an impact on job
satisfaction.
The results of this study are supported with Kuswadi's opinion in Made Suprapta, et al (2015)
that leaders must always be able to feel what employees need so that employees will feel
satisfied. This opinion was confirmed by Suhendi and Anggara (2010: 269) in Made
Suprapta, et al (2015) which stated that the role of leaders can affect morale and job
satisfaction, security, quality of work life, and organizational performance levels.
These results are also supported by research in Made Suprapta, et al (2015) entitled The
Influence of Leadership on Job Satisfaction and Employee Performance (Study at Wake Bali
Art Market Kuta-Bali) The results of the analysis show that leadership has a positive and
significant effect on employee job satisfaction.
The influence of organizational culture on job satisfaction
The results showed that the organizational culture variable had a positive and significant
effect on employee job satisfaction. Based on these results, it shows that if the organizational
culture is getting better it will increase employee job satisfaction. The results showed the
respondents' responses about organizational commitment and employee job satisfaction
which showed a high / good average response of respondents although there were still those
who showed doubts, disagreed and strongly disagreed with job satisfaction that is currently
being felt in organizational culture. Based on the results of interviews with employees who
were met, it was said that the organizational culture in the village community empowerment
agency, Boven Diogel district, felt that it was not good enough so that there needed to be
improvements so that it had an impact on job satisfaction.
The influence of leadership on organizational commitment
Based on the results of statistical tests for leadership variables on organizational commitment,
it is concluded that leadership partially has a significant effect on organizational commitment.
Based on these results, it shows that if the leadership is getting better, it will increase
organizational commitment. The results showed that respondents' responses about leadership
and organizational commitment showed a high / good average response of respondents
although there were still those who showed doubts, disagreed and strongly disagreed with the
current perceived organizational commitment to leadership.
The influence of organizational culture on organizational commitment
Based on the results of statistical tests for the variable organizational culture on
organizational commitment, it can be concluded that organizational culture partially does not
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have a significant effect on organizational commitment. Based on these results, it shows that
if the organizational culture is getting better, it will not increase organizational commitment.
The results showed that the respondents' responses about organizational culture and
organizational commitment showed a high / good average response of respondents although
there were still those who showed doubts, disagreed and strongly disagreed with the
organizational commitment that is currently being felt towards organizational culture.
These results are also supported by research Yiing and Ahmad (2009) entitled The
Moderating Effects of Organizational Culture on the Relationships between Leadership
Behavior and Organizational Commitment and between Organizational Commitment and Job
Satisfaction, and Performance
Effect of job satisfaction on organizational commitment.
Based on the results of statistical tests for variables Job satisfaction on organizational
commitment concluded that job satisfaction partially has a significant effect on work
organizational commitment. Based on these results, it shows that if job satisfaction is getting
better, it will increase organizational commitment. The results showed that respondents'
responses about job satisfaction to organizational commitment showed a high / good average
response of respondents even though there were still those who showed doubts, disagreed and
strongly disagreed with the organizational commitment that is currently being felt on job
satisfaction.
The influence of leadership on job satisfaction and organizational commitment.
The results of the study show that the leadership variable has a positive and significant effect
on the organizational commitment variable if it is mediated by job satisfaction.
Based on these results, show if The better the leadership, the better the organizational
commitment if it is mediated by job satisfaction. The results showed that the respondents'
responses about leadership, job satisfaction and organizational commitment showed a high /
good average response of respondents, although there were still those who showed a doubtful
response.
The influence of organizational culture on job satisfaction and organizational
commitment.
The results showed that the organizational culture variable had a positive and significant
effect on the organizational commitment variable if it was mediated by job satisfaction.
Based on these results, show if The better the organizational culture, the better the
organizational commitment if it is mediated by job satisfaction. The results of the study
showed that the respondents' responses about organizational culture, job satisfaction and
organizational commitment showed a high / good average response of respondents although
there were still those who showed doubts, disagreed and strongly disagreed with job
satisfaction and organizational commitment currently being felt towards organizational
culture.
This research is in line with the theory put forward by Robbins (2006) who suggests several
important factors that bring more job satisfaction, the first is work that provides opportunities
to use skills, and feedback on how well they work, the next factor is how employees work
conditions, both in terms of personal comfort and convenience. to do work, these things are
closely related to the rules and standards set by the company, while these rules and standards
are formed from the organizational culture within the company itself and its organizational
commitment to employees.
.
GSJ© 2020
www.globalscientificjournal.com

GSJ: Volume 8, Issue 10, October 2020
ISSN 2320-9186

1456

CONCLUSION
Results Based on the results of this study, the following conclusions can be drawn:
The leadership variable partially has a positive and significant effect on job satisfaction at the
Village Community Empowerment Service, Boven Digoel district, which means that the
better the leadership the better the employee job satisfaction.
The organizational culture variable partially has a positive and significant effect on job
satisfaction at the Village Community Empowerment Service, Boven Digoel Regency, which
means that the better the organizational culture in the Boven Digoel District Village
Community Empowerment Service will increase employee job satisfaction.
The leadership variable partially has a positive and significant effect on organizational
commitment at the Village Community Empowerment Service in Boven Digoel district,
which means that the better the leadership, the better the organizational commitment.
The organizational culture variable partially does not have a significant effect on
organizational commitment at the Village Community Empowerment Service in Boven
Digoel Regency, which means that the better the organizational culture in the Boven Digoel
District Village Community Empowerment Service will not increase work organizational
commitment.
Job satisfaction variables have a positive and significant effect on organizational commitment
at the Boven Digoel District Transportation Office, which means that the better the job
satisfaction of employees at the Boven Digoel District Village Community Empowerment
Service, will increase organizational commitment.
The leadership variable has a positive and significant effect on organizational commitment at
the Village Community Empowerment Service in Boven Digoel district if it is mediated by
job satisfaction, which means that the better leadership in the Village Community
Empowerment Service, Boven Digoel district, will increase organizational commitment if
mediated by job satisfaction.
Organizational culture variables have a positive and significant effect on organizational
commitment at the Village Community Empowerment Service in Boven Digoel district, if
mediated by job satisfaction, which means that the better the organizational culture in the
Village Community Empowerment Service, Boven Digoel district, will increase the
organizational commitment to work if it is mediated by job satisfaction. .
BIBLIOGRAPHY
Allen, NJ and Meyer, JP 1990. "Organizational Socialization Tactics: A Longitudinal
Analysis of Links to Newcomers' Commitment and Role Orientation." Academy of
Management Journal, Vol. 33, No. 4, pg. 847-828.
Allen, NJ, and Meyer, JP 1997. "The Measurement and Antecedents of Affective,
Continuance and Normative Commitment to the Organization." Journal of
Occopational Psychology, 63, 1-19.
Arishanti, KI (2009). The Influence of Organizational Culture and Organizational
Commitment on Employee Job Satisfaction.
Cetin, MO 2006. "The Relationship between Job Satisfaction, Occupational and
Organizational Commitment of Academics", Journal of the American Academy of
Business, Mar., 8, pp. 78
Clugston, Michael. 2000. "The Mediating Effects of Multidimensional Commitment on Job
Satisfaction and Intent to Leave." Journal of Organization Behavior. Vol. 21 No. 4
(2000): 477-486.

GSJ© 2020
www.globalscientificjournal.com

GSJ: Volume 8, Issue 10, October 2020
ISSN 2320-9186

1457

Feinstein AH 2000. "A Study of Relationships between Job Satisfacton and Organizational
Commitment among Restaurant Employees", Department of Food and Beverage,
University of Nevada, Las Vegas.
Hidayat, R. (2013). The influence of leadership on communication, job satisfaction, and
organizational commitment in the banking industry. Makara Series of Sosial
Humanities, 17 (1), 19-32.
Iverson, RD and Buttigieg DM 1998. "Affective, Normative, and Continuance Commitment:
Can The Right Kind of Commitment be Managed?". Working Paper, Department of
Management, University of Melbourne.
Kreitner, K. and Kinicki, A. 2005. Organizational Behavior. Translate. Fifth Edition, Four
Salemba, Jakarta. Luthans, F. 2005. Organizational Behavior. Translate. Tenth Edition.
Andi Offset, Yogyakarta.
Feinstein AH 2000. "A Study of Relationships between Job Satisfacton and Organizational
Commitment among Restaurant Employees", Department of Food and Beverage,
University of Nevada, Las Vegas.
Munandar, AS 2001. Industrial and Organizational Psychology. UI Press, Jakarta.
Nawawi, H. 2000. Human Resource Management for Competitive Business. Gadjah Mada
Press, Yogyakarta.
Purnomo, E. (2018). The Influence of Leadership on Organizational Commitment. Socio eKons, 10 (1), 28-38.
Puspitawati, Ni Made Dwi, and I. Gede Riana. "The effect of job satisfaction on
organizational commitment and service quality." Matrix: Journal of Management,
Business Strategy and Entrepreneurship (2014).
Rashid ZA, et al. 2003. "The Influence of Corporate Culture and Organizational Commitment
on Performance", The Journal of Management Development, 22, 7/8, p. 708.
Sekaran, U. 2003. Research Methods for Business: A Skill Building Approach. Fourth
Edition, John Willey & Sons, New York. Sugiyono. 2009. Administrative Research
Methods. Alfabeta, Bandung.
Suprapta, Made et al. (2015). The Effect of Leadership on Job Satisfaction and Employee
Performance (Study on Wake Bali Art Market Kuta-Bali). E-Journal of Economics and
Business, Udayana University, 4, 44744.
Yiing, LH, & Ahmad, KZB (2009). The moderating effects of organizational culture on the
relationships between leadership behavior and organizational commitment and between
organizational commitment and job satisfaction and performance. Leadership &
Organization Development Journal.
Xaverius, SS (2016). The Influence of Organizational Culture on Job Satisfaction,
Organizational Commitment and Intention to Leave (Study on Employees of PT.
Bitung Mina Utama). Journal of Business and Management, 3 (1).
Yukl, G. 2005. Leadership in Organizations. Fifth Edition, Index, Jakarta.

GSJ© 2020
www.globalscientificjournal.com

