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Abstract- This study aims to explain the effect of 

leadership style, organizational culture and organizational 

commitment to employee performance and knowing 

whether organizational commitment is a mediating 

variable. This study used a sample of 75 employees of the 

Office of the Ministry of Religion in Denpasar City with a 

sampling technique that is saturated sampling. The data 

obtained were analyzed by descriptive analysis and PLS. 

The results found that leadership style did not directly 

influence employee performance. Budaya organization 

and organizational commitment and significant positive 

effect on employee performance. Leadership style and 

organizational culture have a positive and significant 

effect on organizational commitment. Furthermore, 

organizational commitment is able to mediate the 

influence of leadership style on employee performance, 

but is not able to mediate the influence of organizational 

culture on employee performance.  
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I. INTRODUCTION 

 

Performance is the realization of tasks assigned to 

employees based on personal qualifications within reasonable 

limits (Kalkavan and Katrinli, 2014). Viewed from the 

perspective of the organization, performance refers to the 

goods or services provided as a result of the realization of the 

tasks given to employees in accordance with organizational 

goals. Performance is a very important part in determining the 

success of an organization. Poor and non-optimal 

performance reflects an organization's inability to manage its 

employees well. This can be caused by the leadership style 

that is not appropriate, employees do not understand the 

organizational culture that is applied and lack of commitment 

to the organization.  

In an effort to improve employee performance, 

especially at the Office of the Ministry of Religion in 

Denpasar, it is quite difficult. This is because, this problem 

not only concerns the ability to carry out a job, but also 

concerns how a leader moves his subordinates, the loyalty of 

an employee, and the application of his organizational culture. 

Several studies have revealed a number of variables that can 

affect employee performance, but in this study the observed 

variables are Leadership Style, Organizational Culture, and 

Organizational Commitment.  

Leadership has an important role in an organization, 

especially in enhancing the role of employees themselves and 

coordinating to work together to overcome problems that 

exist in an organization (Prabowo, 2018). Leadership Style is 

a pattern of behavior and strategy that is liked and often 

applied by a leader in order to achieve organizational goals 

(Rivai, 2009). Mulyasa (2003) explains the occurrence of 

various changes in society and the multidimensional crisis 

that has long hit Indonesia, making it difficult to find the ideal 

leader who has a high commitment to his duties and 

responsibilities. Various fields of life are found by many 

leaders who are actually not worthy enough to carry out their 

leadership mandate. 

The success of an organization is very dependent on 

the effectiveness of leadership contained in the organization 

concerned, a leader must be able to create a harmonious 

working relationship, both between fellow employees, as well 

as between superiors and subordinates. Here leaders need to 

pay attention to the performance of their employees so that 

later these employees will have good organizational 

commitment and ultimately their performance will increase 

(Gatling, et al, 2016) 

http://www.scirj.org/
http://dx.doi.org/10.31364/SCIRJ/v8.i8.2020.P0820XX
http://dx.doi.org/10.31364/SCIRJ/v8.i8.2020.P0820XX


Scientific Research Journal (SCIRJ), Volume VIII, Issue VIII, August 2020        15 
ISSN 2201-2796 

www.scirj.org 

© 2020, Scientific Research Journal 

http://dx.doi.org/10.31364/SCIRJ/v8.i8.2020.P0820XX 

This publication is licensed under Creative Commons Attribution CC BY. 

Organizational culture is a value or understanding or 

agreement taken in an organization, in order to achieve its 

purpose. However, in practice there are often differences of 

opinion between one another. The prevailing culture is 

applied varies by each employee who is part of the 

organization. That causes the performance of each employee 

to be different. The implementation of this organizational 

culture, especially at the Office of the Ministry of Religion in 

Denpasar, greatly affects employee commitment and 

performance. The impact of implementing organizational 

culture on organizational commitment can be seen from the 

large number of employees who arrive late on work days, 

employees are often absent during working hours, and there 

are still employees who are lazy. This explains that the 

commitment of Denpasar City Ministry of Religion Office 

employees has not been maximized (Nasution, 2018); 

(Lolowang, 2019)  

In general, commitment has become an issue related 

to the performance of an employee. A strong commitment to 

the organization will be able to reduce the likelihood of 

someone leaving the organization. The stronger the culture in 

an organization will also certainly strengthen the commitment 

of employees towards the organization where they work. As 

found by Rantesalu (2017) states that organizational culture 

has a positive and significant influence on organizational 

commitment. The same thing was found by Azizollah (2016) 

and Sholahudin (2018) who in their research mentioned a 

significant relationship between organizational culture and 

organizational commitment. 

Appropriate leadership style and harmony of goals 

achieved between employees and the organization through 

culture will build an organizational commitment within the 

employee. Organizational commitment has a relationship with 

employee performance, with the commitment the employee's 

performance will also increase. Research conducted by 

Khushk, Amir Ali (2019) found that organizational 

commitment has a correlation with employee performance. 

The same thing was also found by Hafiz, (2017) and 

Rantesalu (2017) who stated that there was a positive and 

significant relationship between organizational commitment 

and employee performance.  

The role of organizational commitment can also 

mediate the relationship between leadership style and 

organizational culture with employee performance. As in 

research conducted by Almutairi (2016) states that 

organizational commitment mediates the relationship between 

transformational leadership and employee performance. 

Another thing, as in a study conducted by Nikpour, Amin 

(2017) states that organizational commitment mediates the 

relationship between organizational culture and employee 

performance.  

Based on the aforementioned background 

description, a study was conducted with the aim of analyzing 

the Role of Organizational Commitment in Mediating the 

Effect of Leadership Style and Organizational Culture on 

Employee Performance at the Office of the Ministry of 

Religion in Denpasar. 

 

 

 

 

 

II. LITERATURE REVIEW 

 

Leadership Style and Employee Performance 

Iqbal, et al (2015) found that leadership style has a 

positive influence on employee performance. In addition, 

research conducted by Candra (2016) also explains the same 

thing related to a positive relationship between leadership 

style and employee performance. The results of this study are 

also supported by research conducted by Chua, et al. (2018) 

and Piedade (2019) who also found a positive and significant 

relationship between the Leadership Style and Employee 

Performance.  

 

Organizational Culture and Employee Performance 

Research conducted by Nasution (2018) found that 

organizational culture had a positive and significant effect on 

employee performance. Kawiana, I. Gede Putu, et al (2018) 

stated that the influence of organizational culture variables on 

significant employee performance interest and Lolowang 

(2019) also found a significant relationship between 

organizational culture and employee performance.  

 

Leadership Style and Organizational Commitment 

Several studies have found a positive relationship 

between leadership style and organizational commitment. 

Gatling, et al (2016) found that leadership style has a positive 

effect on organizational commitment in the hospitality 

industry. Furthermore, research conducted by Din, Maaz Ud, 

et al (2019) also found that transformational leadership styles 

affect organizational commitment positively and significantly. 

The same thing was expressed by Han, Seung Hyun, et al 

(2016) and Khan, Rao Shahzaib, et al (2017) who stated a 

positive correlation between transformational leadership and 

organizational commitment.  

 

Organizational Culture and Organizational Commitment 

Several studies have found a positive relationship 

between organizational culture and organizational 

commitment. Rantesalu (2017) in his research stated that 

organizational culture has a positive and significant influence 

on organizational commitment. The same thing was found by 

Azizollah (2016) and Sholahudin (2018) who in their research 

mentioned a significant relationship between organizational 

culture and organizational commitment.  

 

Effect of Organizational Commitment on Employee 

Performance Organizational 

commitment has a relationship with employee 

performance, with the commitment the employee's 

performance will also increase. Research conducted by 

Khushk, Amir Ali (2019) in his research found that 

organizational commitment has a correlation with employee 

performance. The same thing was also found by Hafiz, A. Z 

(2017) and Rantesalu (2017) who stated that there was a 

positive and significant relationship between organizational 

commitment and employee performance.  

 

III. RESEARCH METHODS 

 

In this study data were collected in an manner ex 

post facto, in other words researchers relied on respondents' 
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perceptions to explain their experiences and then were 

analyzed according to causal designs. 

The location of the study was conducted at the Office 

of the Ministry of Religion in Denpasar, with 75 employees as 

civil servants (PNS). The object of research is all civil 

servants in the Office of the Ministry of Religion in Denpasar 

City, the time of the research conducted is 2020. The scope of 

this study is limited to knowing the role of organizational 

commitment in mediating the influence of leadership style 

and organizational culture on employee performance at the 

Office of the Ministry of Religion in the City Denpasar. 

Data collection techniques in this study used a 

questionnaire tool, where respondents chose one of the 

answers provided, with alternative answers consisting of 

intervals of 1 to 5. The results and interpretation of the 

discussion will be concluded and further research suggestions 

will be given. There are three types of variables in this study 

namely: exogenous variables (leadership style and 

organizational culture), mediating variables (Organizational 

commitment), and endogenous variables (employee 

performance). 

Organizational commitment testing in mediating the 

influence of leadership style and organizational culture on 

employee performance is done using PLS analysis. The test 

results are then discussed and concluded. The research 

conclusions are then confirmed by the research problem and 

the hypothesis formulated. 

 

IV. RESULTS AND DISCUSSION 

 

Results of Data Analysis 

Results Hypothesis 

1) Testing Direct Effect Testing  

research uses an approach analysis Partial Least 

Square (PLS) to test and analyze the research hypotheses 

previously stated. The results of empirical research model 

analysis using analytical tools Partial Least Square (PLS) can 

be seen in Figure 1 below: 

 

  

 

Figure 1 

The results of Output PLS 

 

This hypothesis testing results of the analysis 

showed the effect of leadership style on employee 

performance produce a correlation coefficient of 0.041. The 

value of t-Statistics obtained is 0.399 (<t critical 1.96), and 

the value P of 0.690 (> 0.05), it can be interpreted that the 

leadership style has no direct effect on employee 

performance. Thus hypothesis 1 (H1) which states that 

leadership style has a positive and significant effect on 

employee performance is not accepted. 

The analysis shows that hypothesis testing on the 

influence of organizational culture on employee performance 

produces a correlation coefficient of 0.389. The value of t 

statistic is 2,181 (> t critical 1.96), and the value is P 0.030 

(<0.05), so the influence of organizational culture on 

employee performance is significant. Thus, hypothesis 2 (H2) 

which states that organizational culture has a positive and 

significant effect on employee performance is accepted.  

The results of the analysis in table 5.11 show 

hypothesis testing on the influence of leadership style on 

organizational commitment resulting in a correlation 

coefficient of 0.476. The value of t statistic is 3.537 (> critical 

t 1.96), and the P value is 0.000 (<0.05), so the influence of 

leadership style on organizational commitment is positive and 

significant. Thus hypothesis 3 (H3) which states that 

leadership style has a positive and significant effect on 

organizational commitment is accepted. 

The analysis shows that hypothesis testing on the 

influence of organizational culture on organizational 

commitment results in a correlation coefficient of 0.463. The 

value of t Statistics is 3,618 (> t critical 1,96) and the P value 

is 0,000 (<0,05), so the influence of organizational culture on 

organizational commitment is significant. Thus, hypothesis 4 

(H4) which states that organizational culture has a positive 

and significant effect on organizational commitment is 

accepted.  

The analysis shows that hypothesis testing on the 

effect of organizational commitment on employee 

performance produces a correlation coefficient of 0.458. The 

value of t Statistics is obtained for 2.846 (> t critical 1.96) and 

the P value of 0.005 (<0.05), then the effect of organizational 

commitment on employee performance is significant. Thus, 

hypothesis 5 (H5) which states that organizational 

commitment has a positive and significant effect on employee 

performance is accepted.  

 

2) Testing Results The Role of Mediation Organizational 

Commitment On the Influence of Leadership Style 

and Culture Organization Against Employee 

Performance 

Test mediating role of organizational commitment on 

the influence of leadership style and organizational culture on 

employee performance by examining the coefficient of direct 

influence of variables of leadership style and organizational 

culture to variable employee performance on a model 

involving variable organizational commitment. The results of 

the mediation test have shown the following: 

a. The influence of the leadership style variable on the 

organizational commitment variable (Effect B) is 

significant, as indicated by the P value of 0,000. The 

influence of leadership style variables on employee 

performance (Effect A) is not significant, with a P Value 
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of 0.690. Furthermore, the influence of leadership style 

variables on employee performance through 

organizational commitment variable (Effect C) is 

significant, with a P Value of 0.013. Then it can be said 

mediation occurs in full. 

b. The influence of organizational culture variables on 

organizational commitment variable (Effect B) is 

significant, with a P Value of 0,000. The influence of 

organizational culture variables on employee 

performance (Effect A) is significant, with a P Value of 

0.030. However, the influence of organizational culture 

variables on employee performance through 

organizational commitment variable (Effect C) is not 

significant, which is indicated by the P Value of 0.077 

(greater than 0.05). In addition, the value of the effect 

coefficient D with a value of 0.212 is smaller than the 

value of the effect coefficient A, which is 0.389, so it 

can be said that there is no mediation.  

 

Discussion   

The Effect of Leadership Style on Employee Performance 

The 

results of the analysis show that there is no direct 

influence of leadership style on employee performance. This 

means that the leadership style applied at the Office of the 

Ministry of Religion in Denpasar, whether directive 

leadership, supportive leadership, participatory leadership, or 

good or bad orientation orientation leadership will not directly 

affect the performance of employees themselves. This is 

because there are other variables that bridge these leadership 

style variables in order to have an effect on employee 

performance at the Office of the Ministry of Religion in 

Denpasar. 

The results of the data processing of the research 

instrument / questionnaire on the leadership style variables at 

the Office of the Ministry of Religion in Denpasar showed a 

very strong average value. The directive leadership style 

which states that superiors always provide direct direction in 

work, superiors always give clear instructions to employees 

related to work to be done, and superiors always be assertive 

in making decisions, showing very strong judgment. 

Supportive leadership which states that superiors always 

make good relations in terms of communication with 

employees, superiors always pay attention to conflicts that 

occur in employees, and superiors always provide solutions if 

employees ask about problems related to work, showing a 

strong value. Furthermore related to participatory leadership 

which states that superiors receive and pay attention to input 

and information from employees, superiors are always 

together with employees in making a decision, showing 

strong judgment. And finally the leadership orientation 

achievement which states that superiors give challenging jobs 

to employees and superiors always motivate employees to 

work optimally shows a very strong value. 

Things like this can be interpreted, from the 

perspective of the employees themselves, the leader figure in 

the Office of the Ministry of Religion of Denpasar City has a 

strong spirit, decisiveness, and nurturing employees in 

carrying out daily tasks in the agency. However, in spite of 

this the outline of the leadership role does not have a direct 

influence on the performance of the employees themselves. 

These results are consistent with several findings from 

previous studies, such as Chua, et al (2018), Prabowo, et al 

(2018), Lolowang,et al (2019) who also found that leadership 

style had no effect on employee performance. 

 

The Influence of Organizational Culture on Employee 

Performance 

The analysis shows that organizational culture has a 

positive and significant effect on employee performance. This 

has the meaning that the stronger the implementation of the 

organizational culture of the Office of the Ministry of 

Religion in Denpasar by employees, the higher the 

employee's performance. This explains that the organizational 

culture of the Office of the Ministry of Religion of Denpasar 

City is reflected through the cultural dimension of kinship 

such as always being good among colleagues. Employees are 

able to maintain feelings of each other by always being kind 

to maintain family relationships as upheld by organizational 

culture. Overall employees are able to maintain feelings when 

there are differences in interests that occur. 

The organizational culture of the Denpasar City 

Ministry of Religion Office was also later reflected through 

the cultural dimension of tasks such as, always trying to 

improve performance. The employees continue to strive to 

always improve performance so that it is in line with the 

organizational culture of the task. This task culture is very 

important to determine the success or failure of an 

organization, because it is related to the performance that will 

later be seen and assessed by the community. In addition, the 

organizational culture of the Denpasar City Ministry of 

Religion Office was also later reflected through a bureaucratic 

cultural dimension, such as always following the work code 

of ethics and obeying applicable regulations, able to improve 

employee performance. Every organization definitely needs a 

bureaucracy in it. The bureaucracy in question functions to 

regulate the structure of the task flow and authority in each 

organizational structure, not just to complicate work 

processes both vertically and horizontally. If arranged and 

managed properly, the bureaucracy will have a positive 

impact on the Office of the Ministry of Religion in Denpasar. 

All dimensions of organizational culture, namely 

family culture, tasks and bureaucracy, will certainly have a 

positive impact on employee performance which can be 

reflected through the dimensions of work time, such as being 

able to complete work on time. A job if done well, but not on 

time will certainly harm the organization, both in terms of 

time and cost. It is hoped that through the application of 

organizational culture, the employees of the Office of the 

Ministry of Religion in Denpasar will be able to work more 

effectively, so that the time needed to complete work can be 

shortened and the results optimal. In addition, performance 

will also be reflected through the dimensions of cooperation, 

where employees become able to establish good cooperation 

among fellow colleagues. This is a positive impact of the 

implementation of organizational culture, especially family 

culture, because the employees are able to establish good 

cooperation because they always behave well among 

colleagues. Thus, through good cooperation will have a good 

impact on employee performance. 

This finding can be interpreted that if employees are 

able to apply organizational culture in the Office of the 

Ministry of Religion in Denpasar well, it will be able to make 

a significant contribution to improve their performance. This 

http://www.scirj.org/
http://dx.doi.org/10.31364/SCIRJ/v8.i8.2020.P0820XX


Scientific Research Journal (SCIRJ), Volume VIII, Issue VIII, August 2020        18 
ISSN 2201-2796 

www.scirj.org 

© 2020, Scientific Research Journal 

http://dx.doi.org/10.31364/SCIRJ/v8.i8.2020.P0820XX 

This publication is licensed under Creative Commons Attribution CC BY. 

result is in accordance with several previous studies, namely 

Nasution, et al (2018), Lolowang,et al (2019), Rantesalu, et al 

(2017), Sholahudin, et al (2019), who also found that 

organizational culture had a significant effect on employee 

performance. 

 

Effect of Leadership Style on Organizational 

Commitment The 

results of the analysis show that leadership style has 

a positive and significant effect on organizational 

commitment. This means that the stronger the leadership style 

at the Office of the Ministry of Religion in Denpasar, the 

higher the commitment of employees towards the 

organization. This shows that the leadership style at the 

Office of the Ministry of Religion in Denpasar is reflected 

through the directive leadership dimension such as superiors 

always giving direct direction in work, superiors always give 

clear instructions to employees related to work to be 

completed, and superiors always be firm in making decisions 

will affect an employee's commitment to his organization. 

Direction from a leader who is firm and clear will be quickly 

understood by an employee. 

The leadership style of the Office of the Ministry of 

Religion in Denpasar through supportive leadership 

dimensions such as superiors always have good relations in 

terms of communication with employees and superiors always 

provide solutions if employees ask about work-related 

problems make employees feel cared about in carrying out 

their work. Furthermore, through participatory dimensions 

such as superiors receive and pay attention to input and 

information from employees make employees feel they get an 

appreciation for the work carried out. And the last dimension 

of leadership orientation achievement like superiors always 

motivate employees to work optimally will make employees 

have enthusiasm in carrying out their work.  

All of the dimensions of leadership style that have 

been mentioned, will affect the commitment to the 

organization. This commitment is reflected through the 

dimensions of affective commitment, namely employees 

become highly committed to be willing to be involved in the 

problems facing the organization, feel the organization 

becomes meaningful to themselves, and feel part of the 

organization. The employees showed their willingness to be 

involved in various things facing the organization. This is 

because they feel that they have become part of the 

organization. Organizations become meaningful in 

themselves and certainly reflect Organizational commitment. 

This finding can be interpreted that if the leadership 

style at the Office of the Ministry of Religion in Denpasar is 

well managed, it will be able to make a significant 

contribution to increase the commitment of their 

Organizations. This result is in accordance with some 

previous studies namely Gatling, et al (2016), Din, Maaz Ud, 

et al (2019), Han, Seung Hyun, et al (2016), Khan, Rao 

Shahzaib, et al (2017), Mesu , et al (2015), Harwiki (2016),  

who also found that leadership style had a significant effect 

on organizational commitment. 

 

The Effect of Organizational Culture on Organizational 

Commitment The 

results of the analysis show that organizational 

culture has a positive and significant effect on organizational 

commitment. This has the meaning that the stronger the 

organizational culture of the Office of the Ministry of 

Religion in Denpasar, the higher their commitment to the 

organization. This explains that the organizational culture of 

the Office of the Ministry of Religion of Denpasar City is 

reflected through the cultural dimension of kinship such as 

always being good among colleagues. This shows that 

employees are able to maintain the feelings of each other by 

always being kind to maintain family relationships as upheld 

by organizational culture. They can protect their feelings if 

there are differences in interests that occur. It is also 

important to maintain employee commitment to the 

organization, because commitment will be stronger if they are 

able to create high solidarity like a family, so comfortable 

when doing work.  

The organizational culture of the Office of the 

Ministry of Religion of Denpasar City through the cultural 

dimension of tasks such as always trying to improve 

performance will also certainly increase the commitment of 

employees. This is because the culture of duty can increase 

the morale of employees who have an impact on increasing 

their commitment to the organization. Organizational culture 

through bureaucratic dimensions of culture, such as always 

following the work code of ethics and obeying applicable 

regulations, is able to increase employee commitment to the 

organization. The existence of a bureaucratic culture is 

expected to be able to regulate the structure of the task flow 

and authority in each organizational structure, so that it is in 

accordance with procedures. If arranged and managed 

properly, the bureaucracy will have a positive impact on the 

Office of the Ministry of Religion in Denpasar. 

All of the dimensions of organizational culture that 

have been mentioned, will affect the commitment to the 

organization. This commitment is reflected through the 

dimensions of affective commitment, namely employees 

become highly committed to be willing to be involved in the 

problems facing the organization, feel the organization 

becomes meaningful to themselves, and feel part of the 

organization. The employees showed their willingness to be 

involved in various things facing the organization. This is 

because they feel that they have become part of the 

organization. Organizations become meaningful in 

themselves and certainly reflect Organizational commitment. 

This finding can be interpreted that if employees are 

able to apply organizational culture in the Office of the 

Ministry of Religion in Denpasar well, it will be able to make 

a significant contribution to increase the commitment of their 

organizations. This result is in accordance with some previous 

studies namely Kawiana,  et al (2018), Rantesalu, et al 

(2017), Azizollah, et al (2016), Sholahudin, et al (2019),  

which also found that organizational culture had a significant 

effect on organizational commitment. 

 

The Effect of Organizational Commitment on Employee 

Performance  

The results of the analysis show that organizational 

commitment has a positive and significant effect on employee 

performance. This means that the higher the commitment of 

the Denpasar City Ministry of Religion's Office staff to the 

organization, the higher their performance will be. This 

explains that the commitment of employees to the Office of 

the Ministry of Religion in Denpasar is reflected through the 
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dimensions of affective commitment that employees become 

highly committed to being willing to be involved in the 

problems facing the organization, feel the organization is 

meaningful to themselves, and feel part of the organization, 

able to improve employee performance . The employees 

showed their willingness to be involved in various things 

facing the organization. This is because they feel that they 

have become part of the organization. Organizations become 

meaningful in themselves and certainly reflect Organizational 

commitment. 

Based on the aforementioned affective 

commitments, employee performance will further be reflected 

through the dimensions of work time ie they become capable 

of completing work in a timely manner, and through the 

dimension of cooperation that is they are able to establish 

good cooperation among fellow colleagues. Judging from the 

dimensions of work time, such as being able to complete the 

job in a timely manner. A job if done well, but not on time 

will certainly harm the organization, both in terms of time and 

cost. It is hoped that through the application of organizational 

culture, the employees of the Office of the Ministry of 

Religion in Denpasar will be able to work more effectively, so 

that the time needed to complete work can be shortened and 

the results optimal. In addition, performance will also be 

reflected through the dimensions of cooperation, where 

employees become able to establish good cooperation among 

fellow colleagues. This is a positive impact of the 

implementation of organizational culture, especially family 

culture, because the employees are able to establish good 

cooperation because they always behave well among 

colleagues. Thus, through good cooperation will have a good 

impact on employee performance. 

This finding can be interpreted that if employees 

have a high organizational commitment to the Office of the 

Ministry of Religion in Denpasar, they will be able to make a 

significant contribution to improve their performance. This 

result is in accordance with several previous studies namely 

Kawiana, I. Gede Putu, et al (2018), Rantesalu, et al (2017), 

Giri, et al (2016), Khushk, Amir Ali (2019), and Hafiz, AZ 

(AZ 2017) which also found that organizational commitment 

significantly influenced employee performance. 

 

The Role of Organizational Commitment in Mediating the 

Effect of Leadership Style on Employee Performance 

Hypothesis testing results prove that leadership style 

has no effect on employee performance, leadership style has a 

significant effect on organizational commitment, and 

organizational commitment has a significant effect on 

employee performance, it can be explained that organizational 

commitment as full mediation between the influence of 

leadership style on employee performance. This shows that 

the leadership style does not directly affect employee 

performance. Organizational commitment variable becomes 

an important factor in determining the influence of leadership 

style on employee performance in an organization. It can be 

explained that leadership style is not able to influence 

employee performance without organizational commitment. 

With a high level of commitment to the organization, the 

results of the study showed a significant impact in order to 

improve the performance of the Office of the Ministry of 

Religion's Office of Denpasar. 

These results support the results of Almutairi's 

research, Dhaifallah Obaid (2016) who found organizational 

commitment as mediating the influence of leadership style on 

employee performance. This finding provides an additional 

contribution as empirical evidence regarding organizational 

commitment that can be a mediator between leadership style 

and employee performance. 

  

The Role of Organizational Commitment in Mediating the 

Effect of Organizational Culture on Employee 

Performance 

  
Hypothesis testing results prove that organizational 

culture has a significant effect on employee performance, 

organizational culture has a significant effect on 

organizational commitment, but organizational culture does 

not affect employee performance through organizational 

commitment, it can be explained that organizational 

commitment does not mediate the influence of organizational 

culture on employee performance. This shows that without 

going through organizational commitment, organizational 

culture already has a positive and significant direct influence 

on the performance of the Ministry of Religion's Office staff 

in Denpasar. 

This finding provides an additional contribution as 

empirical evidence of organizational commitment that does 

not mediate the relationship between organizational culture 

and employee performance. 

 

V. CONCLUSIONS AND SUGGESTIONS 

 

Conclusions 
Based on the research problem, objectives, hypotheses, and 

the results of the discussion in the previous chapter, it can be 

concluded as follows. 

1. Leadership style does not affect employee performance. 

This means that the leadership style does not directly 

affect employee performance. 

2. Organizational culture has a positive and significant 

effect on employee performance. This means that the 

better the application of organizational culture by 

employees, the better the performance of employees 

3. Leadership style has a positive and significant impact on 

organizational commitment. This means that the better 

the application of leadership style, the higher the 

organizational commitment of employees 

4. The organizational culture has a positive and significant 

effect on organizational commitment. This means that 

the better the application of organizational culture by 

employees, the higher the organizational commitment of 

employees. 

5. Organizational commitment has a positive and 

significant effect on employee performance. This means 

that the higher the organizational commitment of 

employees, the better the performance of employees. 

6. Organizational commitment is proven as a full 

mediation between the influence of leadership style on 

employee performance. This means that without 

organizational commitment, leadership style alone is not 

able to influence employee performance. However, 

through organizational commitment, the influence of 
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leadership style on employee performance becomes 

positive and significant. 

7. Organizational commitment does not mediate the 

influence of organizational culture on employee 

performance. This means that with organizational 

commitment, organizational culture does not affect 

employee performance. However, directly the 

organizational culture has a positive and significant 

effect on employee performance. 

 

Suggestions 
Based on the results of research and conclusions, here are 

some suggestions for improving employee performance 

through leadership style, organizational culture and 

organizational commitment. 

1) Based on the descriptive analysis of supportive 

leadership and participative leadership at the Office of 

the Ministry of Religion of Denpasar City tends to be 

lower than the value of the overall leadership style 

variable. In the future, relations can be further 

improved in terms of communication between 

superiors and employees, superiors always pay 

attention to conflicts that occur with employees, and 

superiors to be able to receive and pay attention to 

input and information from employees, which will 

certainly be able to create a more comfortable working 

atmosphere. 

2) Based on the results of a descriptive analysis, Denpasar 

City Ministry of Religious Affairs employees are 

known to have a slightly lower adaptive culture. This is 

indicated by the inability to adjust for input from the 

community. In the future, all employees need to pay 

attention if there are criticisms and suggestions from 

outside the organization, it should be immediately 

followed up so that what is lacking from the 

organization in the service sector can be corrected. The 

leadership should also be consistent in reminding their 

employees to always absorb and practice the 

organizational culture of the Office of the Ministry of 

Religion in Denpasar, especially the adaptive culture. 

3) Based on the results of a descriptive analysis, Denpasar 

City Ministry of Religion Office employees are known 

to have lower affective commitment and continuance 

commitment. Low affective commitment is shown by 

the feeling that the work in this organization is not 

specific work. Low sustained commitment is 

demonstrated by feeling as if life will not be disrupted 

if it decides to leave the organization. Suggestions for 

this can be by doing things that can increase employee 

commitment, for example by increasing harmony in 

the work environment, increasing their motivation, and 

always conveying common goals in every meeting or 

meeting. 

4) Based on the results of descriptive analysis, Denpasar 

City Ministry of Religion employees are known to 

have a quantity of work that is not optimal. Judging 

from not being able to do work in accordance with the 

specified quantity / target. In the future direction, 

leaders need to take this seriously through the control 

of employees and the work process. If the results of the 

control or evaluation are found to be a source of 

problems from the ineffectiveness of their 

performance, for example because there are some 

employees who transfer their work to coworkers, then 

the leader can give a reprimand and sanction. 
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