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Abstract. Organizational work commitment can be the main driver of organizational performance. 

Through this commitment, organizational members will be more motivated to achieve common goals 

and contribute optimally. This research aims to analyze the role of work commitment as a mediator in 

influencing organizational culture and organizational leadership on the performance of student 

organizations. The survey method was used to collect data based on purposive sampling from 55 

members of DEMA FTIK at IAIN Ponorogo who were involved in the organizational leadership 

program. Data collection was carried out using a questionnaire consisting of a 5-point Likert scale. PLS-

SEM analysis was used to analyze data and test the conceptual model. Data analysis techniques include 

statistical tests to test relationships and mediation. The research results show that organizational 

performance is significantly influenced by organizational culture (β=0.426; ρ=0.002) and organizational 

leadership (β=0.264; ρ=0.037). However, work commitment does not mediate a significant influence on 

organizational culture and organizational leadership on organizational performance. The implication of 

these findings is the need for special attention to the development of organizational culture and 

leadership that supports work commitment to improve organizational performance. Recommendations 

are given to implement cultural development strategies and leadership training to strengthen the work 

commitment of student organization members in higher education. 

 

Keywords: Work commitment; organizational culture; organizational leadership; 

organizational performance; PLS-SEM. 

 
INTRODUCTION 

Organizational performance is 

performance with the concept of evaluating 

managers and organizations which can be 

measured through efficiency and effectiveness 

(Ding et al., 2023; Hermanto & Srimulyani, 

2022). Both material energy and time as well 

as other capabilities by minimizing human 

resource costs from the initial concept or input 

which is carried out in the right way so that the 

desired output can be achieved from this 

achievement. An organization can achieve 

success if the leader can carry out the work or 

responsibilities entrusted to him by carrying 

out organizational goals well (Lee et al., 2023; 

Salim & Rajput, 2021). 

Organizational policy in this research is 

intended as organizational policy in the field of 

human resource management which includes 

policies, practices, and systems that influence 

the behavior, attitudes, and performance of 

members (Beaupre, 2022; Prince et al., 2018). 

Activities in organizational policy in this case 

are analyzing and designing work, planning 

human resources (determining human resource 

needs), recruiting or attracting potential 

members, and selecting members. The absence 

of organizational leadership for some or 

perhaps most of the DEMA FTIK members at 

IAIN Ponorogo has had negative 

consequences for achieving work targets. 

Leadership is the ability to influence a group 
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toward achieving goals. Leadership is the 

process of influencing organized group 

activities to achieve common goals (Longman 

et al., 2018; Tate et al., 2023; Wu & Xu, 2022).  

Based on the definitions stated above, it 

can be concluded that leadership is the ability 

to influence other people to cooperate in 

achieving set goals. Based on the results of 

observations made at DEMA FTIK IAIN 

Ponorogo, it was found that policies and 

organizational leadership have a positive 

influence on organizational performance. A 

good policy will provide clear direction and 

goals for the organization so that 

organizational members can work with more 

focus and direction. Effective organizational 

leadership will create a conducive work 

environment and support the performance of 

organizational members. Work commitment 

was also found to have a positive influence on 

organizational performance (Nguyen & Le, 

2023; Young, 2023). Organization members 

who have high work commitment will be more 

enthusiastic and motivated to work. They will 

be more willing to work hard and make 

sacrifices for the benefit of the organization. 

Empirical data from observations in this 

research reveals the influence of 

organizational culture and leadership on the 

performance of student organizations. The 

results of the first pre-survey identified the 

frequency of meetings and interactions 

between student organization members. On 

average, student organization members meet 

and interact in organizational activities 3 times 

a week in one month. Apart from that, the 

results of the preliminary study in this research 

revealed that interactions between members 

looked active and communicative, with lots of 

discussion and collaboration in implementing 

organizational activities. By identifying, 

analyzing, and resolving problems as they 

arise, organizations can run more smoothly 

and achieve goals more efficiently. A good 

problem-solving process can help build a 

positive organizational culture. When student 

organization members learn to work together 

to solve problems, this can strengthen the 

sense of togetherness, cooperation, and mutual 

support within the organization. 

Policies and organizational leadership 

will increase the work commitment of 

organizational members, which in turn will 

improve organizational performance. 

Commitment is a person's willingness to 

commit themselves and their ability to provide 

proof of loyalty to the organization because 

they feel involved in its activities. The sense of 

identification expressed by employees towards 

the company is a form of commitment. 

Individuals will show a strong desire to 

become a member of a group, a high 

willingness to work for the organization, and a 

certain belief and acceptance of the 

organization's values and goals. 

 

RESEARCH METHODS 

This type of research uses quantitative 

analysis with data collection techniques using 
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questionnaires (Apriliani et al., 2023; Novita et 

al., 2022; Nurdianah et al., 2022; Waffak et al., 

2022; Widayanto et al., 2021). This research 

design uses an explanatory and correlational 

approach using Partial Least Squares 

Structural Equation Modeling (PLS-SEM) 

which is an approach used to explore the 

relationship between variables in a conceptual 

model. PLS-SEM is a multivariate statistical 

method used to analyze the relationship 

between latent or measured variables in a 

structural model. By using this approach, this 

research combines explanatory and 

correlational elements to better understand the 

complexity of the relationships between 

variables in a conceptual model. PLS-SEM 

allows researchers to test models holistically, 

including identifying cause-and-effect 

relationships and correlation relationships 

between variables, thereby providing a deeper 

understanding of the observed phenomena. 

Research design with an explanatory 

and correlational approach to determine the 

relationship between independent variables 

(Organizational Culture and Organizational 

Leadership), mediation (Work Commitment), 

and dependent variables (Organizational 

Performance). The research method used a 

survey through purposive sampling. The 

sample in this study was 55 members of 

DEMA FTIK at IAIN Ponorogo. Data 

collection was carried out using a survey 

method via Google Forms. The measurement 

uses a 4-point Likert scale from 1 = disagree, 

to 4 = strongly agree (Daryono et al., 2020; 

Widyastuti et al., 2023). Research instrument 

variables are shown in Table 1. 

Table 1. The Construct of the Research 

Variables 

Variable Indicators  Construct References 

Organizational 

Culture (X1) 

Providing Opportunities OC1 (Acevedo & 

Stodolska, 2019; 

Beaupre, 2022; 

Fanggidae, 2018; 

Prince et al., 2018; 

Wolstencroft & Lloyd, 

2019) 

Able to Tolerate OC2 

Provide Directions OC3 

Running Programs OC4 

Give support OC5 

Controlling Work OC6 

Maintaining 

Organizational Identity 

OC7 

Provide Rewards OC8 

Conflict Tolerance OC9 

Two Way 

Communication 

OC10 

Organizational 

Leadership 

(X2) 

Complies with 

Standards 
OL1 

(Fürst et al., 2022; 

Gebretsadik, 2022; 

Matthews & Jones, 

2021; Wu & Xu, 2022; 

Yaghi & Yaghi, 2021) 

Running Tasks OL2 

Executed According to 

Schedule 

OL3 

Maintaining Standards OL4 

Executing Work OL5 

Make decisions OL6 
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Variable Indicators  Construct References 

Directions from the 

Chair of DEMA 

OL7 

Work 

Commitment 

(Z) 

Proud to Organize WC1 (McCambly, 2023; 

Nguyen & Le, 2023; 

Ueda et al., 2023; 

Young, 2023; Zhou & 

Kodama Muscente, 

2023) 

Tied to Organization WC2 

Organization Matters a 

Lot 

WC3 

Part of the Organization WC4 

Organizational Issues WC5 

Making the 

Organization Successful 

WC6 

Commitment to the 

Organization 

WC7 

Loyalty to the 

Organization 

WC8 

Commitment and 

Responsibility 

WC9 

Organizational 

Performance 

(Y) 

Achieve the target OP1 (Adlof et al., 2023; Al-

Mahdy & Emam, 

2022; Dachyar et al., 

2023; Ding et al., 

2023; Hu & Zhang, 

2024) 

According to the 

Program 

OP2 

Make decisions OP3 

Improving Quality OP4 

Emphasizing Vision and 

Mission 

OP5 

Giving Appreciation OP6 

Solving Problems OP7 

Statistical analysis of this research uses 

the PLS-SEM measurement technique 

((Daryono et al., 2024; Fauzan et al., 2023; 

Supriyanto et al., 2022). The outer model 

testing stage is a measurement model testing 

stage that aims to prove the validity and 

estimate the reliability of indicators and 

constructs. Several requirements that must be 

met are the indicator loading factor >0.70, and 

the reflective construct AVE >0.50. Reliability 

estimates use Cronbach Alpha, Rho_A, and 

CR values >0.70 (Daryono et al., 2023; 

Hariyanto et al., 2022). The criteria that must 

be met include predictive relevance to see the 

predictive power of the model on the 

blindfolding output. The inner model testing 

stage is to test the significance of the direct (H-

DIR1-5) and indirect effects (H-IND1-2). 

 

RESULTS 

Evaluation of Measurement Models 

Evaluation of measurement models is 

very important to ensure that the indicators 

used to measure latent constructs or variables 

are by the research objectives and have good 

quality. Examining construct validity is the 

primary goal of measuring model evaluation. 

Analyzing the relationship between the 

indicator and the measured construct can 

ensure that the indicator truly reflects the 

intended aspect of the construct. By analyzing 

factor loadings, reliability, and discriminant 
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validity, researchers can decide which 

indicators should be included in the analysis 

and which should be omitted. 

 

Figure 1. Evaluation of the Measurement 

Model 

The convergent validity measurement 

uses a factor loading value limit of 0.70. The 

overall loading factor value for each sub-

variable is >0.70 (0.701-Organizational 

Problems 0.900-Part of the Organization). 

This can be interpreted as meaning that the 

level of correlation between sub-variables and 

variables that can be explained is 70.10% to 

90.00%. The Average Extracted Variance 

(AVE) value for each variable has a value of 

>0.50 (0.639-Organizational Culture (X1) to 

0.714-Organizational Performance (Y). So, it 

can be concluded that each sub-variable and 

variable in the instrument in the research 

model has supported the requirements for 

convergent validity. Based on the factor 

loading coefficient value, the most dominant 

statement item in measuring organizational 

performance is the Part of the Organization 

construct of 0.900 (KOMK4). This can be 

interpreted that the Guidance construct can 

measure organizational performance by 

90.00%. Meanwhile, the items weakest is the 

organizational problem construct of 0.701 

(KOMK5 or 70.10%). A variable is declared 

reliable if it has CA, Rho_A, and CR values 

>0.70. All variables have CA values (0.930 to 

0.939), rho_A (0.932 to 0.943), and CR (0.944 

to 0.949). Thus, it can be concluded that the 

internal consistency of the instrument's 

reliability in 3 aspects has a value of >0.70, so 

it has good reliability in measuring 

organizational performance. The PLS-

Algorithm test results in Table 2 reveal that the 

HTMT value for all dimensions has a value of 

<0.90 (0.672 to 0.891). So, it can be concluded 

that HTMT on the correlation of all variables 

in this research data instrument meets the 

discriminant validity test in measuring 

improvements in organizational performance. 

Table 2. Discriminant Validity: The HTMT 

Variable X1 X2 Y Z 

Organizational Culture (X1)     

Organizational Leadership (X2) 0.868    

Organizational Performance (Y) 0.891 0.847   

Work Commitment (Z) 0.672 0.641 0.787  
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Evaluation of Structural Models 

Structural evaluation in testing on PLS-SEM 

has the main objective, namely to assess the 

prediction accuracy of the proposed model. 

This is done by evaluating the extent to which 

the model can explain variations in empirical 

data and predict endogenous variables well. 

Overall, structural evaluation aims to improve 

understanding of the phenomenon studied in 

the research context. By analyzing the 

relationships between variables, researchers 

can identify the factors that contribute to the 

phenomenon and develop deeper insight into 

the dynamics involved, 

Table 3. Measurement of Structural Model: R², 

ƒ², Q². 

Variable 

R² ƒ² Construct Cross-validated (Q²) 

Value Decision Value Decision 
Redundancy Communality Predictive 

SSE Q² SSE Q²  Power 

OP 0.788 Strong - - 178.001 0.538 155.079 0.597 Strong 

OL - - 0.109 Small  385.000 - 148.127 0.615 Strong 

OC - - 0.270 Medium 550.000 - 253.784 0.539 Strong 

WC 0.442 Strong 0.241 Medium 359.337 0.274 202.812 0.590 Strong 

R2 allows comparison between different PLS-

SEM models. Researchers can use R² values to 

compare the effectiveness of different models 

in explaining variation in observed constructs 

(Putri & Daryono, 2024; Saifudin et al., 2024). 

Based on Table 3, the R² coefficient on the 

organizational performance competency 

variable obtained a value of 0.788.  ƒ² (effect 

size) is one of the measures in PLS-SEM to 

evaluate the strength of the effect of latent 

variables on the observed construct (Atoulloh 

et al., 2024; Mukaromah et al., 2024). So, the 

output effect size shows that the most 

dominant variable in influencing 

organizational performance is Work 

Commitment (ƒ² = 0.241 in the strong category 

and the weakest variable is organizational 

leadership (ƒ² = 0.109) in the small category.  

Based on the Table 3, all Q² values exceed the 

cut point (greater than zero). The results of 

calculating the predictive relevance of Q² 

obtained values of 0.274 to 0.538 on the cross-

validated redundancy construct and 0.539 to 

0.615 on the cross-validated communality 

construct. So, the model in measuring work 

commitment as a whole can explain the model 

analysis by 27.40% to 53.80% of the 

phenomenon studied (Faidah et al., 2024; 

Khoiriyah et al., 2023).  

 

Measurement of Direct Effects 

The purpose of hypothesis testing is to 

examine the relationships between variables in 

a proposed model. This is done by analyzing 

the strength and significance of the 

relationship between the variables identified in 

the model. 
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Figure 2. Evaluation of Path Analysis 

The hypothesis can be accepted with 

significant criteria if it has a T-statistic value > 

1.96. Meanwhile, the hypothesis can be 

accepted with a positive or negative influence 

if the β-value coefficient results indicate a 

positive or negative direction of influence. 

Based on Table 4, the H-DIR1 hypothesis 

(organizational culture (X1) → organizational 

performance (Y) obtained β-values = 0.426 

and ρ-values = 0.002 (0.05). This shows that 

the organizational culture variable (X1) has a 

positive, significant effect on organizational 

performance (Y). This can be interpreted that 

when the organizational culture variable (X1) 

increases, the organizational performance 

variable will also increase and vice versa. In 

the H-DIR2 hypothesis (organizational culture 

(X1) → organizational performance (Z) 

obtained β-values = 0.099 and ρ-values = 

0.180 (0.05). This shows that the 

organizational culture variable (X1) has a 

positive but not significant effect on 

organizational performance (Z). This can be 

interpreted that when the organizational 

culture variable (X1) increases, the work 

commitment variable will also increase, but 

not significantly. 

Table 4. Results of Path Coefficients: Direct 

Effects. 

Hyp. Path Analysis 
β-Values 

(+/-) 
Sample Mean SDV 

T-Statistics 

(>1,96) 

ρ-Values 

(<0,05) 
Decision 

H-DIR1 OC → OP 0.426 0.413 0.137 3.103 0.002 Accepted 

H-DIR2 OC → WC 0.406 0.390 0.302 1.342 0.180 Rejected 

H-DIR3 OL → OP 0.264 0.273 0.126 2.089 0.037 Accepted 

H-DIR4 OL → WC 0.293 0.318 0.244 1.202 0.230 Rejected 

H-DIR5 WC → OP 0.303 0.306 0.113 2.682 0.008 Accepted 

The Mediating Role of Work Commitment 

on the Influence of Organizational Culture 

and Organizational Leadership on 

Organizational Performance. 

Based on Table 5, in the H-IND1 

hypothesis, the results of testing the mediating 

effect of the work commitment variable (Z) 

can be concluded that there is a positive 

influence (β-values = 0.123) and is not 

significant (T-stat 1.061 < 1.96 and ρ-values 

0.289 > 0.05) between organizational culture 

factors (X1) and organizational performance 

(Y). So, H-IND1 which states "there is a 

positive and significant influence on the role of 

work commitment in mediating organizational 

culture on organizational performance" is 
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rejected. In the H-IND2 hypothesis, the results 

of testing the mediating effect of the work 

commitment variable (Z) can be concluded 

that there is a positive influence (β-values = 

0.089) and is not significant (T-stat 1.082 < 

1.96 and ρ-values 0.280 > 0, 05) between 

organizational leadership (X2) and 

organizational performance (Y). So, H-IND2 

which states "there is a positive and significant 

influence on the role of work commitment in 

influencing organizational leadership on 

organizational performance" is rejected. 

Table 5. Results of Path Coefficient: 

Indirect Effects 

Hyp. Path Analysis 
β-Values 

(+/-) 
SDV 

T-Statistics 

(>1,96) 
P-values Decision Mediating Role 

H-IND1 OC → WC → OP 0.123 0.116 1.061 0,289 Rejected No mediation 

H-IND2 OL → WC →OP 0.089 0.082 1.082 0,280 Rejected No mediation 

DISCUSSION 

The results of testing the H-DIR1 

hypothesis show that the T-statistic value is 

3.103, which means it is significant because 

the T-statistic value is >1.96, so the first 

hypothesis is accepted. Organizational culture 

has a positive influence on improving 

organizational performance. This research is in 

line with research Tate et al. (2023) which 

states that organizational culture has a 

significant influence because it can improve 

organizational performance. This is because an 

organizational culture based on ethics and 

integrity creates a positive reputation for the 

organization. This statement is supported by 

research by Longman et al. (2018) which states 

that a positive organizational culture can also 

create a harmonious and collaborative work 

environment. However, this is not in line with 

research conducted by Muhith et al. (2023), 

which states that a strong organizational 

culture does not guarantee organizational 

success if it is not supported by an effective 

management system. This statement is 

supported by Makole et al. (2023) which states 

that an organizational culture that is too rigid 

and too focused on tradition can hinder 

innovation and adaptation to environmental 

changes. 

Organizational Leadership has a 

positive influence on organizational 

performance. This research is in line with 

Yaghi & Yaghi (2021) which states that a good 

leader is also able to identify the potential and 

needs of his team members, as well as provide 

the necessary support and development. 

However, contrary to research conducted, 

external factors such as market changes or 

uncontrolled economic conditions can also 

influence organizational performance more 

than internal leadership. The influence of 

organizational leadership on organizational 

performance is a very important issue in the 

study of management and organizational 

development (Ueda et al., 2023; Wu & Xu, 

2022). The first contribution of this research is 

to reveal the benefits of encouraging change 

and innovation. A visionary and courageous 
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leader can stimulate an organization to adapt to 

changes in the external environment and 

develop new solutions to face the challenges it 

faces. In addition, effective leadership has an 

impact on the development of organizational 

culture. A good organizational culture can 

improve organizational performance by 

creating a positive, collaborative, and 

innovative work environment (Ahad et al., 

2021; Lee et al., 2023; Sciarelli et al., 2020). 

Organizational leadership helps in 

shaping the vision, mission, and direction of 

the organization. An effective leader can 

clearly articulate organizational goals and 

inspire team members to work toward 

achieving those goals (Ding et al., 2023; 

Hermanto & Srimulyani, 2022). In addition, 

good leaders can build strong teams and 

increase collaboration among organizational 

members. Effective collaboration between 

team members can increase productivity and 

creativity, and strengthen overall 

organizational performance (Ahad et al., 2021; 

Nguyen & Le, 2023; Yaghi & Yaghi, 2021). 

Strong leadership can increase the motivation 

and involvement of organizational members. 

Leaders who understand individual needs and 

can provide appropriate support and direction 

will encourage organizational members to 

work more effectively and enthusiastically. 

Organizational performance is also 

influenced by work commitment because, with 

high work commitment, organizational 

members can work more effectively and 

efficiently. This statement is supported by 

research Salim & Rajput (2021) that states that 

work commitment can also increase members' 

motivation to work better and harder. Bashir & 

Gani (2020) also reveals that work 

commitment shows the extent to which 

members feel bound and dedicated to their 

work and the organization where they work. 

Based on the research results above, it can be 

concluded that a strong and positive 

organizational culture can provide a solid 

foundation for organizational leadership in 

directing employees toward common goals. 

With high work commitment from employees, 

driven by effective leadership, organizational 

performance can increase significantly 

through collaboration, innovation, and 

achieving optimal targets (Ding et al., 2023; 

Fanggidae, 2018; Lee et al., 2023). 

This research provides the view that the 

mediating role of organizational work 

commitment to organizational culture and 

leadership on the performance of student 

organizations does have significant urgency. 

The first thing is related to exploring the 

factors that influence the performance of 

student organizations. In the context of student 

organizations, performance is influenced by 

many factors, including organizational culture 

and leadership style (Longman et al., 2018; 

Muhith et al., 2023). Understanding how these 

factors relate and interact can provide valuable 

insights for improving the performance of 

student organizations. Apart from the 
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mediating impact of work commitment, this 

research reveals that commitment has an 

important role in organizational work (Al-

Mahdy & Emam, 2022; Demissie & 

Egziabher, 2022; Makole et al., 2023). 

Organizational work commitment can be the 

main driver of organizational performance. 

Through this commitment, organizational 

members will be more motivated to achieve 

common goals and contribute optimally. 

Additionally, commitment mediators 

impact organizational culture and leadership. 

This research provides the view that 

organizational culture and leadership have a 

crucial role in shaping the attitudes and 

behavior of organizational members. This 

research studies the relationship between 

organizational culture, leadership, work 

commitment, and performance providing a 

better understanding of the internal dynamics 

of student organizations. So, it has an impact 

on the relevance of the development of student 

organizations. The findings from this research 

have direct implications for the development 

of student organizations. By understanding the 

factors that influence organizational 

performance, organizational leaders and 

administrators can take steps to strengthen 

positive aspects and overcome challenges that 

may arise (Nguyen & Le, 2023; Ueda et al., 

2023; Yolanda & Said, 2022). 

 

CONCLUSION 

This research emphasizes the 

importance of student work commitment as a 

mediator in improving university 

organizational performance, with a focus on 

increasing student involvement which can 

benefit productivity, service quality, and 

achievement of institutional goals. For this 

reason, universities need to prioritize building 

an inclusive, transparent and achievement-

oriented organizational culture through 

policies, management practices and 

communications that support these values. 

Awards such as awards, certificates, or other 

forms of recognition can also be given to 

students who demonstrate extraordinary 

commitment and contribution. To support 

student engagement in campus life, colleges 

need to provide mental, physical, and 

emotional well-being support programs that 

help students manage stress, improve their 

health, and create an environment that supports 

their learning and growth. 
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