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Abstract— These This study aims to analyze and determine the effect of transformational leadership and organizational culture on
organizational commitment, the effect of transformational leadership and organizational culture on performance, the effect of organizational
commitment to performance and the role of organizational commitment in mediating the effect of transformational leadership and
organizational culture on performance. The population of this present study is all national police officers of the Southeast Sulawesi in the
number of 1,232 consisting of 27 work units (SATKER). The sample size is determined through the formula Yamane and Slovin, this refers
to Riduwan's opinion (2012: 49) that the sampling technique employes the formula from Yamane and Slovin with a total of 290 samples.
Based on the results and discussion, the conclusions can be drawn: (1) Transformational leadership has a positive and significant effect on
organizational commitment. (2) The culture of organization has a positive and significant effect on organizational commitment. (3)
Transformational leadership has a positive and significant effect on the performance of Indonesian Police Officer. (4) Organizational culture
has a positive and insignificant effect on the performance of Indonesian Police Officer. (5) Organizational commitment has a positive and
significant effect on the performance of Indonesian Police Officer. (6) Organizational commitment does not play a role as the mediating
variable on the effect of transformational leadership on the performance o Indonesian Police Officer. (7) Organizational commitment play a
role as the variable that mediates the effect of organizational culture on the performance of Indonesian Police Officer in the Southeast

Sulawesi Regional Police.

Index Terms— Transformational Leadership, Organizational Culture, Organizational Commitment, Employee Performance

1 INTRODUCTION

Some basic theories used in this study relate to the relation-
ship of variables studied as found by Cannella and Mon-

roe (2002) that transformational leadership is able to build
relationships with subordinates so that they can more easily
disseminate and implement organizational goals.

Furthermore, Moeljono (2005) argues that increasing evi-
dence that only an effective organizational culture can create
improved organizational performance. Thus, this makes em-
ployees responsible for their work and increases work per-
formance which means it will also increase the effectiveness
and efficiency of work and the quality and quantity of work.
Regarding the relationship of organizational commitment to
performance, Robbins (2003) concludes it as a situation where
an employee take a side with a particular organization and its
objectives and intends to maintain membership in the organi-
zation and the output of the commission is low productivity
and absenteeism.

Based on the presentation results and the definitions from
Armstrong (1997), Monroe (2002) and Moelyono (2005), the
following are parsed specifically as follows:

First, Leadership is a bond that makes people work to-
gether. Today's organizations pay more attention to under-
standing, developing and enhancing their leadership. Trans-
formational leadership is a modern approach to leadership.
Hall et al. (2008) defines transformational leadership as a sys-
tem for changing and transforming people.

If leaders want to have a positive effect on individuals,
groups, and organizations, then leadership must be extended
from the old rigid autocratic style to a friendly and contempo-
rary (Dess et al., 1998).

Modern leaders perfectly adopt attitudes that support
employees, give them vision, foster hope, encourage them to
think innovatively, think individually and expand communi-
cation. All of these factors are the main features of transforma-
tional leadership styles that lead to increasing organizational
strength and increasing the level of job satisfaction and organ-
izational commitment in the workforce.

Burns (1978) was the first person to provide the concept of
transformational leadership. He claims that transformational
leadership is observed when leaders encourage followers to
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raise their moral levels, motivations, beliefs, perceptions, and
coalitions with organizational goals.

Bass and Avolio (1995) continue Burns's work and divide
transformational leadership into four components; charismatic
role modeling, individualized consideration, inspirational mo-
tivation, and intellectual stimulation. Schepers et al. (2005)
claim that transformational leaders allow employees to think
creatively, analyze problems from various angles and explore
new and better solutions of problems using technology. Gill et
al. (2006) affirm that organizations can reduce work stress and
burn by applying transformational leadership.

Second, organizational culture is a pattern of all arrange-
ments, both material and behavior that have been adopted by
society as a traditional way to solve the problems of its mem-
bers. Moreover, it is explained that the organization is a pat-
tern of beliefs and organizational values that are understood,
imbued and practiced by the organization so that the pattern
gives its own meaning and becomes the basis for the rules of
behavior in the organization.

Organizational culture is well-established in the organiza-
tion which will effect employee behaviour which in turn will
lead to improved performance. With the formation of a good
organizational culture, it will cause more employees to work
to achieve higher performance. Organizational culture will
enhance high-level creativity (Sami, et al., 2011).

To increase organizational commitment, employees will
be involved to complete all tasks and responsibilities. Building
organizational commitment becomes more useful, because it
can make the organization a pleasant place to work.
Setyaningdyah et al. (2013) states that organizational commit-
ment given to employees is one of the most influential varia-
bles on the level of organizational performance.

Organizational commitment shows the strength of in-
volvement and loyalty to the organization. It shows trust, abil-
ity, and a strong desire to involve and protect themselves in
the organization, so that it will be an effective component in
improving employee performance.

The theoretical basis for guidance in understanding the
concept of organizational culture has been widely expressed
by experts as a very important factor for improving organiza-
tional performance. Lee and Kamarul (2009) stated that organ-
izational culture and commitment cannot be separated in or-
der to improve organizational performance. Therefore, in
practice, it is needed a pattern of interaction between culture
and commitment. The stronger the culture and work commit-
ment, the stronger the drive for achievement.

Shu-Mei Tseng (2010) states that organizational culture
can significantly support or hinder the success of knowledge
management initiatives. In order to improve organizational
performance, the specific role of organizational culture is to
help create a sense of belonging to the organization; creating
emotional attachment between the organization and the work-
ers involved in it; help create organizational stability as a so-
cial system and find patterns of behavior guidelines as a result
of norms / habits that are formed in everyday life.

Third, Organizational Commitment as one of the factors
that determine employee performance. Work commitment is
the degree to which a person identifies himself as a part and

organization and wishes to continue active participation in it.
Empirical studies that support the effect of work commitment
on organizational performance, research Nele Dan Hans
(2011) found that high commitment can improve employee
performance. Lee & Kamarul (2009) which states that low
commitment is influenced by high absenteeism, either by rea-
son of illness, family needs or other reasons. This can be ex-
plained that someone who has no commitment will make it
work out of focus and what it is.

Based on the theoretical studies described earlier, it can be
asserted that someone's performance depends on transforma-
tional leadership, organizational culture and organizational
commitment.

The GAP phenomenon is related to the performance of
members of the National Police, occurring within the South-
east Sulawesi Regional Police. This is reflected in the perfor-
mance management assessment based on the Republic of In-
donesia Police Regulation No. 16 of 2011 concerning the As-
sessment of the Indonesian National Police with a Perfor-
mance Management System. The utilized indicators in this
study refer to the Republic of Indonesia Police Regulation No.
16 of 2011 concerning the Assessment of the Indonesian Na-
tional Police with a Performance Management System.

Performance Management System is a work system where
every member of the police officer must be able to reach the
specified performance standards. Performance Standard
measurement consists of two factors namely Generic Factor
which includes (1) the ability to direct and motivate; (2) social
networks; (3) communication; (4) emotional control; (5) change
agents; (6) integrity; (7) empathy; (8) administrative manage-
ment; (9) creativity; and (10) independence. While Specific
Factor includes individual performance appraisal which in-
cludes work contracts contained in the work contract sheets of
each police officer based on the tasks assigned include, (1)
harmonization/synchronization; (2) socialization; (3) case ex-
posing; (4) implement the legal aid and advocate; and (5) mak-
ing a report. The performance appraisal standard is based on
the Republic of Indonesia Police Regulation No. 16 of 2011
concerning the Assessment of the Indonesian National Police
with a Performance Management System.

The phenomenon that occurs that some members of the
National Police have not been able to motivate subordinates to
work extra, the ability to control emotions in handling cases
handled is still low, the ability to control emotions is low in
handling the occurred problems. Additionaly, the assessment
of the honesty and fairness (integrity) issues have not been
fully able to be implemented properly, sincere attention to the
people who need help and creativity is low.

Based on the background explanation, this study aims to
determine and analyze: the effect of transformational leader-
ship and organizational culture on organizational commit-
ment, the effect of transformational leadership and organiza-
tional culture on performance, the effect of organizational
commitment on performance, and the role of organizational
commitment in mediating the effect of transformational lead-
ership and organizational culture on performance
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2 THEORETICAL BACKGROUND

2.1 Transformational Leadership

The main responsibility of an organizational leader is to direct
his subordinates towards the achievement of organizational
goals by actualizing the vision, mission, strategy and targets
(Zaccaro and Bader, 2004). Leaders at each level are responsi-
ble for the dissemination of the organization's strategic objec-
tives and convince followers to implement these objectives
effectively (Bersona and Avolio, 2004).

Cannella and Monroe (2002) indicate that transformation-
al leadership is able to build relationships with followers in
such a way that they can more easily disseminate and imple-
ment strategic goals.

A transformational leader is defined as a leader who has a
realistic vision of leadership and can convince and guide the
organization to achieve an ideal of the future that is better
than its current condition. Transformational leadership is al-
ways consistent and focused on budget constraints as hap-
pened in the charismatic and strategic leadership models
(Aditiawan, 2002).

According to Bass B (2005) subordinates transformation
process can be achieved through increasing awareness of the
importance and value of the expected results, bringing subor-
dinates to increase their personal desires and raise or increase
the needs of subordinates. An influential measurement per-
spective on transformational leadership was developed by
Bernard Bass and colleagues. The broad-scale leadership mod-
el they developed places transformational, transactional and lais-
sez-faire leadership in a continuum of active-passive leadership
and illustrates how these types of leadership are related (Bass and
Avolio, 2004).

2.2 Organizational Culture

Understanding Organizational culture has a broad meaning.
Luthans (2003), citing the definition of organizational culture
put forward by Schein: “A pattern of basic assumptions-
invented, discovered, or developed by a given group as it
learns so cope with its problems of external adaptations and
internal integration that has worked well enough to be consid-
ered valuable and therefore to be taught to new members as
the correct way to perceive, think, feel in relation to those
problems.”

Hofstede (1994) explains that culture is defined as the
overall pattern of thoughts, feelings and actions of a social
group that distinguishes it from other social groups. Block
quoted from Moeljono (2005) argues that increasing evidence
that only companies with an effective organizational culture
can create increased productivity, increase employee owner-
ship, and ultimately increase company profits. Understanding
organizational culture according to Moeljono (2005: 9) it is as a
pattern of all arrangements, both material and behavior that
have been adopted by society as a traditional way of solving
the problems of its members. Furthermore, it was explained
that the organization is a pattern of beliefs and organizational
values that are understood, imbued and practiced by the or-
ganization so that the pattern gives its own meaning and be-
comes the basis for the rules of behavior in the organization.

Based on the organizational culture dimensions expressed

by the experts, in this study the measurement of organization-
al culture variables consists of seven indicators: (1) innovation
and risk taking, (2) paying attention, (3) results orientation, (4)
people orientation, (5) team orientation. Those five indicators
are used as measurement of organizational culture variables in
this study.

2.3 Organizational Commitment

Commitment is defined as the strong desire of the members of
the organization to engage themselves in an organization vol-
untarily and strive hard for the interests of the organization
(Permana, 2005). Thus, commitment is a picture of the loyalty
of members of the organization including the organization's
leadership towards the organization. Commitment according
to Robbins (2003) is as a condition where an employee sided
with a particular organization and its objectives and intends to
maintain membership in the organization. Robbins further
stated that the expected output from the study of organiza-
tional behavior is productivity, low absenteeism and job satis-
faction. Commitment to work and workplace organization is a
subject that is currently receiving increasing attention from
organizational behavior researchers.

Nele Dan Hans (2011) organizational commitment is a
concept that looks for the nature of love (attachement) that is
formed by individuals for the work of their organization.
Based on this opinion, work commitment also shows how far
the individual identifies the organization and carries out its
objectives within the organization. For this reason, work
commitment is very important to understand and create with-
in an organization. The creation of individual commitments in
an organization is related to the attitude of the individual's
move to unite with the goals and objectives and in accordance
with the value of the organization concerned. Besides that, it
was caused by not getting the promotion of Mahyudi et al.,
(2019).

This study measures organizational commitment referring
to the theory of Allen and Meyer (1990) proposing three forms
of organizational commitment, affective commitment, ongoing
commitment, and normative commitment.

2.4 Employee Performance

The word ‘kinerja’ is a translation from English, performance.
In Indonesian the term performance is defined as an expres-
sion of ability based on knowledge, attitudes, and skills in
producing something. Employee performance can be defined
as the extent to which a person carries out his responsibilities
and duties. Performance is the real behavior displayed by each
employee as the performance produced in accordance with
their role in the organization.

Bono and Judge (2003) suggest the use of instruments
that measure the performance of many specific aspects of be-
havior, such as (1) innovative behavior, taking initiative, (2)
level of potential, (3) time management, (4) achieving quantity
and quality of work, (5) ) self-ability to achieve goals, (6) Rela-
tionships with coworkers, and (7) knowledge of the organiza-
tion's products and competitiveness.

Simamora (2000) states that performance is an achieve-
ment of certain job requirements which ultimately can be di-
rectly reflected in the output produced in the form of job satis-
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faction Wa Ode Nurhasanah et al., (2018), both in quantity and
quality. The above insights highlight the performance based
on the results achieved by someone after doing work.

Regarding the performance measurement indicators of the
National Police, the Republic of Indonesia Police Regulation
No. 2 of 2018 regarding the assessment of the Indonesian Na-
tional Police with the Performance Management System
(SMK) was measured through generic factors and specific fac-
tors with five indicators: work behavior, reward, punishment,
employment contracts, and extra task.

3 THEORIRETICAL FRAMEWORK AND HYPOTHESES

3.1 Theoretical Framework

This research was conducted on South-East Sulawesi Regional
Police Members where it was found that the performance
evaluation of Polri Members was not in accordance with the
expected performance standards based on the performance
appraisal standard of the Republic of Indonesia Police Regula-
tion No. 16 of 2011 concerning the Assessment of the Indone-
sian National Police with the Performance Management Sys-
tem.

Performance measurement in this study uses the Perfor-
mance Management System (SMK) assessment based on the
Republic of Indonesia Police Regulation Number 02 of 2018
which is measured through 2 dimensions with 5 indicators
namely (1) Officer Work Behavior (PKA), (2) Rewards (3) Pun-
ishment, (4) Employment Contracts and (5) Extra Tasks.

Based on this description, the framework of the present
study can be illustrated in Figure 1.1 below:

Figure 1.1. Conceptual Framework

Transformational
Leadership

e

Organizational
Commitment
Organizational
Culture (X2)

1
(Y1)
3.2 Hypotheses

Based on the framework that has been stated previously, the
hypothesis can be written as follows:

H6, H7: Mediation Role

H1: There is a positive and significant effect on transforma-
tional leadership (X1) on organizational commitment (Y1)
Members of the Southeast Sulawesi Regional Police

H2: There is a positive and significant effect on Organizational
Culture (X2) on organizational commitment (Y1) Members of
the Southeast Sulawesi Regional Police

H3: There is a positive and significant effect on transforma-
tional leadership (X1) on the Performance (Y2) of the Members

of Southeast Sulawesi Regional Police

H4: There is a positive and significant effect on organizational
culture (X2) on the performance (Y2) of the Members of
Southeast Sulawesi Regional Police

Hb5: There is a positive and significant effect on organizational
commitment (Y1) to the performance (Y2) of the Members of
Southeast Sulawesi Regional Police

Hé6: There is a mediating role of organizational commitment
(Y1) on the effect of transformational leadership (X1) on per-
formance (Y2) Members of the Southeast Sulawesi Regional
Police

H7: There is a mediating role of organizational commitment
(Y1) on the effect of organizational culture (X2) on perfor-
mance (Y2) Members of the Southeast Sulawesi Regional Po-
lice

4 METHODS

The location of this research is the Southeast Sulawesi Region-
al Police while the object is the Police Officer. The population
of this study were all 1,232 members of the Southeast Sulawesi
Regional Police consisting of 27 work units (SATKER). To de-
termine the sample size, the formula of Yamane and Slovin is
utilized. This refers to the opinion of Riduwan (2012: 49) that
the sampling technique uses formulas from Yamane and Slov-
in with a total of 290 samples.

The data used in this study are secondary and primary
data. Secondary data is available to search and collect, which
is available on the Southeast Sulawesi Regional Police and
literature available from the Internet. Meanwhile, Primary
Data was obtained from original sources, those national police
officer, who were collected through questionnaires distributed
to all respondents.

The technique used to collect primary data is through
field research, namely collecting data by: distributing ques-
tionnaires, interviews, observations, and documentation. After
the data is collected, the data is immediately analyzed to find
out the truth of the hypothesis to draw conclusions. Data
analysis techniques used in this study are described below. To
find out the effect between the variables, the Partial Least
Square (PLS) analysis technique is utilized. In measurement,
we utilize PLS Smart program version 3.2.7

5 RESULTS AND DISCUSSION

5.1. Evaluation of Model Structural Feasibility

Tests on the structural model are evaluated by taking into ac-
count the percentage of variance described, i.e. looking at the
value of R2 for the dependent latent variable. The closer to the
value of 1 means the better the model. Vice versa, if it is below
0 (zero), it will indicate that the model lacks predictive rele-
vance.

The structural model is evaluated by observing the pre-
dictive relevance Q2 of the model that measures how well the
observational value is generated by the model. Q2 is based on
the value of R Square for all dependent variables. The quantity
of Q2 has a value with a range of 0 <Q2 <1, the closer to the
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value of 1 means the model is getting better. The analysis re-
sults are presented in the following table:

. B-Siquae test results

1 Organizational Commitment (Y1) 038

2 Officers' Performance (12)

Source: Processed Partial Least Square (PLS), 2019 {Appendic 3)

Based on the coefficient of determination (R2), it can be
seen Q2 with the following calculation:

Q2 =1-{(1-R12)(1-R22)..(1-Rn2)}

=1-{(1-0.3822) (1 -0.5182)}

=1-{(1-0.145) (1 - 0.268)}

=1-{(0.855) (0.732)}

=0.625

Based on the calculation results, the predictive-relevance
value of Q2 = 0.625 or 62.5% is obtained. This means that the
accuracy of this research model can explain the diversity of
transformational leadership variables, organizational culture
on organizational commitment and the performance of Polri
Members by 62.5%. The remaining 37.5% is explained by ex-
cluded variables in the model. Therefore the model is said to
be good because it has a Q2 value greater than or equal to
60%.

5.2 Results of Inner Model and Hypothesis Testing
5.2.1 Evaluation of the Structural Model of the Direct
Effect (Inner Model)

The structural model (inner model) is evaluated by looking at
the value of the path parameter coefficients between latent
variables. Testing the structural model (inner model) is done
after the relationship model built in this research is in accord-
ance with the observational data and the suitability of the
overall model (goodness of fit model). The purpose of testing
the structural relationship model is to determine the relation-
ship between latent variables designed in this study. From the
PLS model output, structural model testing and hypotheses
are performed by looking at the estimated path coefficient
values and critical point values (t-statistics) that are significant
at a = 0.05. The complete data analysis results in table 5.16 are
as follows:

HL 'Iransfmmahm\él Leadership (Xi) > 0,265 0,025 | 0,05 Sig
Commitment (Y1) =

m Orgal\'fzihm\al Cul.h.u'a |%. 1 > 0452 0,000 | 0,05 Sig
Organizational commitment (Y1) =
Transformational Leadership (X)) > -

H3 ! 0,413 0,000 (0,0 Si
Officers’ performance (Y1) ’ ’ - ‘e

B Organizational .Culrure (X1) - Officers 0,213 0105 | 005 Unet
performance (Y2)

- Organizational Commitment (Y1) > - - -

H5 - ! 0,253 0,027 (0,0 Si

Officers’ Parformance (¥z) = ’ - ‘g
Source: PLS Model Qutput Results {Appendix 2)

While the Output / PLS model results are shown in Figure
5.1 as follows:

Figure 5.1. Output / PLS model results Based on the

framework of the concept:

-
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5.2.2 Testing for Indirect Effects and Hypotheses

Indirect effect testing (mediation) aims to detect the role of
organizational commitment as an intervening effect of trans-
formational leadership and organizational culture on the Of-
ficers” performance. The PLS approach to testing mediation
variables in this study can be done through the use of z-
statistics developed by Sobel. The test results with Sobel
Online are explained as follows:

H6. Organizational commitment mediates the effect of
transformational leadership on the officers performance

Based on the z-statistic formula developed by Sobel, the medi-
ating effect of organizational commitment variables in bridg-
ing the effect of transformational leadership on the perfor-
mance of Polri members can be seen from the results of the
online sobel test based on table 5.17 as follows:

Table 5.17. The mediating effect of organizational commit-
ment variables in bridging the effect of transformational lead-
ership on the performance of police officers

Coefficient Std.

path Error
0.263 0.118
0.253 0.114

Mediation effect (indirect)

Transformational Leadership — Organizational Commitment
Organizational Commitment —*  Officers’ Performance

Source: Onlme Sobel Test Results (Appendix 11)
hittp://www. quantpsy.org/sobel sobel htm

The results of calculations in table 5.17 using online test
shows that the p-value = 0.057> 0.05. (appendix 11) This
means that organizational commitment does not mediate the
effect of transformational leadership on the performance of
officers members. Thus, the sixth hypothesis in this research
hypothesis was rejected.

H7. Organizational commitment mediates the effect of
organizational culture on the performance of police
officers

Based on the z-statistic usage formula developed by Sobel, the

mediating effect of organizational commitment variables in

bridging the effect of organizational culture on the perfor-
mance of Polri members can be seen from the results of the
online sobel test based on table 5. 18 as follows:

Table 5.18 The mediating effect of organizational com-
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mitment variables in bridging the effect of organizational cul-
ture on the performance of police officers

R Std.

Mediation E ficent  Frror
Organizational Culture —»Organizational Commitment | 0432 | 0.101
Organizational Commitment—sOfficers’ Performance | 02353 | 0118

The results of calculations using the basic table 5.18 show
that the p-value = 0.023 <0.05 (online Sobel formula). This in-
dicates organizational commitment mediates the effect of or-
ganizational culture on the performance of police officers.
Thus, the seventh hypothesis in this study hypothesis is ac-
cepted.

5.3 Discussion

The study of human resource development in relation to vari-
ables is an attempt to understand how good or broad the cate-
gories of transformational leadership, organizational culture,
organizational commitment and performance of police officers
in Southeast Sulawesi. The discussion combines theory, the
results of previous studies, the results of statistical analysis
and empirical facts that occur on the object being studied in
order to verify the results of this study support or reject the
theory or the results of previous research or constitute new
findings.

Specifically, the description of the effect between variables
study is as follows:
5.3.1 Effects of Transformational Leadership on

Organizational Commitment in the Southeast

Sulawesi Regional Police

Based on the results, it was found that transformational lead-
ership had a positive and significant effect on organizational
commitment in the Southeast Sulawesi Regional Police. This
means that the better transformational leadership will im-
prove organizational commitment to the officers. This is quite
reasonable since the implementation of transformational lead-
ership of the Chief of Regional Police is included in the good
evaluation which is reflected through the behavior of the lead-
ership in giving direction to the Police Members, provides
moral support, participates if subordinates experience difficul-
ties and is oriented towards achieving high work results.

The results of the overall analysis of the assessment of
members of the National Police found that there were 89.66%
agreed on the transformational leadership of the Southeast
Sulawesi leadership was well implemented. However, a num-
ber of things need to be considered to actualize better leader-
ship, i.e., conduct evaluations, especially on indicators of work
behavior of members and giving awards to members.

The results of the factor analysis of implementation of the
transformational leadership in the Southeast Sulawesi Region-
al Police can be explained that the attribute factor of the cha-
risma of punishment and idealized effect is the lowest indica-
tor in their implementation. However, PLS analysis shows
those indicators are the most priority indicator to be imple-
mented.

Based on these findings, the leadership evaluation that
should be a priority to be implemented is to communicate the
vision to all members, fostering the beliefs of his subordinates
on his leadership in fostering good relations with subordi-
nates, encouraging and motivating subordinates in running
their daily tasks. In addition, other factors that need to be im-
proved are the ability to communicate directly with subordi-
nates by emphasizing the importance of maintaining ethical
values at work, having a strong belief to succeed in his leader-
ship and having a strong determination to achieve his goals by
always considering the moral consequences of each decision.

Based on the results of inner model analysis, it can be seen
that transformational leadership has a positive and significant
effect on organizational commitment. This means that the bet-
ter the transformational leadership, the higher the organiza-
tional commitment to the Southeast Sulawesi Regional Police.

Some gaps that are found to improve police performance
better are the behavior of members and the reward is the low-
est factor in its implementation, but the results show these
indicators are dominant in contributing to transformational
leadership. This condition can be described as a gap between
the implementation of situational leadership based on facts
that occur with the findings of the analysis with PLS. The bet-
ter implementation of leadership encourages members of the
National Officers to be more committed to the institution
which in turn provides pride and attachment to increasingly
higher institutions.

Based on these findings, several recommendations that
need to be made by the regional police are to improve the ca-
pability of attribute charisma i.e. the ability of leaders to im-
plement and show their vision, abilities and expertise as well
as actions that prioritize the interests of the organization and
the interests of others (society) over the personal interests and
can serve as role models and idols by their subordinates. Be-
sides, the improved indicator is the idealized effect in which
the leader must try to influence his subordinates through di-
rect communication by emphasizing the importance of values,
assumptions, commitment and beliefs, and has a determina-
tion to achieve goals by always considering the moral and eth-
ical consequences of every decision made.

With regard to variable relationships, as found by Cannel-
la and Monroe (2002) that transformational leadership is able
to build relationships with subordinates so that they can more
easily disseminate and implement organizational goals.

Bushra et al. (2011) explain that transformational leader-
ship, is an advanced interpersonal approach between superi-
ors and subordinates and a way to create a higher level of job
satisfaction and organizational commitment to employees.
Transformational leaders also bring employees to be more like
creative, innovative and bring ideas to change the environ-
ment for the better. However, this leadership is not carried out
by the leaders. This study concludes that if the leader adopts
transformational leadership behavior, it will increase employ-
ee commitment better.

Adpriani et.al., (2015) revealed a different matter that trans-
formational leadership has a positive and significant effect on
organizational commitment. Bushra et al., (2011) is in similar
vein that transformational leadership, an approach to ad-
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vanced interpersonal relationships between superiors and
subordinates and ways to create higher levels of job satisfac-
tion and organizational commitment to employees (Simon CH
Chan WM M, 2014; Slamet Riyadi, et al., 2016.)

5.3.2 Effects of Organizational Culture on Organizational
Commitment in the Regional Police of Southeast Sulawesi
The results show that organizational culture directly has a
positive and significant effect on organizational commitment
to the Regional Police of Southeast Sulawesi. This indicates
that the better the organizational culture, the better the organ-
izational leadership of the Southeast Sulawesi Regional Police.
This is reasonable because the culture of the organization is
included in the good assessment if observed from the indica-
tors of innovation and risk taking, task details, results orienta-
tion, people orientation and TIM orientation.

The results of the analysis of the overall description of the
respondents found that there were 89.66% who thought that
the organizational culture of the Regional Police of Southeast
Sulawesi had been implemented well. However, a number of
things that need to be considered to actualize organizational
commitment and goals are to conduct an evaluation of the
organizational culture, especially on the culture of task detail-
ing, innovation culture, risk taking culture as well as outcome
orientation and team orientation.

Results analysis on the implementation of organizational
culture and its relationship with the results of the PLS analysis
on the regional police officer explains innovation and risk tak-
ing and task detail is the lowest indicator in its implementa-
tion while the results orientation, individual orientation and
team orientation factors are good in its implementation. The
results of the analysis are based on outer loading values that
individual orientation, outcome analysis, and task detail are
the most dominant factors in enhancing organizational culture
in regional police.

Inner model analysis shows that organizational culture
has a positive and significant effect on organizational com-
mitment, which indicates that organizations observed from
innovation and risk taking, task detailing, results orientation,
orientation and TIM orientation can improve organizational
commitment in the Regional Police.

Based on these findings, the priorities that must be carried
out by the regional police to create a better organizational cul-
ture by means of the management of police officers must focus
on the results and achievement of targets and processes to get
results. Likewise, the Southeast Sulawesi Regional Police
needs to take into account the effects of positions on police
officer, to consider the personal effects and their chance.

Ghorbanhosseini and Masoud (2013) underline organiza-
tional culture is an important factor in developing or changing
values, attitudes, and this is in accordance with the behavior
patterns and commitment of team and employee organiza-
tions. The implication is the mobilization of actions,
knowledge, skills and expertise of all employees in the form of
team activities.

Patulak et al., in Sutradewi, et al., (2019) revealed that or-
ganizational culture significantly affects organizational com-
mitment. Researchers suggest the importance of regional
management in improving performance, by developing organ-

izational commitment where employees will feel they have
high moral ties to feel the maximum results that are optimal
for providing services. Also, it is necessary to improve high
organizational culture so that employees have innovation and
high organizational commitment.

5.3.3. The Effect of Transformational Leadership on the
Performance of Police Members

It is found that the transformation leadership has a positive
and significant effect on the performance of the Southeast Su-
lawesi police. This means that the better the transformational
leadership, the better the leadership will have a significant
impact on the performance of Police officer. This is quite rea-
sonable because the implementation of the leadership of trans-
formational leadership is included in good judgment.

Descriptive analysis results on transformational leader-
ship, especially on the attribute of charisma attribute where
the regional police considers that the application of leadership
attributes charisma has not been maximized. This is reflected
in the lack of vision communication to all members, there are
still employees who have the ability to lead, rarely motivate
subordinates in running their daily tasks and the ability to
communicate directly with regard to the ethics and morals of
Polri Members.

If this is related to the outer loading value, it can be seen
that this factor is the dominant and most priority factor that
contributes to the leadership of the Regional Police. Similary,
the second factor is the leadership of 'idealized influence' is
the second factor which is perceived low by members of the
National Police but has a high outer loading compared to oth-
er factors. Based on these conditions it can be explained that
the implementation of transformational leadership in the re-
gional police needs attention and policy so that it is better in
implementing transformational leadership.

Based on these findings it can be concluded that in order
to significantly improve the performance of Polri Members,
the Southeast Sulawesi Regional Police needs to conduct a
policy evaluation by encouraging, enhancing and prioritizing
'attribute charisma' leadership and 'idealized influence' as a
factor that makes a dominant contribution to improving the
performance of regional police members.

Based on the results of inner model analysis, it can be seen
that transformational leadership has a positive and significant
effect on the performance of police officers. This indicates that
the better transformational leadership of the Regional Police
leadership is observed from the attributes of charisma, ideal-
ized influence, inspirational motivation and intellectual stimu-
lation, the performance of police officers will increase as re-
flected in their ability to maintain good relations with the
community, have the ability to control emotions, the ability to
make changes for the better, be honest, provide sincere assis-
tance to the community, and have the creativity to develop
ideas.

The results showed that the implementation of leadership
will be able to improve performance better but must pay at-
tention to the priority scale of the dominant factors needed in
an organization, because the fluctuations in the behavior of
people who are led tend to change so a transformational lead-
er must be able to play the role of effort to actualize the better
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police officers” performance so that goals can be achieved.

Someone's performance is influenced by transformational
leadership (Maharani et al. 2013, Slamet Riyadi, et al., (2016).
However, this opinion differs from research conducted by
Adriani.K.L et.al (2015), who argue that transformational
leadership does not have a significant effect on employee per-
formance. Other research conducted by Ishak Awaluddin et
al.,, (2017) confirms that transformational leadership has a sig-
nificant positive effect on performance.

5.3.4. The Effect of Organizational Culture on the Perfor-
mance of Police Officer Members in the Southeast Sulawesi
Regional Police

It is found that organizational culture has a positive and not
significant effect on the performance of members of the re-
gional police. This leads to an opinion the better organization-
al culture, so that the performance of regional police will im-
prove but not significantly. The performance improvement of
police officer is reflected through the work behavior of mem-
bers, rewards, sentences, work contracts and additional duties.

The results of the police officer assessment analysis found
that there were still 8.48% who thought that the organizational
culture of the Southeast Sulawesi Regional Police had not been
implemented properly. Some statements that have not been
optimal require attention to realize the creation of an organiza-
tional culture so that it is better, especially the cultural factors
of innovation and risk taking and the inconvenience of Polri
Members in the organization due to the culture that tends to
be inconsistent and not open in decision making. Also, the
detail of the task is also a factor which is considered still low
in its implementation.

The results of the analysis of the facts of the implementa-
tion of organizational culture and its relationship with the re-
sults of the PLS analysis showed that the indicators of innova-
tion and risk taking were the indicators perceived to be the
lowest by police officers. This can be interpreted that the Re-
gional Police in carrying out such innovations and taking risks
on basic tasks is considered low in its implementation. If this
is related to the outer loading value, it can be seen that the
result orientation and person/individual orientation factors
are the dominant factors that contribute to the creation of a
good organizational culture within the Southeast Sulawesi
Regional Police.

Based on these conditions, it can be explained that the ap-
plication of organizational culture in the Regional Police has
not focused on individual orientation and outcome orientation
which is considered as the most dominant factor giving effect
to the implementation of organizational culture. The existence
of the gap is one of the factors that is not yet optimal of the
existing organizational culture so that the impact on perfor-
mance is not significant.

Based on the analysis of the inner model, it can be seen
that organizational culture has a positive and not significant
effect on the performance of Polri Members. This means that
the better the culture of the organization, the better the per-
formance of the Regional Police but the changes that occur are
weak.

This research proves the theory proposed by Hofstede
(1980); Robbins and Judge (2015); and Robbins and Coulter

(2012) that good organizational culture will improve the per-
formance of members of the National Police. Furthermore,
Robbins (2010) states that a strong culture produces a high
agreement among individuals, a level of consistency in cohe-
sive behavior. An important key to obtaining a good culture is
to help members of the Indonesian National Police actualize
themselves to achieve their performance (Dessler, 2015).

This research supports the opinion of Amin Nikpour
(2017) who explains that organizational culture can improve
employee performance. The higher the values they feel when
they are in the organization, the desire to perform better will
be higher and does not support research Harwiki (2016), Su-
harno et.al., (2017) which shows that organizational culture
has a negative and insignificant effect on police officer per-
formance.

5.3.5 Effect of Organizational Commitment on the Perfor-
mance of Members of the Southeast Sulawesi Regional Po-
lice

The results of the analysis of respondents' descriptions based
on the assessment of the National Police Members found that
the organizational commitment of National Police Members to
the Regional Police has been implemented well. This condition
is proven by the high rating of the National Police Members
by 88.62%,

The results of the assessment based on perceptions and
outer loading values indicate that affective commitment is the
lowest perceived factor by Police Officers Member compared
to other indicators. This means that affective commitment in
the view of Police Officer Members is good, but it still needs to
be evaluated because there are still some Police Officer Mem-
bers who do not have affective commitment. If this is related
to the outer loading value, it shows that the factor is the domi-
nant factor and priority needed to increase the affective com-
mitment of the Southeast Sulawesi Regional Police organiza-
tion.

The second factor is ongoing commitment. Based on the
perception of police officers, the indicator also received a fairly
good rating. This can be interpreted that the ongoing com-
mitment has not yet been fully felt by members of the National
Police. If it is related to the outer loading value, it shows that
ongoing commitment is the most dominant factor and priority
gets attention so that employee commitment in the long run
can be realized. Whereas, normative commitment is the best
indicator but has the lowest outer loading.

Based on the description of the relationship, it can be con-
cluded that the Southeast Sulawesi Regional Police need to
encourage and prioritize ongoing commitments, affective
commitments as the most dominant factor contributing to the
formation of the commitment of Polri Members, and still
maintaining the normative commitments that have been
achieved.

Based on the analysis of the inner model, it can be seen
that organizational commitment has a positive and significant
effect on the performance of police officers. This means that
the better the commitment of the organization, the perfor-
mance of the National Police in the Southeast Sulawesi Re-
gional Police will be better.

Other findings from the inner model analysis show that
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organizational commitment has the strongest effect on im-
proving performance. These conditions can be explained that
the high level of organizational commitment has a significant
effect on performance, which is reflected through the appreci-
ation of achievements, the ability to carry out basic tasks not
contained in work contracts. However, completing additional
tasks given based on the warrant as well as the ability to com-
plete the verbal instructions of the leadership are not con-
tained in the employment contract or warrant.

Furthermore, employee performance is also reflected in
the work behavior of members getting good ratings in their
implementation. Police Officer members have the view that
they have leadership abilities to direct, are able to maintain
good relations among members and the community, have the
ability to control emotions, are able to make changes towards
a better and have the ability to be honest. Other performance
is also demonstrated through behavior, willingly providing
assistance to people, capable, creative and ability to take initia-
tive in assignments.

The findings of this study are in line with the theory put
forward by Armstrong (2009) who states that there is a strong
relationship between organizational commitments to police
officers' performance. Robbins (2010) explains that organiza-
tional commitment is a condition where a Polri member sided
with a particular organization and its objectives and intends to
maintain membership in the organization. Kreitner and Ki-
nicki (2014, p: 165) state that organizational commitment re-
flects individual self-identification with the organization and
is committed to achieving organizational performance.

The concept of organizational commitment relates to the
level of involvement of a person with the organization where
they work and are interested in staying in the organization.
Police officers who have high organizational commitment also
have a positive outlook and will do their best for the benefit of
the organization. This makes them have the desire to provide
energy and responsibility for the success of the workplace or-
ganization.

The results of this study are in line with previous studies
conducted by Al Zefeiti et.al., (2017) and Suwibawa et.al.,
(2018) that organizational commitment significantly influences
police officers' performance. The results of research by Mah-
rani, S, W, et.al., (2015) which states that increased organiza-
tional commitment also has an important role in achieving
their behavior in completing the undertaken tasks.

Although theoretically and various previous research re-
sults explain that organizational culture and leadership pro-
duce the police officers' performance, several research studies
provide different findings as confirmed by Sujarwo, et.al,
(2018) who found that organizational commitment had no
effect on their performance.

5.3.6. Effects of Transformational Leadership on Police Of-
ficers' Performance with Organizational Commitment Medi-
ation

Based on the results of the study, organizational commitment
does not mediate the effect of transformational leadership on
police officers' performance in the Southeast Sulawesi Region-
al Police. This means that organizational commitment cannot
bridge the effect of transformational leadership on them. This

condition is reasonable because transformational leadership is
the variable that has the lowest effect on organizational com-
mitment. Additionally, the relationship with their perfor-
mance is also quite low.

Further, the fact of the field proves that transformational
leadership itself is not yet fully optimal in its implementation,
especially the weak leadership style of 'attributes of charisma'
and 'idealized influence' by the Southeast Sulawesi Regional
Police Chief which has a direct impact on increasing organiza-
tional commitment and the performance of police officers. The
basic logic underlying the effect of transformational leadership
on their performance has a path coefficient greater than the
effect of commitment to the performance of police officers. On
this basis, the commitment of the organization is not able to
play a role as mediation.

The results of this study are in line with the research of
Kala'lembang et al., (2015) which explains that there is a posi-
tive yet insignificant effect and a significant correlation be-
tween transformational leadership on employee work perfor-
mance through organizational commitment. This is a sign that
organizational commitment does not act as an intervening
variable, which explains that employee performance will con-
tinue to increase even without organizational commitment
because the strong characteristics created by transformational
leadership can improve employee work performance. Mean-
while, Riyadi, et.al., (2016) asserted that organizational com-
mitment acts as a mediating the effect between transforma-
tional leadership on performance.

5.3.7. The Effect of Organizational Culture on the Perfor-
mance of Polri Members by Mediating Organizational
Commitment

Result shows organizational commitment mediates the effect
of organizational culture on officers' performance in the Re-
gional Police. This means that organizational commitment can
bridge the effect of organizational culture on their perfor-
mance. This condition is reasonable because organizational
culture is the biggest variable that gives a direct effect on the
performance of police officers. This can be proven based on
the implementation that in general organizational commit-
ment has been good in its implementation, especially on nor-
mative commitments, affective commitments and ongoing
commitments. In addition, field facts prove that the culture of
the organization is considered good in its implementation,
especially the culture of attention to the task detail.

The results of the study are in line with the study revealed
by Suryaningsih, et al., (2018) that organizational commitment
mediates the effect of organizational culture on the perfor-
mance of Polri Members. Furthermore, Winardi (2016) ex-
plains the role of organizational commitment as mediating the
effect of organizational culture on police officers' performance.

The other studies as explained by Kala'lembang et al,
(2015) that there is a direct positive effect are significant and
significant effect between organizational culture on employee
work performance through organizational commitment. Thus,
it is indicated that organizational commitment functions as an
intervening variable that can improve employee work perfor-
mance, with strong commitment that will improve employee
performance.
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6 CONCLUSION AND RECCOMENDATIONS

6.1 Conclusion

Based on the results and discussion, the following conclusions
can be drawn:

1.

Transformational leadership has a positive and signifi-
cant effect on organizational commitment to the South-
east Sulawesi Regional Police. This means that transfor-
mational leadership changes towards a better effect have
a significant effect on the commitment of the Southeast
Sulawesi Regional Police organization;

The culture of organization has a positive and significant
effect on organizational commitment to the Southeast Su-
lawesi Regional Police. As a result, the change in organi-
zational culture for the better has a significant effect on
the organizational commitment of the Southeast Sulawe-
si Regional Police.

Transformational leadership has a positive and signifi-
cant effect on police officers' performance. In short, the
better the leadership of the Regional Police Chief, the
higher the performance of his subordinates;
Organizational culture has a positive and not significant
effect on the performance of members of the Regional
Police. In other words, the better the organizational cul-
ture, the better police officers' performance even when
the effect is insignificant.

Organizational commitment has a positive and signifi-
cant effect on the performance of police officers in South-
east Sulawesi. Thus, the better organizational commit-
ment the police officers' performance will be higher.
Organizational commitment does not play a role as a
mediating variable on the effect of transformational lead-
ership on the performance of the Southeast Sulawesi Re-
gional Police.

Organizational commitment plays a mediating variable
on the effect of organizational culture on the perfor-
mance of the Southeast Sulawesi Regional Police.

6.2 Suggestions

Based on these conclusions, it is suggested that several things
be implemented as follows:

1.

The need for the Southeast Sulawesi Regional Police is to
increase the ability of attribute charisma and idealized
influence -leader's ability to implement and show the vi-
sion, actions that put the interests of the organization and
society ahead of personal interests. Leaders must be role
models, idols, and role models by their subordinates.
Furthermore, leaders must try to effect their subordinates
through direct communication by emphasizing the im-
portance of values, commitment and beliefs and a strong
determination to achieve organizational goals.

The need to create a better organizational culture by
means of management of the National Police must focus
on a culture of results orientation; focus on achieving the
process and objectives to get results. Besides, the South-
east Sulawesi Regional Police needs to take into account
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the effects of positions on police officer, taking into ac-
counts the personal effects and fate of police officer.

The Southeast Sulawesi Regional Police needs to encour-
age and prioritize the implementation of ongoing com-
mitments and affective commitments as the most domi-
nant factor contributing to the formation of police offic-
ers' commitments and maintaining the normative com-
mitments that have been achieved.
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