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Abstract

Organizational leadership plays a vital role in determining the direction and success of a
company. In the banking context, especially at Rural Credit Banks (BPR) in Banyumas Regency, the
aim of this research is to analyze and understand the role of organizational leadership as a
mediator in the relationship between organizational culture and employee commitment to their
performance at Rural Credit Banks (BPR) in Banyumas Regency. This research was conducted at
BPR Banks in Banyumas Regency by giving questionnaires to bank leaders using Google Form. In
this study the entire population was used as the research sample. The reason is, there are only 67
BPR banks in Banyumas Regency and the analysis tool is SEM PLS. The results of this research are
that organizational culture has a proven influence on organizational leadership, this is because the
P-Value value of 0.002 is smaller than the alpha value of 0.05, commitment has a proven effect on
organizational leadership, this is because the P-Value value of 0.001 is smaller than The alpha
value is 0.05 and organizational leadership has a proven effect on employee performance, this is
because the P-Value value of 0.000 is smaller than the alpha value of 0.05

Keywords: Organizational Culture, Commitment, Organizational Leadership, Employee
Performance.
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INTRODUCTION

Organizational leadership plays a vital role in determining the direction and success of a
company (Etalong & Chikeleze, 2023). In the banking context, especially at the People's Credit
Bank (BPR) in Banyumas Regency, effective leadership not only influences individual employee
performance but also the performance of the organization as a whole. Strong leadership is able
to create a conducive work environment, encourage innovation, and ensure that each team
member has the same vision to achieve organizational goals (Putri Rahmadani & Winarno, 2023).
This is especially important in the competitive and dynamic banking sector, where every
managerial decision can have a significant impact on the bank's sustainability and reputation
(Ratnasari et al., 2019). Organizational culture is the foundation that shapes employee behavior
and attitudes in carrying out daily tasks. A positive and strong culture will create high commitment
among employees, which ultimately has an impact on improving performance. However, building
and maintaining an ideal organizational culture is not an easy task (Korda & Rachmawati, 2022).
This is where the role of organizational leadership becomes crucial as a mediator. Effective
leadership can direct and inspire employees to adopt organizational values and norms, as well as
ensure that the culture formed is aligned with the company's strategic goals (Bagis et al., 2021).
In this research, we explore how organizational leadership can mediate the relationship between
organizational culture and employee commitment to their performance in BPR in Banyumas
Regency. Employee commitment to the organization is one of the key factors that influences
individual and collective performance. Employees who have high commitment tend to be more
motivated, have integrity, and are willing to contribute more to achieving company goals. This
research aims to identify the extent to which organizational leadership can influence employee
commitment through the mediation of organizational culture (Iskamto, 2023). By analyzing data
from various BPRs in Banyumas Regency, this research hopes to provide valuable insight into
effective managerial strategies for improving employee performance. The findings from this
research are expected to provide a significant contribution to the development of human resource
management practices in the banking sector, especially in the context of community banks such
as BPR. The main problem faced by Rural Banks (BPR) in Banyumas Regency is how to ensure
employee performance remains optimal amidst the challenges that continue to develop in the
banking industry. Despite having a good organizational culture, it is not uncommon to find that
employee commitment to the company still varies (Widjajani et al., n.d.). This raises the question
of whether organizational leadership has played an effective role as a mediator capable of
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strengthening the relationship between organizational culture and employee commitment,
thereby having a positive impact on their performance. In other words, there is an urgent need to
understand and address the factors that influence leadership effectiveness in establishing a strong
organizational culture and increasing employee commitment to superior performance
(Ardiyansah & Mon, 2023).

Transformational Leadership Theory is important in the context of research on how
organizational leadership mediates organizational culture and commitment to employee
performance at BPR Bank in Banyumas Regency. By focusing on ideal influence, inspirational
motivation, intellectual stimulation, and individual consideration, transformational leaders are
able to establish a culture that supports innovation and collaboration, increases employee
commitment, and ultimately, improves organizational performance (Gorap et al., 2019). By
implementing transformational leadership principles, BPR Bank can achieve higher levels of
performance and ensure long-term success through developing leaders who are able to inspire
and motivate employees.

The urgency of this research lies in the urgent need to improve employee performance at
Rural Banks (BPR) in Banyumas Regency through a holistic and measurable approach. In an
increasingly competitive and dynamic banking landscape, a deep understanding of how
organizational leadership can mediate the relationship between organizational culture and
employee commitment is critica (Jigjiddorj et al., 2021). The novelty of this research lies in its focus
on combining these three critical elements empirically in the context of BPR, which have
previously rarely been explored comprehensively. It is hoped that this research will provide new
and practical insights for BPR management to design more effective leadership strategies,
strengthen organizational culture, and increase employee commitment and performance
(Hadinata & Chalidyanto, 2023).

The aim of this research is to analyze and understand the role of organizational leadership
as a mediator in the relationship between organizational culture and employee commitment to
their performance at the People's Credit Bank (BPR) in Banyumas Regency. This research aims to
identify how effective leadership can strengthen organizational culture, increase employee
commitment, and ultimately, have a positive impact on employee performance. Thus, it is hoped
that this research can provide practical guidance for BPR management in designing and
implementing better leadership strategies to achieve optimal organizational performance.
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LITERATUR REVIEW
Organizational Culture

Culture is a set of values, norms, beliefs, habits, and practices held by a group of people in
a society or organization. Culture shapes the way its members think, behave, and interact, and
creates a collective identity that differentiates one group from another (Hasibuan, n.d.). In an
organizational context, culture includes all aspects that influence the work environment, including
work ethics, communication styles, and attitudes towards change and innovation. A strong and
positive organizational culture can increase employee loyalty, engagement and performance,
while a weak or negative culture can lead to dissatisfaction and reduced productivity (Syarifin &
Atmaja, 2023).

Organizational culture has a significant influence on employee performance. A positive
culture, based on values such as cooperation, innovation, and employee appreciation, tends to
increase employee motivation, engagement, and satisfaction. When employees feel valued and
work in a supportive environment, they are more likely to contribute optimally, demonstrate high
performance, and be committed to organizational goals (Nila Sari et al., 2023). Conversely, a
negative or inconsistent culture can lower morale, increase turnover, and decrease productivity.
Therefore, building and maintaining a strong and positive organizational culture is essential to
ensure optimal employee performance and achievement of the company's strategic goals.

Commitment

Employee commitment refers to the level of involvement, loyalty and dedication that employees
have towards the organization where they work. This includes aspects - emotional attachment,
moral obligation, and continuance commitment which encourage employees to stay and
contribute positively to the goals and values of the organization (Paramita et al., 2020). The
relationship with employee performance is very close, because a high level of commitment tends
to have a positive impact on their performance. Employees who feel emotionally connected to
the organization, feel a moral responsibility for its success, and feel that the benefits of staying
with the organization outweigh the costs of leaving, tend to demonstrate better levels of
performance. High commitment can also motivate employees to put in additional effort, increase
productivity, and maintain high quality work. Thus, managing and increasing employee
commitment is crucial in achieving optimal performance in various organizations (Nahar &
Indratjahyo, n.d.).
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In addition, employee commitment can also influence employee retention and reduce
turnover, which in turn affects workforce stability and organizational operational efficiency.
Employees who feel emotionally and morally attached to an organization are more likely to stay
for longer periods of time, reducing the costs of recruiting and training new employees.
Additionally, low turnover rates can enable organizations to retain valuable employee knowledge
and skills, build a stable work culture, and increase continuity in achieving long-term business
goals. Therefore, measuring and increasing employee commitment is an important strategy in
human resource management that can have a positive impact on organizational performance and
sustainability (Kawiana, 2018).

Organizational Leadership

Organizational leadership is a concept that includes the roles and responsibilities of leaders
in directing, managing, and influencing organizational members to achieve common goals. More
than just determining strategic direction, organizational leaders are responsible for creating a
work environment that allows employees to develop professionally, contribute optimally, and feel
motivated to achieve organizational excellence (Syauta et al., n.d.). This involves the ability to
inspire, direct and motivate team members, facilitate collaboration and innovation, and ensure
that the organization's values and culture are upheld and consistently implemented in every
aspect of operations. In the context of BPR Banks in Banyumas Regency, effective organizational
leadership is needed to guide and manage change, face the challenges of a dynamic banking
industry, and ensure the achievement of company goals by maintaining employee satisfaction and
high customer service (Tuti Setyorini et al., 2022).

Additionally, organizational leadership also plays a key role in promoting a positive and
inclusive work culture. Visionary and adaptive leaders are able to establish and maintain a culture
that supports innovation, collaboration and diversity, which in turn increases employee
commitment and overall organizational performance. By communicating organizational values,
providing inspiration, and strengthening relationships between team members, organizational
leadership creates a solid foundation for the organization's long-term success. By understanding
their roles and responsibilities well, organizational leaders at BPR Bank in Banyumas Regency can
become catalysts that encourage innovation, growth and sustainability in facing the challenges
facing the banking industry today (Putri Rahmadani & Winarno, 2023).

221
IJEVSS, Volume 03 Issue 02, 2024

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-Share Alike 4.0 International License



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Iniernanonal Journal ol Educaiion, Vocaiional and Social Science

htips:/ /e-joumal.cifakensuifindo .or.id/index.php /IJEVSS
E-ISSN : 2963 4954 ll VSS

Employee Performance

Employee performance refers to the ability, productivity, and contribution demonstrated
by individuals in carrying out their duties in the workplace. It covers various aspects, such as target
achievement, work quality, initiative, team collaboration, and the ability to overcome challenges
(Bagis et al., 2021). High employee performance not only produces good results for the
organization, but also reflects the individual's level of satisfaction and involvement in their work.
Factors that influence employee performance can vary, including motivation, ability,
organizational support, work environment, and company culture. In the context of BPR Banks in
Banyumas Regency, optimal employee performance is crucial to maintaining the competitiveness
and sustainability of the organization amidst increasingly tight competition in the banking industry
(Iskamto, 2023).

The importance of good employee performance lies not only in its impact on
organizational productivity, but also in its impact on customer satisfaction and company
reputation (Gorap et al., 2019). Employees who demonstrate consistent and quality performance
can increase customer trust, build long-term relationships, and support business growth. In
addition, high employee performance also contributes to the company's image as an attractive
and professional workplace, helping to attract and retain the best talent in the industry. Therefore,
BPR Banks in Banyumas Regency must prioritize employee performance development and
management as the main strategy in achieving organizational goals and maintaining its position
in a competitive market (Hasibuan, n.d.).

METHODOLOGY

This research was conducted at BPR Banks in Banyumas Regency by giving questionnaires
to bank leaders using Google Form. In this study the entire population was used as the research
sample. The reason is, there are only 67 BPR banks in Banyumas Regency.
Partial Least Square (PLS) model analysis was used in this research. Research data is looked at
using descriptive statistics to find out things like the age, gender and education level of the person
answering the questions. Questionnaire with a Likert scale and five possible answers. Validity test
with loading factor and Average variance Extracted (AVE) > 0.5 as a measure of success. Composite
reliability parameters > 0.6 are used to measure how well the reliability test works (Ghozali, 2015).
The PLS SEM method was used to test this idea. Inner models, R-Square values, and path
coefficients are used to test the relationship between latent variables. Testing continues with a
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statistical bootstrap test. After the data is processed, results will appear to answer all research
questions.

RESULTS AND DISCUSSION
Results

The first step taken is to measure the outer model to find out how valid and reliable the
indicators are. The loading factor value must be greater than 0.7, and if the correlation value is
less than 0.7 then the indicator is removed. Test results show that all indicators are greater than
0.7. This means that the construct has good convergent validity.

Table 1. Variables, Indicators, Loading Factor, AVEs and Composute Reliability

Variables Indicators Loading Cronbach's AVE Composite
Factors Alpha Reliability
Running
ocC 0ocC1 0,822 0,935 0,721 0,948
0C2 0,888
0c3 0,851
0C4 0,897
0C5 0,808
0C6 0,772
0c7 0,899
C C1 0,830 0,916 0,800 0,941
c2 0,946
c3 0,885
C4 0,913
oL oL1 0,864 0,944 0,816 0,957
oL2 0,888
oL3 0,940
(o]} 0,936
OoL5 0,887
EP EP1 0,920 0,876 0,802 0,924
EP2 0,899
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EP3 0,866
Source: Data obtained, 2024

The next step is to look at the R-square to test the predicted relationship between hidden
variables or structural models. Figure 1 shows the structural model, and Table 2 shows the R-
square values. The R-square value of employee performance is 0.778, which means that the
variables of organizational culture, social commitment and organizational leadership can explain
77.8% and organizational leadership can explain 80.2%.

Table 2. Value of R Square
R Square Adjusted R Square
EP 0,778 0,775
oL 0,802 0,796

Source: Data obtained, 2024
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Figure 1. Structural Equation Model

Table 3: Hypothesis Test

Hypothesis Relationships Original T.Statistics P-Value Result
Sample
1 Organizational 0,436 3,112 0,002 Accepted
Culture ->
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Organizational
Leadership

2 Commitment - 0,488 3,288 0,001 Accepted
>

Organizational
Leadership

3 Organizational 0,882 23,956 0,000 Accepted
Leadership ->

Employee
Performance
Source: Data obtained, 2024

DISCUSSION
Organizational culture influences organizational leadership

The first hypothesis which states that organizational culture influences organizational
leadership is proven, this is because the P-Value value of 0.002 is smaller than the alpha value of
0.05, which means the hypothesis is accepted. Organizational culture plays an important role in
shaping leadership style and effectiveness at BPR Bank in Banyumas Regency. A strong and
positive organizational culture creates a conducive work environment for leaders to motivate and
inspire employees. In the context of BPR Banks, an organizational culture that prioritizes values
such as integrity, transparency and customer service will support leadership that focuses on
empowerment and team development. Leaders who work in a healthy organizational culture tend
to be more effective in making decisions, managing conflict, and achieving organizational goals.
In addition, a cohesive and clear organizational culture also helps strengthen the leader's
legitimacy and authority in the eyes of employees. When an organization's values and goals align
with leadership practices and behaviors, employees will find it easier to accept and follow
directions from their leaders. At BPR Bank in Banyumas Regency, leaders who are able to align
themselves with the existing organizational culture will be more successful in implementing
business strategies and achieving the expected performance. Thus, the relationship between
organizational culture and leadership is very crucial in creating synergy that has a positive impact
on bank performance and sustainability.

225
IJEVSS, Volume 03 Issue 02, 2024

Copyright at authors some right reserved this work is licensed under a Creative
Commons Attribution-Share Alike 4.0 International License



http://creativecommons.org/licenses/by-sa/4.0/
http://creativecommons.org/licenses/by-sa/4.0/

Iniernanonal Journal ol Educaiion, Vocaiional and Social Science

htips:/ /e-joumal.cifakensuifindo .or.id/index.php /IJEVSS
E-ISSN : 2963 4954 ll VSS

Commitment influences organizational leadership

The second hypothesis which states that commitment has an influence on organizational
leadership is proven, this is because the P-Value value of 0.001 is smaller than the alpha value of
0.05, which means the hypothesis is accepted. Commitment has a significant influence on
organizational leadership at BPR Bank in Banyumas Regency. Leaders who show a strong
commitment to the organization's vision and mission will be better able to inspire and motivate
employees to achieve common goals.

The commitment demonstrated by leaders reflects their dedication and responsibility

towards the success of the organization, which in turn creates trust and respect among
employees. At BPR Bank, the leadership's commitment to improving service quality, product
innovation and employee welfare will form a productive and harmonious work culture, where
every team member feels valued and motivated to give their best.
In addition, strong commitment from leaders also contributes to stability and consistency in
strategic decision making. Leaders who are consistent in their commitment tend to be better able
to overcome the challenges and obstacles facing the organization. At Bank BPR in Banyumas
Regency, committed leaders will continue to look for ways to improve operational efficiency and
customer satisfaction, as well as ensuring that every decision taken is aligned with the bank's long-
term goals. This commitment also helps in building a solid organizational culture, where
employees feel motivated to actively participate in achieving the organization's vision, resulting
in better and more sustainable performance.

Organizational leadership influences employee performance

The third hypothesis which states that organizational leadership influences employee
performance is proven, this is because the P-Value value of 0.000 is smaller than the alpha value
of 0.05, which means the hypothesis is accepted.

Organizational leadership has a significant influence on employee performance at BPR
Bank in Banyumas Regency. Effective leaders are able to create a positive work environment,
where employees feel motivated and supported to achieve the best results. Leadership that is
oriented towards setting an example, empowering employees, and open communication can
increase productivity and employee involvement in achieving organizational goals. At BPR Bank,
leaders who are able to demonstrate a clear vision and provide appropriate direction will help
employees understand their roles and responsibilities, thereby encouraging overall performance
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improvement.

In addition, effective leadership also plays an important role in employee professional
development. Leaders who are committed to employee training and development will create
opportunities for employees to hone their skills and knowledge. This not only increases individual
employee competency but also strengthens the work team as a whole. At BPR Bank in Banyumas
Regency, leaders who focus on employee development will help create a workforce that is more
competent and ready to face the challenges of the ever-growing banking industry. Thus, good
leadership not only impacts individual employee performance but also contributes to improving
overall organizational performance.

CONCLUSION

Organizational culture has a proven effect on organizational leadership, this is because the
P-Value value of 0.002 is smaller than the alpha value of 0.05, commitment has a proven effect on
organizational leadership, this is because the P-Value value of 0.001 is smaller than the alpha value
of 0 .05 and organizational leadership has a proven effect on employee performance, this is
because the P-Value value of 0.000 is smaller than the alpha value of 0.05. This research has
limitations in that the sample size is still small, namely only 67, so future research is expected to
be more general in sampling and research areas.
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