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ABSTRACT
The purpose of this paper is to examine the mediating role of organizational commitment of job performance: The Impacts of leadership, job competency and organizational culture. Data were gathered through questionnaires. Data collected from 254 employees working on the eight work units on the Southeast Sulawesi regional government office. The structural equation modeling (SEM) results indicate that: (1) leadership, job competence, and organizational culture partially have a direct effect on organizational commitment, (2) leadership, job competence, and organizational culture partially have a direct effect on job performance, (3) leadership, job competence, and organizational culture  partially have a direct effect on job performance, with the mediating role of organizational commitment.
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Since the New Order era in Indonesia the bureaucracy grew as an instrument for developing industrialization and modernizing society. Bureaucratic reform basically aims to create a government bureaucracy that is professional with adaptive characteristics, integrity, high performance, clean, capable of serving the public, neutral, prosperous, dedicated, and upholding the basic values ​​and code of ethics of the state apparatus. Bureaucratic reform is a manifestation of the government's ongoing commitment and change in mindset and culture. Meanwhile, to accelerate the success of the process of changing the mindset and work culture of the apparatus in the local government office, a reference can be used as a basis in the form of guidelines to encourage changes in attitudes and behavior of officials and employees within the local government office.
Based on the Government Regulation of the Republic of Indonesia Number 46 of 2011 concerning employee performance appraisal concerning the work implementation assessment list (DP3) and Regulation of the Head of the National Personnel Agency (Perka. BKN) Number 1 of 2013, that the work performance appraisal system into the new paradigm with a more comprehensive and objective element. Performance is the implementation of the plan that has been prepared, where the implementation of performance is carried out by human resources who have the ability, competence, motivation and interests (Wibowo, 2014). While employee performance is the work achievement achieved by an employee quantitatively and qualitatively measured by performance standards. As for several factors that contribute to employee performance, such as leadership, competence, organizational culture, and organizational commitment. Leadership is a factor that can affect employee performance. 
Leadership is the way a leader influences the behavior of subordinates, so they want to work together and work productively to achieve organizational goals (Hasibuan, 2006). Competence can be described as the ability to carry out one task, role or task, the ability to integrate knowledge, skills, attitudes and personal values, and the ability to build knowledge and skills based on experience and learning done (Roe, 2001) Several factors can influence a person's competency skills such as beliefs and values, skills, experience, personality characteristics, motivation, emotional issues, intellectual abilities, and organizational culture (Zwell, 2000). 
The strong culture of all employees is the key to the success of an organization (Moeheriono, 2012). Organizational culture is a culture of knowledge acquired to interpret experiences and produce social behavior. Organizational culture is norms and values ​​that direct the behavior of organizational members (Luthan, 2006). Some previous studies, (i.e. Arief, 2011; Alotaibi, 2001; Bello, 2012; Koech & Namusonge, 2012; Hamzah, 2013; Ade & Noermijati, 2013; Toban & Sjahruddin, 2016; Sari & Sjahruddin, 2018; Sahara et al. , 2018), which generally provides evidence that leadership, competence and organizational culture partially have a positive and significant effect on employee performance. These results received rebuttal from other researchers (Stander & Coxen, 2017). That leadership has a negative and insignificant effect on organizational commitment. A similar fact was found in a study conducted by Panjisadewa (2015) that leadership had a positive and not significant effect on employee performance. The difference in findings is caused by the management style that is applied differently in each organization so that it influences the leadership behavior towards the employee. 
Furthermore, to produce a good leadership style, competence and strong organizational culture, the commitment of employees to the organization has an important role. Employee commitment to the organization is expected to further improve employee performance and provide benefits to the organization. Organizational commitment is an attitude that must be owned by every employee. Commitment is a binder that gives encouragement to give what is best for what is their responsibility. Organizational commitment is related to a sense of identification, loyalty, and involvement expressed by an employee to an organization or organizational unit (Gibson et al., 2000: 186). 
The results of previous studies provide evidence that leadership has a positive and significant effect on employee performance through organizational commitment (Permata, 2017). The same fact proved by other researchers that organizational commitment has a positive and significant influence in mediating between employee competencies and employee performance (Sriekaningsih & Setyadi, 2015). Organizational culture has a positive and significant effect on employee performance through organizational commitment (Yamali, 2018). 
This research was conducted at the Southeast Sulawesi provincial government office. The unit of analysis is employees who work in various bureaus (i.e. government administration bureaus, administration of public welfare and society, law, development administration, public relations, organization, general affairs, and procurement services). The performance appraisal and results achieved are reviewed from several aspects such as human resource management (8%), leadership (6%), measurement of work information analysis and management (9%), process management (8%), achievement of results (45%), budgeting (4%), performance planning (14%), and organization (6%). The results of performance achievements in each aspect indicate that the need to improve employee performance through leadership, competence, organizational culture, which is supported by employee commitment to the organization. 
Literature Review
2.1. Leadership 
Leadership is a process that influences the behavior of other people to behave as they would like (Nimran, 2004). Leadership is more than just a set of skills and expertise. Leadership has subtle personal qualities that are rather difficult to see, but very influential. There are several types of leadership, including charismatic types, paternalistic and materialistic types, militaristic types, autocratic leadership, laissez faire, populist types, administrative types, and democratic types (Malayu Hasibuan, 2006). Several leadership models, namely contingency leadership model, leader participation model by Vroom and Yetton, goal path model and situational leadership by Hersey - Blanchard (Rivai Veithzal, 2003). 
2.2. Job competency 
Competencies can be described as the ability to carry out one task, role or task, the ability to integrate knowledge, skills, attitudes and personal values, and the ability to build knowledge and skills based on experience and learning (Roe , 2001). Classification of types of competencies is usually seen from the human dimension personally because humans are social beings. Basically, humans have three dimensions, namely (1) body, (2) mind and (3) soul and on the basis of these dimensions, they classify competencies into three, namely intellectual, emotional and spiritual competencies (Zohar & Marshall, 2000; Willy Susilo, 2010: 17). The views of other scholars, classify dimensions and components of individual competencies, namely; intellectual, emotional and social competence. Components of competence from human dimensions and relationships between personal, but have not produced a component of spiritual competence. The main characteristics of competencies will be effect on job performance, namely motives, traits, self-concept, knowledge and skills (Spencer & Spencer, 1993). 
2.3. Organizational culture 
Organizational culture is a shared value system in an organization that becomes a reference for how employees carry out activities to achieve organizational goals or ideals. This is usually stated as the vision, mission and goals of the organization. Organizational culture is developed from a collection of norms, values, beliefs, hopes, assumptions, and philosophies of the people in them. Culture can be defined as knowledge gained to interpret experiences and produce social behavior. Organizational culture is the norms and values ​​that direct the behavior of organizational members. Each member will behave with a culture that has been applied to be accepted by the environment (Luthan, 2006: 47). Other scholars provide organizational culture characteristics, such as (innovation and risk taking), attention to details, results orientation, people orientation, team orientation, aggressiveness and stability (Robbins & Judge, 2008: 256).  
2.4. Organizational commitment 
Organizational commitment is an attitude that must be owned by every employee. Commitment is a binder that gives an impetus to give what is best to what is their responsibility (Luthans, 2006). Organizational commitment is a sense of identification, loyalty, and involvement expressed by an employee to an organization or organizational unit. Organizational commitment to three components, namely affective commitment, continuance and normative (Allen & Meyer, 1990)
2.5. Job performance 
Performance is reflected in the concrete forms of work performance applied by an organization by actualizing a series of work activities according to service, activity, results, handling, benefits and accountability. Performance is a function of motivation and ability. Performance is also a real behavior that is displayed by everyone as the work performance produced by employees in accordance with their role in the company (Rivai, 2004). Employee performance is a very important thing in an effort to achieve goals through the ability to achieve job requirements (Mangkunegara, 2005). 

Research framework
The relationship between research variables is built based on relevant theories and results of previous studies. Theoretical reviews and empirical findings are used as the basis for describing the conceptual framework of the research and are used as the basis for deriving the research hypothesis. Leader behavior or leadership is one of the important factors that can affect job satisfaction. Leadership style has a positive relationship to job satisfaction of employees (Russell & Gregory, 2002). Leadership is a pattern of consistent behavior that they implement in working with others through consisting of directive leadership, supportive leadership, participatory leadership and achievement-oriented leadership (Hersey & Blanchard, 1969). The creation of high performance is supported by competence, that competence is the basic foundation of people's characteristics and indicates how to behave or think, equate situations, and support for a long period of time (Spencer & Spencer, 1993). Competencies can be in the form of motives, traits, self-concepts, attitudes, or values ​​of cognitive skills or behaviors of individual characteristics (Rivai, 2009: 426). 
The better attitude should be developing competencies, the more important of the human resources quality (Wellance, 2007: 54). Competence is a key determining factor for someone in producing excellent performance (Rivai, 2009: 425). Based on the fact that there are many factors other than the above factors that affect employee performance, there are also cultural factors in the workplace. The success of a company is determined by its success in creating a distinctive organizational culture as part of their strategic plan. Effective organizational culture includes good pay and rewards that will improve employee performance (Yanow & Adams, 2018). Organizational culture is as values, principles, traditions and ways of working that are shared with the members of the organization in influencing the way they act (Robbins & Judge, 2008)
The other factors effect on job performance, namely organizational commitment which is an attitude that must be owned by each employee. Commitment is a binder that gives encouragement to give what is best for what is their responsibility. Employee commitment to the organization is not something that happens unilaterally. In this case the organization and employees (individuals) must jointly create conditions conducive to achieving the intended commitment. One of the factors suspected of having a determinant of employee performance is organizational commitment. This is because organizational commitment can be seen as a factor that can hold employees to survive and provide the best for the organization. Organizational commitment is a condition where employees are not only physically bound by the organization, but are also able to devote their best thoughts, attention, and dedication to the progress of the organization (Lambert, 2018). Quantitative and qualitative measures will be describing the level of achievement of an activity (Moeheriono, 2012: 115).
Performance is a means to get better results from organizations, teams and individuals by understanding and managing performance within the framework of goals and standards, and agreed attribute requirements (Armstrong & Baron, 1998). Some previous studies (i.e. Ade & Noermijati, 2013; Arief, 2011; Bello, 2012; Alotaibi, 2001; Koech & Namusonge, 2012; Hamzah et al., 2013; Toban & Sjahruddin, 2016; Sari & Sjahruddin, 2018; Sahara et al., 2018), which generally states that leadership, competence and organizational culture partially have a positive and significant effect on employee performance. The debate over the results of the study provides new evidence that leadership has a negative and insignificant effect on organizational commitment (Stander & Coxen, 2017). The results of these studies support the findings of other researchers, that leadership has a positive and not significant effect on job performance (Panjisadewa, 2015). 
In other causality it is shown that leadership has a positive and significant effect on employee performance through organizational commitment (Permata, 2017). Then it was also proven that organizational commitment has a positive and significant influence in mediating between competency and employee performance which is operationalized as an embodiment of employee service quality (Sriekaningsih & Setyadi, 2015). Other results show that organizational culture has a positive and significant effect on employee performance through organizational commitment (Yamali, 2018). 
Based on theoretical and empirical studies and previous research we will analyze the hypothesis: 
1. Leadership, job competency and organizational culture partially have a significant positive direct effect on organizational commitment 
2. Leadership, job competency and organizational culture will have a direct positive effect on job performance 
3. Leadership, job competency and organizational culture will have an indirect positive effect on job performance, the mediator effect of organizational commitment.

Results 
1) Descriptive variables
The results of the average value in the variable description indicate that the perceptions of employees are at the level of satisfaction or height towards indicators and constructs that are formed from variables of leadership, competence, organizational culture, organizational commitment and employee performance at the Southeast Sulawesi government office.  
Table 1. Descriptive

	Construct
	Mean(µ)
	Indicator
	Mean (µ)

	Leadership 
	4.60
	Work performance oriented leadership 
	4.78

	Job competency 
	4.14
	Knowledge
	4.21

	Organizational culture 
	4.03
	Integrity
	4, 37

	Organizational commitment 
	4.20
	Work Motivation based on benefits
	4.29

	Job Performance 
	4.14
	Output
	4.28



2) Testing the validity of the measurement model and structural model
Test the validity of the measurement model aimed at knowing the correlation and the real relationship between indicators against each construct. Indicators that have a strong and real relationship can be known through the value of loading factors and probability values. The value of loading factor shows the correlation coefficient (r) of each indicator against the construct (r = ≥ 0.7) and the probability value indicates a real relationship (p-value = ≤ 0.05). The results of confirmatory factor analysis show that leadership participation (r = 0.977; p-value = ≤ 0.05), self-concept (r = 0.848; p-value = ≤ 0.05), responsibility (r = 0.908; p-value = ≤ 0.05); trust (r = 0.831; p-value = ≤ 0.05), has a strong and real positive relationship with each construct (Sjahruddin & Sudiro, 2013). 
Test the validity of the structural model shows the relationship between the independent variables on the dependent variable or the presence of covariance. The validity of the model is indicated by the Goodness of Fit Index which shows whether the model formed is in accordance with the empirical data collected through the sample. The results of goodness of fit indicate that all criteria have met the value of cut off value so that the model formed is in accordance with the empirical data obtained.
Table 2.  Goodness of fit
	Measurement
	Cut-off value
	Model results
	Description

	Chi square ()
	Small expected
	292,17 ≤  (0.05 : 254 = 192,259)
	Good

	Probability
	≥ 0,05
	0,190
	Good

	CMIN/DF
	≤2,00
	1,090
	Good

	RMSEA
	≤0,08
	0,019
	Good

	GFI
	≥0,90
	0,944
	Good

	AGFI
	≥0,90
	0,904
	Good

	TLI
	≥0,95
	0,995
	Good

	CFI
	≥0,95
	0,997
	Good



3) Hypothesis
Based on the results of hypothesis testing, it appears that the probability value = < 0.05 and direct and indirect effect values ​​show a positive direction, so it can be concluded as follows: 
1. Leadership, job competency and organizational culture partially have a significant positive direct effect on organizational commitment.
1. Leadership, job competency and organizational culture partially have a significant positive direct effect on job performance. 
1. Leadership, job competency and organizational culture partially have a significant positive effect on job performance through organizational commitment.
Table 3.  Hypothesis testing 
	Variable
	P-Value
	Direct 
Effect
	Indirect Effect
	Total Effect
	Results 

	Exogenous
	Mediation
	Endogenous
	
	
	
	
	

	Leadership  
	
	Organizational commitment 
	0,000
	0,312
	-
	0,312
	Positive Significant

	Job competency
	
	Organizational commitment 
	0,000
	0,570
	-
	0,570
	Positive Significant

	Organizational culture 
	
	Organizational commitment 
	0,043
	0,187
	-
	0,187
	Positive Significant

	Leadership
	
	Job performance 
	0,020
	0,208
	-
	0,208
	Positive Significant

	Job competency
	
	Job performance 
	0,001
	0,285
	-
	0,285
	Positive Significant

	Organizational culture
	
	Job performance 
	0,020
	0,137
	-
	0,137
	Positive Significant

	Organizational commitment
	
	Job performance 
	0,018
	0,237
	-
	0,237
	Positive Significant

	Leadership
	Organizational commitment
	Job performance 
	0,038
	0,208
	0,074
	0,282
	Positive Significant

	Job competency
	Organizational commitment
	Job performance 
	0,022
	0,285
	0,135
	0,420
	Positive Significant

	Organizational culture
	Organizational commitment
	Job performance 
	0,048
	0,137
	0,044
	0,181
	Positive Significant



Discussions
1) Effect of leadership on organizational commitment
Empirical research has shown that leadership is related to efforts to influence other people to want to do the desired work to achieve common goals. A person's leadership can reflect his personal character besides that the impact of his leadership will influence organizational commitment. The results of hypothesis testing from this study indicate that p-value = 0,000 < 0.05 and the value of loading factor = 0.312. This means that leadership has a positive and significant effect on organizational commitment. The results of this study are in line with the findings of some previous researchers (i.e. Koesmono, 2007; Yuliawan & Supartha, 2012; Saladin, 2016; Steffens, 2018), that leadership has a positive and significant effect on organizational commitment. But different findings provide new evidence that leadership has a negative and insignificant effect on organizational commitment (Stander & Coxen, 2017). The existence of discrepancies with previous research is caused by the leadership style that is applied differently so that it influences the behavior of leaders towards employees.
2) Effect of job competency on organizational commitment
Empirical research has shown that shared competencies with commitment are included in the group of individual characteristics of members of the organization. Competence is related to the basic characteristics of a person who influences the way of thinking and acting, generalizes on all situations faced and lasts long enough in human beings. The concept of competence is understood as a combination of abilities and skills (Kreitner & Kinicki, 2003). The results of the hypothesis test from this study indicate p-value = 0,000 < 0.05 and the value of factor loading = 0.570. This means that job competency has a positive and significant effect on organizational commitment. The research results are in line with previous research, that there are positive and significant influences on organizational commitment (Yamali, 2017; Van Esch et al., 2018). 
3) Effect of organizational culture on organizational commitment 
Organizational culture is a shared value system in an organization that becomes a reference for how employees carry out activities to achieve the goals and ideals of the organization. Organizational culture is closely related to organizational commitment. Harmonization of the goals achieved between employees and organizations through culture will build organizational commitment within employees (Lumbanraja, 2009). Hypothesis test results from this study indicate p-value = 0.043 < 0.05 and the value of factor loading = 0.187. This means that organizational culture has a positive and significant effect on organizational commitment. The research results are in line with previous research (i.e. Lumbanraja, 2009; Arifin, 2010; Taurisa et al., 2012; Usmany et al., 2016; Dewi & Surya, 2017), that organizational culture has a positive and significant effect on organizational commitment. 
4) Effect of leadership on job performance 
Leadership is a process of influencing other people to achieve organizational goals. The leadership role in contributing to employees for achieving optimal performance can be carried out through the calcification of what is expected of employees specifically the goals and objectives of performance, explaining how to meet these expectations, expressing criteria for evaluating performance effectively, providing feedback when employees have reached the target, and allocated rewards when employees have achieved the target (Nimran, 2004). The results of hypothesis testing from this study indicate that p-value = 0.020 < 0.05 and the value of factor loading = 0.208. This means that leadership has a positive and significant effect on job performance. The results of this study support the findings of previous researchers, that leadership has a positive and significant effect on job performance (Bello, 2012; Buil et al., 2018; Soemantri & Sjamsi, 2018).
5) Effect of job competency on job performance 
Personal aspects such as motives, traits, value systems, attitudes, knowledge and skills, which make it possible for an employee to achieve superior performance are part of competence (Ulrich et al., 2012). Personal aspects through competency will direct behavior and behavior to produce performance. Competence is a basic characteristic of an employee that allows it to provide superior performance in certain jobs or situations (Marshall, 2003). The results of hypothesis testing from this study indicate p = 0.001 < 0.05 and loading factor value = 0.285. This means that job competency has a positive and significant effect on job performance. The results of this study are in line with the findings of previous researchers that job competency has a positive and significant effect on job performance (Marshall, 2003; Hadiyatno, 2014; Deddy, 2016).
6) Effect of organizational culture on job performance 
Organizational culture is closely related to job performance. Job performance is the level of work achieved by employees with certain conditions (Simmamora, 2004). Strong organizational culture is the result of the spread of trust and values ​​that develop in the organization and direct the behavior of its employees (Soedjono, 2005). The results of the hypothesis test from this study indicate p-value = 0.020 < 0.05 and the value of factor loading = 0.137. This means that organizational culture has a positive and significant effect on job performance. The research results are in line with previous research that organizational culture has a positive and significant effect on job performance (Soedjono, 2005; Koesmono, 2006; Tanuwibowo & Sutanto, 2014; Usmany et al., 2016).
7) Effect of organizational commitment on job performance 
Organizational commitment is a strong desire to remain as a member of a particular organization, the desire to strive in accordance with the wishes of the organization, as well as certain beliefs and acceptance of values ​​and goals of the organization. In other words it is an attitude that reflects employee loyalty to the organization and an ongoing process where members of the organization express their concern for the organization and ongoing success and progress (Luthans, 2006). Hypothesis test results from this study indicate p-value = 0.018 < 0.05 and the value of factor loading = 0.237. This means that organizational commitment has a positive and significant effect on job performance. The results of this study support the findings of previous researchers that organizational commitment has a positive effect on job performance (Yeh & Hong, 2012; Ghorbanpour et al., 2014). Refusing the findings of other researchers, that partially organizational commitment does not affect on job performance (Natassia, 2013; Pandaleke, 2016). 
8) Effect of leadership on job performance: The mediating role of organizational commitment
The Sobel test results show that leadership has a positive effect on job performance through organizational commitment showing p-value = 0.038 < 0.05 and Loading factor value = 0.074. This means that better leadership will further improve job performance because the commitment of employees to the organization is getting stronger. This can be seen from changes direct the total effect of leadership on job performance was 0.228 to 0.282 for total effect. The results of this study are in line with the findings of previous researchers, that leadership has a positive and significant effect on job performance through organizational commitment (Permata, 2017). The results of this study indicate that participatory leadership encourages employees to express ideas so as to encourage employees to increase their commitment to the organization. Employees who have a high commitment will lead to loyalty to the organization so as to higher performance.   
9) Effect of job competency on job performance: The mediating role of organizational commitment
The Sobel test results show that job competency has a positive effect on job performance through organizational commitment showing p-value = 0, 022 < 0.05 and Loading factor value = 0.074. This means that increasingly strong competencies will further improve job performance because the commitment of employees to the organization is getting stronger. This can be seen from changes direct the total effect of job competency on job performance is 0.286 to 0.420 for total effect. The results of this study are in line with previous research that organizational commitment has a positive and significant influence in mediating between job competency and job which is operationalized as an embodiment of service quality (Astuti, 2012).  
10) Effect of organizational culture on job performance: The mediating role of organizational commitment
The Sobel test results show that organizational culture has a positive effect on job performance through organizational commitment with p-value 0, 048 < 0.05 and Loading factor value = 0.044. This means that an increasingly strong organizational culture will further improve job performance because the commitment of employees to the organization gets stronger. This can be seen from changes the total effect of competence on job performance is 0.286 to 0.420 for total effect. The results of this study are in line with previous research from the results of this study in line with previous research that organizational culture has a positive and significant effect on job performance through organizational commitment (Yeh & Hong, 2012). The results of this study indicate that employees who have a strong organizational culture will have high social values ​​that increase trust in the organization. Trust in the organization is realized through commitments that have an impact on improving optimally of job performance.   
Conclusions 
Leadership, competence and organizational culture perceived by employees contribute high and significantly to the organizational commitment of Southeast Sulawesi Provincial Government employees. Leadership, competence and organizational culture that employees perceive give a high and significant contribution to the performance of employees of the Southeast Sulawesi Provincial Government. The organizational commitment support shown by employees gives a high contribution in creating employee performance that is influenced by leadership, competence and organizational culture.
To the Southeast Sulawesi provincial government to always prioritize the participatory leadership style because it provides the greatest contribution to the creation of good leadership in the Southeast Sulawesi provincial government office. Improvement of self-concept in employees is an effort to establish a harmonious relationship between leaders and subordinates because it contributes to the creation of strong competencies for employees. 
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