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Abstract. This study aims to determine the effect of leadership style, motivation and
organizational commitment on employee performance at the Office of Religious Affairs in
South Tangerang City. The explanatory method has a sample size of 52 respondents.
regression and correlation test analysis. The contribution of 35.6% of the leadership style
has an effect on employee performance. Motivation has an effect on employee
performance by 36.3%. Organizational commitment affects employee performance by
41.8%.
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1 Introduction

The Ministry of Religion has a very strategic position because it deals directly with the
community in providing services in the field of Religious Affairs as a technical service unit.
Therefore, professional, creative, proactive and productive human resources are needed, and
have a high spirit of dedication with awareness and responsibility as public servants, so that the
Office of Religious Affairs can carry out its functions. If the employee's performance is low,
then this will result in losses both from the government side, as well as losses from the personal
side of every civil servant in it.

The government has regulated the issue of the cost of weddings carried out during the
working hours of the KUA and outside of the KUA and working hours, namely in Government
Regulation No. 48 of 2014 which was previously an amendment from Government Regulation
No. 47 of 2004. The regulation was amended and replaced so that the KUA would be more
integrity and free from gratuities and to clarify the finances that the community had to pay for
wedding expenses. Amendments stipulated in PP. 48 of 2014, including the multi-tariffs
imposed on people who are getting married. In PP No. 48 of 2014 in article (6). From the
amendments to this article, it can be seen that state revenue from the community for the cost of
marriage has changed.

As stated in Law no. 25 of 2009 concerning Public Services in article 10 explains that: 1)
Providers are obliged to carry out performance evaluations, Implementers within the
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organization periodically and continuously. 2) Based on the results of the evaluation as referred
to in paragraph (1), the Provider is obliged to make efforts to increase the capacity of the
Executor. 3) Evaluation of the executor's performance (1) shall be carried with clear and
measurable indicators by taking into account the improvement of procedures and or
organizational improvements in accordance with the principles of public services and laws and
regulations.

Leadership is one of the factors that can make performance. One of the characteristics of a
leader based on the theory of leadership traits is to have high intelligence compared to those
being led. In addition, the type of leadership also affects the employees being led. One type is
the autocratic type, where the leader gives orders that are enforced and must be obeyed. This
certainly greatly affects the performance of employees led by this type of autocracy. According
to Gaol (2014), “Human Resources are people who work and function as quantifiable
(quantitative) organizational assets, and HR is the potential driving force of the organization.
Human resources (HR) play a very dominant role in activities or activities. Success or not
depends on the ability of human resources in carrying out the assigned tasks. "

According to Hasibuan (2016) defines "leadership style is the way a leader influences the
behavior of subordinates, so that they want to work together and work productively to achieve
organizational goals". Employees must be able to foster and motivate their subordinates to work
together and work effectively in achieving goals. Likewise, the assessment of motivation is also
very important considering thatmotivation can encourage someone to be happy to do their job
well. Understanding motivation is not an easy thing, because motivation is something that is
within a person and cannot be seen from the outside.

It is very important for an employee to have a commitment to the organization or company
where they work, because having a high commitment will be able Windy and Gunasti (2014)
"The definition of organizational commitment according to Mathins and Jackshon is the degree
to which employees believe and accept organizational goals and will not leave the organization".
Thus employees are very important to have organizational commitment in employees because it
can support the achievement of maximum performance, work that is in accordance with their
abilities and have satisfaction in the workplace, giving rise to good commitment. Likewise, the
level of commitment, both the company's commitment to employees, and between employees
to the company, is needed because through this commitment a professional work climate will
be created.

Assessment of work evaluation is an effort to determine the condition of work performance,
so that it can be seen whether there are progress and obstacles in implementing programs and
activities so that they can be assessed and learned (lessons learned) for future improvements, as
well as providing solutions to problems found for the purpose of improving performance and
work unit accountability.

According to Hasibuan (2016) "Job appraisal is a manager's activity to evaluate employee
work performance behavior and establish policies". Meanwhile, according to Rivai (2015) "Job
appraisal is the process of determining a common understanding of the ways to be achieved,
and the approach to managing in a short or long time". For employees, this assessment acts as
feedback regarding abilities, deficiencies that are useful as future evaluations.

2 Methods



The population in Office of Religious Affairs in South Tangerang City 52 employees. The
sampling 52 respondents. In analyzing regression and coefficient with associative research.
2.1 Descriptive Analysis

Table 1. Results of Descriptive Statistics
Descriptive Statistics

N Minimum Maximum _ Mean _ Std. Deviation
Leadership Style (X1) 52 29 46 37.73 3.991
Motivation (X2) 52 32 49 38.00 3.936
Organizational Commitment (X3) 52 32 45 38.04 3.581
Employee Performance (Y) 52 32 46 39.31 3.364
Valid N (listwise) 52

2.2 Verification Analysis

data verification to ensure the data collected is valid or not, so that in analyzing the data in
accordance with the objectives.

2.3 Multiple Linear Regression Analysis

Table 2. Multiple Regression Test Results

Coefficients?
Unstandardized Coefficients Standardlzed
Coefficients
Model B Std. Error Beta t Sig.
(Constant) 8.881 3.907 2.273 .028
| Leadership Style (X1) 214 .102 254 2.095 .041
Motivation (X2) 231 .103 271 2.241 .030
Organizational Commitment (X3) 357 110 .380 3.235 .002

a. Dependent Variable: Employee Performance (Y)

2.4 Correlation Coefficient

Table 3. Results of Correlation Coefficient Testing Results of Leadership
Style Against Employee Performance

Correlations
Gaya Kepemimpinan (X1) PeI;I::zfijz(‘Y)
Leadership Style (X1) Pearson Correlation 1 596
Sig. (2-tailed) .000
Employee Performance (Y)  Pearson Correlation 5967 1
Sig. (2-tailed) 000

**_ Correlation is significant at the 0.01 level (2-tailed).
b. Listwise N=52

Table 4. Results of Testing the Motivation Correlation Coefficient of Employee Performance

Correlations®
Motivasi (X2) Kinerja Pegawai (Y)




oy

Motivation (X2) Pearson Correlation 1 .603

Sig. (2-tailed) .000
Employee Performance (Y) Pearson Correlation .603 1
Sig. (2-tailed) .000

**_ Correlation is significant at the 0.01 level (2-tailed).
b. Listwise N=52

Table S. Results of Correlation Coefficient Testing Results of Organizational Commitment to Employee

Performance
Correlations?
Komitmen Organisasi (X3) Kinerja Pegawai (Y)
Organizational Commitment (X3) Pearson Correlation 1 647
Sig. (2-tailed) 000
Employee Performance (Y) Pearson Correlation 647" 1
Sig. (2-tailed) 000

**_ Correlation is significant at the 0.01 level (2-tailed).
b. Listwise N=52

Table 6. Results of Correlation Coefficient Testing of Leadership Style, Organizational Commitment
and Motivation simultaneously on Employee Performance

Model Summary
. St d. Error of the
Model R R Square Adjusted R Square Estimate
1 7482 .560 .533 2.300

a. Predictors: (Constant), Organizational Commitment (X3), Motivation (X2), Leadership Style (X1)

2.5 Determination Coefficient Analysis

Table 7. The Results of Testing the Coefficient of Determination of Leadership Style on Employee

Performance
Model Summary
. Std. Error of the
Model R R Square A djusted R Square Estimate
1 .5964 .356 .343 2.727

a. Predictors: (Constant), Leadership Style (X1)

Table 8. Test Results of Motivation Determination Coefficients on Employee Performance
Model Summary

Model R R Square Adjusted R Std. Erro.r of the
Square Estimate

1 .603% 363 351 2.711

a. Predictors: (Constant), Motivation (X2)

Table 9. Results of Testing the Coefficient of Determination of Organizational Commitment on
Employee Performance
Model Summary

Model R R Square A djusted R Std.Errf)r of the
Square Estimate

1 .647% 418 407 2.591




Predictors: (Constant), Organizational Commitment (X3)

Table 10. The Results of Testing the Coefficient
Model Summary

Model R R Square A djusted R Std.Errf)r of the
Square Estimate

1 7482 .560 533 2.300
a. Predictors: (Constant), Organizational Commitment (X3), Motivation (X2), Leadership Style (X1)

2.6 Hypothesis Test
a) Partial Hypothesis Test (t-Test)

Table 11. Hypothesis Test Results of Leadership Style Against Employee Performance

Coefficients?
Unstandardized Coefficients Standardized
Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 20.340 3.630 5.603 .000
Leadership Style (X1) .503 .096 .596 5.254 .000

a. Dependent Variable: Employee Performance (Y)

Table 12. Results of Motivation Hypothesis Test on Employee Performance

Coefficients?
Unstandardized Coefficients Standardized
Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 19.730 3.684 5.356 .000
Leadership Style (X1) 515 .096 .603 5.342 .000

a. Dependent Variable: Employee Performance (Y)

Table 13. Hypothesis Test Results of Organizational Commitment to Employee Performance

Coefficients?
Unstandardized Coefficients Standardized
Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 16.192 3.870 4.184 .000
Leadership Style (X1) .608 101 .647 5.998 .000

a. Dependent Variable: Employee Performance (Y)
b) Simultaneous Hypothesis Test (F-Test)

Table 14. Hypothesis Test Results on Leadership Style, Motivation and Organizational Commitment to
Employee Performance

ANOVA?
Model Sum of Squares df  Mean Square F Sig.
1 Regression 323.203 3 107.73420.369 .000P

Residual 253.874 48 5.289



Total 577.077 51

a. Dependent Variable: Employee Performance (Y)
b. Predictors: (Constant), Organizational Commitment (X3), Motivation (X2), Leadership Style (X1)

3 Result and Discussion

3.1 Leadership Style on Employee Performance

the magnitude of the correlation of 0.596 leadership style to the employee performance in
the medium category with a determination of 35.6%. The t test is (5,254> 2,009). This
assumption is proven that leadership style has a very crucial role in building reliable and
effective employee performance. considering employee performance as a form of self-
motivation from the leadership style to be fair and wise. Management leadership style must be
taken seriously that a good company can be done through employee performance.

3.2 Motivation on Employee Performance

The correlation motivation is 0.603, the strong relationship is indicated by the determination
value of 36.3%. furthermore it was confirmed from the results of the t test that (5.342> 2.009)
means that there is an effect. the influence of high motivation will determine performance.
motivation is grown in employees both from inside and outside themselves, so that motivation
will be consistent in performing maximum performance.

3.3 Organizational Commitment on Employee Performance

The Correlation 0.647 work commitments with a performance of 41.8% for the contribution.
T test obtained 8,550> 2,009, the influence of commitment in carrying out tasks with full
responsibility and not playing. employee performance with high commitment can solve all
problems within the company. any condition if good commitment will produce good
performance products too, so that commitment needs to be instilled as early as possible for the
responsibilities of each employee's job.

3.4 The Influence of Leadership Style, Motivation and Organizational Commitment on
Employee Performance

Based on regression result is Y = 8.881 + 0.214X1 + 0.231X2 + 0.357X3 shows that
leadership style and motivation have an effect on employee performance. the magnitude of the
strong correlation is 0.748. a contribution of 56.0% can have a positive impact on performance,
while the remaining 44.0% are other factors that are not examined. F test is obtained (20,369>
2,560) meaning that the three variables have an effect on maximum employee performance with
different respective contributions.

4 Conclusion

The influence of leadership style on employee performance by 35.6% contributed positively.



Hypothesis test t test (5,254> 2,009). Furthermore, 36.3% contribution to motivation that affects
employee performance in the t test is obtained (5.342> 2.009). Meanwhile, organizational
commitment on employee performance on a score of 41.8% for effect, the impact that occurs
with the t test score (8,550> 2,009). 56.0% influence contribution to the three variables in
improving employee performance, the remaining 44.0% has not been studied in the case of other
variables. based on the results that the components in improving employee performance must
always be improved to maintain good performance. As for other factors that have not been
studied, it can be a recommendation for further research.
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