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Abstract. T he success of achieving business objectives determined by commitment in the
organization when applying the srategies. The research aims to find the role of
organizational culture and transformational leadership on organizational commitment.
Low managerial level employees in Indonesia’s leadin g private plantation company who
have more than 5 years experiences and assigned in the plantation area were surveyed. It
found that organizational culture and transformational leadership influence organizational
commitment; both have a positive effect on organizational commitment. Organizations are
strongly suggested to focus on organizational culture and transformational leadership for
building organizational commitment.
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1 Introduction

All organizations need a commitment to carry out their activities in a long period. This
commitment is reflected in the loyalty of employees towards the mission and goalk of the
organization, their responsibility on work, and their desire to remain par of the organization.
Individual success commonly strengthened by the commitment and can be measured on the job
performance, attendance record, and the willingness to accept company policies.

The behavioural indicators of organizational commitment are (1) willing to help others to
complete the tasks of the organization, (2) prioritize activities to achieve organizational goals,
(3) focus on organizational needs. Organizational commitment affects the loyalty ofemployees
in the organization. Otherwise, employees who do not have organizational commitment will
immediately resign because of unfavourable situations [1]. Commitment plays arole to improve
performance because commitment encourages innovation [2]. Indeed, organizational
commitment has developed into a multi-dimensional construction of performance through
transformational leadership [3] [4].

Most research on organization commitment focused on the individual level but limited
researches have been explored on the organizational level. This research examined the role of
organizational culture and transformational leadership on organizational commitment and how
both effects to strengthen it. The importance of this research emancipated from its aims which
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are to:

1.Reviewthe antecedents of organizational commitment

2.Assess factors thatinfluence the organizational commitment on the individual level
3.Bxplore the relationship of each factor to the organizational commitment
4.BExamine the findingsto theoretical underpinnings to analyse theirroles.

The research is structured as: section one is the introduction. Section two presents the
related theories from the latest literature as the theoretical study and theoretical framework.
While section three explains the research method for hypotheses and data collection process.
Section four explores findings to examine hypotheses. Conclusion, including limitations and
suggestions for future researches, are presented in the last section.

2 Literature review

2.1 Theoretical study
Organizational commitment

Organizational commitment arises when employees have the same goals as the
organization and loyal to the omanization for achieving goak [5]. It becomes the individual
pride and identity in the organization [6] and wants to always be in the organization [7].
Organizational commitment encourages employeesto performand have highmorale.

Three types of commitments which are engaged employees and organizations:
affective commitment, normative commitment and continuous commitment [7]. Affective
commitment is an emotional and identity employee in the organization. Normative
commitment is convinced by responsibility as an employee. Continuous commitment comes
from the employee’s awareness that will suffer if leave the organization; the employee has
high expectations on the organization and keeps to stay in the organization.

Organizational culture

Organizational culture is defined as a system of shared actions, values, and beliefs in an
organization that shapes the behaviour of its members [8]. Organizational culture is shared
social knowledge in an organization about rules, norms, and values that shape the attitudes and
behaviour of its members [9]. Organizational culture is a set of shared values and beliefs
according to corporate identity [10]. Organizational culture is a system of shared meanings
owned by members that distinguish organizations fromother organizations [11]. Organizational
culture is aset of values and assumptions shared within an organization [12].

Organizational culture refers to an environment and personality [13]. Organizational
culture i a pattem of basic assumptions made, discovered, or developed by groups when
adapting externaland intemal problerns to establish the proper way to realize, think, and feel the
problem [14]. Organizational culture becomes a collection of traditions, values, policies, beliefs
and attitudes that must be carried out and thought about by members of the organization [15].
Organizational culture is an employee's feelings and perceptions that create a sense and pattem
of shared beliefs, values, and expectations [16]. Seven main characteristics in organizational



culture: (1) innovation and risk-taking, (2) attention to detail, (3) results-oriented, (4) people
orientation, (5) team orientation, (6) aggressiveness, and (7) stability [17].

Transformational leadership

The achievement of organizational goak depends on leadership style to influence,
empower, and stimulate subordinates to work together achieving the organization's vision.
Transformational leadership is can stimulate and inspires followers to achieve results because
the leaders challenge themselves toinnovate, solve problems, and develop their capacity [18].

Transformational leadership is the behaviour of a leader who encourages moral values to
followers and generates their resources for the organization [19]. Transformational leadership
occurs when a leader can inspire subordinates to commit to the vision by acting as a model to
develop potential and provide new perspectives [20]. Transformational leadership is a leader
who changes an organization by creating, communicating, becoming a model of organizational
vision and encouraging subordinates to achieve the vision of the organization [21].
Transformational leadership uses charisma to change and revitalize an organization by
generatingemotions and support followers independently [22].

2.2 Theoretical framework

The culture in each organization is different. A socialization process is suggested fornew
members to support them adapt and fosters confidence towards organizational commitment
[23]. Hence; H1 - Organizational culture is positively related to organizational commitment.
Besides, transformational leadership strongly positive effect on commitment [26] and
strengthen organizational commitment when applied properly [27] [28] [29]. Hence; H2-
Transformational leadership is positively related to organizational commitment, and H3-
Organizational culture and transformational leadership are positively related to organizational
commitment. Figure 1 draws the relationship of both ormganizational culture and
transformational leadership on organizational commitment as the theoretical framework of this
research to develop hypotheses development.

Organizational
Culture
(X1

Organizational
Commitment
()

Transformational
Leadership
(X2)

Fig. 1. The theoretical framework of the research.



3 Methods

This research was conducted at PT Gunung Sejahtera lbu Pertiwi, a leading private
plantation company in Indonesia, in the third quarter of 2019. Preliminary research found weak
organizational commitment in the company. By using quantitative analysis, 103 employees who
were at a low managerial level with work experience of more than five years and assigned to the
plantation area were surveyed. This draws inaccuracy 0.05 out of 138 populations using the
Slovin formula.

4 Results

4.1 Statistic description

Organizational commitment () was examined by 30 valid questions and analyzed using
multiple linear regression (Figure 2), obtained the mean value of 118.04 and the standard
deviation 0f 8.865.
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Fig. 2. Histogram and normal curve of organizational commitment variable.

Organizational culture (X1) was examined by 28 valid questions and analyzed using
multiple linear regression (Figure 3), resulted in the mean value of 102.32 and the standard
deviation of 11.540.
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Fig. 3. Histogram and normal curve of organizational culture variable.

Transformational leadership (X2) was examined by 29 valid questions and analyzed using
multiple linear regression (Figure 4), resulted in the mean value of 100.14 and the standard

deviation of 14.071.
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Fig. 4. Histogram and normal curve of transformational leadership variable.



4.2 Basicassumptiontest

Normality test
The normality test of Kolmogorov-Smirnov was applied to find the significance value of

organizational commitment (Y), organizational culture (X,) and transformational leadership
(X;) as 0.200 (Table 1). It means that the data were distributed normally.

Table 1. Normality test result.

Tests of Normality
Kolmogarov-Smirnoy® Shapiro-Wilk

Statistic if Sig. Statistic f 3ig.
Y (Qrganizational ot -
Commitment) on 103 200 984 103 232
X1 (Organizational anet -
Culture) 048 103 200 983 103 213
X2 (Transformational o
Leadership) 068 103 200 988 103 484

* This is a lower bound ofthe true significance.

a. Lilliefors Significance Correction

Linearity test

The linearity significance value of Y-X1 is 0.000 (Table 2), means organizational
commitment (YY) had a linear relationshipwith organizational culture (X1).

Table 2. Linearity test of Y-X1 result.

ANOVA Table
sum of
Squares if Mean Square F 5ig.
Y (Organizational Between Groups  (Combinad) 1993628 43 02875 | 1.362 14
Commitmant) * X1 —_
Lineari 28, .
(Organztona Cuture ”hf - 1763657 1 1763857 | 245870 000
Deviation from Lingarfty 222997 2 53.005 178 B02
Within Groups 00217 59 68173
Total 8015845 102

Meanwhile, the linearity significance of Y-X2 is 0.000 (Table 3), means organizational
commitment (YY) had a linear relationship with transformational leadership (X2).



Table 3. Linearity test of Y-X2 result.

ANOVA Table
Sum of
Squares if Mean Square F Sig.
¥ (Organizational Betwaen Groups  (Combined) 5547428 49 113213 2431 001
Commiimant) * X2 Lineariy 988.750 f 688750 | 21230 | 000
{Transformational o o
Leadership) Deviation from Linearity 4558 669 48 94872 2039 008
Within Groups 2468417 83 46574
Total B015.845 102

Hypothesis test

Each hypothesis was examined by multiple regressions to find the influence of each
variable (Table 4).

Table 4. Multiple regression output of organizational culture (X1) and transformational leadership (X2)
on organizational commitment ().

Coefficients®
Standardized
Unstandardized Coefficients Coeflicients
Model B Std. Error Beta t Sig.
1 (Constant) 65.526 7.950 8.242 000
K1 (Organizational
Culture) k)| 065 431 5129 ooo
H2 (Transformational
Leadership) 186 053 296 3518 0

a. Dependent Variable: ¥ (Qrganizational Commitmant)

The first hypothesis is organizational culture (X1) has a positive effect on organizational
commitment (). The analysis obtained the standardized coefficient of organizational culture
(X1) on organizational commitment () as 0.431 with asignificance of 0.000. It accepted the
first hypothesis that organizational culture (X1) has a positive effect on organizational
commitment ().

The second hypothesis is transformational leadership (X2) has a positive effect on
organizational commitment (Y). The analysis obtained the standardized coefficient of
transformational leadership (X2) on organizational commitment (Y) as 0.296 with a
significance of 0.001. It accepted the second hypothesis that transformational leadership (X2)
has a positive effect onorganizational commitment ().

The third hypothesis is organizational culture (X1) and transformational leadership (X2)
has a positive effect on organizational commitment (). The analysis obtained the sig value as
0.000 (Table 5). It accepted the third hypothesis that organizational culture (X1) and
transformational leadership (X2) has a positive effect onorganizational commitment ().



Table 5. ANOVA output of organizational culture (X1) and transformational leadership (X2) on
organizational commitment ().

ANOVA*
Sum of
Madel Squares df Mean Square F Sia.
1 Regression 2452 168 2 1226.085 22037 .ooo®
Residual 5563.676 100 55.637
Total B015.845 102

a. Dependent Variable: ¥ (Organizational Commitment)
h. Predictors: (Constant), X2 (Transformational Leadership), X1 (Qrganizational Culture)

Discussion

The examined hypothesis states that organizational culture influences as 43.1% to
organizational commitment. This is consistent with the theory that organizational culture is a
variable that causes changes in organizational commitment [24] [25] [26]. This research proves
that organizational culture theoretically influences organizational commitment.

The effect of transformational leadership on organizational commitment is 29.6%. This
supports that transformational leadership theoretically has a strong positive effect on
organizational commitment [26] [27] [28] [30].

The research found that organizational culture and transformational leadership
simultaneously influence organizational commitment. Transformational leadership and
organizational culture theoretically produce organizational commitment through employee
performance andsatisfaction [1].

5 Conclusion

According to statistical analysis, the research proves that organizational culture affects on
organizational commitment, so does the transformational leadership. Both are also affecting
organizational commitment.

The research has some limitations. There are only two variables to evaluate their roles in
organizational commitment. To have more accurate findings, future researches can develop
with other variables. Therefore, in the future research, data can be enlarged to some similar
organizations.
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