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Abstract

This study aims to determine the effect of leader-member exchange and organizational
climate on organizational commitment mediated by work performance. This study is
explanatory research, and the sample analysis of this research is the military personnel
of the 30th maintenance department, Abdul Rachman Saleh Malang Airbase. In this
study, the researchers set a sample size of 100 respondents and tested the research’s
model by the Partial Least Square approach. This study shows that organizational
climate can directly encourage organizational commitment while leader-member
exchange has a positive effect when mediated by work performance.
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Introduction

Every organization that is established has the hope of developing,
continuing to exist, and achieving its goals according to the vision and mission
that has been set. The existence of human resources as the leading resource of
the organization plays a vital role in making this happen. Human resources
provide energy, thoughts, talents, creativity, and efforts to the organization
(Hermawati, 2019). The role of HR in organizations can be seen from two
things, namely: 1) work effort, which is reflected in the quality of the effort
given by a person or group within a specific time, and 2) being able to work to
produce individual and organizational work achievements.

Work performance is a record of the results obtained through certain job
functions or activities for a certain period (Budiningsih, 2017). A person
achieves a work result in carrying out the tasks assigned to him based on skills,
experience, sincerity, and time (Marasi, 2019). In achieving work performance,
several influencing factors can trigger whether the work performance of the
organization's HR is high or low. At least, there are 3 (three) factors that affect
work performance, namely: 1) individual factors, 2) psychological factors, and
3) organizational factors (Jurfrizen, 2018).

Depohar 30th Abdul Rachman Saleh Air Base Malang is the
implementing unit for the Air Force Material Maintenance Command
(Koharmatau) which has the task of carrying out maintenance of the heavy
level of fixed-wing aircraft, turbine motors, component maintenance, material
inspection, calibration of Precision Measuring Instruments (AUP) and material
production or limited fabrication and Field Maintenance Assistance
(Banharlap). Depohar 30 in carrying out its duties is supported by three
maintenance implementing units: Maintenance Units (Sathar) 31, 32, and 33.

Based on the evaluation results of Commander Depohar 30, the
performance or work performance of all Maintenance Units (Sathar) still needs
to be improved for the future at an optimal level, based on the concept of work
performance as an achievement of results or degree of accomplishment,
whereas far as which the organization can achieve its work performance by
predetermined goals. Information about the results of the organization's work
achievements is then used as an evaluation material, and "follow-up" steps in
determining policies and decisions related to the work processes carried out by
the organization so far (Hermawati, 2020).

Many factors influence individual attitudes towards the organization,
one of which is a commitment to the organization. Commitment is an attitude
that reflects the extent to which an individual knows and is bound to his
organization (Hardjo, 2018). As Mulyana said, employees who have
organizational commitment would continue to survive and then be involved in
efforts to fight for the organization's vision, mission, and goals. Hence, it is
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appropriate that every organization hopes to achieve a competitive advantage
by supporting employee commitment to its organization (Mulyana, 2017).

Employees who feel more committed to the organization have reliable
habits, plan to stay longer, and devote more effort to work (Hermawati, 2017).
Attention to employee commitment to the organization is an absolute must
because it will impact their work performance. Organizations should pay
attention to high employee commitment to the organization (Murdiyani, 2019).
This is intended to detect early workers who are less than optimal so that things
do not happen that can harm the organization.

Leaders must consider the quality of the relationship with employees,
which can be judged from the level of closeness of the relationship and
interaction between leaders (superiors) and subordinates. In organizational
behavior, especially the theory governing the relationship between leaders and
subordinates, it is popularly termed Leader-Member Exchange (LMX); Atmaja
(2020) mentions that LMX theory describes the role of making a relationship
process between a leader and subordinates, and this exchange relationship is
developed over time. LMX can be caused by differences in attitudes received
from subordinates from their superiors; these differences can be formed based
on likes and dislikes, differences in competence, trust, and several other reasons
owned by superiors (Sukoco, 2020).

In addition to the LMX theory, another phenomenon related to the
problem of the non-optimal performance of Depohar 30 personnel related to
work environment factors is the organizational climate. Organizational climate
can be interpreted as patterns of behavior, attitudes and feelings that are
displayed repeatedly which are used as characteristics of organizational life
(Nasution, 2017). According to Sugeng (2017) organizational climate greatly
affects employee performance, namely by creating a healthy organizational
climate within the organization. Thus, employees will be more enthusiastic and
are expected to improve employee performance.

In addition, general studies on organizational climate and commitment
take samples of private companies or civil servants. Therefore, this study
expands the literature on the characteristics of private employees, civil servants,
and soldiers. The rest of this paper is a method, empirical result, and
conclusion.

Method

This type of research is explanatory research, which is data analysis using
quantitative methods. This research aims to determine the effect of LMX and
organizational climate on organizational commitment mediated by work

performance. The sample analysis of this research is the military personnel of
the 30th Maintenance Depot Abdul Rachman Saleh Malang Airbase. In this
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study, the researchers set sample size of 100 respondents because they were
already representative. The data examiner uses the Partial Least Square
approach, a powerful analytical method that is not based on many assumptions.
As a comparison, we also conducted semi-structured interviews with
commanders of 30th Maintenance Depot Abdul Rachman Saleh Malang
Airbase.

Leader Member
Exchange (X1)

Work > Organizational
Performance | ___ _ ____ ~| Commitment (2)
y (Y) /
i ati I H7
Organizationa B Ha

Climate (X2)

Figure 1. Research Framework

Empirical Result

The test of the structural model (inner model) can be seen from the R-Square
value for each endogenous variable as the predictive power of the structural
model. Changes in the value of R-Square can be used to explain the effect of
certain exogenous latent variables on endogenous latent variables. Based on the
test results using the SmartPLS program, the following results were obtained in
Table 1.

In Table 1, it can be seen that the R-Square value of the endogenous
latent variable of Work Performance (Y) obtained is 0.789 or 78.9%. These
results show that Leader-Member Exchange (X1) and Organizational Climate
(X2) together have an influence of 76.9% on Work Performance (Y). In
comparison, 21.1% is the remaining enormous contribution of influence given
by other factors not studied.

Furthermore, the endogenous latent wvariable Organizational
Commitment (Z) obtained is 0.733; these results show that the Leader-Member
Exchange (X1), Organizational Climate (X2), and Work Performance (Y)
together have an effect of 73.3% on Organizational Commitment (Z). In
comparison, the remaining 26.7% is a significant contribution of influence given
by other factors not examined.

In addition to R-Square, structural model testing (inner model) can also
be seen from the Q-Square value. The Q-Square value has the same meaning as
the coefficient determination (R-Square) in regression analysis, where the
higher the Q-Square, the model can be said to be better or more fit with the
data. The results of the calculation of the Q-Square value is 0.943. Q-Square
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value shows that the diversity of the research data that the research model can
explain is 94.3%. At the same time, the remaining 5.7% is explained by other
factors that are outside the research model. Thus, this research model can be
declared to have the worthy goodness of fit from these results.

Table 1. Result of path analysis

Original t- p-

Path
2 Sample  Statistics Values

Leader-Member Exchange (X1) 2 Work
Performance (Y)

Iklim Organisasi (X2) - Work Performance (Y) 0.560 5.769 0.000
Leader-Member Exchange (X1) 2 Organizational

0.356 3.892 0.000

Commitment (2) 0.055 0.455 0.649
Iklim Qrgamsasa (X2)> Organizational 0.309 3.860 0.000
Commitment (Z)
Work I?erformance (Y) 2> Organizational 0.523 3374 0.001
Commitment (Z)
Leader-Member Exchange (X1) 2 Work Performance

0.187 2.342 0.020
(Y) 2 Organizational Commitment (Z)
Iklim C‘)rge‘imsasa X2) 9 Work Performance (Y) =2 0.293 3137 0.002
Organizational Commitment (Z)
R-square 0.789
Q-Square 0.943

The Commander of the 30th Maintenance Depot, Abdul Rachman Saleh
Malang Airbase, places great emphasis on the superior-subordinate relationship
as a critical approach in mobilizing personnel in carrying out the tasks/works
that are their responsibilities and obligations. Furthermore, the results achieved
are expected to optimize the performance of both. In this case, the Commander
builds a different reciprocal relationship with the existing personnel at the
enlisted, non-commissioned, and officer levels. The method used by the
Commander in working, namely by carrying out various managerial functions,
ranging from planning, organizing, driving, and task and people-oriented
supervision. The Commander is well aware that the leader cannot achieve these
managerial tasks alone, but by mobilizing the people, he leads. The creation of
good quality superior and subordinate relationships can influence perceptions,
attitudes, and behavior, both superiors and subordinates who have this
relationship.

The organizational climate created in 30th Maintenance Depot Abdul
Rachman Saleh Malang Air Base involves all aspects of the social environment.
All personnel deeply feel it in carrying out their jobs that are their
responsibilities and obligations. A conducive organizational climate has
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encouraged personnel involvement so that they can work and complete their
duties optimally, safely, and comfortably. By being engaged, personnel is
expected to commit, desire to contribute, and have a sense of being involved in
the work. The organizational climate created in 30th Maintenance Depot Abdul
Rachman Saleh Malang Air Base able to encourage the improvement of
personnel performance as indicated by a productive work appearance, the
provision of adequate organizational technology and working conditions (such
as offices and other facilities), then mutually supportive communication flows
in terms of quantity and quality, in line with decision-making practices at all
levels. On the other hand, the welfare of personnel is well considered.

Conclusions

This study concludes that leader-member exchange can improve the work
performance; the better organizational climate can increase the work
performance of personnel; leader-member exchange is not able to increase
organizational commitment; the better organizational climate can increase
organizational commitment; better work performance can increase
organizational commitment; leader-member exchange and organizational
climate can increase organizational commitment mediated by work
performance.

These findings indicate that organizational climate is the dominant factor
in encouraging soldiers' commitment. Therefore, policies related to human
resources must focus on aspects of organizational climate. In addition, this
study also shows that work performance can mediate leader-member exchange
to impact organizational commitment positively. Thus, performance-based
appreciation for holistic achievement measurement can also be implemented to
encourage organizational commitment.
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