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Abstract - The purpose of this research was to analyze the influences of leadership, work discipline, and motivation on village 
staff’s performance in Cipari District of Cilacap Regency through organizational commitment as the mediating variable. The 
population in this study was all village officials in Cipari District of Cilacap Regency which amounted to 168 village officials 
with a sample of 119 village officials taken using proportional random sampling technique.  The data were collected by 
distributing questionnaires, interviews, observation, and documentation. The data were analyzed by descriptive percentage 
analysis and Structural Equation Model (SEM) with SmartPLS version 3.0. The results of the study showed that there were 7 
accepted hypotheses and 3 rejected hypotheses from a total of 10 hypotheses. It was concluded that exogenous variables; 

leadership, work discipline, and motivation and the mediating variable; organizational commitment successfully influence 
endogenous variables; village officials’ performance in Cipari District of Cilacap Regency. 
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I. INTRODUCTION 

 
Human resource is an important asset for an 

organization. Organizational goals will not be realized 

without the active role of village officials even if the 

capital is large and the technology is so sophisticated. 

Performance according to Bernardin in Sudarmanto 

(2009: 8) is a record of the results generated for a 

particular job function or activities over a certain 

period of time. Performance is a result achieved by 

someone according to the applicable measurement for 

the work. Good performance is optimal performance; 

it is a performance that is in line with organizational 

standards and supports the achievement of 
organizational goals. According to the Law of the 

Republic of Indonesia Number 23 of 2014 on Regional 

Government, District or regency/ city, the sub-district 

government is the lowest level of government. Village 

government has the broadest scope of autonomy and is 

the spearhead in implementing government programs. 

Therefore, it is absolutely essential that human 

resource capacity in village government organizations 

should be prepared to improve its performance in 

providing services to the community. The 

performance of village officials supports the 
performance of the sub-district; the performance of the 

sub-district supports the performance of the district, 

and so on. Based on observations and interviews, there 

were a few village officials who did not arrive on time. 

Here it is the  Cilacap Regent Regulation No. 37 of 

2011 on Establishment of Implementation of 5 (Five) 

Working Days, effective working hours for village 

offices are as follows: 

 

 

The performance of village officials cannot be 

separated from the role of the village head. The village 
head as a leader is expected to be able to move the 

village officials to be able to create optimal 

performance so as to be able to provide the best service 

to the community. Performance is also inseparable 

from the discipline attitude possessed by village 

officials.  

Discipline can reflect one's responsibility for the tasks 

assigned to him which will later improve performance. 

Performance is also thought to be influenced by 

motivation. Motivation is needed to spur work 

enthusiasm from village officials.  

Based on the results of the initial observation 
questionnaire consisting of 5 indicators the results 

obtained are: Quantity indicator of the results obtained 

45% of answers yes and 55% of answers no. It means 

that 55% of respondents, namely village officials. 

They admit that the number of jobs they can complete 

is not maximal. The quality indicator of the results 

obtained 57% of yes answers and 43% of no answers. 

It means that 57% of respondents admit that the results 

of their work are already of good quality. Indicators of 

timeliness of the results obtained 43% of answers yes 

and 57% of answers no. It means that 57% of 
respondents admit that they are not on time in 

completing their work. Attendance indicators get 39% 

of yes answers and 69% of no answers. It means that 

as many as 69% of respondents admit that they still 

have a low level of attendance. The indicator of the 

ability to work together gets 73% of yes answers and 

27% of no answers. It means that 73% of respondents 

admit that they have a good level of cooperation. 

Based on the observations above, it can be concluded 

that as much as 51% of village officials answered yes 

and 49% answered no.  It can be said that the 

performance of the village officials in Cipari Sub 
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district was good enough. According to Siregar (2016) 

in his research, factors affecting employee 
performance include: work motivation, leadership, 

organizational commitment, work compensation, job 

satisfaction, supervision, work environment, training, 

work discipline, and communication. 

Meanfurthermore, according to Rizal and Pasigai 

(2017: 50) factors that affect performance include 

discipline, education and training, work atmosphere, 

compensation, and leadership. From these 2 studies, 

researchers took leadership, work discipline, 

motivation, and organizational commitment as 

research variables to be studied.  

Leadership is possible to have an influence in 
improving employee performance.has an important 

role in achieving organizational goals. Research 

conducted by Maria, et al (2019: 93) shows that 

leadership has a positive and significant influence on 

employee performance. However, Utari’s study 

(2015) shows that the leadership variable does not 

significantly influence the performance of Wonogiri 

Regional Office, Revenue, Financial Management and 

Asset Management. Another factor that is thought to 

influence the level of employee performance is work 

discipline. Rompas, et al (2018) in their research stated 
that work discipline simultaneously and partially had a 

significant influence on employee performance. But 

the opposite statement was expressed by Setiawan 

(2013) in his research which stated that simultaneous 

and partial work discipline had no influence on 

employee performance. 

In addition to leadership and work discipline, 

motivation is also possible to have an influence in 

improving employee performance. Providing the right 

motivation will provide opportunities for 

organizations to support the achievement of 

organizational goals. Village officials who have high 
motivation will encourage village officials to work 

more enthusiastic and active in work which of course 

this will improve the performance of these village 

officials. Dharma (2018: 11) in his research stated that 

there is a motivational influence on employee 

performance on the performance of village officials at 

PT. Bank Aceh Syariah Lhokseumawe. Furthermore, 

Inaray, et al (2016: 469) in their research entitled "The 

Influence for Leadership and Work Motivation on 

Employee Performance at PT. Amanah Finance in 

Manado; it states that motivation partially does not 
significantly influence employee performance at PT. 

Amanah Finance in Manado. In addition to the three 

factors above, another factor that is thought to indicate 

a good level of performance is organizational 

commitment. 

Maintaining employee commitment to remain in the 

organization should also be considered. By presenting 

organizational commitment variables as mediating 

variables in this study is to increase the influence for 

leadership, work discipline, and motivation variables 

on employee performance. Organizational 

commitment reflects the degree to which the 

individual identifies himself with the organization and 

is bound to the goal. Highly committed village 
officials will feel happy at work and loyal to the 

organization or company. So it can be said that the 

higher the commitment of the village officials to the 

organization, the higher the performance that will be 

generated. Fauzi, et al (2016) in their research stated 

that organizational commitment had a positive and 

significant influence on employee performance. 

Furthermore, Shalahuddin (2013) in his research 

stated that organizational commitment had no 

significant influence on employee performance. 

Organizational commitment can be influenced by 

leadership in accordance with the research of 
Yuliawan and Supartha (2012: 107) which states that 

leadership has a positive influence on organizational 

commitment. In addition to leadership, organizational 

commitment can also be affected by work discipline, 

this is shown in the research of Liana and Irawati 

(2014: 17) that work discipline has a significant 

influence on organizational commitment. In addition 

to the two previous factors according to the research of 

Astuti, et al (2010: 27) wich states that motivation has 

a significant influence on organizational commitment. 

Based on the phenomenon of the gap and research gap 
that has been presented, the researcher is interested in 

conducting a study entitled "The Influence for 

Leadership, Work Discipline, and Motivation with 

Organizational Commitment as the mediating 

Variable on the Performance of Village officials in 

Cipari District of Cilacap Regency”. This study aims 

to analyze whether there are significant and positive 

influences on exogenous variables; leadership, work 

discipline, and motivation on endogenous variables, 

namely performance, both directly and indirectly 

through the mediating variable;  organizational 

commitment.  
 

II. METHOD 

 

The method in this research is quantitative research 

methods and causality research design. The population 

of this study was 168 village officials in Cipari Sub 

district, Cilacap Regency. They were taken by 

proportional random sampling technique with Slovin 

formula 5% and got 119 respondents as the samples. 

The data were collected by distributing questionnaire, 

interview, observation, and documentation. Data 
analysis techniques used in this study were descriptive 

analysis of percentages and Structual Equation Model 

(SEM) using the SmartPLS version 3.0 application. 

Structural Equation Model (SEM) according to 

Abdillah & Hartono (2015: 193) consists of an outer 

model and an inner model. Outer models are used to 

test the construct validity and reliability. Validity in 

the SEM assumptions on SmartPLS version 3.0 

consists of validity convergent and discriminant. 

Abdillah & Hartono (2015: 195) states that the rule of 

thumb of convergent validity is outer loading> 0.7, 

communality> 0.5 and Average Variance Extracted 
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(AVE)> 0.5. Rule of thumb discriminant validity is 

cross loading> 0.7 or AVE> correlation between 
constructs. Reliability testing can use Cronbach's 

alpha and composite reliability> 0.7. The inner model 

in the SEM assumption on SmartPLS version 3.0 is 

evaluated by using R-Square (R2) for the dependent 

construct, path coefficient or p-value for significance 

test. The higher R2, the better the prediction model 

from the proposed research model. If R2 equals 0.7 it 

means that the variation of the dependent variable can 

be explained by the independent variable is 70% 

furthermore, the rest is explained by other variables 

outside the research model. The p-value on the path 

coefficient and the specific indirect influence indicate 
the level of significance in hypothesis testing. 

Furthermore, the t-statistic value should be> 1.96 for 

the two tailed hypothesis and> 1.64 for the one tailed 

hypothesis. This study uses a tolerable error rate of 5% 

(two tailed), then in hypothesis testing, if the 
significance level of 0.05 for a critical ratio value> 

1.96 then H0 is rejected and Ha is accepted. 

Furthermore, the p-value value if the resulting <0.05 

then H0 is rejected and Ha is accepted. 

 

III. RESULTS AND DISCUSSION 

 

Descriptive analysis of the percentage obtained results 

that the leadership variable has an average of 77% and 

good categories. The work discipline variable has an 

average of 77% and is categorized as good. 

Motivational variables have an average of 77% and are 
categorized as good. The variable organizational 

commitment has an average of 79% and is categorized 

as good.  

 

Outer Model 

 
Figure 2. Outer Model Results 

 
Based on Figure 2, it shows that the outer loading of 

each study indicator is> 0.7. It means that the 

indicators in the research construct are valid and meet 

the assumptions of convergent validity. The value of 

AVE for each research variable> 0.5 so that the 

research variables meet the rule of thumb and are 

declared capable of being a good research construct. 

Furthermore; discriminant validity. An indicator is 

stated to meet the discriminant validity if the value of 

cross loading> 0.7 (Abdillah & Hartono, 2015: 196). 

Based on outer model results shows that the cross 

loading indicator value on each variable> 0.7. It means 
that cross loading meets the rule of thumb to be a good 

research construct. Reliability tests in SmartPLS 

version 3.0 can be seen using Cronbach's alpha and 

composite reliability. Cronbach's alpha is used to 

measure the lower limit of the reliability value of a 

construct. Then, composite reliability is used to 

measure the true value of a construct's reliability. Rule 

of thumb from Cronbach's alpha value and composite 

reliability> 0.7 (Abdillah & Hartono, 2015: 196).  

 

Based on outer model results Cronbach alpha value of 

each variable> 0.7 so that the research variables are 

declared reliable and feasible as a consistent 

measurement tool in research. Composite reliability 

value of the research variable> 0.7 so that it is stated 
that the research variables are considered reliable and 

have a consistent construct. That is, it can be 

concluded that all research variables are reliable. 
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Inner model 

 
Figure 3. Inner Model Results 

 
The inner model results on R Square (R2) show the relationship between latent variables based on the theory 

evaluated by the dependent construct. R2 values indicate goodness of fit. R Square is valued> 0.67 in the good 

category,> 0.33 in the moderate or sufficient category and <0.19 is considered weak (Ghozali, 2014: 41).  

 

Variable R Square Adjusted R Square 

Performance 0.823 0.818 

Organizational Commitment 0.544 0.516 
Table 1. R Square (R2) Results 

Resource: Research data processed, 2019 

 

Based on table 1, it shows that the magnitude of R Square performance variables > 0.67 then stated in good 

category. Furthermore, the organizational commitment variable has an R Square for 0.544 in the mod t category. 

Furthermore, the significance of the path coefficient is chosen from the t-statistic value> 1.96 for the two tailed 

hypothesis in this study and t-statistic> t-table or p-value < 0.05 (Ghozali, 2014: 67).  
 

Variable 
Original 

Sample (O) 

Sample Mean 

(M) 

Standard 

Deviation 

(STDEV) 

T Statistics P Values 

KEP -> KIN 0.058 0.068 0.061 0.895 0.351 

DIS -> KIN 0.539 0.509 0.082 6.377 0.000 

MO -> KIN 0.241 0.145 0.059 2.155 0.021 

KOMIT -> KIN 0.331 0.360 0.068 4.680 0.000 

KEP -> KOMIT 0.285 0.313 0.077 2.561 0.005 

DIS -> KOMIT 0.605 0.594 0.129 4.777 0.000 

MO -> KOMIT -0.128 -0.171 0.186 0.754 0.377 
Table 2. Path Coefficient Results 

Resource: Research data processed, 2019 

 

Table 2 shows the significance as well as hypothesis testing on the direct influence between research variables. 

The direct influence shown by the path coefficient there are 2 hypotheses rejected and 5 hypotheses accepted.  

 

Variable 
Original Sample 

(O) 
Sample Mean 

(M) 
Standard Deviation 

(STDEV) 
T Statistics P Values 

KEP -> KOMIT 0.083 0.071 0.033 2.221 0.022 

DIS -> KOMIT 0.180 0.177 0.055 3.225 0.001 

MO -> KOMIT -0.028 -0.029 0.040 0.767 0.359 
Table 3. Spesific Indirect Influence Results 

Resource: Research data processed, 2019 
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Table 3 shows that the significance as well as 

hypothesis testing on the indirect influence between 
research variables. The indirect influence or mediation 

shown by the specific indirect influence is that 1 

hypothesis is rejected and 2 hypotheses are accepted. 

So, it can be concluded that testing the hypothesis in 

this study that there are 7 accepted hypotheses and 3 

hypotheses rejected from a total of 10 hypotheses. 

Based on the results of the description, it can be 

described in more depth as follows: 

The Influence for Leadership on the Performance of 

Village officials in Cipari District, Cilacap Regency 

Based on the results of the study, it is found that that 

leadership does not affect the performance of village 
officials. Leadership has a positive but not significant 

influence on the performance of village officials. This 

can be seen from the results of the analysis obtained, 

the p-value of 0.351> 0.05 with a significance level of 

5%. The Original Sample value of 0.058 shows a 

positive influence for 5.8% leadership on the 

performance of village officials. This is supported by 

research conducted by Utari (2015) which states that 

leadership has no significant influence on performance 

with a probability value level of 0.382> 0.05. Based on 

the description above, it can be concluded that 
leadership is not the only factor that can affect 

performance. If the leadership from superiors is good, 

but if the village officials themselves do not have high 

morale, the resulting performance will not be optimal. 

Thus, cooperation between leaders and subordinates is 

needed. Leaders have well-managerial skills (good 

leadership) and subordinates have high motivation and 

commitment, then it will be in line and the 

organization's goals will be achieved to the maximum.  

The Influence for Work Discipline on the Performance 

of Village officials in Cipari District, Cilacap Regency 

Based on the results of the study, it is found that that 
work discipline has a positive and significant 

influence on the performance of village officials. This 

is evident from the results of the analysis obtained that 

the p-value of 0,000 <0.05 with a significance level of 

5%. The Original Sample value of 0.539 shows a 

positive influence for 53.9% work discipline on the 

performance of village officials. The results of this 

study indicate that the better the discipline level of the 

village officials, the better the performance that can be 

produced. Conversely, the worse the discipline level 

of the village officials, the worse the performance will 
be. The results of this study are supported by research 

by Rompas, et al (2018) which states that work 

discipline has a partial influence on organizational 

commitment of 51.8% with a significance value of 

0.013 <0.05. Based on the description above, it was 

concluded that work discipline was proven to have a 

significant and positive influence on performance.  

The Influence for Motivation on the Performance of 

Village officials in Cipari District, Cilacap Regency 

Based on the results of the study, it is found that that 

motivation has a positive and significant influence on 

the performance of village officials. This is evident 

from the results of the analysis obtained that the 

p-value of 0.021 <0.05 with a significance level of 5%. 
The Original Sample value of 0.241 indicates a 

positive influence for 24.1% motivation on the 

performance of village officials. The results of this 

study are supported by the study of Dharma (2018) 

which states that motivation affects the performance 

of 35.6% with a significance value of 0,000 <0.05. 

Based on the description above, it was concluded that 

motivation was proven to have a significant and 

positive influence on performance.  

The Influence for Organizational Commitment on the 

Performance of Village officials in Cipari District, 

Cilacap Regency 
Organizational commitment has a positive and 

significant impact on the performance of village 

officials. This is evident from the results of the 

analysis obtained that the p-value of 0,000 <0.05 with 

a significance level of 5%. The Original Sample value 

of 0.331 indicates a positive influence for 33.1% 

organizational commitment on the performance of 

village officials. The results of this study are 

consistent with the opinion of Wibowo (2016: 436) 

which states that organizational performance is largely 

determined by the quality of human resources, both in 
terms of competence and commitment. This study 

states that organizational commitment has a positive 

and significant influence on the performance of village 

officials. This is supported by research by Fauzi et al 

(2018) which states that there is a significant positive 

impact between organizational commitments to 

employee performance. Based on the description 

above, it was concluded that organizational 

commitment proved to have a significant and positive 

influence on performance.  

The Influence for Leadership on Organizational 

Commitment 
Leadership has a positive and significant influence on 

organizational commitment. This can be seen from the 

results of the analysis obtained, the p-value of 0.005 

<0.05 with a significance level of 5%. The Original 

Sample value of 0.285 shows a positive influence for 

28.5% of leadership on organizational commitment. It 

means that if the level of leadership of the village head 

gets better the organizational commitment level of the 

village officials is also getting better. Conversely, if 

the level of leadership of the village head gets worse 

than the level of organizational commitment of the 
village officials also gets worse. This is supported by 

the research of Yuliawan and Supartha (2012) which 

states that leadership has a positive and significant 

influence on commitment with a probability value of 

0,000 <0.05 and a coefficient value of 0.7165. Based 

on the description above, it was concluded that 

leadership proved to have a significant and positive 

influence on organizational commitment.  

The Influence for Work Discipline on Organizational 

Commitment 

Based on the results of the study, it is found that work 

discipline has a positive and significant influence on 
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organizational commitment. This is evident from the 

results of the analysis obtained that the p-value of 
0,000 <0.05 with a significance level of 5%. The 

Original Sample value of 0.605 shows a positive 

influence for 60.5% of work discipline on the 

performance of village officials. It means that if the 

level of work discipline is higher, then the level of 

organizational commitment in the village officials will 

also be higher. Conversely, if the level of leadership of 

the village head is lower than the level of 

organizational commitment of village officials will 

also be lower. This is supported by the research of 

Liana and Irawati (2014) which states that work 

discipline has a positive and significant influence on 
organizational commitment of 18.6% with a 

significance value of 0.010 <0.05. Based on the 

description above, it was concluded that work 

discipline was proven to have a significant and 

positive influence on organizational commitment.  

The Influence for Motivation on Organizational 

Commitment 

Based on the results of the study, it is found that 

motivation does not affect the performance of village 

officials. Motivation has a negative and not significant 

influence on organizational commitment. This can be 
seen from the results of the analysis obtained, the 

p-value of 0.377> 0.05 with a significance level of 5%. 

The Original Sample value of -0.128 indicates a 

negative influence for -12.8% motivation on 

organizational commitment. This is supported by Sari 

and Riana's research (2018) which states that 

motivation does not significantly influence 

organizational commitment with a significance value 

of 0.265> 0.05. Based on the description above, it is 

concluded that motivation does not significantly 

influence organizational commitment.  

The Influence for Leadership on the Performance of 
Village officials in Cipari District, Cilacap Regency 

through Organizational Commitment 

Based on the results of research on indirect specifics it 

is found that leadership has a positive and significant 

influence on the performance of village officials 

through organizational commitment. This can be seen 

from the results of the analysis obtained, the p-value of 

0.022 <0.05 with a significance level of 5%. The 

Original Sample value of 0.083 shows a positive 

influence for 8.3% leadership on the performance of 

village officials through organizational commitment. 
The results of this study are supported by research by 

Pramudito and Yunianto (2009) which states that 

leadership has a positive and significant influence on 

performance through organizational commitment of 

28.7%. It means that organizational commitment 

successfully mediates leadership on performance. 

Based on the description above, it is concluded that 

there is a significant and positive influence for 

leadership on performance mediated by organizational 

commitment variables.  

The Influence for Work Discipline on the Performance 

of Village officials in Cipari District Cilacap Regency 

through Organizational Commitment 

Based on the results of research on indirect specifics it 
is found that work discipline has a positive and 

significant influence on the performance of village 

officials through organizational commitment. This can 

be seen from the results of the analysis obtained, the 

p-value of 0.001 <0.05 with a significance level of 5%. 

The Original Sample value of 0.180 shows a positive 

influence for 18% leadership on the performance of 

village officials through organizational commitment. 

The results of this study are consistent with Wibowo's 

opinion (2016: 435) which states that "Workers who 

have organizational commitment will usually have a 

good attendance record, show a desire for loyalty to 
company policy, and have a lower turnover rate". This 

study states that organizational commitment has a 

positive and significant influence on the performance 

of village officials. This is supported by the research of 

Liana and Irawati (2014) which states that there is an 

indirect influence between work disciplines on 

performance through organizational commitment. 

Based on the description above, it was concluded that 

work discipline is needed to improve the performance 

of village officials. With good work discipline, the 

work will be quickly resolved and the results will be 
optimal.  

The Influence for Motivation on Village officials  

Performance in Cipari District, Cilacap Regency 

through Organizational Commitment 

Based on the results of research on indirect specifics it 

is found that motivation does not affect the 

performance of village officials through 

organizational commitment. Motivation has a negative 

and not significant influence on the performance of 

village officials through organizational commitment. 

This can be seen from the results of the analysis 

obtained, the p-value of 0.359> 0.05 with a 
significance level of 5%. The Original Sample value 

of -0.028 shows a negative influence of leadership for 

-2.8% on the performance of village officials through 

organizational commitment. The results of the study 

stated that there was no significant influence between 

motivation on performance mediated by 

organizational commitment variables. This is 

supported by research by Hanafi and Sanosra (2018) 

which states that work motivation indirectly (through 

organizational commitment) cannot significantly 

affect performance. Based on the description above, it 
was concluded that the higher the motivation that is 

owned it will erode the commitment owned so that it 

will affect the performance that will be generated. The 

lower the motivation, the higher the commitment.  

 

IV. CONCLUSION 

 

Based on the results of research and discussion, the 

conclusion is that there are 10 research hypotheses, 

where 3 hypotheses are rejected and 7 hypotheses are 

accepted. The hypothesis that is rejected is that there is 

no influence between leadership on the performance 
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of village officials in the Cipari district of Cilacap 

sub-district, motivation towards organizational 
commitment, and motivation on the performance of 

village officials in the Cipari district of Cipari district, 

which is mediated by organizational commitment. 

There are 7 hypotheses that are accepted that there is a 

positive and significant influence between work 

discipline on the performance of village officials in the 

Cipari sub-district of Cilacap district, motivation on 

the performance of the village officials  in the Cipari 

sub-district of Cilacap district, organizational 

commitment to the performance of the village officials  

in the Cipari sub-district of Cilacap district, leadership 

towards organizational commitment, work discipline 
towards organizational commitment. Furthermore, 

there is a positive and significant indirect influence 

between leadership on the performance of village 

officials mediated by organizational commitment and 

work discipline on the performance of village officials 

mediated by organizational commitment.                                          
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