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Abstract.This study aims to analyze the influence of organizational culture and 
organizational commitment on the performance of Polres Kuningan personnel, by 
considering the role of job satisfaction as a mediating variable. In the context of a 
police organization that has a strategic task of maintaining public security and order, 
improving personnel performance is very important. A strong organizational culture 
and high organizational commitment are believed to be able to create a work 
environment that supports personnel productivity and dedication. This study uses a 
quantitative approach with an explanatory research method, and data were collected 
from 200 active personnel at Polres Kuningan who have worked for more than five 
years through a questionnaire.The research model was analyzed using Structural 
Equation Modeling (SEM) with the Partial Least Square (PLS) approach. The results 
showed that organizational culture has a positive and significant effect on personnel 
performance and organizational commitment. Organizational commitment is also 
proven to have a significant effect on personnel performance. Furthermore, the 
indirect effect analysis shows that organizational culture has an indirect effect on 
performance through organizational commitment, with a t-statistic value of 4.763 and 
a p-value of 0.000, indicating a statistically significant relationship. The R-square for 
the personnel performance variable is 0.684, indicating that 68.4% of the variation in 
performance can be explained by organizational culture and commitment. The 
implication of this study is that in order to improve the performance of police 
personnel, it is important for management to strengthen organizational culture 
through values such as professionalism, cooperation, excellent service, innovation, and 
exemplary behavior, as well as fostering affective, continuous, and normative 
commitment in members. These findings can be the basis for designing human 
resource management strategies in police institutions to be more adaptive and 
performance-oriented. In addition, this study also provides theoretical contributions to 
the development of studies on the relationship between organizational culture, 
commitment, and performance in the context of the public sector. 
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1. Introduction 

The police are an important foundation in maintaining security, as regulated in various 
policies and laws in Indonesia, aiming to carry out organizational, educational and 
administrative tasks.(Arif, 2021). The police carry out their duties by using the knowledge, 
skills, and behavior that they have in uncovering various criminal cases such as terrorism, 
cybercrime, drugs, corruption, and transnational crimes have received positive appreciation, 
which supports national development, 

In a competitive work world, organizations are required to be able to maintain and improve 
the performance of their employees. Employee performance is one of the main elements in 
determining the success of an organization, both in the short and long term.  Koo et al., 
(2020)stated that success in managing human resources is seen in the success of getting 
commitment from its human resources. By giving full attention and making members believe 
in their organization, commitment can be obtained. This commitment produces loyal police 
members who work optimally for the benefit of the organization(Anis et al., 2022). This is very 
good for achieving organizational goals, because the organization gets full support from its 
members so that it can concentrate on the main goal.   

Another factor that can affect performance is organizational culture. Organizational culture 
is a collection of values, norms, and practices adopted by an organization.(Padavic et al., 
2020). A strong culture can create a clear identity and motivate employees to work more 
effectively. In contrast, a weak organizational culture often triggers job dissatisfaction and 
internal conflict.(Syafitri Andra et al., 2022). Organizational culture plays a role in creating a 
work atmosphere that supports employee productivity.(Hechanova & Caringal-Go, 2018). 
Factors such as communication patterns, appreciation, and support from superiors are 
important elements in forming a healthy Organizational Culture.(Caruso, 2016). A positive 
organizational culture allows employees to feel valued and motivated.(Juliati, 2021). 

This higher level of job satisfaction not only has a positive impact on work performance, but 
also has a positive impact on other aspects of employees' lives, including psychological well-
being and work-life balance, as revealed by(Henry Inegbedion et al., 2020). Employees who 
are satisfied with their jobs tend to experience lower stress and higher levels of happiness, 
which in turn has positive effects on their mental and physical health, as well as improving 
the quality of personal relationships and social interactions outside of the 
workplace.(Lambert et al., 2016). 
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2. Research Methods 

In conducting this research study, the type of research used is explanatory research. 
According to Widodo (2010) explanatory research is research that is explanatory in nature, 
meaning that this research emphasizes the relationship between variables by testing 
hypotheses, the description contains descriptions but the focus lies on the relationship 
between variables, namely HR performance, commitment, organizational culture and job 
satisfaction. The researcher chose this method with the aim that the results of this study can 
be applied directly to the organization where the researcher works. 

3. Results and Discussion 

3.1. Personnel Performance 

Performance is a very important aspect and must be a concern for all management, both in 
small and large organizations (Kadarisman, 2012). The work results achieved by the 
organization or employees are a form of responsibility to the organization and the public 
(Sakban et al., 2019). 

Performance is also influenced by individual skills, abilities, and traits. According to 
(Simamora, 2006) HR performance is work achievement or work results, both in quality and 
quantity, achieved by HR in a period of time when carrying out tasks according to the 
responsibilities given. HR performance is the work results or achievements, both in terms of 
quality and quantity, achieved by HR in a period of time when carrying out their tasks 
according to the responsibilities given (Rahman Yudi Ardian, 2020). Performance reflects the 
level of achievement of the implementation of a program, activity, or policy in achieving the 
goals, vision, and mission of the organization that have been strategically planned. 

According to (Sedarmayanti, 2017) HR performance is work achievement or work results, 
both quality and quantity, achieved by HR in a period of time when carrying out tasks 
according to the responsibilities given. Companies need employees as workers to improve 
product quality. Considering that employees are important assets for the company, many 
aspects need to be considered to improve their performance. In this study, employee 
performance indicators based on the opinion of (Simamora, 2006) include: 

1) Loyalty 

2) Work enthusiasm 

3) Leadership 
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4) Cooperation 

5) Responsibility 

The definition of Polri performance can be based on several relevant official sources, such as 
laws, police regulations, or academic literature that discuss the performance of police 
institutions in Indonesia (Mayastinasari et al., 2019). The source of this definition can be found 
in official Polri documents or laws and regulations governing the police in Indonesia, such as 
Law Number 2 of 2002 concerning the Indonesian National Police which regulates the duties, 
functions, and authorities of the Polri in carrying out its duties; and Regulation of the Chief of 
the Indonesian National Police (Perkap) Number 7 of 2017 concerning Guidelines for the 
Preparation and Control of Work Plans and Budgets within the Indonesian National Police. 

Polri performance is the achievement of work results measured from the implementation of 
police duties and functions in maintaining public security and order, enforcing the law, 
providing protection, shelter, and services to the community, and carrying out other tasks 
mandated by law. Polri performance can be measured through various indicators, including 
the effectiveness of case handling, speed of response to incidents, level of public satisfaction, 
and professionalism and integrity in carrying out duties (Law Number 2 of 2002 concerning 
the Republic of Indonesia National Police). 

Table 3.1 Personnel Performance Variable Index Values 

Code Indicator STS TS N S SS Mean Criteria 

Kpk 1 
effectiveness of case 

handling 
9 10 61 56 64 3,780 

Tall 

Kpk 2 
speed of response to 

incidents 
9 11 59 61 60 3,760 

Tall 

Kpk 3 level of public satisfaction 9 12 55 58 66 3,800 Tall 

Kpk 4 professionalism 8 10 62 69 51 3.725 Tall 

Kpk 5 
integrity in carrying out 

duties 
10 9 63 65 53 3,710 

Tall 

Average 3.755 Tall 

Source: Processed primary data, 2025 

From table 3.1 From the results of the study conducted at the Kuningan Police, data was 
obtained that the average score of the Personnel Performance variable was 3.755, which is 
included in the High category. This shows that overall, respondents assessed the performance 
of the Kuningan Police personnel as good and positive. This high assessment illustrates that 
the majority of respondents were satisfied with the effectiveness of case handling, speed of 
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response to incidents, level of public satisfaction, professionalism, and integrity of personnel 
in carrying out their duties. 

In detail, the indicator of case handling effectiveness obtained an average value of 3.780 with 
a High category, which means that personnel are able to handle cases effectively, although 
efforts are still needed to maintain and improve the quality of handling. The indicator of speed 
of response to incidents obtained an average score of 3.760 with a High category, indicating 
that personnel are quite quick to respond to every incident that occurs. In the indicator of the 
level of public satisfaction, an average score of 3.800 was obtained, which is the highest value 
among all indicators. This shows that most people are satisfied with the services provided by 
the Kuningan Police personnel. 

The professionalism indicator received an average score of 3.725, and the integrity indicator 
in carrying out duties received an average score of 3.710, both of which are in the High 
category. This means that personnel have demonstrated a professional attitude and 
maintained integrity in carrying out their duties. However, even though all indicators are in 
the high category, ongoing efforts are still needed to improve the quality of performance, so 
that services to the community can be more optimal. 

3.2. Organizational Commitment 

According to Meyer and Allen, two experts who have studied organizational commitment 
extensively, professional commitment is an attitude that is caused by certain considerations 
of the characteristics of the organization, and which results in the desire and desire to 
maintain membership in the organization (Indrawati, 2022). Professional commitment as an 
attachment to the profession and the level of commitment to the ethical and moral norms of 
the profession(Aditya & Wirakusuma, 2014). Professional commitment is defined as 
ownership of the values, norms, and ethics held by a profession (Tafqihan et al., 2014). 
Mowday, Steers, and Porter state that commitment is a state in which individuals feel 
emotionally and cognitively bound to organizational goals, and plan to remain in the 
organization (Mowday, 1998). Professional commitment includes emotional and cognitive 
aspects that motivate individuals to maintain their membership in a profession or 
organization (Gerhana et al., 2019). 

Thus, it can be concluded that professional commitment involves attitudes, desires, and 
attachments to the profession, ethical norms, and values related to work or organization. 
Arayya Ferris explains several characteristics of professional commitment.  (Amernic & 
Aranya, 2005)is : 

1) Identification, namely acceptance of goals, similarity of personal values with the 
profession, and pride in being part of the profession. 
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2) Involvement is the willingness to work and try to do the best for one's profession. 
3) Loyalty is an emotional bond as part of a profession. 
4) Loyalty is an emotional bond, a desire to remain a member of a profession. 

Police personnel commitment is the strong willingness and dedication of police members to 
carry out their duties with high integrity, responsibility and professionalism in maintaining 
public security and order.This commitment also includes loyalty to police ethical values, 
compliance with applicable laws and regulations, and consistency in carrying out duties with 
full awareness of their social responsibility as law enforcers. Behavioral indicators of 
commitment according to Meyer and Allen (1991 in Soekidjan, 2009) divide organizational 
commitment into three types based on their sources: 

a. Affective commitment, Related to the desire to be emotionally attached to the 
organization, identification and involvement of personnel in the notary organization. 

b. Continuance Commitment, Commitment is based on awareness of the losses that 
personnel will incur if they do not join the organization. 

c. Normative Commitment, Commitment based on a feeling of obligation as a member of a 
unit to remain because of a feeling of indebtedness. 

Table 3.2 Organizational Commitment Variable Index Values 

Code Indicator STS TS N S SS Mean Criteria 

Ka 1 Affective commitment 8 7 63 62 60 3.795 Tall 

Ka 2 Continuance Commitment 11 9 60 56 64 3,765 Tall 

Ka 3 Normative Commitment 9 8 54 63 66 3,845 Tall 

Average 3,801 Tall 

Source: Processed primary data, 2025 

From table 3.2, it can be seen that the Organizational Commitment variable has an average 
score of 3.801, indicating that overall respondents gave an assessment in the High category. 
This means that most respondents have a strong level of commitment to their organization. 
Based on the table, the Affective Commitment indicator obtained a mean value of 3.795, 
which is included in the High category, indicating that many Polres members feel an emotional 
attachment to the organization. The Continuance Commitment indicator obtained an average 
score of 3.765, which is also in the High category, indicating that respondents consider the 
benefits and consequences if they leave the organization. Meanwhile, the Normative 
Commitment indicator obtained a mean score of 3.845, which is the highest value among the 
three indicators, reflecting that respondents feel they have a moral obligation to remain in 
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the organization. 

The High category of the respondents' responses provides an understanding that 
Organizational Commitment in the Kuningan Police environment is already in good condition. 
However, it is important to continue to maintain and improve this commitment, especially by 
paying attention to factors that encourage emotional attachment, rational considerations, 
and a sense of moral responsibility of members towards the organization. Continuous efforts 
to strengthen these three dimensions of commitment will greatly contribute to improving the 
performance and loyalty of Polres members. 

3.2.1. The Influence of Organizational Commitment on Personnel Performance 

Hypothesis 3 found that Organizational Commitment has a significant effect on Personnel 
Performance with an estimated value of the original sample of 0.324. This value indicates that 
the higher the commitment of personnel to the organization, the performance produced will 
also increase. The Mean of Subsamples of 0.324 shows data consistency, while the standard 
deviation of 0.063 shows relatively low variation, so the results of this analysis are quite 
reliable. The t-statistic value of 5.162, which is greater than the critical value of 1.975, and the 
P value of 0.000, indicate that these results are statistically significant. Thus, the hypothesis 
that Organizational Commitment has a positive effect on Personnel Performance is accepted. 

Previous research by Susanti and Hidayat (2022) also found that organizational commitment 
is a major predictor in improving employee performance. They stated that personnel who 
have a high level of commitment to the organization tend to be more dedicated, responsible, 
and show better performance. Similar findings were obtained by Ramadhani and Putra 
(2023), who revealed that organizational commitment increases employees' desire to achieve 
organizational goals more effectively and efficiently. 

3.3. Organizational Culture 

According to Triguno in Ruliyansa (2018:83), Organizational Culture is an important aspect 
that needs to be considered in company or organization activities to build employee 
performance and work productivity, thus directing the company towards success through the 
awareness of each individual. This awareness is the attitude of a person who voluntarily obeys 
all regulations and is aware of his duties and responsibilities. 

Organizational Culture is also defined as a quality daily work method based on meaningful 
values, which motivates and inspires to work better and satisfy the community served 
(Ruliyansa, 2018:83). According to Sulaksono (2010), Organizational Culture is "the way we 
are doing here", which means the attitude and behavior of employees in carrying out their 
duties. 
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Robbins (2015:721) explains that Organizational Culture leads to a unified system of shared 
meaning held by members of the organization, which distinguishes the organization from 
others. Organizational Culture is a manifestation of life encountered in the workplace 
(Groysberg et al., 2018). 

Organizational Culture is a system of meanings related to work, jobs, and work interactions 
that are mutually agreed upon and used in everyday life (Onday, 2016). In an organization, 
Organizational Culture is a place for members to work. The quality of the character of 
Organizational Culture is what shapes the size of the willingness, desire, and passion of 
organizational members to develop and utilize their potential in creating organizational 
performance (Aboramadan et al., 2020). According to (Khalid et al., 2020) good Organizational 
Culture is reflected in productivity, which includes behaviors such as hard work, tenacity, 
discipline, productivity, responsibility, motivation, creativity, dynamics, consequences, 
consistency, responsiveness, independence, and always trying to be better. 

It is concluded that Organizational Culture is a set of values, norms, attitudes, and practices 
that are adopted and applied by members of an organization in their daily lives at work. 
Dimensions of Organizational Culture that every organization must have include (Hofstede, 
2011): 

1. Professionalism. Competent in their field and continue to develop themselves to produce 
the best performance and provide added value to the company. 

2. Collaboration. Building sincere and open relationships with all employees and 
stakeholders, based on mutual trust and respect to achieve common goals. 

3. Excellent Service. Providing service that exceeds customer expectations, both internal and 
external. 

4. Innovation. Developing new ideas and continuous improvements that add value to the 
company. 

5. Exemplary. Being a role model in behavior that reflects the values of the Organizational 
Culture of an organization or company. 

Table 3.3 Organizational Culture Variable Index Values 

Code Indicator STS TS N S SS Mean Criteria 

Bo 1 Professionalism 13 5 57 68 57 3.775 Tall 

Bo 2 Cooperation 12 3 59 68 58 3.785 Tall 

Bo 3 Excellent service 12 5 64 55 64 3,770 Tall 

Bo 4 Innovation 13 6 62 59 64 3,735 Tall 

Bo 5 Exemplary 12 5 69 53 61 3,730 Tall 
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Average 3,759 Tall 

Source: Processed primary data, 2025 

Based on the data in Table 3.3, it is known that the average score of the Organizational Culture 
Variable Index Value at the Kuningan Police is 3.759. This shows that overall respondents 
assessed the Organizational Culture at the Kuningan Police as being in the High category, 
which means that most respondents gave positive responses to the indicators measured in 
the questionnaire. The details of each indicator show that Professionalism obtained an 
average score of 3.775, Cooperation of 3.785, Excellent Service of 3.770, Innovation of 3.735, 
and Exemplary Behavior of 3.730. All of these indicators are in the High criteria, indicating 
that respondents feel that these aspects have been implemented well in the Kuningan Police 
work environment. 

This High category provides an illustration that Polres Kuningan has a fairly solid 
organizational culture, where professionalism, cooperation, excellent service, innovation, and 
exemplary behavior are already quite felt among employees and members. However, 
although generally in the high category, ongoing efforts are still needed to maintain and even 
improve the quality of the organizational culture. Especially in terms of innovation and 
exemplary behavior, which have lower average values compared to other indicators, Polres 
Kuningan is advised to focus more on creating a work environment that supports new ideas 
and fosters exemplary attitudes among members so that the organizational culture can 
develop to be more optimal in the future. 

3.3.1. The Influence of Organizational Culture on Personnel Performance 

Hypothesis 1 Organizational Culture variable has a significant influence on Personnel 
Performance with the original sample estimate value of 0.800. This value indicates that 
organizational culture makes a very strong positive contribution to improving personnel 
performance. The Mean of Subsamples of 0.799 which is very close to the original estimate 
shows the consistency of the test results. The standard deviation of 0.035 shows a very small 
variation, which strengthens the reliability of the results of this analysis. With a t-statistic 
value of 22.779 which far exceeds the critical value of 1.975, this result is statistically 
significant, also supported by a P value of 0.000 which shows significance at a 99% confidence 
level. Thus, the hypothesis that Organizational Culture has a positive effect on Personnel 
Performance is accepted. These results emphasize the importance of building a strong 
organizational culture to encourage optimal performance of Kuningan Police personnel. A 
strong culture includes values of cooperation, discipline, and commitment to service that can 
encourage personnel to work more effectively and professionally. 

Previous studies also support these results. A study by Nugroho and Lestari (2021) showed 
that a positive organizational culture improves employee performance in the public service 
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sector. Likewise, a study by Sari and Pratama (2022) stated that an inclusive and participatory 
Organizational Culture can encourage personnel motivation and productivity, which 
ultimately improves the quality of service to the community. 

3.3.2. The Influence of Organizational Culture on Organizational Commitment 

Hypothesis 2 shows that Organizational Culture has a significant effect on Organizational 
Commitment with an estimated value of the original sample of 0.749. This indicates that a 
good organizational culture can strengthen the sense of attachment and loyalty of personnel 
to the organization. The Mean of Subsamples of 0.747 which is almost identical to the original 
estimate shows consistent results, while the standard deviation of 0.045 shows a small level 
of data variation, indicating model stability. The t-statistic value of 16.550, which is much 
larger than the t-table value of 1.975, and the P value of 0.000, strengthen that this result is 
statistically significant. Therefore, the hypothesis stating that Organizational Culture has a 
positive effect on Organizational Commitment is proven true in the Kuningan Police Personnel 
environment. 

Previous studies, such as those conducted by Wibowo and Andriani (2021), also revealed that 
a supportive and communicative organizational culture can increase employee commitment. 
Another study by Hartono and Sulastri (2023) showed that cultural norms such as trust, 
appreciation for performance, and participation in decision-making can increase employee 
engagement and commitment to the organization. 

4. Conclusion 

Organizational Culture plays a very important role in improving Personnel Performance in 
Kuningan Police Personnel. This finding shows that the stronger the organizational culture 
that is built, the better the performance shown by the personnel. Organizational Culture plays 
a very important role in strengthening Organizational Commitment in Kuningan Police 
Personnel. This result indicates that a positive and strong organizational culture can increase 
loyalty and attachment of personnel to the organization. Organizational Commitment plays 
an important role in driving Personnel Performance in Kuningan Police Personnel. This finding 
shows that the higher the level of personnel commitment to the organization, the more 
optimal the performance produced. 
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