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 A This study aims to examine the influence of servant 
leadership and organizational culture on employee performance, 
with organizational commitment serving as a mediating variable 
at PT Taspen (Persero) Pontianak Branch. The research employs 
a quantitative descriptive approach using both primary and 
secondary data. The population consists of all employees at PT 
Taspen (Persero) Pontianak Branch, with a census or saturated 
sampling technique involving 102 respondents. Data analysis 
was conducted using SmartPLS4 version 4.1.0.2. The results 
indicate that both servant leadership and organizational culture 

have a direct and significant effect on organizational 
commitment, as well as a direct and significant effect on 
employee performance. Furthermore, organizational 
commitment also has a direct and significant impact on 
employee performance. The findings also demonstrate that 
organizational commitment mediates the relationship between 
servant leadership and organizational culture on employee 
performance. Theoretically, this study provides an important 
contribution to the understanding of factors that influence 
employee performance, particularly within the context of PT 
Taspen (Persero) Pontianak Branch. 
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1. INTRODUCTION 

Human resources (HR) are widely acknowledged as a company’s most valuable asset, 

playing a central role in executing strategic objectives and driving organizational growth. 

At PT Tabungan Asuransi dan Pegawai Negeri (Taspen) (Persero) Pontianak Branch, 
which delivers pension insurance and old-age savings services, employee performance is 

critical in ensuring service quality and institutional sustainability. 

 One of the main factors influencing employee performance is leadership. Among 

many leadership approaches, servant leadership has been increasingly recognized due to 

its emphasis on trust, development, empathy, and ethical behavior. Alajhar & Salam 
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(2022) reported that servant leadership significantly encourages employee innovative 

behavior through psychological empowerment. Similarly, Vrcelj et al. (2022) found that 

this leadership style has a positive influence on job satisfaction and organizational 

commitment. Research by Shao (2019) confirmed that servant leadership enhances 

employee well-being and engagement. At Taspen Pontianak, several managers have 
demonstrated servant leadership behaviors through open communication, mentoring, 

and employee recognition, although such practices are not yet uniformly embedded 

across all departments. 

 Another important factor is organizational culture, which consists of shared 

values, norms, and behaviors that shape how employees interact and perform. Hung et 

al. (2022) found that organizational culture positively influences individual performance 
and is moderated by national cultural contexts. Peña & Caruajulca, (2024) showed that 

cultural elements significantly determine performance outcomes in foreign-invested 

enterprises. ALmahasneh et al. (2022) emphasized that organizational culture mediates 

the relationship between leadership and performance. PT Taspen has institutionalized 

the core values of ―AKHLAK‖ (Amanah, Kompeten, Harmonis, Loyal, Adaptif, Kolaboratif) 
to build a strong cultural foundation. However, in practice, inconsistencies still appear in 

internalization and supervision at the branch level. These inconsistencies indicate that 

the ―AKHLAK‖ values, although formally embedded in the organizational culture, may not 

yet be fully effective in bridging the relationship between leadership behavior and 

organizational commitment. The extent to which these core values are internalized and 

translated into daily organizational practices plays a crucial role in supporting or limiting 
the development of employee commitment as a result of servant leadership. 

 Organizational commitment also plays a crucial role in determining employee 

performance. Committed employees are more likely to be loyal, proactive, and resilient 

under pressure. Vrcelj et al., (2022) found that servant leadership enhances 

organizational commitment, especially in public institutions. Peña & Caruajulca (2024) 
highlighted that commitment acts as a mediating variable in the relationship between 

organizational culture and performance, particularly in dynamic and uncertain 

environments. 

 Despite these positive conceptual frameworks, current data from PT Taspen 

Pontianak reveal several performance gaps. During 2023–2024, the Operating Cost Ratio 

only reached 20%, far below the 80% target. On-time processing of incoming receivables 
stagnated at 20%, and the Return on Assets (ROA) remained low. Additionally, the 

company faced issues such as minimal performance coaching, inadequate program 

execution, reduced cash inflow, and increased audit findings. These challenges indicate 

potential weaknesses in leadership effectiveness, cultural integration, and employee 

commitment. 
 To address these issues, it is important to empirically examine how servant 

leadership and organizational culture affect employee performance, both directly and 

through organizational commitment as a mediating factor. Previous studies have offered 

varying results while Shao (2019) and Hung et al., (2022) affirm direct relationships, 

ALmahasneh et al. (2022) and Peña & Caruajulca (2024) stress the importance of 

mediating variables. This study thus positions itself to reconcile these inconsistencies by 
empirically testing both the direct and indirect (mediated) effects between servant 

leadership, organizational culture, commitment, and performance within the specific 

context of a state-owned enterprise in Indonesia. 

 Therefore, this study aims to investigate the influence of servant leadership and 

organizational culture on employee performance at PT Taspen (Persero) Pontianak 
Branch, with organizational commitment as a mediating variable. The research will 

contribute to improving performance management strategies, particularly within the 

context of Indonesian state-owned enterprises. 
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2. RESEARCH METHOD 

This This This study employed a quantitative research approach conducted at PT Taspen 

(Persero) Pontianak Branch. The primary data was collected using a structured 

questionnaire distributed to all 102 employees across various departments and 

hierarchical levels within the organization using the saturated sampling technique. The 
variables measured include servant leadership, organizational culture, organizational 

commitment, and employee performance. 

 To ensure the quality of the measurement tool, both content and construct 

validity of the questionnaire were tested prior to distribution. Content validity was 

evaluated through expert judgment involving academics and practitioners familiar with 

the research constructs to assess the clarity, relevance, and representativeness of each 
item. Construct validity was examined through convergent and discriminant validity tests 

using outer loading, Average Variance Extracted (AVE), and Fornell-Larcker criterion 

during the PLS-SEM analysis stage, following standard validation procedures (Hair et al., 

2021) 

 Demographic factors such as age, gender, level of education, length of service, and 
departmental affiliation such as finance, human resources, marketing were also 

collected. These demographic characteristics were included in the analysis to identify 

their potential moderating or confounding effects. Subgroup analysis and multigroup 

analysis (MGA) techniques within SmartPLS were employed to evaluate whether 

demographic variations influenced the structural model relationships. 

 Data were analyzed using Partial Least Squares Structural Equation Modeling 
(PLS-SEM) with SmartPLS version 4.1.0.2. The instrument used a Likert scale ranging 

from 1 (strongly disagree) to 5 (strongly agree), in line with ordinal scaling practices 

commonly applied in organizational behavior research. All constructs were measured 

using reflective indicators adapted from validated instruments in previous studies. 

3. RESULTS AND DISCUSSIONS 

3.1 Validity Measurement 

 According to Steyn & De Bruin (2019), the value of the loading factor indicates the 

strength of the correlation between each indicator and its corresponding construct. A 

loading factor greater than 0.70 is considered ideal, signifying that the indicator is 
suitable for measuring the construct. In this study, a loading factor threshold of 0.70 will 

be applied. This figure shows how strong the correlation is between each indicator and its 

construct which is presented in this figure. 
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     Figure 1. Loading factor 

 The figure indicates that all loading factors exceed the threshold of 0.70, showing 
strong correlations between each indicator and its respective construct. As this value 

meets the ideal criteria (Hair et al., 2021), all indicators are considered appropriate for 

measuring the intended constructs, confirming high convergent validity. This means each 

dimension accurately reflects its latent variable, and no indicators need to be excluded 

from the model. The analysis then proceeded to assess each variable’s validity through 

AVE values as part of the reliability and validity evaluation. 

Table 1. Results of Average Variance Extracted (AVE) 

 Average Variance Extracted (AVE) 

Servant leadership 0.628 
Organizational culture 0.666 
Organizational commitment 0.702 
Employee performance 0.821 

  Source: Data Processing Results (2024) 

 Table 2 shows the Average Variance Extracted (AVE) for the four main constructs: 

servant leadership, organizational culture, organizational commitment, and employee 

performance. AVE reflects how well each construct explains the variance of its indicators. 

Employee performance has the highest AVE (0.821), indicating strong explanatory power, 
followed by organizational commitment (0.702), organizational culture (0.666), and 

servant leadership (0.628)—all showing good explanatory ability. Since all AVE values 

exceed the 0.5 threshold, the constructs demonstrate good convergent validity, 

confirming the validity and reliability of the measurement instruments used. 

3.2 Structural Model Evaluation  

 The structural model evaluation begins with an analysis of collinearity among 

constructs and the model’s predictive ability. This is followed by assessing predictive 

power using five criteria: coefficient of determination (R²), path coefficients, and cross-

validated redundancy (Q²), among others (Sarstedt, 2019). The R² value specifically 
evaluates the effect and significance of exogenous variables on endogenous variables and 

applies only to exogenous constructs. 
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Table 2. Results of the Determination Coefficient Test 

 
 
 

  

Source:Data Processing Results (2024) 

  
 Table 3 shows strong R-Square values, indicating the model’s ability to explain 

variance. Employee Performance (Y) has an R-Square of 0.853 and an Adjusted R-Square 

of 0.840, demonstrating very high predictive strength. Organizational Commitment (Z) 

has an R-Square of 0.780 and an Adjusted R-Square of 0.768, reflecting strong to 

moderate predictive capability. These values confirm the model’s reliability and validity as 
a strong predictive model. 

3.3 Hypothesis testing 

 This test aims to determine the path coefficient in the structural model and 

evaluate the significance of each relationship or hypothesis test. The data is processed to 
produce the results of hypothesis testing on direct and indirect effects. The results of the 

direct influence hypothesis test can be seen in the following table. 

Table 3. Path Coefficient 
 Original 

Sample 

Deviation 

Standard 

T Statistics P 

Values 

H1.Servant Leadership→ 
Organizational Commitment 

0.504 0.161 3.131 0.002 

H2.Organizational Culture→ 

Organizational Commitment 

0.409 0.170 2.401 0.016 

H3.Servant Leadership→ 
Employee Performance 

0.298 0.144 2,073 0.038 

H4.Organizational Culture→ 

Employee performance 

0.259 0.130 1,996 0.046 

H5.Commitment 
Organizational→ 
Employee performance 

0.412 0.130 3.169 0.002 

   Source: Data Processing Results (2024) 

  

The R-Square values reflect strong explanatory power. For Employee Performance 

(Y), an R-Square of 0.853 indicates that 85.3% of the variance is explained, with an 

Adjusted R-Square of 0.840 confirming strong predictive ability. Organizational 
Commitment (Z) has an R-Square of 0.780, explaining 78.0% of the variance, and an 

Adjusted R-Square of 0.768, showing moderate to strong capability. These high values 

confirm the model’s reliability and validity. The indirect effect is presented in Table 5 as 

follows: 
Table 4. Specific Indirect Effect 

 Original Sample Deviation 
Standard 

T 
Statistics 

P 
Values 

H6.Servant Leadership→Organizational 
Commitment→ Employee Performance 

0.207 0.104 2,000 0.046 

H7. Organizational Culture→ Organizational 
Commitment→Employee Performance 

0.168 0.083 2,031 0.042 

 Source: Data Processing Results (2024) 

  

 Table 5 shows that Organizational Commitment significantly mediates the 

relationship between Servant Leadership and Employee Performance, with a path 
coefficient of 0.207 and a p-value of 0.046 (p < 0.05). It also mediates the effect of 

Organizational Culture on Employee Performance, with a path coefficient of 0.168 and a 

p-value of 0.042 (p < 0.05). These findings underscore the key role of Organizational 

 R-Square R Square Adjusted 

Employee performance 0.853 0.840 
Organizational Commitment 0.780 0.768 
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Commitment in strengthening the impact of both Servant Leadership and Organizational 

Culture on Employee Performance at PT Taspen (Persero) Pontianak Branch. 

3.4 Discussion 

a. Theì Influeìnceì of Seìrvant Leìadeìrship on Organizational Commitmeìnt 

 Theì eìmpirical analysis shows that seìrvant leìadeìrship significantly contributeìs to 

eìnhancing organizational commitmeìnt, as reìfleìcteìd by a path coeìfficieìnt of 0.504 and a p-

valueì of 0.002. This finding is consisteìnt with preìvious reìseìarch indicating that leìadeìrs 

who eìmbody se ìrvant-orieìnteìd value ìs, such as eìmpathy, eìmpoweìrmeìnt, and steìwardship, 

areì moreì likeìly to inspireì deìeìpeìr eìmotional attachmeìnt and loyalty among eìmployeìeìs. For 

instanceì, Eva eìt al., (2019) highlighteìd that seìrvant leìadeìrship fosteìrs a seìnseì of trust 
and psychological safeìty, leìading to increìaseìd affeìctiveì commitmeìnt. Similarly, Ng (2022) 

deìmonstrateìd that seìrvant leìadeìrs who prioritizeì theì neìeìds of theìir subordinateìs oveìr 

peìrsonal gains teìnd to cultivateì a climateì of mutual reìspeìct and deìdication. Furtheìrmoreì, 

reìseìarch by Ruiz-Palomino eìt al. (2023) eìmphasizeìd theì meìdiating roleì of valueì alignmeìnt 

in streìngtheìning theì link be ìtweìeìn seìrvant leìadeìrship and organizational commitmeìnt. In 
theì caseì of PT Taspeìn Pontianak Branch, theì preìseìnceì of supportiveì and morally 

groundeìd leìadeìrs facilitateìs a shareìd seìnseì of reìsponsibility and beìlonging, affirming theì 

positiveì influeìnceì of seìrvant leìadeìrship on commitmeìnt. 

b. Theì Influeìnceì of Organizational Cultureì on Organizational Commitmeìnt 

 Theì analysis also confirms that organizational cultureì eìxeìrts a significant 

influeìnceì on eìmployeìeì commitmeìnt, with a path coeìfficieìnt of 0.409 and a significance ì 

valueì of 0.016. An organization's cultureì, eìncompassing shareìd valueìs, norms, and 
practiceìs, can eìitheìr reìinforceì or undeìrmineì commitmeìnt leìveìls among its meìmbeìrs. For 

eìxampleì, Leìeì and Ardeìbilpour eìt al. (2024) asseìrteìd that cultureìs eìmphasizing 

reìcognition, inclusivity, and profeìssional deìveìlopmeìnt seìrveì as strong anteìceìdeìnts to 

organizational commitmeìnt. In addition, Abduraimi eìt al. (2023) argueìd that a 

collaborativeì cultureì promoteìs eìmotional attachmeìnt and normativeì loyalty. A study by 
Bonini eìt al. (2024) furtheìr supports this peìrspeìctiveì, indicating that adaptiveì and 

leìarning-orieìnteìd cultureìs eìnhanceì eìmployeìeì eìngageìmeìnt and long-teìrm commitmeìnt. At 

PT Taspeìn, a cultureì groundeìd in trust, loyalty, and accountability fosteìrs inteìrnal 

coheìsion and eìncourageìs eìmployeìeìs to inteìrnalizeì organizational goals, ultimateìly 

streìngtheìning theìir commitmeìnt. 

c. Theì Influeìnceì of Seìrvant Leìadeìrship on Employeìeì Peìrformanceì 

 Theì reìsults reìveìal a significant reìlationship beìtweìeìn seìrvant leìadeìrship and 
eìmployeìeì peìrformanceì, with a coeìfficieìnt of 0.298 and p-valueì of 0.038. Seìrvant 

leìadeìrship eìnhance ìs peìrformanceì by promoting eìmpoweìrmeìnt, deìveìlopmeìnt, and a 

shareìd vision. According to Eva eìt al. (2019) seìrvant leìadeìrs boost peìrformanceì by 

focusing on followeìr growth and creìating an eìnvironmeìnt wheìreì eìmployeìeìs feìeìl valueìd 

and motivateìd. Moreìoveìr, Agusta & Azmy (2023) found that seìrvant leìade ìrship eìnhanceìs 
creìativity and collaboration, which areì vital for peìrformanceì improveìmeìnt. Reìceìnt 

eìvideìnceì from Kartono eìt al. (2024) undeìrscoreì that wheìn eìmployeìeìs peìrceìiveì theìir 

leìadeìrs as eìthical and supportiveì, theìy areì moreì likeìly to deìmonstrateì discreìtionary eìffort 

and eìxceìeìd pe ìrformanceì eìxpeìctations. At PT Taspeìn, seìrvant leìadeìrship manifeìsts 

through teìam-orieìnteìd practiceìs and accountability, creìating a positiveì eìnvironmeìnt that 

fosteìrs goal alignmeìnt and eìnhanceìs eìmployeìeì output. 

d. Theì Influeìnceì of Organizational Cultureì on Employeìeì Pe ìrformanceì 

 Organizational cultureì also plays a critical roleì in shaping peìrformanceì, as 

indicateìd by a coe ìfficieìnt of 0.259 and a p-valueì of 0.046. A strong organizational culture ì 
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provideìs clarity in eìxpeìctations and reìinforceìs deìsireìd beìhaviors. According to Qomari & 

Yuliantini, (2024), cultureìs that eìmphasizeì innovation, inteìgrity, and continuous 

improveìmeìnt areì associateìd with higheìr leìveìls of individual and teìam peìrformanceì. In a 

reìlateìd study, Kuhn (2024) deìmonstrateìd that cultural alignmeìnt across organization 

eìnhanceìs communication, eìfficieìncy, and oveìrall productivity. Moreìoveìr, Jaya eìt al., 
(2024) found that peìrformanceì increìaseìs wheìn eìmployeìeìs opeìrateì in culture ìs 

characteìrizeìd by shareìd valueìs and collaborativeì dynamics. At PT Taspeìn, theì preìvailing 

cultureì prioritizeìs accountability and seìrviceì, which motivateìs eìmployeìeìs to peìrform 

diligeìntly and eìthically. 

e. Theì Influeìnceì of Organizational Commitmeìnt on Employeìeì Pe ìrformanceì 

 Theì data furtheìr confirms that organizational commitmeìnt significantly impacts 

peìrformanceì, as indicateìd by a path coeìfficieìnt of 0.412 and p-value ì of 0.002. Employeìeìs 
who areì committeìd to theìir organizations areì moreì motivateìd, reìsilieìnt, and goal-

orieìnteìd. Reìse ìarch by Damayanti & Darmawan (2025) reìveìals that affeìctiveìly committeìd 

eìmployeìeìs eìxhibit higheìr leìveìls of task peìrformanceì and organizational citizeìnship 

beìhaviors. Likeìwiseì, Posumah & Moridu (2022) eìmphasizeìd that commitmeìnt eìnhanceìs 

peìrformanceì through reìduceìd turnoveìr inteìntions and increìaseìd job satisfaction. An 
eìmpirical study by Abdi eìt al. (2024)corroborateìd theìseì findings, highlighting theì roleì of 

commitmeìnt in fosteìring reìsponsibility and peìrformanceì peìrsisteìnceì. At PT Taspeìn, a 

strong seìnseì of eìmployeìeì commitmeìnt translateìs into improveìd seìrviceì quality, loweìr 

eìrror rateìs, and increìase ìd productivity. 

f. Meìdiating Roleì of Organizational Commitmeìnt in theì Seìrvant Leìadeìrship–

Peìrformanceì Re ìlationship 

 Theì meìdiation analysis reìveìals that organizational commitmeìnt meìdiateìs the ì 
reìlationship beìtweìeìn seìrvant leìadeìrship and peìrformanceì, with a path coeìfficieìnt of 0.207 

and p-valueì of 0.046. Seìrvant leìadeìrship eìncourageìs eìmployeìeìs to commit to 

organizational valueìs, which in turn boosts theìir motivation and peìrformanceì. According 

to Mushtaq eìt al., (2021), commitmeìnt acts as a bridge ì linking leìadeìrship beìhavior and 

peìrformanceì outcomeìs. In support, Zhang-Zhang eìt al. (2020) found that seìrvant 

leìadeìrship fosteìrs psychological owneìrship, which leìads to gre ìateìr deìdication and beìtteìr 
task eìxeìcution. Weìilin eìt al., (2020) concludeìd that eìmployeìeìs who feìeìl valueìd by theìir 

leìadeìrs teìnd to inteìrnalizeì theì organizational mission and contributeì moreì eìffeìctiveìly. In 

PT Taspeìn’s conteìxt, this meìdiateìd reìlationship eìmphasizeìs theì neìeìd to nurture ì 

leìadeìrship that prioritizeìs eìmployeìeì deìveìlopmeìnt and shareìd valueìs to eìnhanceì oveìrall 

peìrformanceì. 

g. Meìdiating Roleì of Organizational Commitmeìnt in theì Culture ì–Peìrformance ì 

Reìlationship 

 Lastly, organizational commitmeìnt also meìdiateìs theì eìffeìct of organizational 

cultureì on peìrformanceì, with a coeìfficieìnt of 0.168 and significanceì leìveìl of 0.042. 

Cultural norms shapeì eìmployeìeì ideìntity and valueìs, which subseìqueìntly influeìnceì theìir 

leìveìl of commitmeìnt and productivity. Adam eìt al.(2020) proposeìd that wheìn cultural 

valueìs align with peìrsonal beìlieìfs, commitmeìnt leìveìls riseì, leìading to improveìd 

peìrformanceì. A study by Saheìrtian eìt al. (2020) furtheìr supports this by showing that 
organizational cultureì direìctly affeìcts peìrformanceì through affeìctiveì and normativeì 

commitmeìnt. Nikpour, (2017) also deìmonstrateìd that an eìmpoweìring cultureì nurtureìs 

commitmeìnt, which meìdiateìs its positiveì influeìnceì on individual eìffeìctiveìneìss. In theì PT 

Taspeìn caseì, reìinforcing cultural alignmeìnt through reìcognition, communication, and 

leìadeìrship deìveìlopmeìnt initiativeìs eìnhanceìs both commitmeìnt and peìrformanceì. 
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4. CONCLUSION 

Based on the discussion, it is evident that PT Taspen (Persero) Pontianak Branch has 

several actionable strategies to enhance employee performance and organizational 

commitment. These include time management and problem-solving training, fostering 

team collaboration, and equipping leaders to address challenges more effectively. 
Training in innovation and change management, alongside programs that promote 

creativity and open communication, are also essential to preparing employees for 

dynamic workplace environments. 

 Furthermore, increasing employee involvement through team-building initiatives 

and collaborative projects, while promoting open communication, encourages active 

participation in strategic planning and decision-making processes. This fosters a stronger 
sense of ownership and engagement among employees. Additionally, setting realistic 

performance standards supported by regular feedback and targeted training empowers 

employees to continuously improve their effectiveness. 

 The practical implications of these findings are significant for organizational 

leaders, especially within the SOE (State-Owned Enterprise) sector. Initiatives such as 
time management training, innovation encouragement, improved communication, and 

achievable performance targets offer a pathway to greater employee effectiveness and 

productivity. These strategies can contribute to building a dynamic, achievement-

oriented, and competitive work environment. 

 However, this study is not without limitations. The relatively small sample size, 

methodological constraints, and contextual environmental factors must be acknowledged. 
These limitations highlight the necessity of future research to validate and enhance the 

robustness of the conceptual model. Further development may include expanding the 

sample across different SOE branches or sectors, employing longitudinal study designs, 

and integrating additional moderating variables such as organizational tenure, 

generational differences, or leadership maturity. 
 In a broader HR management context, the mediating role of organizational 

commitment demonstrated in this study provides a valuable framework for designing 

more effective employee engagement strategies across SOEs. By aligning leadership 

development programs and organizational culture initiatives with values such as 

―AKHLAK,‖ companies can strengthen the behavioral commitment of their workforce and 

build a foundation for sustainable performance improvement. 
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