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ABSTRACT: The purpose of this study aims to describe and test: (1) The direct influence of locus of control,
organizational culture, and organizational commitment to the performance of the employees of PT. Kali Jaya
Putra in Makassar. (2) The direct influence of locus of control and organizational culture on organizational
commitment to employees of PT. Kali Jaya Putra in Makassar,and (3) There is an indirect influence of locus of
control and organizational culture on performance through an organizational commitment to employees of PT
Kali Jaya Putra in Makassar. This research is explanatory research that uses software for data processing such
as Microsoft Excel 2010, SPSS (Statistical Product and Service Solution) version 22.0, and LISREL (Linear
Structural Relationship) version 8.80. Data collection techniques using questionnaires and documentation. The
samples in this study were employees of PT. Kali Jaya Putra, amounting to 114 people. Based on the research
results, (1) There is the direct influence of locus of control, organizational culture, and organizational
commitment to the performance of PT. Kali Jaya Putra employeesin Makassar. (2) There is the direct influence
of locus of control and organizational culture on organizational commitment to employees of PT. Kali Jaya
Putra in Makassar, and (3) There is an indirect influence of locus of control and organizational culture on
performance through an organizational commitment to employees of PT. Kali Jaya Putra in Makassar.
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I. INTRODUCTION

PT. Kali Jaya Putra is a national scale distribution company with one of the manufacturing companies
engaged in the wood sector. Increasingly tighter business competition makes PT. Kali Jaya Putra must continue
to maintain its image and good name to survive in the business. One of the ways to support is by increasing the
human resources in the company. The better the Human Resources performance in the company, the
achievement will enhance success, and the company can develop better. A clear division of tasks or jobs for
each employee is beneficial in being accountable for its performance. The division of main tasks is usually
divided by the department; then, the department will focus on their position owned by the employee, so each
employee’s duties and responsibilities will be more clearly visible (Dirgo, 2018). The clarity of the division of
tasks is beneficial. The company can see whether the employee’s performance is increasing or decreasing and
can reach the target.

Mathis LR (2004) and Khan (2010) argue that three factors influence individual employee
performance, namely: the individual’s ability to carry out the job (talent, interests, and personality factors (locus
of control), the level of effort spent (motivation, work ethics, attendance, and task design), as well as
organizational support (culture and commitment to the organization).

Based on that rationalization, the purpose of this study is to describe and test: (1) The direct influence
of locus of control, organizational culture, and organizational commitment to the performance of PT. Kali Jaya
Putra in Makassar. (2) A direct result of locus of control and organizational culture on organizational
commitment to employees of PT. Kali Jaya Putra in Makassar. And (3) There is an indirect influence of locus of
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control and organizational culture on performance through an organizational commitment to employees of PT.
Kali Jaya Putra in Makassar.

Il. RESEARCH METHODS

This research was using a quantitative approach. The research objective was to determine the direct
effect of locus of control (X1), organizational culture (X2), and organizational commitment (X3) on the
employee performance of PT. Kali Jaya Putra in Makassar (Y). According to the objectives, this study was
designed as an explanatory study. The data analysis technique used Structural Equation Modeling (SEM)
analysis. The sample in this study were all employees of PT. Kali Jaya Putra in Makassar, amounting to 114
people. In this study, data collectionused a questionnaire with closed questions distributed to employees as the
analysis unit. Five alternative answers were provided in each questionnaire item, and the score was leveled so
that an interval scale measured each variable.

I11. RESULTS AND DISCUSSION
An alternative model that describes the relationship between the four latent variables in this study,
accompanied by the manifest that constructs it, can be seen in Figure 1.
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Figure 1. The fit of the Structural Research Model

From Figure 1, it can be seen that the structural model has met the criteria for the fit of the structural
model. It can be seen from the influence of exogenous variables on significant endogenous variables. The
model's fit can also be seen from the coefficient’s value that meets the structural model analysis criteria. The
results of the research structural model suitability test can be seen in Table 1 as follows:

Table 1.The Research Structural Model

Alignment Model Coefficient Criteria Information
Chy-square (X?) 62,58 low (non significant) Fit and fullfied
P-Value 0,63 >0,05 Fit and fullfied
Df 67 -

Cmin (X%Df) 0,934 <2,00 Fit and fullfied
RMR (standardized) 0,063 <0,08 Fit and fullfied
RMSEA 0,00 <0,08 Fit and fullfied
GFI 0,95 >0,90 Fit and fullfied
AGFI 0,94 >0,90 Fit and fullfied
CFI 0,99 >0,94 Fit and fullfied
IF1 0,98 >0,94 Fit and fullfied
NNFI atau TLI 0,99 >0,94 Fit and fullfied
AIC (Model) 138,58 Low and relative Fit and fullfied

Source: Data Processing Results, 2020
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Table 1 shows that all the magnitude of the alignment level has met the standard criteria as required.
The lambda coefficient (A), determination (R2), and T-Value of each manifest variable that constructs latent,
endogenous, and intervening variables can be presented in Table 2 below:

Table 2. Manifestations of the Research Structural Model Constructions

No. Variable Manifest 2 R? T- value
1 LC X1.2 1,68 0,21 6,01
X1.3 0,48 0,04 4,16
X2.1 0,50 0,07 5,47
2 BO X2.2 0,49 0,07 4,60
X2.4 0,46 0,06 4,89
X4.1 0,43 0,07 3,01
3 KO X4.2 0,59 0,09 6,73
X4.4 2,07 0,39 5,68
Y2 28,25 4,81 5,55
4 KK Y4 0,56 0,04 6,20
Y5 12,28 1,86 6,74

Source: Data Processing Results, 2020

From Table 2, it can be seen that each manifest that constructs the five latent variables meets the
validity criteria, as evidenced by the standard loading value (A > 0.40) and R2 value <A.
According to the analysis results and the model, the coefficient of direct influence between variables can be
tabulated as follows:

Table 3. Direct and Indirect Effects between Variables

coefficient Effect

No. Testing Direct Indirect Total T-Value Interpretation
LC - KK 0,65 - 0,65 2,64 Significant
1 BO - KK 0,22 0,22 2,24 Significant
KO-KK 0,39 0,39 2,57 Significant
2 LC - KO 0,43 0,43 2,02 Significant
BO - KO 0,64 - 0,64 3,68 Significant
3 LC-KO-KK 0,65 0,25 0,90 3,74 Significant
BO-KO-KK 0,42 0,16 0,58 2,69 Significant

Source: Data Processing Results, 2020

Based on Table 3, this study,three hypotheses have been tested for truth. The three hypotheses referred
to are as follows:

1. There is a direct influence of locus of control, organizational culture, and organizational
commitment to the performance of employees of PT. Kali Jaya Putra in Makassar

The independent variable locus of control partially positively and significantly affect the dependent
variable, namely, employee performance of 26.4%. It can be concluded that the locus of control owned by the
respondent is high, and it can be said that the stronger the locus of control for the employees of PT. Kali Jaya
Putra, in Makassar, the more robust employee performance will be. Based on these results, this study supports
Nurul Imani Kurniawati's (2007)research results, which states that locus of control has a significant effect on
employee performance. And the research that has been conducted by Coleman (1999) states that locus of control
has a positive impact on Job Insecurity. Irene (2003), internally oriented individuals show greater confidence in
their ability to influence the environment, are more able to deal with stressful situations, rely more on open and
supportive influencing methods, emphasize more risky and innovative corporate strategies and resulting in
higher performance than that of externally oriented individuals. Meanwhile, according to Hsia (2015), a person
has excellent potential for self-determination, regardless of whether the environment will support it or not. He
has a high work ethic, endure all kinds of difficulties both in life and at work. Even though there is a feeling of
worry in him, this feeling is relatively small compared to his enthusiasm and courage to oppose himself, so he
never wants to run away from every problem.

Furthermore, organizational culture partially positively and significantly affectsemployee
performance's dependent variable by 22.4%. It can be said that the stronger the organizational culture can
improve the performance of employees at PT. Kali Jaya Putra in Makassar. This research is in line with the
research results of Agwu, M.O. (2004), Al-Alawi & Mohamed (2007), Al-Rawi& Ibrahim (2013), which show
that organizational culture affects employee performance. This result also relates to employees’ efforts to
improve performance to achieve the goals of the Company. The organizational culture that has the most impact
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on employee performance is the employees' attitude to be able to work professionally in carrying out their duties
or obligations properly (Hang & Lin, 2015).

While organizational commitment has a significant effect of 25.7% on employee performance. Highly
committed employees will accept all job duties and responsibilities assigned to them. Besides, assertiveness,
including loyalty to the organization, is an evaluation of commitment and emotional bonds and bonds between
the organization and employees. The results of this study support previous research conducted by Ryndian
Gusty & Seno Andri. (2018), organizational commitment is a strong desire to become a group member and a
high level of effort for an organization and a particular belief and acceptance of its values and goals.

2.  There is a direct influence of locus of control and organizational culture on organizational
commitment to employees of PT. Kali Jaya Putra in Makassar

This study shows a significant effect on the organizational commitment by 20.2%. High organizational
commitment is more likely to be owned by employees with a tendency for internal locus of control than
employees with a propensity for the external locus of control. These results indicate that individuals with a
preference for internal locus of control at work will tend to have high organizational commitment. Likewise,
individuals with a tendency for the external locus of control at work will tend to have low organizational
commitment. This explanation shows that locus of control is one of the variables that have a relationship with
employees' level of commitment to their workplace.

This result is supported by Robbins (in Rachim et al., 2016) that locus of control is an important
variable that can explain human behavior in organizations. One of them is organizational commitment. The
research results are also in line with the study results conducted by Hsia and Tseng (2015) and Rachim, et al.
(2016), stated that organizational commitment has a significant relationship with the locus of control. The
direction of his research is also in line with research from Furnham et al. (1994); Kinicki and Vecchio (1994),
quoted by Coleman et al. (1999), stated that individuals with an internal locus of control tend to have higher
organizational commitment than individuals with an external locus of control.

Meanwhile, organizational culture's influence on organizational commitment proves that organizational
culture positively affects organizational commitment by 36.8. This study's results are under previous studies
researched by Dwivendi et al. (2014), Sinha et al. (2017). They found a positive influence of organizational
culture on organizational commitment. These results follow the theory that states that organizational culture
functions as glue and collective commitment among all organization members, which provides an organizational
identity for members and forms the organization's social system (Agwu, M.O., 2004). These results indicate that
the better the organization's culture, the higher the employee’s organizational commitment.

3. There is an indirect effect of locus of control and organizational culture on performance through an
organizational commitment to employees of PT. Kali Jaya Putra in Makassar

Locus of control indirectly affects employee performance through the organizational commitment of
3.74%. This result shows that the higher the locus of control, the more it can encourage employee performance
improvement. The results of this study are also supported by research that conducted by Coleman et al. (1999),
Appiah&Addai (2014), Y Li et al. (2014) that there is a difference in the average performance of employees
between the internal locus of control level and the external locus of control level. It means that there is a
significant relationship between locus of control and performance. According to the theory developed by Rotter
(1966), locus of control has a significant relationship with behavior, where an individual accepts events as part
of his own behavior or characteristics. Work behavior can be explained using locus of control, namely whether
employees feel that their work is controlled internally or externally. Employees included in the internal control
group will think that they can personally influence their performance through their abilities, expertise, and effort
(Basak and Anjali, 2010. Employees included in the external control group will feel that their performance is
outside of their business. They feel that there are many factors. From the outside (external), which affects their
performance (Gurendrawati et al., 2014). This research is in line with the results of previous studies such as
Modise et al. (2017), which state that locus of control is significantly related to employee performance.

Kamasanti (2008) has a moderate and significant relationship between locus of control and
organizational commitment. This study shows that the higher the employee’s organizational commitment, the
higher the employee’s performance. Employees who have high organizational commitment will have a higher
level of performance because highly committed employees are willing to work hard and make the sacrifices
needed for the organization (Greenberg et al., 2003). This study's results are supported by several previous
studies, including Khan et al. (2010), which found a positive relationship between organizational commitment
and performance. The results of the research by Kristianto et al. (2011) show that organizational commitment
has a positive and significant relationship with employee performance variables.

Organizational culture influences employee performance through an organizational commitment to
employees of PT. Kali Jaya Putra in Makassar amounted to 26.9%. This condition illustrates that performance
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improvement can be made by building Culture and Commitment together. Jacobson, C.M. (2006) Corporate
culture is a distinctive characteristic of a company so that it can be used to differentiate between one
organization and another, which includes generally accepted values within the company so that it can be used as
a guide for employees to take actions related to formal structures and informal work environment.
Organizational culture can help employees adjust to doing tasks following the overall values (Rahminsyari,
2015).

Organizational culture is a tool to take advantage of the company’s external opportunities by exploring
internal strengths that have been passed down from generation to generation to develop (Tong et al. 2014). To
encourage the support of employees who have high integrity, organizational culture behavior guidelines are
needed. A well-developed organizational culture will accelerate the process of strengthening organizational
commitment by all employees to the company. The form of employee commitment to the organization is
characterized by individual ties to the organization, such as loyalty to organizational values (Yildid, Elbru,
2014). Al-Alawi & Mohamed (2007), the nature of employee commitment is a dynamic relationship between
employees and the organization to achieve organizational success. Employees will have a strong commitment to
organizational culture as a guideline for employee behaviorfollowing personal values and beliefs.

V. CONCLUSION

Based on the results of the analysis and previous discussion, it can be concluded that:

1. There is a direct influence of locus of control, organizational culture, and organizational commitment to
the performance of employees of PT. Kali Jaya Putra in Makassar.

2. There is a direct influence of locus of control and organizational culture on organizational commitment to
employees of PT. Kali Jaya Putra in Makassar.

3. There is an indirect effect of locus of control and organizational culture on performance through an
organizational commitment to employees of PT. Kali Jaya Putra in Makassar.
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