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ABSTRACT 
 
For organizations on a large or small scale, human resources are a significant factor. An effective 
organization will only exist if an organization has human resources who are committed to the 
organization. Organizational commitment is influenced by organizational characteristics, which are 
factors that come from within an organization, such as leadership. People who have high work 
involvement are very focused on their work, which is a participatory process that uses all employee 
capacities and is designed to encourage increased commitment to the organization's success. 
Organizational climate is a relatively lasting quality of the organization's internal environment, 
experienced by organization members, influencing their behavior and can be described in terms of a 
set of characteristics or characteristics of the organization. This study analyzes the significance of 
the influence of the variables of Leadership, Work Involvement, and Organizational Climate on 
Organizational Commitment to Members of the KB Village Working Group on Lombok Island. 
This study uses a causal quantitative approach with a research sample of 93 respondents and data 
analysis using SEM-PLS (Structural Equation Model – Partial Least Square) analysis with the 
SmartPLS version 3.0 application. The results showed that (1) Leadership had no significant effect 
on Organizational Commitment (2) Work Involvement had a significant effect on Organizational 
Commitment (3) Organizational Climate had a significant effect on Organizational Commitment. 
 
Keywords: Leadership, Job Involvement, Organizational Climate, Organizational Commitment. 
 
 
INTRODUCTION 
 

Human resources (HR) is one of the most important factors and cannot be separated from an 
organization, both government institutions and private companies, including community 
organizations. HR is also the key that determines the development of the organization. In essence, 
human resources are humans who are employed in an organization as movers, thinkers, and 
planners to achieve organizational goals. This shows how important the role of humans in an 
organization is. Humans are one of the organizational resources that cannot be replaced by 
technological work. No matter how good the organization, the complete work facilities, and 
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facilities, all will have no meaning without humans who organize, operate, and maintain them 
(Robbins, 2003). 

In organizations on a large or small scale, human resources are an essential factor in an 
organization. According to the opinion conveyed by Effendi (1995) that in large-scale 
organizations, human resources are seen as a very decisive element in the business development 
process, the role of human resources is becoming increasingly important. 

According to Meyer (1989), Sanusi (2012) states that an effective organization will only 
exist if an organization has human resources committed to the organization. Both in the form of 
brilliant thoughts so that the organization can more quickly achieve the goals that have been 
formulated. NextNazis (2013)states that employee commitment is low in the organization, which 
results in employees not having an attachment to work and being less active in contributing ideas 
and contributions within the organization. Employees who have high commitment are very 
influential on organizational performance. Human resources who are highly committed have 
increased productivity and responsibility to contribute to achieving organizational goals (Mowday, 
Porter & Steer, 1982). 

Robbins (2008) defines organizational commitment as an individual siding with the 
organization and its goals and desires to maintain membership in the organization. So that high 
organizational commitment means linking yourself to the organization that employs it. 

Wibowo (2014) states that organizational commitment is the feeling, attitude, and behavior 
of individuals who identify themselves as part of the organization, are involved in administrative 
activities and are loyal to the organization in achieving the organization's goals. Organizational 
commitment affects whether employees remain members of the organization or leave the 
organization searching for a new job. 

Organizational commitment is influenced by many factors, one of which is leadership. 
According to many studies by Cilek (2019) states that organizational commitment influence by 
leadership. Robbins (2014) suggests that leadership is the ability to control a group towards 
achieving goals. The quality of the leader is often considered the most crucial factor in 
organizational success and failure (Bass in Menon, 2002) 

Although studies to determine the relationship between leadership and organizational 
commitment have been carried out, there are still differences in research results, including research 
Oztekin, Isci, and Karadag (2015), Kurnia and Nugroho (2019), Cilek (2019) found that leadership 
has a positive and significant effect on organizational commitment. On the other hand, research by 
Southeast, Hulmansyah, and Huda (2016), Hasan (2019), and Ramadhan, Pongtuluran, and 
Wahyuni (2020) shows that leadership has no significant effect on organizational commitment. 

Job involvement is another factor besides leadership factors that can affect organizational 
commitment. People who have high work involvement are very focused on their work (Hackett et 
al., 2001). Job involvement is the internalization of the good values of work or the importance of 
work for one's self-esteem (Lodahl & Kejner, 1965). Ching (2015) states that job involvement is the 
level of work experienced by employees that affect self-esteem and performance. Saxena (2015) 
explains that job involvement is related to individual psychology, which is essential for a unique 
image. 

The studies related to the relationship and influence of work involvement on organizational 
commitment include research by Shamaa, Rabayah, and Khasawneh (2015), Tanjung (2019), 
Tarman, and Ruski (2019), which revealed that work involvement has a positive and significant 
effect on organizational commitment. However, the opposite finding by Saputra and Rahardjo 
(2017) showed that no effect was found between work involvement on organizational commitment. 

In addition to leadership and work involvement factors, organizational climate also affects 
organizational commitment; according to the results of research by Agustama and Giantari (2020), 
the namely corporate environment has a significant effect on organizational commitment.  
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According to Lussier (2005), organizational climate is the perception of employees about 
the quality around the organization's internal environment, which is relatively perceived and will 
influence their subsequent behavior. Agustina (2002) stated that organizational climate is a variable 
that influences work motivation and commitment. Davis and Newstrom (2001) view organizational 
climate as the personality of an organization that distinguishes it from other organizations, which 
leads to the perception of each member in viewing the organization. 

The studies related to the relationship and influence of organizational climate on 
organizational commitment include research by Ariana and Mujiati (2018), Cahyadi and Utama 
(2018), Jaya and Netra (2019), finding that organizational climate has a positive and significant 
effect on commitment corporate. At the same time, Darmawan's (2017) research shows the opposite 
finding that organizational climate has no significant impact on organizational commitment.  

The variables of Leadership, Work Involvement, Organizational Climate, and 
Organizational Commitment are also closely related to the Quality Village Family organization. 
President Joko Widodo launched the KB village program in 2016 on a national basis, followed by 
establishing KB villages in every sub-district throughout Indonesia. The KB village is an area unit 
at the village level with specific criteria where there is an integration of the Family Development 
Program, Population and Family Planning (Banggakencana), and other related sector developments 
to improve the quality of life for families and communities (KB village guidelines for field line 
staff, 2019). 

The criteria for the area in question are slums, coastal watersheds (DAS), railroads, 
impoverished areas, remote areas, borders, industrial areas, tourist areas, and densely populated 
areas. The purpose of the KB village program is to improve the quality of life for families and 
communities. In 2015, the President of the Republic of Indonesia mandated the BKKBN to 
formulate an activity or program that could strengthen efforts to achieve development goals in 
Population Control and Family Planning. The program is called "Quality Family Village" or 
commonly called KB village. Kampung KB is an innovative program developed by BKKBN to 
fulfill the government's Nawa Cita, expressly point 3: build Indonesia from the periphery by 
strengthening regions and villages within the framework of a unitary state. Point 5: improve the 
quality of life of Indonesian people, and point 8: revolutionize the nation's character. The presence 
of this KB village is essential because it includes efforts to improve the welfare of Indonesian 
families, especially in residential areas with densely populated, remote, underdeveloped, 

The purpose of this research is to: 
1) Knowing the effect of the variable Leadership on Organizational Commitment on members of 

the KB village working group in Lombok Island. 
2) Knowing the effect of work involvement variables on organizational commitment among 

members of the KB village working group in Lombok Island. 
3) Knowing the effect of Organizational Climate variable on Organizational Commitment on 

members of the KB village working group in Lombok Island. 
 
 
THEORETICAL FOUNDATION AND HYPOTHESIS DEVELOPMENT 

 
Luthan (2011) defines organizational commitment as a strong desire to remain a member of 

a particular organization, willing to give the best performance and effort for the organization with 
the belief and accept the values and goals of the organization. Meanwhile, leadership is a process of 
one's activities to move others by leading, guiding, and influencing others to achieve the expected 
results. What is driven by a leader is not inanimate objects but humans who have feelings and 
reason, as well as various types and characteristics, so leadership is not seen as easy. The will of a 
leader is a means to achieve goals (Korbi, 2015). This means that subordinates in meeting their 
needs depend on the skills and abilities of the leader (Sutrisno, 2015).  
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According to Yukl (1994), an effective leader can influence his followers to have a great 
sense of optimism, self-confidence, and a high commitment to achieving goals and not forgetting to 
achieve the vision and mission of an organization. 

Mintzberg in Davis and Newstorm (2001) asserts that the leadership role is the most 
important of all positions in the organization. MeanwhileNowack (2006), in his research, revealed 
that the main reason someone left their job was because of a lousy leader. Employees who feel their 
leader manages the organization poorly tend to have a significantly higher intention to leave the 
organization. Leadership has been shown to have a significant impact on organizational 
commitment (Shirbagi, 2007). 

Other studies that prove that leadership has an effect on organizational commitment, for 
example, Oztekin, Isci, and Karadag (2015), De Sousa (2017), Putra and Suana (2018), Kurnia and 
Nugroho (2019), Cilek (2019) found that leadership has a positive and significant effect on 
organizational commitment. Based on this description, the following hypotheses can be formulated: 
 
H1: Leadership has a significant positive effect on organizational commitment.  
 

Opinion Rahati et al. (2015) stated that work engagement was defined as internalizing the 
values of goodness and the importance of work among people in an organization. It is also 
described as the degree to which work is recognized as a significant factor in meeting one or 
another need of an employee. Engagement also shows the importance of work for a worker's self-
image (Mazayed et al., 2014). 

Meanwhile, Robbins (1996) states that by knowing the work involvement of its members, 
members will become more motivated and more committed to the organization and satisfied with 
their work. At the same time, Chungtai (2008) states that work involvement will increase 
organizational commitment among employees. A committed employee will put in more effort as a 
representative of the organization, consequently leading to a higher level of work. 

Research by Mariyanti (2014) states that work involvement is one factor that influences 
organizational commitment. The higher the level of work involvement, the higher the organizational 
commitment. Chin (2012) states that there is a significant contribution between work involvement 
and organizational commitment. 

According to Morrow (1983), job involvement and organizational commitment are 
interrelated. Blau and Boal (1987), in their analysis of the relationship between job involvement and 
organizational commitment, stated that the two variables were related. Zoopiatis, Constanti, and 
Theocharous (2013) conveyed the results of their research that work involvement is most closely 
related to affective commitment and normative commitment compared to continuance commitment. 

Employees who actively participate in the organization/company and work (especially in 
decision-making) also have a sense of commitment and are more interested in the organization 
(Hodge & Anthony, 1988). Lambert (2008) explains that job involvement has a significant effect on 
organizational commitment, i.e., people who are not involved with their work may be more inclined 
to blame the organization for the work they have for which they pay little attention, which means 
they have less commitment. towards the organization. Instead, the people involved must form a 
more excellent bond with the organization from which their work originates. 

Line with some studies also prove that work involvement affects organizational 
commitment; for example, Putera and Riana (2017), Ariana and Mujiati (2018), Asrunputri (2018), 
Tanjung (2019), and Tarman and Ruski (2019) prove that work involvement has a positive and 
significant effect on organizational commitment. Based on this description, the following 
hypotheses can be formulated: 
 
H2: Job involvement has a positive and significant effect on organizational commitment. 
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According to Wirawan (2009), organizational climate is related to the perception of 
corporate members regarding what exists or occurs in the organization's internal environment. The 
more conducive the organizational environment in the company/organization, the higher the 
commitment of employees/members. Likewise, according to Setyanto et al. (2013), there is a 
positive relationship between organizational climate and organizational commitment. Employees 
perceive the better the corporate environment, the stronger the commitment to the organization. 

The role of organizational climate in determining the behavior of members in the 
organization is enormous, so creating a conducive corporate environment for members, in general, 
must be a top priority for the organization. Hay and McBer in Kusnan (2006) mention six 
dimensions of organizational climate: dimensions of flexibility/conformity, responsibility, 
standards, rewards, clarity, and team commitment/team spirit are also factors that influence 
commitment to the organization. For example, the dimension of responsibility in the organizational 
climate, where members of the organization feel free to do their job well without excessive 
supervision from superiors. If an organization can create such a corporate climate, then members 
will positively perceive that climate. 

Then, Kuntjoro (2002) states that if the organizational climate of work in the organization is 
not supportive, for example, lack of facilities, less harmonious working relationships, lack of social 
security and security, then automatically individual commitment to the organization will become 
increasingly faded or even tend to vilify the place of work. Work. 

In line with Widiarti (2016), the organizational climate positively and significantly affects 
organizational commitment. It shows that the higher the level of organizational climate, the higher 
the level of organizational commitment. Several studies also prove that corporate environment 
affects organizational commitment; for example, Hanafi and Sanosra (2018), Mahendra and Subudi 
(2019), Tarman and Ruski (2019), Saragih and Suhendro (2020), Agustama and Giantari (2020) 
find that organizational climate has a positive and significant effect on organizational commitment. 
Based on this description, the following hypotheses can be formulated: 
 
H3: Organizational climate has a positive and significant effect on organizational commitment.  
 
CONCEPTUAL FRAMEWORK 

 
The influence relationship between variables in this study as a whole can be seen as follows: 

 
 

 
 
 
 
 
 
 
 
 
 
 

Figure 1. Conceptual Framework Model 
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METHOD 
 

This research is included in the category of causal analysis using a quantitative approach. 
The sample in this study were members of the KB village working group throughout Lombok 
Island, with a total of 93 respondents. The researchers used a random sampling technique 
employing simple random sampling.  

The data collection tool used in this study is a questionnaire that is a data collection by 
providing or distributing a list of questions/statements to respondents in the hope that they will 
respond based on these questions/statements (Sugiyono, 2011). The number of questionnaires 
consists of questionnaires on leadership, job involvement, organizational climate, and 
organizational commitment. 

Questionnaires that will be distributed to respondents either directly or through online media 
are closed. Respondents will be given alternative qualitative answers, which are converted into 
values based on a Likert scale. The Likert scale is an existence of a semantic scale that uses more 
than one statement item, where several statements are used to explain a construct, then the answers 
are added up (Ferdinand, 2014). Giving weight to each variable for each statement/question item 
provides answer choices in the 1-5 scale range. 

Following the formulated hypothesis, the data in this study will be analyzed using PLS. PLS 
is a variant-based structural equation analysis (Structural Equation Model) that is a powerful 
analytical method. It does not have to meet the assumption of data normality, and the sample size 
does not have to be significant. 
 
RESULT  
Description of Variable 

The leadership in this study is the respondent's response to the ability of the KB village 
working group chairman to influence other people, in this case, the KB village working group 
members, to work together to achieve goals. Respondents' responses to the leadership variable in 
the practical category. It means that the head of the working group has effective leadership in 
managing the KB village organization where they serve. 

Work involvement in this study is the respondent's response to the level of identification of 
members of the KB village working group on their work, actively participates in their work, and 
considers performance in their work to be more valuable for their excellent and see work as 
essential to self-esteem. Responses to job involvement with a high category. It means that, in 
general, respondents feel a high work involvement in the KB village organization. 

Organizational climate is the respondent's response to the quality of the internal 
environment of an organization experienced by members of the KB village working group, 
influencing behavior and can be illustrated by a set of particular characteristics or attributes of the 
KB village organization. Respondents' answers to the organizational climate variable were in the 
conducive category. It indicates that overall, the respondents feel that there is a conducive 
organizational climate within the KB village organizations throughout the island of Lombok. 

Organizational commitment is the respondent's response to the beliefs that bind a person to 
the organization where he serves, which indicated by the behavior of members for loyalty or 
loyalty, involvement in work and identification of organizational values and goals as well as the 
desire to stay in the KB village organization. Respondents' responses to the variable organizational 
commitment in the high category. It means that respondents have strong emotional values or deep 
feelings towards the KB village. 
 
Hypothesis Testing Results 

T-Statistic and P-Values values from the SmartPLS output after Bootstrapping determine the 
significance of leadership, work involvement, and organizational climate on organizational 

http://www.ijiset.com/


IJISET - International Journal of Innovative Science, Engineering & Technology, Vol. 8 Issue 7, July 2021  

ISSN (Online) 2348 – 7968 | Impact Factor (2020) – 6.72 

www.ijiset.com  

405 
 

commitment. Determine the correlation of variables can be seen through the value of the path 
coefficient. The results of hypothesis testing can see in the figures and tables that show the path 
coefficients, T-Statistics, and P-Values in this study. 
 

Table 1. Recapitulation of Path Coefficient Values, T-Statistics and P-Values 

Determine Path 
Coefficient 

T-
Statistics 

p-
Value Note: 

Leadership → Organizational Commitment 0.052 0.497 0.620 Rejected 
Work Engagement → Organizational 
Commitment 0.276 2,321 0.021 Be accepted 

Organizational Climate → Organizational 
Commitment 0.635 5,691 0.000 Be accepted 

 
In this study, the first hypothesis has been proposed, which states that, H1: SThe more 

effective the leadership in an organization, the higher the organizational commitment of members in 
an organization. Based on table 1, it can see that the value of the leadership path coefficient on 
organizational commitment is 0.052with a P-Values of 0.620, more significant than 0.05, which 
means that the leadership variable has no significant effect on the corporate commitment variable. 
So the first hypothesis is rejected. 

In this study, a second hypothesis has been proposed, which states that, H2: The more, The 
higher the work involvement of members in an organization, the higher the organizational 
commitment of members in an organization. Based on table 1, it can see that the path coefficient 
value of work involvement on organizational commitment is 0.276 with a P-Values of 0.021, which 
is smaller than 0.05, which means that the work involvement variable has a significant effect on the 
organizational commitment variable. So the second hypothesis is accepted. 

In this study, a third hypothesis has been proposed, which states that H3: The more 
conducive organizational climate in an organization, the organization's organizational commitment 
will be higher. Based on table 1, it can be seen that the coefficient value of the managerial climate 
path on organizational commitment is 0.635, with a P-Values of 0.000 which is smaller than 0.05, 
which means that the managerial climate variable has a significant influence on the organizational 
commitment variable. So the third hypothesis is accepted. 
 
DISCUSSION 
The Effect of Leadership on Organizational Commitment 

Leadership has no significant effect on organizational commitment. It means that although 
members of the working group perceive the leadership of the working group chair as effective or 
ineffective, the organizational commitment of the members of the working group in the KB villages 
throughout Lombok Island remains high. Therefore, the first hypothesis (H1) proposed is rejected 
or not accepted. In other words, the leadership of the working group chair cannot directly affect the 
organizational commitment of the members of the KB village working group in Lombok Island. 

The results of this study do not support the results of previous research conducted by 
Oztekin et al. (2015), De Sousa (2017), Putra et al. (2018), who found that leadership has a 
significant influence on organizational commitment. This means that leadership can provide an 
increased organizational commitment to members. Likewise, Kurnia et al. (2019), and Cilek (2019), 
found that leadership affects organizational commitment. This means that good leadership will 
make the organizational commitment of members of the organization higher, and vice versa, that 
bad leadership will cause the organizational commitment of members to be lower. Ott (1996) says 
leadership is one of the crucial elements that influence the work of members individually and the 
organization as a whole, including the commitment to the organization. 
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This study is also different from the research results by Irawan (2012), which revealed that 
the decline in organizational commitment occurred due to several factors, one of which was the 
leading factor. The leadership of the chairmen of the organization is considered ineffective because 
it does not provide an example and firmness to its members always to be committed to carrying out 
administrative regulations such as being present on time. After all, in the view of members, they 
think that the chairman often comes late, the chairman rarely gives warnings to late members, and 
commits violations. 

The facts that occur in the field are exactly like the findings where the working group chair 
has not been able to provide an example to the working group members, for example, when there is 
a meeting or meeting that will discuss activities to be carried out in the KB village, 

However, the results of this study support the findings by Southeast et al. (2016), Hasan 
(2019), Ramadhan et al. (2020) prove that there is no significant influence of leadership on 
organizational commitment. The problem with the leadership of the working group chair that it has 
no significant effect on the promise of members is that the working group chair has not been able to 
optimize the potential of the organization and has not been able to adapt to the demands of the 
internal and external environment, in this case, meeting the aspirations of innovating working group 
members because so far the working group chair is generally shackled by the existence of rules that 
apply so that there is less improvisation and innovation aimed at increasing member commitment 
and what happens is that even the chairman of the working group always only relies on existing 
rules, the chairman of the KB village working group always relies on his formal authority so that 
power becomes a force in moving subordinates. 

The application of the organizational structure in KB villages throughout Lombok Island 
uses an organic organizational structure approach, namely members of the working group feel part 
of the organization in the organizational structure of the KB village, and this encourages them to be 
more imaginative and creative during their duties to stimulate each member by itself leading to high 
organizational commitment. Furthermore, in the organic organizational structure, the existence of a 
sense of ownership of the organization by members makes a heightened sense of belonging to the 
KB village organization, where the progress or failure of the KB village lies with the working group 
members themselves, the change and progress of their town is a separate moral burden for 
members, and this becomes their driving force. To be more committed to the organization. In the 
organic structure, there is also a harmony between individual and organizational goals. The purpose 
of the KB village organization is to improve the quality and welfare of the community. Of course, it 
is the dream of every individual in each village, especially the members of the working group, 
which is to advance their area and want the quality of the people in their town to be good and 
welfare to be a shared dream so that this triggers the higher organizational commitment of the 
working group members. Furthermore, in the KB village organization that uses an organic structure 
approach, it allows working group members to complete tasks. Its members communicate, 
coordinate and collaborate to build high organizational commitment as the principal capital in 
building KB village organizations. 

In addition to the organic organizational structure approach, the leadership style applied in 
the KB village did not have any effect in strengthening the organizational commitment of the 
members of the KB village working group. The leadership practice of the KB village working group 
leader uses a democratic leadership style.Democratic leadership is characterized by the existence of 
a structure whose development uses a cooperative decision-making approach, which means that the 
working group chairperson can work with members in making decisions. Under democratic 
leadership, members tend to be collaborative, self-directed. Democratic leadership is active, 
dynamic, and directed leadership. Involved in moving (Rivai, 2010). However, in reality, the 
democratic leadership style approach is not able to influence the organizational commitment of 
members of the KB pokja members throughout the island of Lombok because the responsibility of 
working group members is built on the basis of their knowledge and experience in being in the 
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midst of a community that requires development intervention for the progress of their village so that 
with maturity the characteristics of the working group members are: 

The age that is dominated by the middle age development range is being able to adapt so 
that it becomes pretty stable and emotionally mature and accompanied by the excellent average 
education of working group members. It makes the organizational commitment of working group 
members high without being encouraged by the democratic leadership style carried out by the head 
of the KB village working group.  
  
The Effect of Work Engagement on Organizational Commitment 

Work involvement has a significant effect on the organizational commitment of members of 
the KB village working group throughout Lombok Island. If the working group members have high 
work involvement, the organizational commitment of the members of the KB village working group 
in Lombok Island will be higher. People who have high work involvement are very focused on their 
work (Hackett et al. 2001). Job involvement is internalizing the values of the goodness of creation 
or the importance of work for one's self-esteem (Lodahl & Kejner, 1965). This participatory process 
uses all members' capacities and is designed to encourage increased commitment to organizational 
success (Robbins, 2003). 

Commitment is a strong basis for working group members to be involved in their work 
because being part of a working group is a purely self-evident desire to feel that they can contribute 
and that their work has meaning for them and the KB village organization. The spirit of kinship and 
togetherness in carrying out their duties as a working group member in the organization is the basis 
for involvement in their work as a working group member in achieving the goals of the KB village 
organization. 

The findings in this study support the results of previous studies by Shamaa et al. (2015), 
Abdallah et al. (2017), Asrunputri (2018), which revealed that work involvement has a positive and 
significant effect on organizational commitment. Work involvement plays a role in determining 
member performance and shaping organizational outcomes. For example, the findings of Mowday 
et al. (1979) in Almarshad (2015) indicate that job involvement has a positive impact on 
organizational commitment. 

The results of this study are also reinforced by the findings of Tanjung (2019), Tarman et al. 
(2019), which reveal that work involvement has a positive and significant effect on organizational 
commitment. This is also shown by activities that offer the work involvement of working group 
members so that it raises the affective commitment of working group members in KB villages 
throughout the island of Lombok. 
  
The Effect of Organizational Climate on Organizational Commitment 

Organizational climate has a significant effect on the organizational commitment of 
members of the KB village working group throughout Lombok Island. This means that the more 
conducive the perceived organizational climate, the higher the organizational commitment of the 
KB village working group members throughout Lombok Island will be. 

Susanty (2012), in her research, also states that there is a climate inequality between one 
organization and another that affects the behavior of human resources in the organization. An 
excellent organizational climate will bring pleasant feelings to its members. It will create a sense of 
belonging and respect for the organization so that corporate members are determined to do 
something useful for the organization itself. 

The results in this study support most of the results of previous studies, which showed that 
organizational climate has a positive and significant effect on organizational commitment, as the 
results of research conducted by Ariana et al. (2018), Cahyadi et al. (2018), Jaya et al. (2019), 
Tarman et al. (2019), Saragih et al. (2020), Purnama et al. (2020), and Screwdriver et al. (2020). 
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The condition in which the organizational climate has a significant effect on the organizational 
commitment of the KB village working group members in Lombok Island. 

The more positive the perceptions of organizational climate certainly felt by individuals, the 
stronger their perceptions of shared identity and high organizational commitment. Regulation and 
climate development positively increase organizational commitment (Zhang & Liu, 2010). In line 
with the natural conditions that occur, the perceptions built by the working group members 
themselves impact increasing the organizational commitment of the members of the KB village 
working group throughout the island of Lombok. 
 
CONCLUSION  
 

Based on the results of inferential statistical analysis, it can conclude as follows: 
1) Leadership has a positive and insignificant effect on the organizational commitment of members 

of the KB village working group in Lombok Island. It means that even though the leadership of 
the working group chair perceives as effective or ineffective by the working group members, the 
organizational commitment of the members of the working group in the KB villages throughout 
the island of Lombok remains high. 

2) Work involvement has a positive and significant effect on the organizational commitment of the 
KB village working group members throughout Lombok Island. It means that if the work 
involvement of working group members is high, the organizational commitment of members of 
the KB village working group in Lombok Island will be higher. 

3) Organizational climate has a positive and significant effect on the organizational commitment of 
members of the KB village working group in Lombok Island. If the corporate environment of the 
working group members is conducive, the organizational commitment of the members of the KB 
village working group throughout Lombok Island will be higher. 

 
FUTURE RESEARCH SUGGESTIONS 

 
Some limitations and suggestions for further researchers that can submit include: 

1) The results showed that leadership had no significant effect on the organizational commitment of 
the KB village working group members in Lombok Island. It needs to be proven by further 
research to find the cause of its insignificance by using a different approach, namely a qualitative 
approach. 

2) The next researcher can research with different objects, namely KB village organizations in other 
areas. 

3) Although this research has been carried out as well as possible, some limitations cannot be 
avoided. A regulation that may affect the results of this study is that the research subjects are still 
limited to members of the KB village working group in Lombok Island. Therefore, it is better for 
future research to direct the issue to a broader range of regencies/cities across Sumbawa Island or 
other areas where the results may be different. 

4) For further researchers, it is hoped that they can provide better results by examining variables 
other than leadership, work involvement, and organizational climate that can affect 
organizational commitment. Furthermore, it is suggested for further research by taking the object 
of study on a broader scale. The problems experienced in leadership, work involvement, and 
organizational climate on organizational commitment become more varied. 

5) Theoretically, the results of this study have confirmed various factors thought to influence 
organizational commitment, including leadership, work involvement, and organizational climate. 
The findings of this study support many existing studies as described in the previous chapter. 
This research has important implications for encouraging behavioral research on the following 
working group members of the KB village organization so that it is necessary to consider various 
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other factors that trigger the development of the performance of the members of the KB village 
working group. 
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