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 Background: A good performance is strongly influenced by human resources and 
individual behaviors in it, for it needs an appropriate HR management to optimize 

according to the expectations of the community and to face the public's demand for 

Police institution to improve its performance according to society's expectation. 
Objective: This research is aimed to examine the impact of Leadership, Competence, 

and organizational culture on organizational performance of the Border Region 

mediated by trust. Results: Leadership style, competence and organizational culture 
have significant influence to trust, but leadership style and competence have a negative 

effect to performance. Beside culture haven’t effect to performance. Conclusion: The 

implication of leadership, culture and trust are important role in developing  
performance either individually or simultaneously  

 

INTRODUCTION 

 

The complexity of the challenge of the Police in the reform era in its journey has been to provide benefits 

for the Police with significant progress in the field of strength, coaching and operational development. On the 

other hand, honestly acknowledging there is a negative access to the implementation of its main tasks, such as 

the deviation of the Police members' behavior such as abuse of power, the quality of service representation 

which is deplorable from the moral and legal aspect such as discrimination, service request / law enforcement on 

Reasons of self-interest, discretion over limit, complicating, arrogant, slow, impolite human and negative 

behavior. 

While the public's expectation of the police that require the security and protection of the Police maximally 

on him, his family and his property; and wanted better service from the Police. As one of the public sector 

organizations, the professionalism of the Police organization's performance is strongly influenced by human 

resources and individual behaviors in it, for it needs an appropriate HR management to optimize according to 

the expectations of the community and to face the public's demand for Police institution to improve its 

performance according to society's expectation. 

Based on the evaluation result from Indonesian Police Watch (IPW) in 2014, Performance of Police 

Republic of Indonesia in 2014 is considered very unsatisfactory to the public. Police reform as patron, protector, 

public servant is also on the way. In fact, the Police have 420,275 personnel with budget of Rp 44.5 trillion in 

2014. "Police performance is still red because integrity, exemplary, professionalism and partnership is very 

weak and no progress at all during 2014," said IPW spokesperson Sogi Sasmita in the discussion with the theme 

'Police Outlook 2005, Evaluation and Projection of Police Performance' in Jakarta. (Kompas, 2014). 

Many of the factors that are of great concern in the reform of the Police's performance include the 

performance of the Border Regional Police that affects trust is leadership. Because as is known, Leadership is a 
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process of one's activities to move others by leading, guiding, and influencing others, to do something to achieve 

the desired results (Edy Sutrisno, 2009). 

The condition as describe above is reinforced by the condition which shows that generally the current 

Police leadership condition is needed revamping of internal resources as the main supporting factor in order to 

perform its duties professionally, one of them optimize the maturity level which is prime for a leader faced with 

challenge of organization task. Found leadership research on leader-member exchanges, which concluded that 

the relationship of declining exchange correlated with greater clarity of role, higher satisfaction, stronger 

organizational commitment, and better subordinate performance (Gary Yukl, 2009). 

Another factor that is also quite influential is the competence of members of the police itself. Because as it 

is known, Competence is a fundamental characteristic of each individual associated with the differentiated 

criteria of superior or effective performance in a job or situation. Spencer and Spencer (2007) cited by Wibowo 

(2011) states that: "Competence is the basic foundation of characteristic of people and indicates how to behave 

or think, equalize the situation, and support for long periods of time". 

Meanwhile, various theories and research in the field of organization has been able to explain well the 

importance of the role and impact of Human Resources, especially on factors that involve organizations and 

individuals that affect the performance of the organization, among others, leadership, cultural, and trust. The 

inconsistent results from previous studies became an interesting research loophole for further investigation. In 

addition, based on the phenomena described above, it is deemed necessary to conduct research on the existence 

of Police in the Province of the Border Region. Through this research will examine how the influence of 

Leadership Style, Competence and Organizational culture to Trust and its implications on Performance at the 

Police Regional Border Area.  

 

Literature Review: 

2.1 Organizational Performance:  

According to Ghosh dan Mukherjee (2006), corporate performance is the final result of all activities. In 

evaluating performance the emphasis is on assessing the current behavior of the organization in respect to its 

efficiency and effectiveness. The appropriate performance measurement tool should be: Relevant to the strategic 

goals of the organization and accountable to the individuals concerned, focus on measurable outputs, verifiable. 

Robbin (2011) stated that performance is a measure of a result. Performance measurement is absolutely 

necessary to match the goals and targets to be achieved. Through the measurement also will be able to be taken 

into account the level of effectiveness and efficiency. However, performance actually has a broader meaning, 

not just the work, but includes how the work process takes place. 

According Wibowo (2011), performance has a broader meaning, not just the work, but including how the 

work process takes place. The goal of performance is to adjust individual performance expectations to 

organizational goals. Compliance between efforts to achieve individual goals with organizational goals will be 

able to realize good performance. Performance within the scope of the organization is the work that has been 

achieved by an organization in doing a job can be evaluated the level of performance. The success or failure of 

goals and ideals in the organization depends on how the performance process is implemented. Organizational 

performance cannot be separated from the factors that can affect. 

According to Gibson, (2009) the factors that affect performance are: a) factors of individual variables 

consisting of abilities and skills, background, and demographics; b) factors of psychological variables consisting 

of perception, attitude, personality, motivation, job satisfaction and job stress and c) organizational factors 

consisting of leadership, compensation, conflict, power, organizational structure, job design, organizational 

design, and career. 

 

2.2 Trust:  
Some literature has defined trust with various approaches (Mukherjee and Nath, 2003). Initially, belief is 

much studied from the discipline of psychology, because it is related to one's attitude. In its development, belief 

is the study of various disciplines (Riegelsberger et al., 2003; Murphy and Blessinger, 2003; Kim and Tadisina, 

2003.  

Trust is the conviction of all parties to one another that is reliable in fulfilling the obligations of mutual 

relationships. Trust is the desire of a party to be a resignation / acceptance of action from other parties on the 

expectation that the other party will perform a certain action that is important for the party who ingnore belief 

(Lendra, 2004). Rofiq (2007: 32) defines trust (trust) is the belief of a certain party against the other in 

conducting a transaction relationship based on a belief that the person who believes it has all the obligations 

well as expected. 

According to Robbins and Judge (2008), Trust is a positive expectation that others will not act 

opportunistically. The term opportunistic refers to the risk in a trust-based relationship. According to Cumming 

and Bromiley, quoted by Altuntas and Baykal (2010) the concept of trust has been defined as: self-confidence 

and commitment without the perception of fear, and doubt, one believes that it will receive support and 
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collaboration in solving problems when needed, Underlying motives and / or negative thoughts on the part of 

others. 

 

2.3 Competence: 

Competence comes from the word "competent" which means ability. Competence is a behavior that 

includes the knowledge, skills and attributes necessary for a successful performance. In addition to the 

underlying intelligence and characteristic talents of a person such as the nature, habits, social roles and self-

image as well as the environment around them enables one to deliver superior performance in a particular 

occupation, role or situation. (Ulrich, 2008). Heinsman, et al (2006) describes competency management as an 

important human resource tool often used in organizations to guide human resource practices such as selection, 

assessment, career management assessment, employee development and performance. 

Furthermore Forrier, Selsm and Stynen (2009) argued that competence development as an important feature 

of competency management includes all activities undertaken by organizations and employees to maintain or 

improve employee functionality, learning and career competence. Robbins (2007: 38) mentions competence as 

ability, namely the capacity of an individual to do various tasks in a job. Furthermore, it is said that the ability of 

individuals formed by two factors, namely the factor of intellectual ability and physical ability. Intellectual 

ability is the ability necessary to perform mental activities while the physical ability is the ability necessary to 

perform tasks that demand stamina, dexterity, strength, and skill. 

Furthermore Wibowo (2012: 324) argued, competence is a trap to carry out a work based on skills and 

knowledge and supported by the work attitude demanded by the job. Thus the competence shows the skill or 

knowledge characterized by professionalism in a particular field as the most important. Competence as a 

person's characteristics is related to effective performance in a job or situation. 

 

2.5 Leadership style: 

Leadership style is the behavioral pattern (words and actions) of a leader felt by others (Hersey, 2004: 29). 

Basically the style of leadership has much influence on the success of a leader in influencing the behavior of his 

followers. Leadership style is a way or norm of behavior used by a person when the person is trying to influence 

the behavior of others as observed. (Pasolong, 2008). 

According to Thoha (2010) the style of leadership is the norm of behavior used by a person when the 

person is trying to influence others as he sees. Leadership style is a set of characteristics owned by leaders to 

influence subordinates to what the organization's goals can be achieved (Rivai, 2011: 42). To be a good leader a 

leader should be able to choose what kind of leadership style that is suitable to be applied in the company so as 

to motivate employees as well as enforce employee discipline in the company. Meanwhile, according to 

Hasibuan (2013: 170) are as follows: "Leadership style is a way of leaders to influence subordinates, to want to 

work together and work productively to achieve organizational goals. 

 

2.6 Culture: 

According to Daft and Marcic (2007, p.62) describes organizational culture is a set of key values, beliefs, 

understandings and norms that share members of the organization. The level of corporate culture is divided into 

visible culture and invisible culture. Examples of visible cultures are uniforms and symbols. Examples of 

invisible cultures are underlying assumptions and deep convictions, such as "people here care for each other like 

family". 

Robbins (2011), defines an organizational culture as "a system of shared meanings shared by members that 

differentiate the organization from other organizations". Referring to his opinion Robbins (2011), every 

organization is a typical system, so that the organization has a personality and identity. Therefore each 

organization must have a distinctive culture as well. Organizational culture has a very important role in an effort 

to achieve corporate goals, because it has several functions. First, culture has a distinctive role. That means that 

organizational culture creates a clear distinction between one organization and another. Second, organizational 

culture is as an identity for members of the organization. Third, organizational culture facilitates the growth of 

commitment to something wider than individual self-interest. Fourth, organizational culture enhances the 

stability of the social system (Robbins, 2011). Robbins and Judge (2012) argue that organizational culture refers 

to a system of shared meanings shared by members who differentiate the organization from other organizations. 

Seven primary characteristic which is capture the essence of an organization's culture that refers to the seven 

characteristics suggested by Robbins (2011) before. 

Furthermore Schein (1997) in Acar (2012) defines organizational culture as a basic assumption pattern 

created, discovered, or developed by certain groups such as learning to address external adaptation problems and 

internal integration. The culture of work permeates and is strong because it either encourages or impedes change 

within the organization. For employees, the corporate culture is good glue that binds employees to the 

organization or the wind that blows them away. Corporate culture is important in enhancing key organizational 

skills and how they function (Chen, 2004; Nazir, 2005; O'Reilly, 1989; Silverthorne, 2004 in Nongo, 2012). 
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Culture is also important in determining how well an employee fits into an organizational context. Meanwhile, 

the importance of conformity between employees and the organization cannot be overemphasized (O'Reilly et 

al., 1991 in Nongo (2012).  

Based on explanations above, so research hypothesis as follow: 

H1: Leadership Style significant effect on trust. 

H2: Competence significant effect on trust. 

H3: Culture significant effect on trust. 

H4: Leadership Style significant effect on performance. 

H5: Competence significant effect on performance. 

H6: Culture significant effect on performance  

H7: Trust is able to significantly moderate the effect of leadership, competence and culture on performance. 

From the formulation of hypothesis, research model can be form as follow: 

 

 

 

 

 

 

 

 

 

 

 

 

Fig. 1: Research Model  

 

Method: 

The research design used in this research is descriptive research method; the research describes a 

phenomenon, event, or situation. The aim is to describe systematic, factual, and accurate information on the 

facts, nature, and the relationship between the phenomenons under study. 

 

3.1 Measure: 

To test these hypotheses, a structured questionnaire was designed focusing on Leadership Style, 

Competence and Organizational culture to Trust and its implications on Performance at the Police of Border 

Region. To assess the content and face validity, the questionnaire was submitted to professionals who assessed 

each item for representative, specificity, and clarity. The final questionnaire was divided into two parts. The first 

part contained questions regarding respondents’ demographics, and the second part focused on measurement 

scales. All variables in the second part of the questionnaire were closed-ended five-point scales which is known 

as Likert scale, with 1 indicating ‘‘strongly disagree’’ and 5 indicating ‘‘strongly agree’’. 

 

3.2 Sampling and Data Collection: 

In this study the authors use probability sampling is a sampling technique that provides equal opportunities 

for each element (member) of the population to be selected to be a sample. In this case the sample technique 

using simple random sampling. It is said to be simple (simple) because the collection of sample members from 

the population is done randomly regardless of the strata in the population. To find out how many minimal 

samples representing a population of police personnel then use the opinion of Slovin. By using the error rate (e) 

of 10% then obtained the number of samples of 84 respondents. 

 

3.3 Method of Data Analysis: 

Data obtained from the questionnaire were analyzed using tables, simple percentages, cross tabulations, 

charts, regression analysis.  Data which contain variables were measured using a 5-point Likert scale (Malhotra, 

2010). In order to effectively carryout inferential analysis, the items coded for descriptive analysis were 

transformed into dummy variables Statistical computation was done with the aid of SPSS 17.0 for Windows. In 

other wise, data analysis techniques used to solve problems in this research using regression analysis. This 

analysis is used to find and get a picture of the effect of the financial performance of the company's value by the 

dividend policy as moderating variables in the manufacturing sector companies in the Indonesian stock 

exchange with SPSS (Statistical Product and Service Solutions). 

 

 

 

Leadership 

Competence 

Culture 

Performance 

Trust 
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Result: 

The result of this research is using regression analysis. This analysis is an analysis to measure between one 

or more independent variables. It aims to see the influence between independent variables and dependent 

variables. The use of this technique of analysis is done by reason because this research wants to know whether 

there is influence between some independent variables with dependent variable. Relationships between variables 

can be expressed by the analysis model as follows: 

Y1 =  + 1X1 + 2X2 + 3X3 + e   

Y2 =   + 1X1 + 2X2 + 3X3 + e 

The following results of multiple linear regressions for model-1 are presented in table 1: 

 
Table 1: Summary of Results Analysis X1, X2, X3 to Y1 

Variables Coefficient (B) t-cal Sig. 

Leadership Style .079 2.076 .041 

Competence  .232 2.775 .007 

Organizational culture .090 2.297 .024 

Constanta 6.312 6.374 .000 

Fhitung = 6.372  
R = 0,439 

R2 = 0,193 

Adjusted R2 = 0,163 

   

 

The results of analysis in table 1 can be written form of regression equation as follows: 

Y1 =  + 0.079X1 + 0.232X2 + 0.90X3 + e   

To find out the test results can be explained through testing on each hypothesis, as follows: 

A. Simultaneous Test (F-Test) 

Test F is performed to test whether the Leadership Style, Competence and Organizational culture variables 

simultaneously or simultaneously have a significant effect on the trust. 

Proof of hypothesis: Leadership Style, Competence and Organizational culture simultaneously affect the 

trust. 

Leadership Style Variables, Competence and Organizational culture has a value of 6.372 F with a 

significant value of 0.001. Acceptance criteria hypothesis stated that Ho is rejected if the value of significance 

less than 0.05 or 5% and Ho accepted if the value of significance of more than 0.05 or 5%. From F test, it can be 

seen that the value of significance is less than 0.05 or 5% so it can be said that Leadership Style, Competence 

and Organizational culture together (simultaneously) have an effect on trust. F test results can be seen in Table 2 

below: 

 
Tabel 2: Hasil Uji F 

 
 

Partial Test (t test): 

T-test is done to test partially whether independent variables consisting of Leadership Style, Competence 

and Organizational culture have significant influence to trust. 

Based on table 4.1 it can be seen that: 

1) Hypothesis Testing: Leadership Style positive effect on trust. This can be seen from the significant value 

0.041 less than 0.05 and t-count (2,076)> t (1,998). The description shows that the Leadership Style variable has 

a significant positive effect on trust. 

2) Hypothesis testing: Leadership Style positive effect on trust. This can be seen from the significant value 

0.041 less than 0.05 and t-count (2,076)> t (1,998). The description shows that the Leadership Style variable has 

a significant positive effect on trust. 

3) Hypothesis testing: Leadership Style positive effect on trust. This can be seen from the significant value 

0.041 less than 0.05 and t-count (2,076)> t (1,998). The description shows that the Leadership Style variable has 

a significant positive effect on trust. 

 

C. Coefficient of Determination Test (Adjusted R): 

Coefficient of Adjusted Determination R) is used to measure how much the ability of independent variables 

can affect the dependent variable. Adjusted Determination Coefficient of 0.163 which means that Leadership 
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Style, Competence and Organizational culture affect the trust of 16.3% and the rest of 83.7% influenced by 

other factors not examined in this study. 

 In this study the results of coefficient of determination test can be seen in table 3 follows: 

 
Table 3: Results of Coefficient Determination Test Y1 

 
 

The following results of multiple linear regressions for model-1 are presented in table 4: 

 
Table 4: Summary of Results Analysis X1, X2, X3 to Y2 

Variables Coefficient (B) t-cal Sig. 

Leadership Style -1.467 -2.095 .040 

Competence  -1.114 -1.999 .049 

Organizational culture -.286 -1.097 .276 

Constanta 81.662 12.388 0.000 

Fhitung = 3.299  

R = 0,332 
R2 = 0,110 

Adjusted R2 = 0,077 

   

 

The results of analysis in table 4 can be written form of regression equation as follows: 

Y2 =   - 1.467X1 – 1.114X2 – 0.286X3 + e 

To find out the test results can be explained through testing on each hypothesis, as follows: 

 

Simultaneous Test (F-Test): 

Test F is performed to test whether the variables of Leadership Style, Competence and Organizational 

culture simultaneously or simultaneously have a significant effect on performance. 

Proof of hypothesis: Leadership Style, Competence and Organizational culture simultaneously affect the 

performance. 

Leadership Style Variables, Competence and Organizational culture has a value of 3,299 F with a 

significant value of 0.025. Acceptance criteria hypothesis stated that Ho is rejected if the value of significance 

less than 0.05 or 5% and Ho accepted if the value of significance of more than 0.05 or 5%. From the F test it is 

seen that the significance value is less than 0.05 or 5% so it can be said that Leadership Style, Competence and 

Organizational culture Together (simultaneously) affects the performance. F test results can be seen in Table 5 

below: 

 
Table 5: Test Results F 

 
 

Partial Test (t test): 

The t-test is performed to test partially whether independent variables consisting of Leadership Style, 

Competence and Organizational culture have a significant influence on performance. 

Based on Table 4 it can be seen that: 

1) Testing hypothesis: Leadership Style negative effect on performance. This can be seen from the 

significant value 0.040 less than 0.05 and t-count (2.095)> t (1,998). The description shows that the Leadership 

Style variable has a significant positive effect on performance. 

2) Hypothesis testing: competence negative effect on performance. This can be seen from the significant 

value 0.049 less than 0.05 and t-count (1.999)> t (1,998). The description shows that the Leadership Style 

variable has a significant positive effect on performance. 

3) Hypothesis testing: culture negative effect on performance. This can be seen from the significant value 

0.276 more than 0.05 and t-count (1.09)< t (1,998). The description shows that the Leadership Style variable has 

a no significant effect on performance 
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Coefficient of Determination Test (Adjusted R): 

Coefficient of Adjusted R Determination is used to measure how much the ability of independent variables 

can affect the dependent variable. Adjusted Determination Coefficient of 0.077 which means that Leadership 

Style, Competence and Organizational culture affect the performance of 7.7% and the rest of 92.3% influenced 

by other factors not examined in this study or mediated by trust. 

 In this study the results of coefficient of determination test can be seen in table 6 follows: 

 
Table 6: Coefficient Test Result Determination Y2 

 
 

Based on the results of research that has been described previously shows that there is a positive and 

negative influence between Leadership Style, Competence and Organizational culture to trust as well as between 

Leadership Style, Competence and Organizational culture on performance.  

 

Conclusion 

Based on the results of this study concluded that: 

1. Testing the Hypothesis 1, 2 and 3 provides empirical evidence that turned out to be the Leadership 

Style, Competence and Organizational culture has positive influence on trust, both when tested by partial or 

tested simultaneously. Based on these results it can be concluded that these results are consistent with and 

further the research that said that Leadership Style, Competence and Organizational culture impact on trust. 

2. Testing the Hypothesis 4 and 5 provides empirical evidence that turned out to be the Leadership Style, 

Competence has influence on performance, either when tested by partial or tested simultaneously. But testing 

the Hypothesis 6 provides empirical evidence that turned out to be the Organizational culture has no influence 

on performance, both when tested by partial or tested simultaneously 

3. The addition of the results of the study was culture had the highest effect among the three. This study 

proves that culture has a positive influence on the trust. The results in this study can be used as a source of ideas 

and input for the development of this research in the future. Besides that, organization should pay more attention 

to the selection and implementation of organizational culture which is balanced with employee and region 

culture 
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