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 This study aims to examine the effect of organizational climate and 

compensation on the performance of members of the Padang City DPRD, 

with organizational commitment as an intervening variable. A quantitative 

approach was employed using path analysis, with data processed through 

IBM SPSS version 25. The results indicate that organizational climate, 

compensation, and organizational commitment have positive and 

significant effects on members’ performance. A supportive organizational 

climate characterized by open communication, leadership support, and 

harmonious working relationships enhances legislative task effectiveness. 

Fair and proportional compensation, both financial and non-financial, 

directly improves performance and strengthens members’ loyalty. 

Furthermore, organizational commitment plays a mediating role that 

reinforces the influence of organizational climate and compensation on 

performance. These findings suggest that improving the performance of 

DPRD members can be achieved through the development of a positive 

organizational climate, transparent compensation systems, and sustained 

strengthening of organizational commitment.  

 

This wo$rk is lice$nse$d unde$r a Cre$ative$ Co$mmo$ns Attributio$n-No$n Co$mme$rcial 4.0 Inte$rnatio$nal Lice$nse$. 

 

INTRODUCTION 

Regional legislative institutions (Dewan Perwakilan Rakyat Daerah/DPRD) play a strategic role in 

regional governance through legislative functions, oversight of local government implementation, and 

representation of public aspirations. The performance of DPRD members therefore becomes a crucial 

indicator in assessing the effectiveness of these functions. Suboptimal performance among legislative 

members may lead to declining quality of public services, weakened public trust, and reduced 

accountability of regional governance. Consequently, improving the performance of DPRD members 

constitutes a critical issue in strengthening local government governance. In public sector organizations, 

individual performance is shaped not only by personal competencies but also by organizational and 

contextual  factors. Previous studies suggest that internal organizational factors, such as organizational  

climate, as well as external factors related to individual rewards, such as compensation, significantly 

influence work behavior and performance in public institutions (O'Neill et al, 2018; Riyanto,2021), 

(2020). However, empirical investigations focusing specifically on legislative institutions at the 

regional level remain limited. 

Organizational climate refers to individuals’ shared perceptions of organizational policies, practices, 

and procedures, including leadership support, communication openness, procedural justice, and 
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opportunities for development Schneider et al, 2017). A positive organizational climate fosters job 

satisfaction, psychological attachment, and engagement, which ultimately enhance individual and 

organizational performance.  Denison et al, 2018) demonstrate that a supportive organizational climate 

is positively associated with organizational commitment and performance outcomes. In the context of 

DPRD institutions, a conducive climate may encourage members to perform legislative duties more 

effectively, transparently, and collaboratively. 

 

In addition to organizational climate, compensation constitutes an essential external factor influencing 

employee motivation and performance. Compensation encompasses not only financial rewards such as 

salaries and allowances but also non-financial rewards, including recognition, facilities, and 

opportunities for professional development  Dessler, 2020). According to equity theory, individuals 

evaluate the fairness of compensation by comparing their inputs (effort, time, and expertise) with the 

outcomes they receive. When compensation is perceived as fair, individuals are more likely to 

experience job satisfaction, loyalty, and enhanced performance Kim & Kang,  2017; Allen et al, 2019). 

Within legislative institutions, proportional and transparent compensation systems are expected to 

encourage professionalism, accountability, and a stronger orientation toward public interest Prasetyo & 

Suharti, 2019). 

 

Nevertheless, the relationship between organizational climate and compensation with performance is 

not always direct. Organizational commitment is often identified as a critical psychological mechanism 

that mediates these relationships. Organizational commitment reflects an individual’s emotional 

attachment, identification, and involvement with an organization Meyer & Allen, 1997), Employees 

who demonstrate high organizational commitment tend to align personal goals with organizational 

objectives and exhibit a greater willingness to exert effort for organizational success.Empirical studies 

indicate that a positive organizational climate and fair compensation systems can strengthen 

organizational commitment, which in turn enhances individual performance (Kurniawan & Haryanto, 

2020; Putra & Utama, 2022). In legislative contexts, committed DPRD members are more likely to 

demonstrate integrity, accountability, and sustained engagement in legislative, supervisory, and 

representative functions. Thus, organizational commitment can be conceptualized as a mediating 

variable that bridges the influence of organizational climate and compensation on performance(iskamto, 

2025). 

Despite the growing body of literature on organizational climate, compensation, commitment, and 

performance, most prior research has concentrated on local government bureaucracies or private sector 

organizations Putra & Yuliana, (2021). Studies focusing on legislative institutions, particularly DPRD 

members, remain scarce. Existing research on DPRD performance often emphasizes formal outputs 

such as the number of enacted regulations or meeting attendance rates, without adequately considering 

underlying organizational and psychological factors. Moreover, empirical evidence regarding the 

mediating role of organizational commitment in the relationship between organizational climate, 

compensation, and performance among DPRD members in Indonesia is still limited. 

This research seeks to address this gap by examining the influence of organizational climate and 

compensation on the performance of DPRD members in Padang City, with organizational commitment 

serving as an intervening variable. By integrating organizational and motivational perspectives, this 

study is expected to contribute both theoretically and practically. Academically, it enriches the literature 

on public sector performance by extending empirical evidence to regional legislative institutions. 

Practically, the findings may provide policy-relevant insights for improving DPRD performance 

through the development of a positive organizational climate, transparent compensation systems, and 

sustained strengthening of organizational commitment. 
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LITERATURE REVIEW 

Performance 

Performance refers to the level of achievement attained by individuals in carrying out their tasks and 

responsibilities in accordance with predetermined standards and organizational objectives. In the public 

sector context, performance is not solely measured by output quantity but also by quality, effectiveness, 

accountability, and contribution to public value (Van Dooren et al., 2020). Legislative performance, in 

particular, encompasses the effectiveness of policy formulation, oversight functions, budgeting roles, 

and representation of public interests. Recent studies emphasize that employee performance in public 

institutions is strongly influenced by organizational and psychological factors rather than technical 

competence alone (Perry et al., 2021). High-performing public officials tend to demonstrate stronger 

engagement, ethical behavior, and commitment to institutional goals. Therefore, understanding the 

determinants of performance among legislative members is essential to improving governance quality 

and public trust. 

 

Organizational Climate 

Organizational climate is defined as employees’ shared perceptions of organizational policies, practices, 

and procedures that shape the work environment (Schneider et al., 2017). A positive organizational 

climate is characterized by open communication, leadership support, procedural fairness, trust, and 

opportunities for growth. These elements create a supportive environment that encourages motivation, 

engagement, and performance. Empirical research conducted after 2020 confirms that organizational 

climate plays a significant role in shaping employee attitudes and behaviors. For instance, Bakker et al 

(2021), (2020) find that a supportive organizational climate enhances work engagement and task 

performance in public organizations. Similarly, O’Neill and Arendt (2021) report that a positive climate 

strengthens employees’ psychological attachment to organizations and improves performance 

outcomes. 

In the context of public institutions, including legislative bodies, a conducive organizational climate 

facilitates collaboration, transparency, and effective decision-making. When members perceive fairness 

and support within the organization, they are more likely to perform their duties responsibly and in 

alignment with institutional objectives. 

 

Compensation 

Compensation refers to all forms of financial and non-financial rewards provided to individuals in 

exchange for their contributions to an organization (Dessler, 2020). Financial compensation includes 

salaries, allowances, and incentives, while non-financial compensation covers recognition, career 

development opportunities, and work facilities. In the public sector, compensation also serves as a 

symbol of recognition and fairness rather than merely an economic reward. Recent studies highlight 

that fair and transparent compensation systems significantly influence motivation, job satisfaction, and 

performance (Kim & Kang, 2021; Allen et al., 2022). Equity theory suggests that individuals evaluate 

compensation by comparing their efforts and rewards with those of others. When compensation is 

perceived as equitable, individuals tend to demonstrate higher commitment and improved performance. 

In legislative institutions, appropriate compensation is particularly important due to the high level of 

responsibility and public accountability required. Research by Setyaningsih and Priyono (2020) 

indicates that proportional compensation enhances professionalism and reduces opportunistic behavior 

among public officials. Thus, compensation remains a critical external factor in improving performance 

and organizational attachment. 

 

Organizational Commitment 

Organizational commitment refers to an individual’s psychological attachment to an organization, 

reflected in emotional involvement, identification with organizational goals, and willingness to remain 

a member (Meyer et al., 2021). High organizational commitment is associated with loyalty, reduced 

turnover intentions, and greater discretionary effort. Post-2020 empirical evidence consistently shows 

that organizational commitment positively affects performance across public and private sectors. For 

example, Putra and Utama (2022) demonstrate that committed employees are more willing to exert 

extra effort and contribute to organizational success. In public organizations, commitment is particularly 

important because employees are expected to prioritize public interest over personal gain. 

Organizational commitment is also influenced by organizational climate and compensation. A 
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supportive climate fosters emotional attachment, while fair compensation strengthens continuance and 

normative commitment (Kurniawan & Haryanto, 2020; Riyanto et al., 2021). Consequently, 

organizational commitment is frequently positioned as a mediating variable linking organizational 

factors to performance outcomes. 

 

Relationships among Organizational Climate, Compensation, Organizational Commitment, and 

Performance 

Recent literature suggests that organizational climate and compensation influence performance both 

directly and indirectly through organizational commitment. A positive organizational climate enhances 

trust and engagement, which strengthens commitment and subsequently improves performance (Bakker 

et al., 2021). Similarly, fair compensation increases employees’ sense of justice and loyalty, leading to 

stronger commitment and higher performance levels (Kim & Kang, 2021). Several studies confirm the 

mediating role of organizational commitment in the relationship between organizational climate and 

performance, as well as between compensation and performance (Putra & Utama, 2022; Riyanto et al., 

2021). This mediation mechanism explains why improvements in organizational climate or 

compensation may not immediately translate into performance gains unless employees develop a strong 

psychological attachment to the organization. However, empirical findings in legislative institutions 

remain limited, particularly in developing countries such as Indonesia. Most existing studies focus on 

bureaucratic organizations or private firms, leaving a research gap regarding the performance of DPRD 

members. Therefore, examining organizational commitment as an intervening variable in the 

relationship between organizational climate, compensation, and performance among DPRD members 

is both theoretically and empirically justified.   

Based on the research background and the review of relevant literature, this study proposes several 

hypotheses.       

         

H1: Organizational climate has a positive and significant effect on the performance of members of the 

Padang City DPRD. 

H2: Compensation has a positive and significant effect on the performance of members of the Padang 

City DPRD. 

H3: Organizational commitment has a positive and significant effect on the performance of members 

of the Padang City DPRD. 

H4: Organizational climate has a positive and significant effect on the organizational commitment of 

members of the Padang City DPRD. 

H5: Compensation has a positive and significant effect on the organizational commitment of members 

of the Padang City DPRD. 

H6: Organizational commitment mediates the relationship between organizational climate and the 

performance of members of the Padang City DPRD. 

H7: Organizational commitment mediates the relationship between compensation and the performance 

of members of the Padang City DPRD. 

 

 The conceptual framework of this study is developed based on the assumption that the performance of 

DPRD members is influenced by internal organizational factors, particularly organizational climate and 

compensation. In addition, organizational commitment is considered to play a crucial role as an 

intervening variable that mediates the effects of these factors on performance. 
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Figure 1. Research Conceptual Framework 

Data Processing 

 

The data processing in this study was conducted to examine the relationships and effects among the 

variables. The independent variables consist of organizational climate (X₁) and compensation (X₂), the 

dependent variable is the performance of members of the Padang City DPRD (Y), and organizational 

commitment (Z) serves as the intervening variable. The analysis was carried out in stages using 

inferential statistical techniques, including multiple linear regression and path analysis, with the 

assistance of IBM SPSS version 25. 

 

Substructure 1 

Based on the results of the analysis, the three independent variables—organizational climate (X₁), 

compensation (X₂), and organizational commitment (Z)  partially have positive and significant effects 

on the performance of members of the Padang City DPRD (Y). This is evidenced by significance values 

(Sig.) of less than 0.05, indicating that the observed effects are statistically significant and not due to 

random chance. 

Substructure 1: Multiple Linear Regression Analysis 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 
t Sig. 

B Std. Error Beta 

1 

(Constant) -5.406 2.277   -2.374 0.022 

Organizational 

Climate (X1) 
0.166 0.065 0.124 2.536 0.015 

Compensation 

(X2) 
0.79 0.066 0.695 11.986 0.000 

Organizational 

Commitment (M) 
0.304 0.05 0.348 6.068 0.000 

a. Dependent Variable: Performance  (Y) 

 

1. The Effect of Organizational Climate on the Performance of DPRD Members 

 

The regression coefficient for organizational climate is 0.166, with a t-value of 2.536 and a significance 

level of 0.015 (p < .05). This result indicates that organizational climate has a positive and significant 

effect on the performance of members of the Padang City DPRD. In other words, a more conducive 

organizational climate leads to higher performance levels. Theoretically, this finding supports the 
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perspective of Robbins and Judge (2019), who argue that organizational climate reflects shared 

perceptions of the internal work environment that influence motivation and work behavior. A positive 

organizational climate is characterized by open communication, leadership support, role clarity, and 

harmonious working relationships. Empirically, this result suggests that members of the Padang City 

DPRD perceive their work environment as relatively supportive, reflected in effective communication 

among members, support from faction leaders, and good coordination in carrying out legislative duties. 

Such conditions encourage work motivation and responsibility in performing legislative, supervisory, 

and budgeting functions, thereby contributing to improved individual and institutional performance. 

 

2. The Effect of Compensation on the Performance of DPRD Members 

The regression coefficient for compensation is 0.790, with a t-value of 11.986 and a significance level 

of 0.000 (p < .001), indicating that compensation has a positive and highly significant effect on 

performance. This finding implies that compensation is a key factor in motivating DPRD members to 

achieve optimal performance. From a theoretical perspective, this result is consistent with the views of 

Hasibuan (2018) and Mangkunegara (2020), who emphasize that compensation plays a crucial role in 

motivating individuals to enhance job performance. Fair and adequate compensation, including basic 

salary, allowances, and work facilities, increases job satisfaction and strengthens commitment to work. 

Field evidence supports this theoretical explanation, as members of the Padang City DPRD receive 

compensation that is relatively proportional to their workload and public responsibilities. Financial 

compensation such as representation allowances, communication allowances, and recess allowances 

serves as a strong motivator for members to perform optimally. In addition, non-financial compensation, 

including social recognition and opportunities to contribute to society, further enhances work 

motivation. 

 

3. The Effect of Organizational Commitment on the Performance of DPRD Members 

The regression coefficient for organizational commitment is 0.304, with a t-value of 6.068 and a 

significance level of 0.000 (p < .001), indicating that organizational commitment has a positive and 

significant effect on performance. This finding suggests that higher levels of commitment among DPRD 

members are associated with better performance outcomes. This result is consistent with the 

organizational commitment theory proposed by Meyer and Allen (1997), which conceptualizes 

commitment as comprising affective commitment (emotional attachment), continuance commitment 

(cost–benefit considerations of remaining in the organization), and normative commitment (a sense of 

obligation to remain). Members with strong commitment tend to demonstrate loyalty, responsibility, 

and a willingness to exert greater effort in achieving organizational goals. 

 

Calculation of Error Term (e₁) 

The coefficient of determination (R²) indicates the proportion of variance in the dependent variable 

explained by the independent variables. Based on the analysis, the R² value is 0.905, meaning that 

90.5% of the variation in the performance of DPRD members is explained by organizational climate, 

compensation, and organizational commitment. The remaining variance is attributed to other factors 

not included in the model. The error term (e₁) is calculated using the following formula: 
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Substructure 1: Table 1. Coefficient of Determination (R²) 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .951a .905 .898 1.192 

a. Predictors: (Constant),  Komitmen Organisasi, Iklim Organisasi   

, Kompensasi 

211 Re −=  

308.00905.0905.011 ==−=e  

 

Thus, the error term (e₁) is 0.308. Based on the regression analysis presented in Table 4.12, the 

coefficient of determination (R²) is 0.905. This indicates that the independent variables—organizational 

climate, compensation, and organizational commitment—simultaneously explain 90.5% of the 

variation in the dependent variable, namely the performance of members of the Padang City DPRD. 

The remaining 9.5% (1 − 0.905) is explained by other factors outside the scope of this study, such as 

work environment conditions, leadership style, workload, and individual motivation that were not 

included in the research model. The error value (e₁) of 0.308 indicates that the level of residual error in 

the model is relatively low. In other words, the regression model demonstrates strong predictive 

capability, as the proportion of unexplained variance is relatively small. Theoretically, a lower error 

term reflects a greater proportion of variance in the dependent variable explained by the independent 

variables (Ghozali, 2021). 

 

 
Figure 2. Substructure 1 

This finding confirms that the regression model demonstrates a high level of goodness of fit, indicating 

that it can be used to explain the effects of organizational climate, compensation, and organizational 

commitment on the performance of members of the Padang City DPRD accurately and significantly. 

Based on these results, the structural equation is formulated as follows: 

 

Y = 0,166 .X1 + 0,794.X2 + 0,304.M + 0,308 

 

Substructure 2 

Based on the multiple linear regression analysis presented in Table 4.xx, organizational commitment 

(M) is treated as the dependent variable, while organizational climate (X₁) and compensation (X₂) serve 

as independent variables. The estimated coefficients indicate differing effects of the two independent 

variables on organizational commitment. The constant value of 18.587 suggests that when 

organizational climate and compensation are held constant or assumed to be zero, the baseline level of 

organizational commitment remains at 18.587. This implies that organizational commitment persists 

Organizational 

Climate (X1) 

Compensation (X2) 

Organizational 

Commitment (M) 

Performance 

 (Y) 

0.166 

0.79 

0.304 
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even in the absence of direct influences from the independent variables, likely due to other factors not 

included in the research model. 

 

Table 2. Multiple Linear Regression Analysis 

Coefficientsa 

Model 

 

Unstandardized 

Coefficients 

Standardized 

Coefficients t 

 

Sig. 

 B Std. Error Beta 

 

 

1 

(Constant) 18.587 6.397  2.906 .006 

Organizational 

Climate (X1) 

-.113 .200 -.074 -.564 .576 

Compensation (X2) .716 .170 .550 4.209 .000 

a. Dependent Variable: Komitmen Organisasi (M) 

 

Effect of Organizational Climate on Organizational Commitment 

The results indicate that organizational climate (X₁) does not have a significant effect on organizational 

commitment. The regression coefficient is –0.113, with a t-value of –0.564 and a significance level of 

0.576 (> 0.05). The negative coefficient suggests an inverse relationship between organizational climate 

and organizational commitment; however, this relationship is not statistically significant. These 

findings imply that a favorable work environment alone is not sufficient to enhance organizational 

commitment. Organizational commitment is more likely to be strengthened when a positive 

organizational climate is accompanied by other supporting factors, such as fair compensation, rewards 

and recognition systems, career development opportunities, leadership support, and employee welfare. 

Without these complementary elements, improvements in organizational climate may not translate into 

higher levels of employee commitment to the organization. 

 

Effect of Compensation on Organizational Commitment 

In contrast, compensation (X₂) has a positive and significant effect on organizational commitment, with 

a regression coefficient of 0.716, a t-value of 4.209, and a significance level of 0.000 (< 0.05). This 

indicates that higher and fair compensation significantly enhances members’ commitment to the 

organization. This result is consistent with Herzberg’s motivation theory (1959) and previous empirical 

studies (Raziq & Maulabakhsh, 2015; Luthans, 2021), which emphasize compensation as a key 

determinant of job satisfaction and organizational commitment. Overall, compensation emerges as the 

dominant factor influencing organizational commitment, while organizational climate shows no 

significant partial effect. 

 

Error Term (ε) in Path Analysis 

In path analysis, the error term (ε) represents the proportion of variance in the endogenous variable that 

cannot be explained by the predictor variables in the model. 

 

Table 3. Coefficient of Determination (R²) 

Model Summary 

Model R R Square 

Adjusted R 

Square 

Std. Error of the 

Estimate 

1 .545a .297 .263 3.669 

a. Predictors: (Constant), Kompensasi (X2), Iklim Organisasi (X1) 

 

This value is calculated using the following formula: 
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212 Re −=  

 

838,0703,0297.012 ==−=e  

 

Thus, the error value (e₁) is 0.838. Based on the Model Summary results presented in Table 3, the 

coefficient of determination (R Square) is 0.297. This indicates that 29.7% of the variation in the 

performance variable (Y) can be explained simultaneously by the independent variables, namely 

organizational climate (X₁) and compensation (X₂). Meanwhile, the remaining 70.3% is explained by 

other factors outside the scope of this research model, such as leadership, motivation, organizational 

culture, or work environment factors that were not included in the analysis.  

 

 
 

The error term value (e₂) of 0.838 reflects the magnitude of the influence of other variables not explained 

by the model on performance. A higher error term value indicates a greater proportion of unexplained 

variance in the dependent variable beyond the independent variables examined in this study. 

Based on the hypothesis testing results for H1, H2, H3, and H4, it can be concluded that both 

organizational climate and compensation indeed contribute to the improvement of performance among 

the members of the Padang City Regional House of Representatives (DPRD). This indicates that a 

conducive work environment and a well-structured compensation system can enhance DPRD members’ 

performance through the improvement of organizational commitment. However, the coefficient of 

determination (R²) obtained in this study shows that a portion of the variation in DPRD members’ 

performance cannot be fully explained by the variables of organizational climate, compensation, and 

organizational commitment. This implies that there are other external factors influencing the 

performance of DPRD members, such as leadership, personal motivation, organizational culture, 

political conditions, public pressure, or work environment factors that were not included in the research 

model. 

 

Therefore, to develop a more comprehensive and accurate model, further research is recommended to 

include additional relevant variables. By incorporating these additional factors, subsequent studies are 

expected to better explain the variation in DPRD members’ performance comprehensively and provide 

more concrete recommendations for organizational management and the enhancement of legislative 

performance. 

Organizational Climate 

(X1) 

Compensation (X2) 

 

Organizational 

Commitment (M) 

- 0,113 

0,71

6 

0,838 
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Figure 2. Substructure 1 dan 2 

Thus, although organizational climate and compensation contribute to the improvement of the 

performance of Padang City DPRD members, there are still other external factors that influence 

performance. Therefore, further research is recommended to include additional variables in order to 

develop a more comprehensive model. 

 

6. Organizational Commitment Mediates The Effect Of Organizational Climate On Performance. 

Based on the path analysis, the direct effect of organizational climate (X₁) on performance (Y) is 0.116, 

indicating that a one-unit increase in organizational climate leads to a 0.116-unit increase in 

performance, assuming other variables remain constant. The indirect effect through organizational 

commitment (M) is 0.116 × 0.304 = 0.035. Therefore, the total effect of organizational climate on 

performance is 0.116 + 0.035 = 0.151. This shows that a better organizational climate contributes 

positively to higher performance. Academically, this finding supports organizational behavior theory 

(Robbins & Judge, 2020), which states that a positive organizational climate enhances satisfaction, 

engagement, and work commitment, ultimately improving individual and organizational performance. 

It also aligns with Luthans (2019), who highlighted that organizational climate serves as a social context 

influencing employees’ attitudes, motivation, and behavior. In conclusion, organizational climate 

positively and significantly affects performance, both directly and indirectly through organizational 

commitment, making the creation of a conducive climate a strategic factor in improving organizational 

effectiveness and productivity 

 

7. Organizational Commitment Mediates The Effect Of Compensation On Performance. 

Based on the path analysis, the compensation variable (X₂) has a direct effect on performance (Y) of 

0.79. This indicates that a one-unit increase in compensation leads to a 0.79-unit increase in 

organizational members’ performance, assuming other variables in the model remain constant. This 

suggests that fair and adequate compensation can directly enhance individual productivity and work 

motivation (Ghozali, 2021). In addition to the direct effect, this study also identifies an indirect effect 

of compensation on performance through organizational commitment (M). The indirect effect is 

calculated by multiplying the path coefficient of compensation to organizational commitment (0.79) by 

the path coefficient of organizational commitment to performance (0.304), resulting in a value of 0.24. 

This means that increasing compensation also contributes to performance improvement indirectly by 

enhancing organizational commitment by 0.24 units. In other words, when compensation is perceived 

as fair and commensurate with employees’ contributions, it not only increases financial satisfaction but 

also strengthens emotional attachment and loyalty to the organization . The total effect of compensation 

on performance, combining direct and indirect effects, is 0.79 + 0.24 = 1.03. This total value indicates 

Organizational 

Climate (X1) 

 

 

Compensation 

(X2) 

 

Organizational 

Commitent (M) 

 

 

Performance 

(Y) 

 

0,116 

0,304 

0,79 

-0,113 

 

0,7162 

e2 = 0,838  

e1 = 0,308  
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that compensation has a very strong contribution to performance improvement. These results 

underscore that effective compensation policies not only directly impact employee performance but 

also reinforce organizational commitment, ultimately enhancing overall performance. This finding 

aligns with Hasibuan (2021), who states that a well-designed compensation system is a key factor in 

boosting employee motivation and productivity. Therefore, it can be concluded that compensation has 

a positive and significant effect on performance, both directly and indirectly through organizational 

commitment as an intervening variable. 

 

 

DISCUSSION 

The findings indicate that organizational climate has a positive and significant effect on the performance 

of DPRD members in Padang City. A supportive and conducive work environment fosters higher levels 

of motivation, responsibility, and effectiveness in performing legislative functions. This suggests that 

when organizational norms, communication patterns, and leadership support are perceived positively, 

members are more likely to demonstrate optimal work behavior. These results are consistent with 

organizational behavior theory, which emphasizes that employees’ shared perceptions of their work 

environment shape attitudes and performance outcomes  (Robbins & Judge, (2020). Compensation also 

exerts a positive and significant influence on performance, indicating that both financial and non-

financial rewards play a crucial role in motivating DPRD members to perform effectively. Adequate 

salaries, allowances, and non-material recognition contribute to increased job satisfaction and 

productivity. This finding aligns with motivation and compensation theories, which view compensation 

as a fundamental mechanism for reinforcing desired performance and sustaining work commitment 

(Hasibuan  (2018); Mangkunegara (2020); Luthans (2021 ) 

Furthermore, organizational commitment is found to significantly enhance performance. Members who 

exhibit strong emotional attachment, loyalty, and a sense of moral obligation toward the organization 

tend to display higher levels of discipline, accountability, and dedication in fulfilling their institutional 

responsibilities. This supports Meyer and Allens (1997) three-component model of organizational 

commitment, which posits that affective, continuance, and normative commitment jointly contribute to 

sustained performance. However, the study reveals that organizational climate does not have a 

significant effect on organizational commitment. This finding implies that, within the context of the 

DPRD, commitment may not be formed solely through a favorable work environment. Instead, extrinsic 

factors such as compensation structures, political incentives, and role-related benefits appear to play a 

more decisive role in shaping members’ attachment to the institution. This result highlights the 

distinctive nature of public and political organizations, where commitment is often influenced by 

external motivations beyond internal organizational conditions. 

 

In contrast, compensation demonstrates a positive and significant effect on organizational commitment, 

indicating that fair, transparent, and proportional reward systems strengthen loyalty and organizational 
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attachment. Consistent with Herzberg’s motivation-hygiene theory (1959), adequate compensation 

reduces dissatisfaction and reinforces individuals’ willingness to remain engaged with the organization. 

This finding is further supported by Luthans, (2021), who emphasizes that compensation not only 

fulfills economic needs but also contributes to psychological attachment and long-term commitment. 

Path analysis confirms that organizational commitment serves as an intervening variable in the 

relationship between organizational climate and performance, as well as between compensation and 

performance. Although the direct effect of organizational climate on performance is relatively limited, 

its indirect influence through enhanced organizational commitment strengthens overall performance 

outcomes. Similarly, compensation improves performance not only directly but also indirectly by 

fostering stronger commitment among DPRD members. Overall, the results demonstrate that 

compensation is the most dominant factor influencing performance, both directly and through 

organizational commitment, while organizational climate plays a supportive role by creating a favorable 

context for work behavior. These findings reinforce contemporary organizational behavior theories that 

emphasize the integration of structural factors, such as organizational climate, with individual and 

motivational factors, such as compensation and commitment, in improving the effectiveness and 

sustainability of public institutions. 

CONCLUSION 

This study concludes that organizational climate and compensation have positive and significant effects 

on the performance of members of the Padang City DPRD. A conducive organizational climate 

characterized by open communication, leadership support, role clarity, and harmonious working 

relationships enhances the effectiveness of legislative, supervisory, and budgeting functions. Likewise, 

fair and transparent compensation, both financial and non-financial, directly motivates DPRD members 

to perform optimally. The findings also indicate that organizational commitment has a positive and 

significant effect on performance, reflecting the importance of emotional attachment, loyalty, and 

responsibility in achieving organizational goals. However, organizational climate does not have a 

significant direct effect on organizational commitment, suggesting that a supportive work environment 

alone is insufficient to strengthen commitment without complementary factors. 

In contrast, compensation is proven to significantly strengthen organizational commitment, highlighting 

its role as a key external driver of loyalty and organizational attachment. Furthermore, organizational 

commitment mediates the relationship between organizational climate and performance, as well as 

between compensation and performance. This indicates that both organizational climate and 

compensation influence performance not only directly but also indirectly through the enhancement of 

organizational commitment. Overall, compensation emerges as the most influential factor in improving 

the performance of DPRD members, both directly and through organizational commitment. Therefore, 

strategies to enhance legislative performance should focus on developing fair and transparent 

compensation systems, fostering a supportive organizational climate, and strengthening organizational 

commitment to ensure effective, professional, and public-oriented legislative performance. 
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