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ABSTRACT
The purpose of this study was to examine: 1). The effect of quality culture on of organizational commitment, performance,
job satisfaction, and the intention to move, 2). The effect of corporate ethics value on organizational commitment,
performance, job satisfaction, and the intention to move, 3). The mediating role of organizational commitment to the effect
of quality culture on the of performance, job satisfaction, and the intention to move, 4). The mediating role of
organizational commitment to the effect of corporate ethics value on performance, job satisfaction, and the intention to
move. This research was carried out on the employees of production department with 76 respondents. A questionnaire
consisting of 31 question items using a Likert scale is used as research instrument. Instrument testing is performed by the
test validity using CFA (confirmatory factor analysis) and reliability testing using Cronbach’s alpha. The hypotheses were
tested using Hierarchical Regression Analyisis. The results showed that: 1). Quality culture has a significant effect on the
organizational commitment, performance, job satisfaction, and the intention to move. 2). Corporate ethics value has a
significant effect on organizational commitment, performance, job satisfaction, and the intention to move. 3).
Organizational commitment mediates the effect of quality culture on performance and job satisfaction, and 4).
Organizational commitment mediates the effect of corporate ethics value on performance.

KEYWORDS: quality culture, corporate ethics value, organizational commitment, performance, job satisfaction, intention
to move.

INTRODUCTION
Human resources are valuable asset for an organization.
Despite intangible, human resources have more
tremendous force than intangible asset. Creating an
organization required qualified human resources. To
realize the quality of human resources, organizational
culture of quality required. Organizational culture is part
of an organization's internal environment that includes a
set of assumptions, beliefs and values of the organization
together and used as a guide to perform their function
(Schein in Gordon, 1996). One of the important
characteristics of organizational culture is influencing the
behavior of employees at work (Schein in Kreitner and
Kinicki, 2000). Changing cultural styles tend to be more
difficult than the implementation of technical
improvement. The ideas to help the development of the
organizational culture are through the support of quality
initiatives in other words is a culture of quality (Davison
& Al-Shaghana, 2007). Oakland (in and Al-Shaghana
Davison, 2007) by John Oakland's Total Quality
Management model shows the importance of commitment
to quality and meet consumer desires and communication
of the message of quality. Oakland also advocated the use
of teams such as quality improvement teams and quality of
life cycle to use his skills in the workplace and help to
create total quality culture.

Corporate values have been known as the main
dimensions of organizational culture and have been
recognized as important characteristics that distinguish a
company to others. Corporate values become the standard
that serve as guidelines for external adaptation and internal
integration of an organization, as well as affect the quality
of goods and services of the organization, content,
advertising, pricing policies, treatment for employees, and
relationships with consumers; suplliers; community, and
environment (Hunt et al ., 1989). Dimension of ethics is
one part of the corporate values. Ethics is the soul for the
application of good management. Management ethics were
manifested in the way employees are treated and influence
in how they do their jobs. Corporate ethics values (CEV)
itself is defined by Hunt et al., (1989) as a composition
consisting of individual ethical values adopted by
managers and the policies on ethics (both formal and non-
formal) in the organization. Organizational commitment is
the relative strength of identification and involvement of
individuals in specific organizations (Steers in Elci et al.,
2007). Organizational commitment can also improve
organizational outcomes such as reducing the intention to
leave. The intention to leave is a possibility that someone
will leave his/her job (Elci, 2007).
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LITERATURE REVIEW

Effect of Quality Culture on Organizational
Commitment, Performance, Job Satisfaction and
Intention to Leave
Garvin (in Elci et al., 2007) states that there is a strong
relationship between Quality culture with organizational
commitment. Parncharoen et al., (In Elci, 2007) Also
found the Same thing, in Australia and Thailand, the
culture of quality Within an organization has a strong and
positive relationship with organizational commitment.
Cimete et al., That show the improved quality of life and
cultural quality has a positive influence on employee job
satisfaction. Recent research states Dedicate a prominent
cultural That quality in service, products and employees
will from increase of employee organizational
commitment and job satisfaction and reduce the earnest
desire to move (Burke, in Elci, 2007). So the hypothesis
cans be taken as follows:

H1: Cultural positively affects the quality of
organizational commitment

H2: Cultural positively affects the quality of performance
H3: Cultural positively affects the quality of job

satisfaction
H4: Cultural negatively affect the quality of the desire to

move

Effect of Value of Corporate Ethics on Organizational
Commitment, Performance, Job Satisfaction and
Intention to Leave
Past research has shown that there is a strong relationship
between corporate ethical values and organizational
commitment to someone (Valentine et al, 2002). Hunt et
al. (1989) also found that the value of corporate ethics is a
significant predictor of organizational commitment.
Meanwhile, according to Sims in Valentine et al., (2002),
developing ethical context of managing the psychological
contract between employees and the organization, increase
employee organizational commitment, and support (to
form and maintain) ethics-oriented organizational culture.
While in another study, Sims & Keon (1997) found that
ethics and values are positively related to satisfaction and
negatively related to the desire to move / turnover
intention. Weeks & Nantel (1992) showed that the code of
ethics that is communicated well will bring improved
standards of ethics and performance of sales
representatives in the American context. Meanwhile, in a
study involving 603 accountants in the United States, Elias
(2005) found that the accountants have the perception that
the implementation of the value of corporate ethics will
bring results on the performance, organizational
effectiveness, profitability, and long-term success. So the
hypothesis can be taken as follows:

H5: The value of corporate ethics have positive influence
on employees' organizational commitment

H6: The value of corporate ethics have positive influence
on the performance of the employees

H7: The value of corporate ethics have positive influence
on job satisfaction of employees

H8: The value of corporate ethics will impact negatively
on the desire to move the employees

Effect of the Quality Culture on Performance, Job
Satisfaction and Desire To Move mediated by the
Organizational Commitment
Many studies have shown that organizational commitment
is antecedent for job satisfaction (Price & Mueller, 1981;
Bateman & Strasser, 1984 in Elci, 2007). A number of
studies find that organizational commitment negatively
affects the desire to move (Steers, 1977; Viener & Vardi,
1980; Mc. Neilly & Russ, 1992 in Elci, 2007). Job
satisfaction also appears to affect negatively on the desire
to move (Kraut, 1975 in Elci, 2007). A meta-analysis also
showed that organizational commitment and job
satisfaction is a good predictor for willingness to move
(Coton & Tuttle, 1987 in Elci, 2007). Several previous
studies have examined the relationship between
organizational commitment to performance (Mowday et
al., 1974; Baugh & Robert, 1994 in Elci, 2007). So the
hypothesis can be taken as follows:

H9: Organizational commitment mediate the effect
between quality culture and job satisfaction

H10: Organizational commitment mediate the effect
between the culture of quality performance

H11: Organizational commitment mediate the effect
between the culture of quality with a desire to move

Influence Value of Corporate Ethics on Performance,
Job Satisfaction and Intention to Leave,
Organizational Commitment
Elci et al., (2007) find that organizational commitment is
an antecedent of job satisfaction. Thus, employees in
general will be satisfied with his work and committed to
the organization if they fit with the work itself. Elci et al.,
(2007) also found that organizational commitment and job
satisfaction is negatively related to turnover intention
because employees are more committed to the
organization and the chance to feel satisfied with his work,
the desire to move even smaller. The researchers also have
found that the performance is determined by
organizational commitment (Baugh & Roberts, Ward &
Davis, Mowday et al. In Elci et al., 2007). From previous
studies as mentioned above is known that the value of
corporate ethics affect organizational commitment, while
organizational commitment affect the performance, job
satisfaction and the desire to move. Thus, organizational
commitment is expected to mediate the relationship
between corporate ethical values and the work of
employees (performance, job satisfaction and the desire to
move). So the hypothesis can be taken as follows:

H12: Organizational commitment mediates the effect
between the value of corporate ethics and
performance of the employees

H13:Organizational commitment mediates the effect
between the value of corporate ethics and employee
job satisfaction

H14:Organizational commitment mediates the effect of
corporate ethical values and a desire to move on the
employees

METHODOLOGY
The population in this study were all employees of the
production at PT Tiga Serangkai Pustaka Mandiri
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Surakarta-Indonesia, which totally 76 people. According
to Roscue (2000), a larger sample size than 30 and less
than 500 fits for using in research. Based on the above
description of sampling a number of all employees of the
production of as many as 76 people to serve the
respondent feels is sufficient to provide a comprehensive
explanation on the population studied. The sampling
technique used is the census of the entire population as the
sample based on certain considerations involving the
selection of subjects that are in place or the best position to
provide the necessary information.

Variable Operational Definition and Measurement of
Variables

Quality Culture
Quality culture is the organization's value system which
produces an environment conducive to the establishment
and continuous quality improvement. Quality culture
consists of philosophy, beliefs, attitudes, norms, traditions,
procedures and expectations to improve the quality of
questions on the quality of cultural items totaling 10 items
adapted from Ahire et al., (1996).
Corporate Ethics Values
The composition consisting of individual ethical values
adopted by managers and the policies on ethics (both
formal and non-formal) in the organization. This value
helps build and maintain the standards to describe what is
right to do and something worthwhile to do. Questions on
the Corporate Ethics Values items amounted to 5 items
adapted from Hunt et al., (1989).
Organizational Commitment
Organizational commitment is a condition in which an
employee is in favor of a particular organization and its
goals and intend to maintain membership in the
organization (Robbins, 2001: 92). Robbins saw a
commitment to the organization is a working attitude.
Meanwhile, according to Steers in Elci et al., (2005),
organizational commitment is the relative strength of the
identification process and the involvement of someone in
an organization (Steers in Elci et al, 2007). Questions on
Organizational Commitment item consists of 3 items taken
from Jaramillo et al. (2006).
Intention to Leave
In management, understanding the intention to leave is
often referred to as intention to quit. Basically the two
terms are the same meaning, which is one of the active
form of destructive actions exit (turnover / quit) were
performed to describe the dissatisfaction of employees in
their work. This behavior includes finding a new position
outside the organization and ask to stop (Robbins, 1996).
Meanwhile, according to Elci et al., (2007), intention to
move is the possibility that someone will leave his job in
the future. Questions on the intention to Move are 4 items
adapted from Kelloway et al., (1999).

RESULT
In this study, data analysis methods used is Descriptive
Analysis and Quantitative Analysis.
Descriptive Analysis
Descriptive analysis is a method of data analysis by
transforming raw data into a form more easily understood
and interpreted (Zikmund, 2000:439). In this research,

descriptive analysis is used to analyze the profile of
respondents and responses of respondents to each question
item.
Validity Test
Validity test used in this study is the technique of Factor
Analysis (CFA) . In this study, CFA was tested with the
help of the software package SPSS 15.0 for Windows.
Hair et al., (1998) states that an analysis of factors
otherwise feasible if the KMO test and quality Bartlet’s
Test of significance above 0.5 and below 0.05.
Reliability Test
To measure the reliability of research instruments is done
with the item-to-total correlation and Cronbach's Alpha
with the help of the computer program SPSS 15.0.
According to Hair et al., (1998:118), an instrument
otherwise reliable if the Cronbach's alpha coefficient
shows a value > 0.70 and beads reliable asked questions
that have item-to-total correlation > 0.50. Even so, the
coefficient of Cronbach's Alpha which are among the
range of 0.6 to 0.7 is acceptable and item-to-total
correlation > 0.30 are acceptable.
Hypothesis Testing
The hypotheses in this study are tested using path analysis,
which is the development of multiple linear regressions.
The regression models in this study are:

OC = α1 + β1 + β2 NEP BK + e (1)
KUP = α1 + β1 + β2 NEP BK + e (2)
KUP = α1 + β1 BK + β2 + β3 NEP KO + e (3)

Description:
OC = Organizational Commitment α1 = Constant
QC = Quality Culture β1-β3 = regression coefficient
NEP = Corporate Ethics Values e = error
KUP = Intention to Leave

Descriptive analysis is intended to investigate the
characteristics and responses of respondents to the
question items in the questionnaire. In this study, 76
questionnaires were distributed to all employees in the
production department of the PT Tiga Serangkai Pustaka
Mandiri. From this amount, obtained by questionnaire
returns with as many as 60 respondent or 79%
participation rate. From the 60 questionnaires returned
were not damaged.

Respondent Characteristics
a. Gender of Respondents: 87% or 58 respondents male

and 3% respondents was female.

b. Age of Respondents: The respondents aged between
21 to 30 years as many as 30%; 31-40 as many as 25%;
41-50 as many as 38%; more than 50 as many as 7%.

c. Working Period: Respondents who have a working
period of between one to five years as many as 8%; 5-
10 years as many as 40%; more than 10 years as many
as 52%.

d. Last Education Respondents: 17% or 10 respondents
last level of elementary education; 21% are junior high
school; 55% senior high school; 2% are D3 and 5% are
S1.
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Validity Test: This study used factor loading
guidelines Under the guidelines, the researchers set a
significant factor loading, which is more than equal to
0.50.
Reliability test: It can be concluded that all the variables
of the study revealed reliable because it has the
Cronbach’s alpha > 0.60.
Hypothesis Testing
To test these hypotheses in this study used path analysis
with the help of SPSS 11.5. In path analysis, there are 3
regression models:

1. The independent variable (Quality Culture) is
regressed with mediating variable (Organizational
Commitment),

2. The independent variable (Quality Culture) is
regressed with the dependent variable (Intention to
Move),

3. Independent variable (Quality Culture) and mediating
variable (Organizational Commitment) is regressed
with the dependent variable (Intention to Move), for
more details can be seen in the following:

From the model 1, Quality Culture and Corporate Ethics
Value has a significant value on the Intention to Move (p
<0.05). Adjusted R2 value of 0.280, meaning that 28% of
the dependent variable (Organizational Commitment) can
be explained by the independent variable (Quality Culture
and Corporate Ethics Values). The rest 72% influenced by
other variables is not included in this study.

Quality Culture and Corporate Ethics Values have a
significant effect on the move (p <0.05). Adjusted R2
value of 0.244, meaning that 24.4% dependent variable
(Intention to Move) can be explained by the independent
variable (Quality Culture and Corporate Ethics Values). A
percentage of 75,6% influenced by other variables not
included in this study. Quality Culture, Corporate Ethics
Values and Organizational Commitment are regressed
with Intention to Move. Quality Culture and Corporate
Ethics Values at the Intention to Move decreased but
remained significant (p <0.05) and Organizational
Commitment also have a significant effect on the Intention
to Move (p <0.05), but the influence of Organizational
Commitment on Intention to Move is not significant (p>
0.05). Adjusted R2 value of 0.260 means that 26% of the
dependent variable (Intention to Move) can be explained
by independent variables (Quality Culture, and
Organizational Commitment). The rest 74% influenced by
other variables is not included in this study.

FINDINGS
Hypothesis 1
Quality culture positively influence on the organizational
commitment in PT. Tiga Serangkai Pustaka Mandiri
Surakarta.
Based on calculations in which the β value quality culture
of organizational commitment is significant at p <0.05, it
can be concluded that hypothesis 1 is supported.
Hypothesis 2
Quality culture negatively effect on the intention to move
in the PT Tiga Serangkai Pustaka Mandiri Surakarta.

This hypothesis aim is to examine whether the quality
culture has negative influence in the intention to move.
Based on the calculation model 2, where β value quality
culture of a intention to move significantly at p <0.05, it
can be concluded that hypothesis 2 is supported.
Hypothesis 3
Corporate ethics values positively influence organizational
commitment in PT. Tiga Serangkai Pustaka Mandiri
Surakarta.
This hypothesis aim is to examine whether the corporate
ethics values have positive influence on organizational
commitment. Based on the calculation model 1, where the
value of β the corporate ethics values of organizational
commitment is significant at p < 0.05, then we can
conclude that hypothesis 3 is supported.
Hypothesis 4
Corporate ethics values negatively effect on the intention
to move in the PT Tiga Serangkai Pustaka Mandiri
Surakarta.
This hypothesis aim is to examine whether the corporate
ethics values have negative effect on the intention to
move. Based on the calculation model 2, where the value
of β the corporate ethics values to the intention to move
significantly at p < 0.05, it can be concluded that
hypothesis 4 is supported.
Hypothesis 5
Organizational commitment mediate the effect between
the quality culture with a intention to move.
This hypothesis aim is to examine whether organizational
commitment mediates the effect of quality culture of a
intention to move. Based on the calculation of β values of
quality culture on organizational commitment is
significant at p < 0.05, β value of organizational
commitment on the intention to move is not significant at
p < 0.05 and β value of quality culture in the intention to
move significantly at p < 0.05, it can be concluded that
hypothesis 5 is not supported.
Hypothesis 6
Organizational commitment mediates the effect of
corporate ethics values with the intention to move.
This hypothesis aim is to examine whether organizational
commitment mediates the effect of corporate ethics values
against the intention to move. Based on the calculation of
the value of β the corporate ethics values on organizational
commitment is significant at p < 0.05, β value of
organizational commitment on the intention to move is not
significant at p < 0.05 and β value of corporate ethics
values on the intention to move significantly at p < 0.05, it
can be concluded that hypothesis 6 is supported.

DISCUSSION
From the calculation result in the analysis, it appears that
the quality culture has a positive effect on the
organizational commitment, performance, and job
satisfaction, is supported. Similarly, the quality culture has
a negative effect on the intention to move, is also
supported. These results are consistent and support the
studies that have been done by Elci et al. (2007). The
results of this study indicate that a positive quality culture
of corporate will increase the employee commitment, so it
will has an impact on the job satisfaction and increase
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employee performance. A positive quality culture will also
affecting the decrease in the employees intention to move.
The results of the analysis showed that, the value of
corporate ethics has a positive effect on the organizational
commitment is supported. This supports the results of a
study conducted by Hinot (1989) and Valentine (2002),
and indicates that the value of a positive corporate ethics
have an impact on employee commitment. It is also in line
with study conducted by Elci (2007). The influence of
corporate ethical values on performance and job
satisfaction, is supported and in line with the studies
conducted by Sims (1997) and Elias (2005). However the
ethics of the company also has a negative effect on the
intention to move, this result is also supported and in line
with the results of studies that have been carried out by
Sims (1997) and Elci (2007). It means that the value of a
positive corporate ethics affecting the increase in
employee commitment, job satisfaction, and performance,
and also affecting the decrease in employee's intention to
move.
The results of this study also showed that the
organizational commitment mediates the effect of the the
quality culture and ethical values of the company's in
performance and employee satisfaction. These results are
consistent with the study conducted by Elci (2007), which
stated that by quality culture and positive corporate ethics,
the performance and employee satisfaction will increase
through organizational commitment. The organizational
commitment does not mediate the quality culture and the
value of corporate ethics influence on the intention to
move. This indicates that increase in organizational
commitment caused by a good value of corporate ethics in
the eyes of employees, as well as a positive quality
culture, does not affect employees intention to move from
the company. The intention to move more directly
influenced by the value of corporate ethics and quality
culture, where there is a negative relationship.

CONCLUSION
1. Quality culture positively influences on employees'

perceived organizational commitment. This indicates
that the quality culture improvement leads to increase
the organizational commitment.

2. Quality culture negatively effects on the perceived
intention to move employees. This indicates that the
quality culture improvement resulted in a decreased
intention to move

3. Corporate ethics values positively affects employees'
perceived organizational commitment. This indicates
that the increase in the corporate ethics values lead to
increase organizational commitment

4. Corporate ethics values negatively effect on the
perceived intention to move for the employees.

5. Organizational commitment does not mediate the
effect of quality culture in the intention to move.

6. Organizational commitment does not mediate the
effect of corporate ethics values on the intention to
move.

Implications
1. Suggestions for further research
a. From the results of this study revealed that the

association supported mediation, but for further

research can still be examine the mediating
relationship is with its application to different samples.

b. There are differences in the results regarding the
influence of corporate ethics values on the intention to
move. In this study, the corporate ethics values affect
the intention to move, but in previous studies, the
corporate ethics values has no effect on the intention
to move. Therefore it needs further study.

2. Suggestions for PT. Tiga Serangkai Pustaka Mandiri
Surakarta.

a. Quality culture and corporate ethics values positively
influence organizational commitment, and a negative
influence on the intention to move. Therefore,
companies should further improve the quality culture
and corporate ethics values by providing adequate
resources in an effort to improve the quality of, raw
material shipment from suppliers more suit to the
specifications of the company, companies often
conduct quality training for employees, more
concerned with ethics, and the management company
will not allow the occurrence of unethical behavior

b. The company should further improve employees
'organizational commitment by improving employees'
sense of ownership of the company.

Limitation

Limitations of this study only the research subjects that are
similar so it is difficult to generalize on the subject of a
general nature. Future studies may develop different
subject characteristics.
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