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Abstract. Long treatment and high dropout rates require responsible staff’s com-
mitment to preventing and supervising patients taking medication. This study
analyzes the correlation of leadership, motivation, and climate organization on
the work performance of Tuberculose (TB) program managers in Tasikmalaya.
This study used a survey method with a cross-sectional design of 28 tubercu-
lose managers in Tasikmalaya. The sample taken is the total population of TB
managers. Four variables were studied: leadership, climate organization, motiva-
tion, and work performance. The instrument used is a questionnaire using Google
Forms. The measurement scale uses Likert and is analyzed by path analysis. This
study showed that most of the subjects were women, ranging from 23 to 58 years,
graduated with diplomas, had not attended TB training, and worked in Puskesmas
(primary health care). They have worked, on average, for 13 years, from one to
34 years. Leadership, climate organization, and workmotivation contribute simul-
taneously and significantly to work performance. The simultaneous influence of
leadership variables and climate organization on work motivation. Training on TB
is needed for program managers and building a good climate organization for all
parties involved in handling TB cases.
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1 Introduction

Tuberculosis was a leading global cause of death, withmost new cases in poor and devel-
oping countries. TheWHO stated that there are wide and persistent gaps in the detection,
prevention, and control of TB, including gender barriers and stigma [1]. Approximately
Six million TB cases are notified, 81% of which occur in LMICs and contribute to about
1 million TB deaths globally every year [2, 3].

Health workers of TB or TB program managers are one of the critical component
strategies to overcome the epidemic, engaging and involving affectedpersons, integrating
prevention and care services for the disease with relevant community-based health and
development activities [4]. The TB managers can contribute to finding missing people
and increasing TB treatment, and supporting decreasing TB incidence, costs, and burden,
through [5]: reducing the stigma, elevating awareness of TB symptoms, and psychosocial
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support [6]; increasing the notifications and early case finding, and treatment support
[7], preventing transmission, tracing contacts, and easing the access to TB providers, as
well as the referral of a suspect TB person.

Responsive andqualifiedTBmanagers are critical determinants of awell-functioning
health system and thus improve the health of populations [8]. They have the potential
access to vulnerable communities [9, 10] and could effectively improve health effects
and behaviors [11, 12]. However, the performance of TB managers is still lacking.
Inadequate numbers, unequal distribution, and limited capability have been stated as the
main obstacles to gaining the TB control target [13, 14]. Many programs do not have
sufficient resources and supervision, resulting in low performance, and the expected
health outcomes do not materialize [15]. Long treatment (±6 months) and high dropout
rate also require responsible staff’s commitment to preventing and supervising patients
taking medication.

The needs of employees within organizations are the essential factors in the com-
panies’ sustainability [16, 17]. This condition is not a similar situation in government
organizations. Lachman and Buchanan stated that the public sector staff is less satis-
fied with their work [18, 19]. Employees who work in the regional government are less
satisfied with their leaders and how they manage the organization. They are dissatisfied
with how the organization synchronizes leaders’ perspectives with their subordinates
to achieve the goals through high working performance, loyalty, dedication, guidance,
direction, motivation, and proper coordination [20].

Leadership is a continuous process by which a person becomes a leader through
activities to persuade subordinates to achieve the organization’s goals. Leadership has a
crucial effect on organizational activities and is needed to improve institutional perfor-
mance. Besides, the leadership assumed a lack of sensitivity to what is desired by the
followers and focused on the goals [21–23].

Organizational culture is a habit that applies and has different patterns and customs
in every institution. The employees hold beliefs and assumptions, then develop and
bequeath to copewith external adaptation and internal integrationproblems [24].Another
element is the climate organization built from the organization’s culture and continuously
created.

Motivation gives the support that allows someone to act toward a particular goal
[25]. Employee motivation is like determining work results, such as perseverance, pro-
ductivity, and performance. High motivation is correlated with the work performance of
employees [26].

The study aimed to analyze the influence of leadership, motivation, and climate
organization on the work performance of TB program managers in Tasikmalaya.

2 Methods

The study is conducted by survey method with a path analysis approach. We correlate
leadership, climate organization, motivation, and work performances of TB program
managers.
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2.1 Participants

Participants of this study were all TB program managers in Tasikmalaya, with as many
as 28 managers in primary health care and hospitals. Data collection was held in April
2020 in Tasikmalaya, West Java, Indonesia.

2.2 Data Collection

The instrument uses a questionnaire that consists of 38 questions: 1) characteristics
(name, address, age, sex, working unit, length of work, education, TB training followed);
2) leadership (22 questions), 3) climate organization (4 questions), 4) motivation (3
questions), and work performance (3 questions). The answer to variables (leadership,
climate organization, motivation, and performance) using the Likert scale consists of
strongly disagree, disagree, enough, agree, and strongly agree.

2.3 Data Analysis

Data processing and analysis in this study using statistical software STATA version 17.

3 Result and Discussion

This study was conducted on April 2022 in Tasikmalaya. As many as 28 respondents
contribute to this study. Respondents in this study were women (64.29%), ranging from
23 to 58 years, had diploma graduation (64.29%), and had not received TB training
(57.14%). Most of the respondents work in Puskesmas (primary health care). They have
worked on average of 13 years, from a to 34 years.

The analysis results show that the simultaneous influence of leadership and climate
organization on work motivation is 0.857. The magnitude of the influence of leadership
and climate organization on work motivation is very strong.

The simultaneous influence of leadership, climate organization, andworkmotivation
on work performance is 0.967. The magnitude of the influence of leadership, climate
organization, and work motivation on work performance is very strong.

Residual value (ε), the formula is ε= 1− R2, the amount of leadership contribution,
climate organization has a simultaneous effect which directly affects work motivation is
0.857 x 100 = 85.7% and the rest (ε) = 1 − 0,857 = 0.14 influenced by other factors.
The amount of leadership contribution, climate organization, and work motivation has a
simultaneous effect that directly affects work performance is 0.967 × 100% = 96.7%,
and the rest (ε) = 1 − 0.967 = 0.033 influenced by other factors.

Based on the analysis, it was found that the path coefficient of leadership and climate
organization on work motivation is statistically significant. The amount of leadership
contribution to climate organization has a simultaneous effect that directly affects the
working coefficient of leadership, cli5m7a.1te4 organization and work motivation on
work performance was statistically significant. Thus, this analysis provides information
that leadership, climate organization, and work motivation contribute simultaneously
and significantly to work performance. The magnitude of the contribution of leader-
ship, climate organization, and work motivation has a simultaneous effect that directly
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affects work performance is 0.967 × 100% = 96.7%, and the rest (ε) = 1 − 0.967 =
0.033 influenced by other factors. The magnitude of the influence of leadership, climate
organization, and work motivation on work performance is very strong.

The result of the study state that leadership, climate organization, and work moti-
vation contribute simultaneously and significantly to work performance. This result is
in line with the study of Cahyono and Adnyani, which states that leadership, climate
organization, and work motivation have an effect either simultaneously or partially on
employee performance at PT. Arabikatama Khatulistiwa Fishing Industry Denpasar,
with motivation as the dominant variable that affects work performance. While in this
study, the motivational variable acts as a moderating variable [27] (Table 1).

Positive leadership can improve employee performance, either directly or through
increasing employee motivation. A good leader can become a catalyst for the success
and implementation of organizational tasks embodied in the hierarchy, the granting of
respective authority and duties, as well as flexible communication from subordinates
and vice versa, and requires cooperation in efforts to achieve organizational goals [28].

The indirect effect of X1 on Y through X3 is 0.34× 0.59= 0.20. The total effect of
X1 on Y is 0.64+ 0.20= 0.84. The indirect influence of the leadership variable on work
performance has a positive contribution of 20%. This result indicates that leadership has
a positive influence on work performance. Better leadership will have a good effect on
the results of work performance.

The indirect effect of X2 on Y through X3 is 0.67× 0.59= 0.39. The total effect of
X1 on Y is−0.23+ 0.39= 0.16. The indirect effect of the climate organization variable
on work performance has a positive contribution of 39%. This fact indicates that the
climate organization has a positive influence on work performance. This means that a
better climate organization will have a good effect on work performance.

A good climate organization can improve employee work performance, as a study
conducted byOddang et al. [29]. The climate organization becomes an important variable
because it relates to a person’s perception of what is provided by the organization and
its components and then serves as a basis for someone to behave. Acceptance received
by employees from colleagues and a work environment that encourages employees to

Table 1. Path Coefficient, Direct and Indirect Effect, and Total Effect

Variables Effect Initial Value
(Rp)

Direct Indirect Total D + I

Leadership-motivation 0.34 0.34 – 0,34

Climate
organization-motivation

0.67 0.67 – 0,67

leadership – work
performance

0.64 0.64 0,34 × 0,59 = 0,20 0,84

Climate
organization-performance

−0.23 −0.23 0,67 × 0,59 = 0,39 0,16

Motivation Performance 0.59 0.59 – 0,59
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work more optimally. Uncomfortable working conditions due to a lack of coordination
between fellow employees affect performance [30].

Motivation is an inner drive and becomes the starting point for institutions to achieve
the desired goal through their activity [31]. Giving the right motivation will encourage
employees to carry out their duties optimally. If employees do not get good incentives
and rewards, it will reduce their motivation and enthusiasm for work. This condition
will affect the work performance of employees. Employee performance is one indicator
of the organization’s operational success in achieving its goals [32].

Tuberculose program managers are responsible for preventing, tracing, and even
decreasing TB incidence. This heavy burden is added by the long treatment of TB, and
the high dropout rate, which requires responsible staff commitment and performance.

The limitation of this study is reaching a small population of TB managers in one
district. A larger population can provide a more comprehensive description of the factors
that affect the work performance of TB workers.
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