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Abstract : This study aims to determine the effect of servant leadership on competence and its implications for 

organizational commitment with motivation as a moderating variable. Data collection through questionnaires, 

with a total sample of 201 people, who are lecturers at the Private University in Bandung Raya. Determination 

of the sample using random sampling technique. The data analysis technique uses Path Analysis, with the SPSS 

version 23 application program. 
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The results showed that servant leadership has a positive and significant effect on competence, competence has 

a positive and significant effect on organizational commitment. Based on the results of data analysis, motivation 

has been shown to increase the effect of servant leadership on competence and increase the influence of 

competence on organizational commitment. Thus it can be concluded that motivation is proven to moderate the 

effect of servant leadership on competence and motivation to moderate the effect of competence on 

organizational commitment. This means that the level of motivation possessed by the lecturer has an influence 

on the level of competence and level of organizational commitment possessed by the lecturer. 

Keyword: Organizational Commitment, Competence, Motivation, Servant Leadership 

INTRODUCTION 

Currently the world is experiencing the Covid 19 pandemic, where this disease is transmitted through the 

process of oral communication when meeting, or when touching when meeting or in a room. In order to prevent 

an increase in the number of people affected by the Covid 19 disease, the Indonesian government established a 

Large-Scale Social Restriction (PSBB) policy. The five new habits that must be followed are wearing masks, 

washing hands with soap, maintaining a distance of 1.5 meters, staying away from crowds, avoiding 

mobilization / movement to various places. 

The normal teaching and learning process at a private university begins with students sitting in the class and the 

lecturer comes next to explain the course material. With the PSBB, the teaching and learning process activities 

cannot be done face-to-face (on site) but can be done using zoom or online communication media. The teaching 

and learning process using zoom communication media raises student complaints, among others, that the 

lecturer does not teach in zoom, but does not inform students. This information shows that the lecturer did not 

carry out his / her assignment (job) as promised by the lecturer. According to Colquit (Wibowo, 2018: 189), the 

condition of lecturers who do not carry out their duties is referred to as a condition that does not have 

organizational commitment. The lecturer should have organizational commitment. This information shows that 

there is a problem with the lecturers' organizational commitment. 

According to Heller (Wibowo, 2018: 191) employee competence affects the organizational commitment of 

employees in the organization, because by using their competence employees can show that employees have 

organizational commitment. Koesmono (2014: 28) suggests that motivation can be used as a moderating 

variable between two variables. Employees or lecturers who have high competency and organizational 

commitment tend to produce high performance. Taking into account the opinion of Koesmono (2014: 28), this 

study examines the effect of Servant Leadership on competence with motivation as a moderating variable and its 

implications for organizational commitment. 

LITERATURE REVIEW 

Servant Leadership  

During the current pandemic, leadership in an organization has an important role in ensuring the achievement 

of organizational goals efficiently and effectively. Likewise, the University in carrying out its activities requires 

an appropriate leadership style in achieving its goals. One of the leadership styles that can be chosen is Servant 

Leadership. Servant Leadership is a leader's activity to influence followers in a way that the leader must have a 

natural feeling that the leader must serve. (Greenleaf, 1977). Hale and Fields (2007) suggest that servant 

leadership is an activity of influencing followers by placing the interests of followers above the interests of the 

leader, serving the needs of followers and developing followers. Northouse argues that servant leadership is a 

leader whose behavior prioritizes the needs of followers, empowers and develops followers. 

 

With the applied servant leadership, it can encourage followers to do the same thing, so that in the end servant 

leadership behavior becomes a habit in the organization. In line with Greenleaf and Northouse, Mc.Shane 

(2018: 344) explains that Servant Leadership is leaders serve followers, leaders help employees fullfill their 

need and coach, steward, and facilitator of employee development. The Servant Leadership dimension 

according to Mc.Shane (2018: 344) fullfill their need, personal development, selfless. This research uses the 

Servant Leadership dimension from Mc.Shane (2018: 344). The application of servant leadership in an 

organization can improve individual performance which in turn will have an impact on organizational 

performance (Yukl, 2015). 
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Competence 

According to Becher et al (2001) competence is the knowledge, expertise, ability, and personal character of an 

individual that directly affects individual job performance. Becher et al describe in more detail the components 

of competence, namely knowledge, skills, abilities, and personal character of individuals equipped with the 

benefits of competency components to influence individual performance in completing a job. Boyatzis (1982: 

23) explains that competence is individual characteristics that are closely related (closely) with job achievement 

effectively. According to Boyatzis, competence consists of several characteristics brought by individuals to 

work with the aim that good characters can be used to effectively achieve superior individual performance. The 

competence possessed by an employee is very important because it is useful for clarifying performance 

standards, determining the required requirements, expectations of work results to be achieved, increasing 

productivity, increasing remuneration, aligning individual behavior with the values held by the organization 

(Sutrisno, 2013: 208 ) The competency dimension used in this study is a dimension according to Boyatzis 

(Sudarmanto, 2017: 46) which consists of achieve the goal, being able to manage human resources, being able 

to analyze. 

 

Organizational Commitment 

Organizational commitment is the feeling of someone who identifies himself as part of the organization and 

wants to be specifically involved in achieving organizational goals (Mowday, 1982: 186). Furthermore, 

Mowday explained that organizational commitment consists of two components, namely the feeling of 

identifying oneself as part of the organization and the desire to be involved in achieving organizational goals.  

 

According to Colquit, Lepine and Wesson (2010) organizational commitment is the desire of employees to 

remain members of the organization and remain involved in achieving organizational goals. Organizational 

commitment has a positive relationship with expected outcomes such as high performance, low turnover, and 

low absenteeism. The results of research on organizational commitment show that employee commitment is 

related to other expected outcomes, such as feelings of warmth, support for organizational climate, and a desire 

to be a good team member who is willing to help. Luthans (2011, p. 196). The factor that affects organizational 

commitment is the approach or leadership style (Yu Bo (2013; M. Wiza (2014)). The dimensions used in this 

study include organizational commitment according to Colquit consisting of Affective Commitment, 

Continuance Commitment, Normative Commitment (Colquit, 2010) 

 

Motivation 

Motivation is a need that encourages a person, strength, direction and perseverance to behave in a certain way 

in order to achieve goals (Mc. Clelland (1961; Robbins, 2015, p. 128). Robbins emphasizes the importance of 

needs that are to be achieved and have not been achieved so that they become strength, direction and 

persistence of a person to continuously strive so that these needs are met In line with Mc. Clelland and 

Robbins, Alderfer (Ivancevich, 2014: 117) argues that motivation is an impetus that makes a person act to do a 

job. is a dimension suggested by Aldelfer consisting of existence need, relatedness, growth.  

 

The motivation of an employee or employee is important because motivation can be used as a strategy in 

achieving predetermined performance. (Silalahi (2015, p. 355). Several research results show that motivation 

has a positive and significant effect on servant leadership, competence, and organizational commitment 

(Rahayu, 2020; Sriekaningsih, 2016, Yundong, 2015 Lotunani, 2014; Koemono, 2014) ; Choong, 2011).  

 

RESEARCH METHOD 

 

This research is a research that uses a descriptive quantitative approach. Descriptive method is used to examine 

an object, the status of a group of people in a condition or event at the present time which is used to create 

descriptions that can describe the situation factually and accurately regarding the relationship between the 

phenomena being investigated. Nazir (2014, p. 43). Descriptive research focuses on the actual problem so that 

in educational research it can function in solving a problem. (Sudjana (2014: 64) Nazir (2014, p. 43) Data were 

collected by distributing questionnaires with random sampling techniques. 

 

This study is to determine how the role of the moderating variable on the independent variable and the 

dependent variable is to test the research hypothesis. Therefore, based on the description above, this research is 

included in research that uses quantitative, descriptive and verification approaches. 
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The picture about the conceptual framework from this research is presented in Figure 1. 

 

 

 

 

 

 

 

 

 

 

Figure 1.Conceptual Of Framework 

Using the Conceptual Framework, the authors establish the hypothesis: 

1. Servant leadership has a positive and significant effect on competence. 

2. Motivation moderates the effect of servant leadership on competence. 

3. Competence has a positive and significant effect on organizational commitment 

4. Motivation moderates the effect of competence on organizational commitment. 

 

Type and Source Of Data 

The form of data used in this study is interval data with a Likert scale ranging from number 1 to number 5. 

Number 1 shows the responses of respondents who strongly disagree, number 2 indicates disagree, number 3 

indicates neutral, number 4 indicates agree and number 5 show strongly agree. 

 

Identifying Variables 

1. Independent Variable in this study is Servant Leadership 

2. Dependent Variable in this research is Organizational Commitment 

3. Moderating Variable in this study is Motivation 

Data Analysis Technique 

Data were analyzed using path analysis, the data came from multiple linear regression calculations that were 

processed using the SPSS Version 23 application program. 

 

FINDINGS 

1. Validity Test 

Table 1. Validity Test 

No 
 

Variable 

Questionaire 

Number 

Corrected Item 

–Total 

Correlations 

Standard Decision  

1 Servant Leadership P1-P14 0,305-0,626 0,300 Valid 

2 Competence P15-P29 0,312-0,679 0,300 Valid 

3 Organizational 

Commitment P30-P46 0,331-0,544 0,300 Valid 

4 Motivation P47-P58 0,340-0,701 0,300 Valid 

Source: Data Processed by Researcher (2020) 
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According to Waskito (2020: 38) data that has a Corrected Item Value - Total Correlations value above 0.300 

are declared valid. The value of Corrected Item - Total Correlations of the indicators shows a number above 

0.300. Looking at the data in table 1 above, it can be concluded that all indicator data are declared valid. 

 

2. Reliability Test  

Tabel 2. Reliability Test 

No 
 

Variablel 

Cronbach’s 

Alpha 

Cronbach’s Alpha 

Minimal Disebut 

Reliabel 

Decision 

1 Servant Leadership 0,795 0,700 Reliabel 

2 Competence 0,864 0,700 Reliabel 

3 Organizational  

Commitment 0,841 0,700 Reliabel 

4 Motivation 0,823 0,700 Reliabel 

Source: Data Processed by Researcher (2020) 

 

Waskito (2020: 64) states that a variable is declared reliable if the Cronbach's Alpha value is above 0.70. In 

table 2 it can be seen that the Cronbach's Alpha value of all variables is above 0.700. Based on these results it 

can be concluded that all data on the variables are declared reliable. 

3. Normality Test 

According to Waskito (2020: 72), data from variables are declared normally distributed if they have an asymp 

sig (2-tail) value of more than 0.050. 

 

Tabel 3. Normality Test 

No 
 

Variablel 

Asymp  sig 

 (2-tail) 
Standard Decision 

1 Servant Leadership 0,795 0,050 Normal 

2 Competence 0,864 0,050 Normal 

3 Organizational  

Commitment 0,841 0,050 Normal 

4 Motivation 0,823 0,050 Normal 

Source: Data Processed by Researcher (2020) 

 

The results of this study indicate that the asymp sig (2-tail) value for servant leadership is 0.078, competence is 

0.077, organizational competence is 0.200 and motivation is 0.070. This means that the asymptot sign (2-tail) 

value is above 0.050, so it can be concluded that the data on all variables are stated to have been normally 

distributed. 

4. Correlation Test 

This study requires a correlation value between the variables under study which is needed as a material for 

determining the large number of coefficient of determination from path analysis in sub-structure 1 and path 

analysis in sub-structure 2. The relationship between variables in this study is presented in table 4 below: 

 

Tabel 4. Correlation Test 

 

Servant 

Leadership 

Competenc

e 

Organizational 

Commitment 

Motivatio

n 

Servant  

Leadership 

Pearson 

Correlation 
1 ,809

**
 ,705

**
 ,779

**
 

Sig. (2-

tailed) 
 ,000 ,000 ,000 

N 201 201 201 201 

Competence Pearson 

Correlation 
,809

**
 1 ,889

**
 ,963

**
 



16 
 

 
 
 
 

Sig. (2-

tailed) 
,000  ,000 ,000 

N 201 201 201 201 

Organizational 

Commitment 

Pearson 

Correlation 
,705

**
 ,889

**
 1 ,921

**
 

Sig. (2-

tailed) 
,000 ,000  ,000 

N 201 201 201 201 

Motivation Pearson 

Correlation 
,779

**
 ,963

**
 ,921

**
 1 

Sig. (2-

tailed) 
,000 ,000 ,000  

N 201 201 201 201 

**. Correlation is significant at the 0.01 level (2-tailed). 

Source: Data Processed by Researcher (2020) 

Paying attention to table 4 regarding the level of closeness of the relationship between variables can be 

explained as follows: 

1. The value of the relationship between the Servant Leadership variable and Competence is 0.809 and is 

classified as a very close correlation. 

2. The value of the relationship between the Servant Leadership variable and Organizational Commitment is 

0.705 and is classified as a close correlation. 

3. The value of the relationship between the Servant Leadership and Motivation variables is 0.779 and is 

classified as a close correlation. 

4. The value of the relationship between the Competence variable and Organizational Commitment is 0.889 and 

is classified as a very close correlation. 

5. The value of the relationship between the Competence and Motivation variables is 0.921 and is classified as a 

very close correlation. 

6. The value of the relationship between Organizational Commitment and Motivation variables is 0.921 and is 

classified as a very close correlation. 

 

5. Uji Analisis Jalur Pada Sub Struktur 1 

 

Tabel 5. The Effect of Servant Leadership on Competence 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 1,021 3,187  ,320 ,049 

Servant Leadership 1,034 ,065 ,746 15,825 ,000 

Source: Data Processed by Researcher (2020) 

Based on table 5 the path analysis equation is Y = 0.746 X1 + ε. 

 

Based on table 5, it can be seen that the t-test value is 15.825. The t table value of 0.67 is greater than the t table 

value. This means that there is a positive effect of servant leadership on competence. The significance value of 

the count = 0.000 <(less than) 0.05, meaning that there is a significant influence of servant leadership on 

competence, so it can be concluded that there is a positive and significant effect of servant leadership on 

competence. 
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Table 6.Effect of Motivation as Moderating Variable in Sub Structure 1 

Model 

Unstandardized Coefficients Standardized Coefficients 

B Std. Error Beta 

1 (Constant) 9,889 12,834  

Servant Leadership ,092 ,269 ,069 

Motivation ,504 ,319 ,371 

Multiply X1X3 ,008 ,006 ,458 

Source: Data Processed by Researcher (2020) 

Based on the table 6 beta column, it can be explained that the line analysis equation for the effect of servant 

leadership on competence with motivation as a moderating variable is as follows: 

Y = 0.69 X1 + 0.371 X23 + 0.458 X1X3 + ε1 

This equation explains that competence is influenced by 0.69 servant leadership, 0.371 motivation and a 

moderating factor of 0.458. This means that if there is no competence, motivation and moderating factors which 

are the multiplication of the value of servant leadership and motivation, then the competence value is nil, but if 

you add the servant leadership, motivation, and moderating factors which are given simultaneously, the original 

competence does not exist. changes to increase to 0.69 + 0.371 + 0.458 = 1.519 

Proving the hypothesis of the positive and significant effect of servant leadership on competence with 

motivation as a moderating variable can be done by doing the F test and the significance test for which the data 

are presented in table 7 below: 

 

Table 7. F Test of Moderating Variables in the Sub Structure 1 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 12921,067 3 4307,022 186,365 ,000
b
 

Residual 4552,813 197 23,111   

Total 17473,881 200    

a. Dependent Variable: Competence 

b. Predictors: (Constant), Multiply X1X3, Servant Leadership, Motivation 

Source: Data Processed by Researcher (2020) 

  

In table 7 column F it can be seen that the calculated F test value is 186,365. The F table value is 3.89. F value 

count> F table value and a significance value of 0.000 <0.05. These results indicate that there is a positive and 

significant effect of servant leadership on competence with motivation as a moderating variable. 

Testing the moderating effect on sub structure 1 uses two regression equations, the results of which are 

presented in table 8 and table 9 below: 

 

Table 8.The coefficient of determination of Equation 1 

Model R R Square 

Adjusted R 

Square Std. Error of the Estimate 

1 ,669
a
 ,447 ,444 6,96823 

a. Predictors: (Constant), Servant Leadership 

 

Tabel 9. The Coefficient of Determination of Equation 2 

Model Summary 

Model R R Square 

Adjusted R 

Square Std. Error of the Estimate 

1 ,860
a
 ,739 ,735 4,80736 

a. Predictors: (Constant), Multiply X1X3, Servant Leadership, Motivation 

Source: Data Processed by Researcher (2020) 

Based on table 8 and table 9, it can be seen that the coefficient of determination of the direct effect of servant 

leadership on competence is 0.447 or 44.7%, while the coefficient of determination of the effect of servant 

leadership on competence with motivation as moderation is 0.739 or 73.9%. This means that with the existence 
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of motivation as a moderation the effect has increased or higher. This shows that motivation strengthens the 

effect of servant leadership on competence. Based on these results it can be concluded that motivation 

moderates the effect of servant leadership on competence. 

 

6. Path Analysis Test on Sub Structure 2 

Table 10. The Effect of Competence on Organizational Commitment 

Model 

Unstandardized Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 15,669 1,619  9,681 ,000 

Competence ,892 ,032 ,889 27,441 ,000 

a. Dependent Variable: Organizational Commitment 

Source: Data Processed by Researcher (2020) 

 

The path analysis equation for the Effect of Competence on Organizational Commiment is: 

Y = 0.889 X2 + ε2 

Description: 

X2 = Competence 

Y = Organizational Commitment 

ε2 = Epsilon 2 is the value of 1 minus the coefficient of determination. 

 

Observing table 10 column t, there is a t value of 27.441> a value of t count and a significance value of 0.000 

<0.05 This means that competence has a positive and significant effect on organizational commitment. 

The path analysis equation for the influence of competence on organizational commitment with motivation as 

the moderating variable is presented in table 11 below: 

 

Table 11.Substructure Path Analysis Equations 2 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,630 7,430  ,489 ,626 

Competence 1,331 ,160 1,327 8,321 ,000 

Motivation ,460 ,200 ,338 2,297 ,023 

MultiplyX2X3 ,010 ,004 ,751 2,739 ,007 

a. Dependent Variable: Organizational Commitment 

Source: Data Processed by Researcher (2020) 

 

The equation of the analysis of the effect of motivation as a moderating variable on the path of sub structure 2 is 

as follows: 

Y = 1.327 X2 + 0.338 X3 + 0.751 X2X3 + ε2 

The meaning of this pathway analysis equation is that if without competence moderated by motivation, the value 

of organizational commitment is nil, but if competence is added with motivation as a moderating variable, the 

value of organizational commitment which was originally zero will change to 1.327 + 0.338 + 0.751 or 2.416. 

Evidence of the positive and significant influence of competence on organizational commitment with motivation 

as a moderating variable is presented in table 12 below: 

 

Table 12. Effect of Motivation as Moderation on Sub Structure 2 

Model 

Sum of 

Squares df Mean Square F Sig. 

1 Regression 14037,252 3 4679,084 261,065 ,000
b
 

Residual 3530,837 197 17,923   

Total 17568,090 200    

a. Dependent Variable: Organizational Commitment 

b. Predictors: (Constant), Multiply X2X3, Motivation, Competence 
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Servant  

Leadership 

 

Motivation 

 

Organizational  

Commitment  
 

Competence 

0,739 

0,447 

0,799 

0,791 

Source: Data Processed by Researcher (2020) 

 

Paying attention to table 12, it can be seen that the calculated F value is 261.065> the F table value. This proves 

that there is a positive influence on competence on organizational commitment with motivation as a moderating 

variable. The significance value of 0.000 <0.05 proves that there is a significant effect of competence on 

organizational commitment with motivation as a moderating variable. 

Testing the moderating effect on sub-structure 2 uses two regression equations, the results of which are 

presented in Table 13 and Table 14 below: 

 

 

Table 13. Coefficient of Determination of Equation 1 

Model R R Square 

Adjusted R 

Square Std. Error of the Estimate 

1 ,889
a
 ,791 ,790 4,29578 

a. Predictors: (Constant), Competence 

 

Tabel 14. Sub-Structure Determination Coefficient 2 

Model R R Square 

Adjusted R 

Square Std. Error of the Estimate 

1 ,894
a
 ,799 ,796 4,23356 

a. Predictors: (Constant), MultiplyX2X3, Motivation, Competence 

 

Based on Table 13 and Table 14, it can be seen that the coefficient of determination of the direct effect of 

competence on organizational commitment is 0.791 or 79.1%, while the coefficient of determination of the 

influence of competence on organizational commitment with motivation as moderation is 0.799 or 79.9%. This 

means that with the existence of motivation as moderation the effect has increased or become higher. This 

proves that motivation strengthens the influence of competence on organizational commitment. Based on these 

results it can be concluded that motivation moderates the effect of competence on organizational commitment. 

An image of the overall research model from this study is presented in the figure 2. 

 

 

 

 

 

 

 

 

 

 

Figure 2. Research Model 
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DISCUSSIONS 

1. Servant leadership has a positive and significant effect on competence. Good implementation of servant 

leadership results in high performance. The results of this study support the results of research conducted by 

(Rahardja, 2017; Suryaman, 2018) which states that servant leadership has a positive and significant effect 

on competence. 

2. Servant leadership has a positive and significant effect on competence with motivation as a moderating 

variable. Until now there has been no research that has succeeded in proving the effect of servant leadership 

on competence with motivation as moderation, so this result is novelty in this study. 

3. Competence provides a positive and significant impact on organizational commitment. The results of this 

study support the results of research conducted by (Katawneh, 2014; Lotunani, 2014; Rantesallu, 2016) 

which states that competence has a positive and significant effect on organizational commitment. 

4. Competence provides a positive and significant influence on organizational commitment with motivation as 

a moderating variable. Until now there has been no research that has succeeded in proving the effect of 

competence on organizational commitment with motivation as moderation, so this result is novelty in this 

study. 

5. Organizational commitment is improved by simultaneously improving servant leadership, competence, 

organizational commitment, motivation because simultaneous improvement has proven that there is a 

positive and significant influence of servant leadership on organizational commitment with motivation as a 

moderating variable and has proven that there is a positive and significant influence on competence against 

organizational commitment with motivation as a moderating variable. 

6. If there are limited time, costs and resources, then what should be corrected first is servant leadership, 

because it gives the smallest path coefficient value to competence. The next stage is to improve motivation 

because it gives the second smallest path coefficient value of 0.329, and the last step is to improve 

competence because it has the highest path coefficient value. 

CONCLUSIONS 

Based on the results of processing and analysis of the collected data, it can be concluded as follows: 

1. There is a positive and significant effect of servant leadership on competence. 

2. Motivation moderates the effect of servant leadership on competence 

3. There is a positive and significant influence on competence on organizational commitment. 

4. Motivation moderates the influence of competence on organizational commitment. 
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