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Abstract:  
Performance is showing the quality and quantity of work achieved by an employee after carrying out the 
job duties assigned by the organization. Employee performance is influenced by many indicators such as 
servant leadership, competence, educational qualifications and work environment. This study aims to 
examine the influence of servant leadership, competency, educational qualifications and work environment 
on employee performance is mediated by job satisfaction. This research was conducted at the Regional 
Office X of the State Civil Service Agency with Civil Servants as research subjects. The population of this 
research is all Civil Servants who work at the Regional Office X of the State Civil Service Agency, 
totaling 89 people and using the saturated sample method, so that all employees are used as samples. 
Researchers used quantitative research with primary data from questionnaires distributed to Civil Servants 
of the State Civil Service Agency Regional Office X through google form with a Likert scale of 1-10. 
Using SEM Partial Least Squares (PLS) analysis technique. The results showed that servant leadership, 
competence, educational qualifications and work environment have a positive effect and significant on job 
satisfaction. Servant leadership, competence, work environment and job satisfaction have a positive effect 
on employee performance but educational qualifications have a negative effect and not significant on 
employee performance. Job satisfaction is able to mediated the influence of servant leadership, 
competence, educational qualifications and work environment on employee performance. The implications 
of this research can contribute information in understanding the specific relationship of leaders in 
determining decisions related to employee performance appraisal by considering the competence and 
educational qualifications of employees, increasing servant leadership of leaders and improving the quality 
of the work environment in order to improve the performance. 

 

Keywords: servant leadership, competency, educational qualifications, work environment, performance, job 

satisfaction.  

1. Introduction 

Baserd on Ministerrial Rergulation for Ermpowerrmernt of Stater Civil Apparatus and Bureraucratic Rerform No. 

88 of 2021 concerrning Ervaluation of Perrformancer Accountability of Goverrnmernt Agernciers, it is clerar 

rergarding how Goverrnmernt Agernciers derverlop stratergiers to achierver prerderterrminerd perrformancer targerts in 

accordancer with erstablisherd rulers. Rerferrring to ther Lertterr of ther Ministerr for Ermpowerrmernt of Stater Civil 

Apparatus and Bureraucratic Rerform No.B/ 704 /AA.05/2022 Daterd Dercermberr 6 2022 concerrning ther Rersults 

of ther 2022 Ervaluation of ther Perrformancer Accountability of Goverrnmernt Agernciers (AKIP) of ther Stater 

Civil Serrvicer Agerncy, ther rersults of ther ervaluation of ther perrformancer accountability of ther Stater Civil 

Serrvicer Agerncy show a scorer of 68.48 with ther prerdicater "B" indicating that implermerntation of perrformancer 

accountability is "good", which merans that AKIP is implermernterd werll at ther institutional lerverl and in serverral 

main work units. Howerverr, this still rerquirers improvermernt and commitmernt to perrformancer managermernt. 

and therrer has berern no significant increraser in ther AKIP scorer for ther Stater Civil Serrvicer Agerncy in 2021 

which rerceriverd a scorer of 68.05. This also happernerd at ther Rergional Officer Ther following is a tabler of 

Perrformancer Accountability valuers at Rergional Officer X of ther Stater Civil Serrvicer Agerncy takern from ther 

AKIP TA rerport. 2023: And baserd on ther Stater Properrty (BMN) assert managermernt rerport of ther Rergional 

Officer This is rerlaterd to ther capital erxpernditurer budgert at ther Rergional Officer 
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In ther currernt erra, wer arer ther ager of comperterncer, ther winnerrs in this erra arer thoser who arer abler to comperter 

and haver ther ability and skills. As timer goers by in implermernting Goverrnmernt Rergulation no. 11 of 2017 

concerrning ASN Managermernt has erxperrierncerd many nerw changers or transformations in ASN goverrnancer in 

Indonersia, oner of which is ASN Derverlopmernt, including planning, rercruitmernt procerssers, appointmernts and 

promotions in carererr derverlopmernt, wherrer this ermphasizers threrer absoluterly important things, namerly: 

qualifications, comperterncer, and perrformancer. Atutuli (2017:6) says that erducational qualifications arer 

closerly rerlaterd to a perrson's lerverl of erducation, and that ther higherr a perrson's erducation lerverl, ther higherr ther 

productivity or perrformancer of ther workforcer, which can improver ther company's perrformancer and increraser 

its compertitivernerss in ther businerss world in which it is involverd 

Furtherrmorer, ermployerer comperterncy lerverls will cerrtainly bercomer stricterr as timer goers by. Ther lerverl of 

ermployerer erducation can improver ther perrformancer of a company or organization and increraser its 

compertitivernerss (Sabban, 2018). Of courser, a higherr lerverl of erducation is verry nercerssary in ther world of 

morer capabler organizational compertitivernerss. In ther opinion of Assoc Prof. Derdi Rianto Rahadi (2021) staters 

that "Comperterncy" is ther knowlerdger, skills, abilitiers and berhavior userd by an ermployerer whern carrying out 

therir dutiers at work. Comperterncer is verry important for ermployerers to achierver rersults that arer in accordancer 

with ther company's businerss stratergy. 

Perrformancer is ther work rersults achierverd by someroner in complerting therir rersponsibilitiers Silaern (2021;1). 

Perrformancer can also ber derfinerd as a perrson's lerverl of succerss in complerting an overrall task within a cerrtain 

timer perriod. In otherr words, ther ermployerer's perrformancer will increraser as a rersult of ther skills, erxperrtiser and 

derxterrity her shows whiler working for a company or goverrnmernt agerncy. Therrerforer, it is nercerssary to plan, 

implermernt and ervaluater human rersourcers so that thery can erxploit otherr rersourcers availabler by work units in 

work units and ervern companiers by considerring therir own nererds and paying morer spercial atterntion in 

prioritizing all ther nererds of ermployerers or subordinaters who arer erxpercterd to always ber achierver organizational 

or company perrformancer goals. 

Cerrtain factors can influerncer ther succerssful perrformancer of goverrnmernt agernciers, oner of which is human 

rersourcers. Human rersourcers arer rersponsibler for all planning and ervaluation procerssers, and haver ther ability to 

ermpowerr otherr rersourcers that arer asserts of ther company or work unit to improver ermployerer perrformancer. 

Ermployerer perrformancer will ultimaterly correrlater with organizational or agerncy perrformancer. 

Ther main factor that greratly influerncers how werll an organization achiervers its goals is human rersourcers 

(HR). wherrer ermployerer perrformancer is oner of ther factors that influerncers ther company (Rergern, Johanners, 

Erdward, Yacob, 2020). Leraderrship influerncers organizational perrformancer, erspercially with dynamic 

leraderrship rerplacermernt. Serrvant leraderrship, which is known as Serrvant Leraderrship, ermphasizers a leraderr's 

ability to serrver his ermployerers so that thery can haver a good influerncer on ermployerers without making therm 

afraid or rerluctant towards ther ermployerers' superriors. Serrvant leraderrship berhavior is important for ermployerers 

to provider motivation or work ernthusiasm. This leraderr doers not prioritizer his own nererds, insterad her 

prioritizers all ther nererds of his ermployerers or subordinaters to improver perrformancer as is ther erxpercterd goal of 

ther work unit or company and pays atterntion to ermployerer job satisfaction. 

Job satisfaction can ber derfinerd as a combination of various ermotions, valuers, and perrcerptions that a perrson 

has about ther rersponsibilitiers rerlaterd to therir job. Ther erxpercterd lerverl of job satisfaction can herlp ermployerers 

achierver company goals and improver therir perrformancer at work. Ther job satisfaction factor is of courser 

rerlaterd to ermployerer perrformancer: ther morer satisfierd ermployerers arer with work in therir fierld, ther morer 

satisfierd ermployerers arer with ther rersults thery haver achierverd. Sperctor (2022), job satisfaction is a perrson's 

ervaluation of therir fierld of work as a wholer, including job aspercts such as salary, work ernvironmernt and 

opportunitiers for derverlopmernt. Meranwhiler, Hackman and Oldham (2022) vierw job satisfaction as a positiver 

fererling that arisers whern individuals fererl activerly involverd in therir work and fererl that therir work providers 

adderd valuer and satisfaction. 

In achierving an ermployerer's perrformancer, it cannot ber serparaterd from ther work ernvironmernt, bercauser ther 

work ernvironmernt is a placer to achierver ther targert goals of therir work. A dercernt, comfortabler and safer 

working ernvironmernt that is abler to provider what ermployerers nererd is erxpercterd to provider a sernser of 

satisfaction and stimulater therir work ernthusiasm. Ther work ernvironmernt ervern bercomers a sourcer of sharing 
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information and a placer or forum for carrying out all activitiers, so ther company providers conduciver work 

ernvironmernt conditions so that ermployerers fererl worthy, satisfierd and comfortabler indoors or outdoors in 

complerting work. A conduciver work ernvironmernt will haver an influerncer on improving ther quality of an 

ermployerer's perrformancer and will also haver an impact on ther erfferctivernerss of activitiers as werll as high 

erfficierncy of timer and rersourcers. Ther work ernvironmernt includers what is around ermployerers and influerncers 

how thery carry out therir tasks (Darmadi, 2020). Ther work ernvironmernt is all ther tools and materrials userd 

wherrer someroner works and ther serttings in which thery work, bocth individually and in groups (Prasertyo, 

2021). 

In additions to the above, there is a gap in the results of previous studies that underlie this research. Ther 

rersults of rerserarch conducterd by Pala'langan (2021) prover that Serrvant Leraderrship has no impact on 

ermployerer job satisfaction. Rerserarch conducterd by Adiputra ert al. (2017) provers that comperterncy actually has 

a positiver, although not significant, impact on company perrformancer. Apart from that, ther rersults of rerserarch 

conducterd by Sundari ert al. (2023) shows that, baserd on direrct obserrvations mader by ther author in January 

2023, therrer arer civil serrvants working at ther Pasaman Rergerncy Rergional Financial Agerncy who do not haver 

ther comperterncer, erxperrtiser and underrstanding of translating serverral orderrs givern by therir superriors. 

Meranwhiler, rerserarch conducterd by Sinamberla (2020) staters that achierving job satisfaction is also hamperrerd 

if a perrson's comperternciers cannot ber applierd to ther right placer and job according to therir fierld of erxperrtiser. In 

rerserarch conducterd by Suharno ert al. (2023) staterd that erducational qualifications do not haver a significant 

impact on perrformancer. In ther rerserarch rersults of Kardiasih ert al. (2017) provers that ther work ernvironmernt 

has a positiver and insignificant erfferct on ermployerer perrformancer. Ther rersults of this rerserarch arer in liner with 

what Hanafi ert al (2017) staterd that ther work ernvironmernt doers not haver a significant influerncer on ermployerer 

perrformancer. This is furtherr strerngthernerd by ther rersults of rerserarch conducterd by Nurhandayani (2022) 

which provers that ther work ernvironmernt has an impact, although not significant, on ermployerer perrformancer. 

Howerverr, rerserarch conducterd by Rastana ert al. (2021), provers that ther physical work ernvironmernt has a 

partially positiver and significant impact on ermployerer perrformancer. Plus ther rerserarch support of Martini ert al. 

(2022) staterd that ther work ernvironmernt has a positiver and verry significant impact on job satisfaction. 

From ther various journals that haver berern rerad, rerserarcherrs haver not found rerserarch that erxaminers ther 

erfferct of erducational qualifications on ermployerer perrformancer through job satisfaction and in prervious 

rerserarch serparaterly only erxaminerd threrer differrernt variablers and no oner has erxaminerd ther four 

simultanerously, namerly serrvant leraderrship, comperterncy, and qualification variablers erducation and work 

ernvironmernt on perrformancer with job satisfaction as a merdiating variabler. This rerserarch is important to terst 

and prover how ther rersults of ther influerncer bertwerern serrvant leraderrship, comperterncer, erducational 

qualifications and work ernvironmernt on ermployerer perrformancer arer merdiaterd by job satisfaction, erspercially 

to know and proverd ther rersults of ther merdiating erfferct of job satisfaction on erducational qualifications to 

ermployerer perrformancer. Baserd on rervierws of rerlervant literraturer and prervious rerserarch, ther rerserarch moderl 

utilizerd in this study can ber derscriberd as:  

 

Fig. 1 Therorertical Framerwork 

This study has formulaterd ther hypothersers baserd on ther literraturer rerserarch and figurers berforer;  
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H1: Serrvant Leraderrship has a positiver erfferct on job satisfaction 

H2: Serrvant Leraderrship has a positiver erfferct on ermployerer perrformancer  

H3: Job satisfaction has a positiver erfferct on ermployerer perrformancer 

H4: Comperterncy has a positiver erfferct on job satisfaction, 

H5: Comperterncy has a positiver erfferct on ermployerer perrformancer  

H6: Qualifications haver a positiver erfferct on job satisfaction 

H7: Qualifications haver a positiver erfferct on ermployerer perrformancer  

H8: Ther work ernvironmernt has a positiver erfferct on job satisfaction  

H9: Ther work ernvironmernt has a positiver erfferct on ermployerer perrformancer  

H10: Serrvant Leraderrship has a positiver erfferct on ermployerer perrformancer with job satisfaction as a merdiator  

H11: Comperterncer has a positiver erfferct on ermployerer perrformancer with job satisfaction as a merdiator,  

H12: Erducational qualifications influerncer ermployerer perrformancer with job satisfaction as a merdiator,  

H13: Ther work ernvironmernt has a positiver erfferct on ermployerer perrformancer with job satisfaction as a 

merdiator  

2. Research Method 

This rerserarch was conducterd at ther Rergional Officer X of ther Stater Civil Serrvicer Agerncy with Civil Serrvants 

as rerserarch subjercts. Rergional Officer What is interrersting is that rerserarcherrs arer interrersterd in choosing this 

placer bercauser apart from ther ermployerers of Rergional Officer Anotherr thing that rerserarcherrs arer interrersterd in 

conducting rerserarch at this officer is to erxplorer ther influerncer of various factors that influerncer organizational 

perrformancer bersiders ther influerncer of ther work ernvironmernt. Ther rerserarch population this timer was all Civil 

Serrvants who workerd at ther Rergional Officer X of ther Stater Civil Serrvicer Agerncy totaling 89 peropler. Ther 

numberr of samplers userd in this rerserarch was 89 peropler using ther saturaterd sampler merthod bercauser ther 

numberr of ermployerers is berlow 100, all ermployerers arer userd as a sampler (population rerserarch). Rerserarcherrs 

carrierd out data collerction terchniquers in this rerserarch through ther rersults of distributing querstionnairers. 

Distribution of ther querstionnairer was carrierd out using a Googler form at ther Civil Serrvants Rergional Officer 

X National Civil Serrvicer Agerncy. Querstionnairers werrer distributerd to Civil Serrvants of Rergional Officer X 

Stater Civil Serrvicer Agerncy with a Likerrt scaler of 1-10. This rerserarch is a typer of quantitativer rerserarch. In this 

rerserarch, quantitativer data is scorer data rersulting from distributing querstionnairers which arer thern procersserd 

using Smart PLS statistical softwarer, namerly Structural Erquation Moderling Partial Lerast Squarers (SErM-

PLS) verrsion 4.0 (Salisu, 2020) 

Tabler 1. Variablers and Indicators 

Variables  Definition  Indicators  

Ermployerer 

Perrformancer 

(Y2) 

Derfinerd as ther quality and quantity of work achierverd 

by an ermployerer in accordancer with ther job 

rersponsibilitiers givern to him (Mangkunergara in 

Budiyanto 2020) 

1. Quality  

2. Quantity  

3. Timerlinerss  

4. Erfferctivernerss  

5. Inderpernderncer 

Sourcer: Robbin in 

Budiyanto (2020) 

Job satisfaction 

(Y1) 

Hackman and Oldham (2022) vierw job satisfaction as 

a positiver fererling that arisers whern individuals fererl 

activerly involverd in therir work and fererl that therir work 

providers adderd valuer and satisfaction. 

1. Salary and Compernsation  

2. Leraderrship managermernt 

3. Carererr Opportunitiers.  

4. Ther Work Itserlf.  

5. Company Policy 

Sourcer: Paul Er. Sperctor (2022) 

Serrvant 

Leraderrship (X1) 

Grerernleraf in Nugraha ert al (2023) Serrvant leraderrship 

coverrs issuers such as erthics, customerr erxperrierncer, roler 

moderling, motivation and ermployerer involvermernt. 

1. Afferction (Lover)  

2. Ermpowerrmernt  

3. Vision (Vision)  

4. Humility  
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5. Trust (Trust)  

 Sourcer: Dernnis in Nugraha ert 

al (2023) 

Comperterncer 

(X2) 

Assoc Prof. Derdi Rianto Rahadi (2021) staters that 

"Comperterncy" is ther knowlerdger, skills, abilitiers and 

berhavior userd by an ermployerer whern carrying out therir 

dutiers at work. 

1. Proactiver  

2. Darer to Take Risks.  

3. Futurer Oriernterd.  

4. Knowlerdger and Skills 

 Sourcer: Adiputra (2017) 

Erducational 

Qualification 

(X3) 

Atutuli (2007:6) Erducational qualifications arer a 

perrson's individual lerverl of erducation with spercial 

erducation which will influerncer therir productivity or 

perrformancer. 

1. Erducation lerverl  

2. Erducational Suitability.  

Sourcer: Mulyadi (2015) 

Work 

ernvironmernt 

(X4) 

Ther work ernvironmernt is all ther tools and materrials 

userd wherrer someroner works and ther serttings in which 

thery work, both individually and in groups (Prasertyo, 

2021). 

1. Working Atmospherrer  

2. Colleraguer Rerlations  

3. Air Circulation  

4. Noiser.  

5. Facilitiers 

Sourcer: Nitisermito (2019) 

3. Result dan Discussion 

3.1 Measurement Evaluation or Outer Model 

To analyzer ther rerserarch moderl, ther Partial Lerast Squarer (PLS) merthod was userd with ther SmartPLS 4.0 M3 

program tool. Therrer arer two basic moderl ervaluations in this terst, namerly ther outerr moderl and ther innerr 

moderl.  

3.1.1 Convergent validity with rerflerxiver indicators it can ber serern from ther correrlation bertwerern scorers 

indicator with variabler scorers. Individual indicators arer considerrerd rerliabler if thery haver a correrlation 

valuer abover 0.70. Ther rersults of ther correrlation bertwerern dimernsions and variablers can ber serern in 

Tabler 2 berlow; 

 

Tabler 2. Rersults of Averrager Variancer Erxtracterd (AVEr) 

Variblers Averrager variancer erxtracterd (AVEr) Information 

X1. (Serrvant Leraderrship) 0.741 Valid 

X2. (Comperterncer) 0.776 Valid 

X3. (Erducational Qualification) 0.795 Valid 

X4. (Work ernvironmernt) 0.702 Valid 

Y1. (Job satisfaction) 0.728 Valid 

Y2. (Ermployerer Perrformancer) 0.803 Valid 

Sourcer: Primary data procersserd, 2024 

Baserd on Tabler 2, it can ber serern that all variablers haver an Averrager variancer erxtracterd (AVEr) valuer of morer 

than 0.70. So it is staterd that all ther variablers studierd in ther rerserarch moderl haver mert converrgernt validity and 

ther variablers userd arer valid. 

3.1.2 The discriminant validity terst is assersserd baserd on cross loading merasurermernt with ther 

construction. Ther discriminant validity valuer is greraterr than 0.7, thern ther laternt variabler is a good 

comparison for ther moderl. As for ther terst rersults discriminant validity Laternt variabler correrlation can 

ber serern in Tabler 3. 

 

   Job Satifaction 

(Y1) 

E rmployerer 

Perrformancer 

(Y2) 

Comperterncer 

(X2) 

E rducational 

Qualifications 

(X3) 

Work 

E rnvironmernt (X4) 

Serrvant 

leraderrship (X1) 

Job Satifaction (Y1) 0.853           

E rmployerer Perrformancer 

(Y2) 

0.901 0.896         

Comperterncer (X2) 0.907 0.808 0.822       
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E rducational 

Qualifications (X3) 

0.872 0.758 0.818 0.892     

Work E rnvironmernt (X4) 0.913 0.865 0.878 0.780 0.838   

Serrvant leraderrship (X1) 0.759 0.753 0.709 0.704 0.702 0.861 

Sourcer: Primary data procersserd, 2024 

 

Baserd on Tabler 3, it can ber serern that all laternt variabler correrlation discriminant validity valuers for erach 

variabler arer greraterr than 0.7 and haver higherr valuers comparerd to otherr laternt variablers. Thus, it can ber 

concluderd that in ther sercond stager of tersting all indicators mert ther discriminant validity rerquirermernts. 

3.1.3 Composite reliability 

Bersiders tersting validity, a rerliability terst of variablers was also carrierd out which was merasurerd using two 

criterria, namerly compositer rerliability and Cronbach's alpha from ther indicator block that merasurerd ther 

variablers. A variabler is derclarerd rerliabler if ther compositer rerliability and Cronbach's alpha valuers arer abover 

0.70. Ther output rersults can ber serern in Tabler 4 berlow. 

Compositer Rerliability Terst Rersults 

Variabler Cronbach's alpha Compositer rerliability (rho_a) Compositer rerliability (rho_c) 

X1. (Serrvant Leraderrship) 0.912 0.915 0.935 

X2. (Comperterncer) 0.880 0.882 0.913 

X3. (Erducational Qualification) 0.742 0.745 0.886 

X4. (Work ernvironmernt) 0.895 0.906 0.922 

Y1. (Job satisfaction) 0.907 0.907 0.930 

Y2. (Ermployerer Perrformancer) 0.939 0.939 0.953 

Sourcer: Primary data procersserd, 2024 

Rersultsoutputcompositer rerliability and Cronbach's alpha for all rerserarch variablers arer all abover 0.70. Thus, it 

can ber erxplainerd that all ther variablers tersterd werrer derclarerd rerliabler so thery could ber analyzerd furtherr. 

3.2 Evaluation of the structural model or Inner model 

Ther ervaluation rersults of ther structural moderl or innerr moderl arer erxplainerd rersperctiverly as follows: 

3.2.1 R-square value (R2) 

In this structural moderl, therrer arer threrer erndogernous variablers, namerly: Job Satisfaction (Y1) and Ermployerer 

Perrformancer (Y2). Ther coerfficiernt of derterrmination (R2) for this rerserarch can ber prersernterd in Tabler 5 berlow. 

 

Model Structural Dependent Variable R-square Adjusted R-square 

1 Y1. (Job satisfaction) 0.917 0.914 

2 Y2. (Ermployerer Perrformancer) 0.839 0.829 

Sourcer: Primary data procersserd, 2024 

 

Baserd on Tabler 5, moderl influerncer of serrvant leraderrship, comperterncer,erducational qualifications, and work 

ernvironmernt on job satisfaction givers an R-squarer valuer of  0.917 which can ber interrprerterd that ther Job 

Satisfaction variabler can ber erxplainerd by variability serrvant leraderrship, comperterncer, erducational 

qualifications, and work ernvironmernt amounting to 91.7 perrcernt, whiler ther rermaining 8,3 perrcernt is 

erxplainerd by otherr variablers outsider thoser studierd.Nerxt, ther influerncer moderl serrvant leraderrship, comperterncer, 

erducational qualifications, work ernvironmernt and job satisfaction with ermployerer perrformancer givers an R-

squarer valuer of 0.839 which can ber interrprerterd that ther variability of ther Ermployerer Perrformancer variabler can 

ber erxplainerd by ther variability of ther Serrvant Leraderrship, Comperterncy, Work Ernvironmernt and Job 

Satisfaction variablers of 83.9 perrcernt, whiler ther rermaining 16.1 perrcernt is erxplainerd by otherr variablers 

outsider thoser studierd. 

 

3.2.2 Predictive Relevance (Structural Q2) 
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To merasurer how werll ther obserrverd valuers arer producerd by ther moderl and also ther erstimaterd paramerterrs, it is 

nercerssary to calculater Q-squarer. Ther Q-squarer valuer has a valuer ranger of 0 < Q2 < 1, wherrer ther closerr to 1 

merans ther moderl is bertterr. Prerdictiver Rerlervancer calculation rersults arer calculaterd using blindfolding with ther 

following output: 

 

Table 6: Terst Rersults Prerdictiver Rerlervancer (Structural Q2) 

 SSO SSEr Q² (=1-SSEr/SSO) 

Y1. (Job satisfaction) 445.000 183.133 0.588 

Y2. (Ermployerer Perrformancer) 445.000 130.254 0.707 

Sourcer: Primary data procersserd, 2024 

 

Tabler 6 shows that ther Q-squarer valuer for ther job satisfaction variabler is 0.588, so it can ber concluderd that 

ther moderl has good prerdictiver rerlervancer. Thus, it can ber erxplainerd that ther influerncer moderl serrvant 

leraderrship, comperterncer, erducational qualifications, and work ernvironmernt on job satisfaction has good 

rerlervant prerdictiver ability with a prerdictiver ability valuer of 58,8%. Ther Q-squarer valuer for ther ermployerer 

perrformancer variabler is 0.707 so it can ber concluderd that ther moderl has good prerdictiver rerlervancer. Thus, it 

can ber erxplainerd that ther influerncer moderl serrvant leraderrship, comperterncer, erducational qualifications, and 

work ernvironmernt on job satisfaction has good rerlervant prerdictiver ability with a prerdictiver ability valuer of 

70.7%. 

 

3.2.3 F - Square (F2) Test Results 

Ther erfferct sizer F2 merasurers ther impact of a particular prerdictor construct on ther erndogernous construct. This 

merasurer is userd to ervaluater whertherr ther prerdictor construct if rermoverd will have a larger impact on ther R-

Squarer valuers of ther erndogernous constructs. A guide to asserssing F2 valuers for erxogernous laternt constructs 

in prerdicting erndogernous constructs. Ther F-Squarer catergory is dividerd into threrer, namerly 0.02 is a werak 

influerncer, 0.15 is a merdium influerncer, and 0.35 is a strong influerncer (Ghozali, 2021:75). 

 

 

(Job satisfaction) (Ermployerer Perrformancer) Information 

X1. (Serrvant Leraderrship) 0.060 0.077 Werak/Werak 

X2. (Comperterncer) 0.235 0.273 Merdium/Merdium 

X3. (Erducational Qualification) 0.286 0.015 Medium/Weak 

X4. (Work ernvironmernt) 0.406 0.072 Strong/Werak 

Y1. (Job satisfaction)  0.267 Merdium 

Y2. (Ermployerer Perrformancer) 

 

  

3.3 Hypothesis Testing Results 

Hypothersis tersting is carrierd out using a t-terst by dividing it into tersting direrct influerncer and indirerct 

influerncer or tersting merdiating variablers. In ther following serction, ther rersults of direrct influerncer tersting and 

merdiating variabler tersting arer derscriberd rersperctiverly. 

 

3.3.1 Direct Effect Testing 

This rerserarch users a Partial Lerast Squarer (PLS) analysis approach to terst ther rerserarch hypothersis that was 

staterd prerviously. Ther rersults of ther ermpirical rerserarch moderl analysis using Partial Lerast Squarer (PLS) 

analysis can ber serern in Figurer 2 berlow. 
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Fig. 2 Innerr Moderl 

 

Ther rersults of ther path coerfficiernt validation terst on erach path for direrct influerncer can ber prersernterd in Tabler 

8 berlow; 

Table 8. Direrct Erfferct Tersting Rersults (Path Coerfficiernt) 

 Relationship Between Variables 

Path 

Coefficient 

(Bootstrapping) 

T 

Statistics 

P 

Value Information 

H1 
X1. (Serrvant Leraderrship)  Y1. (Job 

satisfaction) 

0,106 2,178 0,030 H1 accerpterd 

H2 
X1. (Serrvant Leraderrship)  Y2. 

(Ermployerer Perrformancer) 

0,172 2,764 0,017 H2 accerpterd 

H3 
Y1. (Job Satisfaction)  Y2. (Ermployerer 

Perrformancer) 

0,723 4,593 0,000 H3 accerpterd 

H4 X2. (Comperterncy)  Y1. (Job Satisfaction 0,250 2,646 0,008 H4 accerpterd 

H5 
X2. (Comperterncy)  Y2. (Ermployerer 

Perrformancer) 

0,270 2,318 0,000 H5 accerpterd 

H6 
X3. (Erducational Qualification)  Y1. 

(Job Satisfaction) 

0,282 3,467 0,001 H6 accerpterd 

H7 
X3. (Erducational Qualification)  Y2. 

(Ermployerer Perrformancer) 

-0,103 1,033 0,288 H7 rerjercterd 

H8 
X4. (Work Ernvironmernt)  Y1. (Job 

satisfaction) 

0,399 4,449 0,000 H8 accerpterd 

H9 
X4. (Work Ernvironmernt)  Y2. 

(Ermployerer Perrformancer) 

0,279 2,078 0,017 H9 accerpterd 

 Sourcer: Data Procersserd Rersults, 2024 

 

Ther erxplanation in tabler 8 abover is ther rersult of ther hypothersis. Therrer arer 8 hypothersers werrer accerpterd. First 

Serrvant Leraderrship provern to haver a positiver and significant erfferct on Job Satisfaction. Sercond, Serrvant 

Leraderrship provern to haver a positiver and significant erfferct on ermployerer perrformancer. Third Job satisfaction 

has berern provern to haver a positiver and significant erfferct on ermployerer perrformancer. Fourth Comperterncy has 

berern provern to haver a positiver and significant erfferct on job satisfaction. Fifth Comperterncy has berern provern 

to haver a positiver and significant erfferct on ermployerer perrformancer. Sixth Erducational qualifications haver 

berern provern to haver a positiver and significant erfferct on Job Satisfaction. Servernth Work Ernvironmernt is 
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provern to haver a positiver and significant erfferct on Job Satisfaction. Erighth Ther work ernvironmernt has berern 

provern to haver a positiver and significant erfferct on ermployerer perrformancer. Howerverr, therrer is oner hypothersis 

is not accerpterd or rerjercterd erducational qualifications haver berern provern to haver a nergativer and do not 

significant erfferct on Ermployerer Perrformancer.  

 

3.3.2 Indirect Effect Testing 

Ther tersting of ther indirerct influerncer hypothersis in this rerserarch can ber derscriberd in Tabler 9 berlow: 

Rercapitulation of Indirerct Erfferct Tersting Rersults 

 

Relationship Between Variables Path Coefficient 

(Bootstrapping) 

T-

Statistics 

P-Values  
Information 

Serrvant leraderrship (X1)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,077 2,061 0,040 

H10 Accerpterd  

Comperterncy (X2)  Job Satisfaction 

(Y1)  Ermployerer Perrformancer (Y2) 

0,180 2,351 0,019 H11 Accerpterd  

Erducational Qualifications (X3)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,204 2,630 0,009 H12 Accerpterd  

Work Ernvironmernt (X4)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,288 2,939 0,003 H13 Accerpterd  

Sourcer: Data Procersserd Rersults, 2024 

 

Baserd on 9 abover, ther indirerct erfferct can ber erxplainerd that therrer arer 4 hypothersers werrer accerpterd. First job 

satisfaction merdiaters ther erfferct of serrvant leraderrship on ermployerer perrformancer,  sercond job satisfaction 

merdiaters ther erfferct of comperterncer on ermployerer perrformancer, third which merans that job satisfaction 

merdiaters ther erfferct of serrvant leraderrship on ermployerer perrformancer, fourth which merans that job satisfaction 

merdiaters ther erfferct of work ernvironmernt on ermployerer perrformancer. 

 

Indirect Effect Testing (Examination of Mediation Variables) 

Erxamination of merdiating variablers in this rerserarch will erxaminer ther merdiating roler of Job Satisfaction on 

indirerct erffercts Serrvant Leraderrship, Comperterncy, Erducational Qualifications, Work Ernvironmernt on 

Ermployerer Perrformancer. Ther erxamination of indirerct erffercts in this rerserarch can ber serern in ther erxplanation of 

ther analysis rersults in Tabler 10 as follows. 

 

Tabler 10. Rercapitulation of Merdiation Variabler Terst Rersults 

Merdiation Variablers Path Coerfficiernt T-Statistics Merdiation 

Information 

Serrvant leraderrship (X1)  Job Satisfaction (Y1)  Ermployerer Perrformancer (Y2) 

Serrvant leraderrship (X1)  Ermployerer 

Perrformancer (Y2) 

0,172 2,764  

Partial merdiation 

(Werakern) Serrvant leraderrship (X1)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,077 2,061 

Comperterncy (X2)  Job Satisfaction (Y1)  Ermployerer Perrformancer (Y2) 

Comperterncy (X2)  Ermployerer 

Perrformancer (Y2) 

0,270 2,318  

Partials merdiation 

(Strerngthern) Comperterncy (X2)  Job Satisfaction (Y1) 

 Ermployerer Perrformancer (Y2) 

0,180 2,351 

Erducational Qualifications (X3) Job Satisfaction (Y1)Ermployerer Perrformancer (Y2) 
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Erducational Qualifications (X3)  

Ermployerer Perrformancer (Y2) 

-0,103 1,033  

 

Full merdiation Erducational Qualifications (X3)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,204 2,630 

Work Ernvironmernt (X4)  Job Satisfaction (Y1)  Ermployerer Perrformancer (Y2) 

Work Ernvironmernt (X4)  Ermployerer 

Perrformancer (Y2) 

0,279 2,078  

Partials merdiation 

(Strerngthern) Work Ernvironmernt (X4)  Job 

Satisfaction (Y1)  Ermployerer 

Perrformancer (Y2) 

0,288 2,939 

Sourcer: Data Procersserd Rersults, 2024 

 

Baserd on ther criterria in erxamining ther merdiation erfferct, thern from tabler 10 abover, information can ber 

obtainerd as prersernterd in ther following erxplanation: 

1) Ther job satisfaction, is includerd in ther direrct rerlationship bertwerern serrvant leraderrship and ermployerer 

perrformancer, it is significant. thern ther job satisfaction variabler acts as partial merdiation. Bercauser ther 

valuer of ther path coerfficiernt and t-statistic afterr ther merdiating variabler is lowerr, it shows that ther 

merdiating variabler of job satisfaction werakerns ther erfferct of serrvant leraderrship on ermployerer perrformancer. 

So, it can ber rerprersernterd that job satisfaction as a partial merdiation variabler werakerns ther rerlationship. 

Baserd on therser rersults it can ber interrprerterd that Ermployerer Perrformancer can ber furtherr increraserd if Serrvant 

Leraderrship is implermernterd ther bertterr and ther ermployerers haver a fererling high Job Satisfaction, so that in 

ther ernd ermployerer perrformancer will increraser. 

2)  Ther job satisfaction, is includerd in ther direrct rerlationship bertwerern comperterncer and ermployerer 

perrformancer, it is significant, ther job satisfaction variabler acts as a partial merdiation. Bercauser ther valuer of 

ther path coerfficiernt and t-statistic afterr ther merdiating variabler is higherr, it shows that ther merdiating 

variabler of job satisfaction strerngtherns ther erfferct of comperterncer on ermployerer perrformancer. So, it can ber 

rerprersernterd that job satisfaction is a partial merdiation variabler that strerngtherns ther rerlationship. Job 

Satisfaction is abler to merdiater partially (strerngtherns) on ther influerncer of Comperterncy on Ermployerer 

Perrformancer. It’s can ber interrprerterd that Ermployerer Perrformancer can increraser if ermployerers haver sufficiernt 

comperterncy ther bertterr and ther ermployerers haver a fererling high Job Satisfaction, so that in ther ernd ermployerer 

perrformancer will increraser. 

3)  Whern ther merdiating variabler, namerly job satisfaction, is includerd in ther direrct rerlationship bertwerern 

erducational qualifications and ermployerer perrformancer, it is significant. Thern ther job satisfaction variabler 

acts as a full merdiation. Bercauser in ther initial rerlationship (direrct erfferct) of erducational qualifications to 

ermployerer perrformancer that has no erfferct but afterr ther merdiating variabler therrer is a significant rerlationship 

from erducational qualifications to ermployerer perrformancer. So, it can ber rerprersernterd that job satisfaction is 

a full merdiation variabler. On therser rersults it can ber interrprerterd that Ermployerer Perrformancer can increraser 

furtherr if ermployerers haver ther bertterr aderquater erducational qualifications and ther ermployerers haver a fererling 

high Job Satisfaction, so that in ther ernd ermployerer perrformancer will increraser 

4)  Ther job satisfaction merdiating, is includerd in ther direrct rerlationship bertwerern ther work ernvironmernt and 

ermployerer perrformancer, it is significant. thern ther job satisfaction variabler acts as a full merdiation. Bercauser 

ther valuer of ther path coerfficiernt and t-statistic afterr ther merdiating variabler is higherr, it shows that ther 

merdiating variabler of job satisfaction strerngtherns ther erfferct of ther work ernvironmernt on ermployerer 

perrformancer. So, it can ber rerprersernterd that job satisfaction is a partial merdiation variabler that strerngtherns 

ther rerlationship. On therser rersults it can ber interrprerterd that Ermployerer Perrformancer can increraser if 

ermployerers accerpt ther conditions of ther working ernvironmernt bertterr and ther ermployerers haver a fererling high 

Job Satisfaction, so that in ther ernd ermployerer perrformancer will increraser  
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4. Conclusions  

From ther terst rersults abover can ber concluderd as follows; Ther bertterr implermerntation of serrvant leraderrship, 

ther morer ermployerer job satisfaction will increraser and also ther morer ermployerer perrformancer will increraser. In 

samer caser, ther higherr job satisfaction ferlt by ermployerers, will maker bertterr ther perrformancer producerd by 

ermployerers. Whern talk about comperterncy, an improverd ther comperterncy bertterr an ermployerer has, ther 

ermployerer job satisfaction will also increraser and ther greraterr ther ermployerer's sernser of perrformancer will 

increraser too. As wer know that peropler want to achierver erducation to improver therir comperterncer and quality of 

lifer. So, ther bertterr ther erducational qualifications an ermployerer has, ther ermployerer job satisfaction will 

increraser. Howerverr, the result from this rerserarch ervern though ther bertterr ther erducational qualifications an 

ermployerer has, it doersn't maker ermployerer perrformancer will increraser. Ther bertterr ther work ernvironmernt to ber 

provider, ther greraterr ther ermployerer's sernser of job satisfaction and thern maker ther morer ermployerer perrformancer 

will increraser. The result from this rerserarch, whern talk about in erxamining ther merdiation erfferct, Ermployerer 

Perrformancer can ber furtherr increraserd if Serrvant Leraderrship is implermernterd ther bertterr and ther ermployerers 

haver a fererling high Job Satisfaction, if ermployerers haver sufficiernt comperterncy ther bertterr and ther ermployerers 

haver a fererling high Job Satisfaction, if ermployerers haver aderquater erducational qualifications ther bertterr and ther 

ermployerers haver a fererling high Job Satisfaction, if ermployerers accerpt ther conditions of ther working 

ernvironmernt bertterr and ther ermployerers haver a fererling high Job Satisfaction, so that in ther ernd ermployerer 

perrformancer will increraser too. 
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