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Worker performance is volatile and does not just appear. Good worker performance is stimulated by
various organizational and individual factors. The research objectives to analyze the impact of serv-
ant leadership on worker performance mediated by the quality of work-life and moderated by work
engagement. This research is an explanatory type. All staff of PT Alamjaya Wirasentosa as many as
134 people became the population and sample. Saturated sampling are used in determining the re-
search sample. The analytical technique used causal step mediation test and the absolute difference
value moderating test. The results prove that servant leadership has a significant positive impact on
employee engagement mediated by the quality of work-life. Servant leadership has a significant nega-
tive impact on employee engagement moderated by work engagement. In this case, work engage-
ment weakens the impact of servant leadership on worker performance. Further research needs to
be done on a larger sample size by exploring variables that can strengthen the influence of servant
leadership in improving employee performance to contribute to the organization’s competitive ad-
vantage.

Determinasi Servant Leadership Terhadap Worker Performance
Dimediasi Quality of Work-Life dan Dimoderasi Work Engagement

Abstrak

Kinerja pegawai bersifat fluktuatif dan tidak muncul begitu saja. Kinerja pegawai yang baik
dirangsang oleh berbagai faktor organisasi dan individu. Tujuan penelitian untuk menganalisis
dampak servant leadership pada worker performance dimediasi quality of work-life dan dimod-
erasi work engagement. Penelitian berjenis eksplanatori. Seluruh staf PT Alamjaya Wirasentosa
sebanyak 134 orang menjadi populasi dan sampel. Teknik sampling jenuh digunakan untuk
menentukan sampel penelitian. Teknik analisis yang digunakan adalah uji mediasi causal step
dan uji moderasi nilai selisih mutlak. Hasil penelitian membuktikan bahwa servant leadership
berdampak positif secara signifikan terhadap worker performance dimediasi oleh quality of
work life. Servant leadership berdampak negatif secara signifikan terhadap worker performance
dimoderasi oleh work engagement. Work engagement bersifat memperlemah dampak servant
leadership pada worker performance. Perlu dilakukan penelitian lebih lanjut pada ukuran
sampel yang lebih besar dengan mengeksplorasi variabel-variabel yang dapat memperkuat pen-
garuh kepemimpinan yang melayani dalam meningkatkan kinerja karyawan untuk berkontri-
busi pada keunggulan kompetitif organisasi.
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INTRODUCTION

High-performing employees are impor-
tant assets that determine the company’s com-
petitiveness. Hasibuan (2017) defines worker
performance as a person’s success in carrying
out a job. Bakker & Schaufeli (2013) stated
that worker performance indicators include vi-
gor (spirit), dedication, and absorption (appre-
ciation) in doing work. Worker performance in
the company fluctuates from time to time. It is
therefore important for companies to monitor
and maintain a good level of worker perfor-
mance. Based on Junita (2016), good worker
performance does not just appear but is stimu-
lated by various organizational practices imple-
mented in the organization as well as aspects
inherent in the employees themselves (Junita,
2017). Individual and environmental factors
are important in explaining worker performan-
ce (Bakker et al., 2013; Alessandri et al., 2014;
Sittar, 2020). The research results of Devita &
Musadad (2017), Sari et al., (2021) are well
proven that worker performance is influenced
by various factors, including company support
and managerial ability of leaders by building a
safe work system, harmonious industrial rela-
tions, facilities for the optimal growth of com-
petence and work motivation.

One of the organizational factors that
are an important concern of this research that
affects worker performance is servant leader-
ship. Servant leadership is a form of leadership
that gives extra attention to subordinates in the
form of mutual understanding, sharing, empat-
hy, listening with a sense of togetherness and
full attention (Spears, 2010; Greenleaf, 2011).
Leaders can use their authority to move others.
Leaders who can carry out their roles well can
support employees to perform with good quali-
ty. Leaders play a critical role in supporting the
quality of employee work and the success of the
company.

Servant leadership determination on per-
formance from previous researchers provided
various findings. Findings prove that servant
leadership makes a significant direct contributi-
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on to both organizational performances (Al
Afeshat & Aboud, 2019; Hashim et al., 2019;
Daswati et al., 2021) and employees performan-
ces (Hunter et al., 2013; Tatilu, 2014; Chiniara
& Bentein, 2016; Sapengga, 2016; Ragnarsson
etal, 2018; Sarwar et al,, 2021). The higher the
leader’s ability to serve his subordinates, the
higher the employee’s performance. However,
some research findings prove otherwise that
servant leadership does not directly affect wor-
ker performance (Sihombing et al., 2018; Azim
& Muafi, 2019) and even harms worker perfor-
mance (Wanta & Augustine, 2021). Likewise, it
has an indirect impact on worker performance,
which involves various mediating variables (Aji
& Palupiningdyah, 2016; Siswanti & Anjasa-
si, 2016; Kamanjaya et al., 2017; Insan et al.,
2020; Setyaningrum & Pawar, 2020; Saleem et
al,, 2020; Canavesi & Minelli, 2021 ; Ekhsan &
Aziz, 2021; Sari et al., 2021; Xiongying & Boku,
2021) and can be strengthened or weakened by
various moderating variables (Yuniarto, 2018;
Dwijayanto & Priyono, 2019; Setyaningrum &
Pawar, 2020; Canavesi & Minelli, 2021; Wanta
& Augustine, 2021; Xiongying & Boku, 2021).
Based on various variations of previo-
us research findings, This research focuses on
the determination of servant leadership on
employee performance through the quality of
work-life as a mediating variable. With the na-
ture of the leader who protects and provides an
example to his subordinates, it will increase the
confidence of employees to work better. The
quality of work-life means that the company’s
leaders become leaders and coaches. Openness
and trust are very important, so the quality of
work-life must change to be better in the futu-
re. Employees also need to be fully involved in
the completion of their work. By implementing
good quality of work-life, employees are healt-
hier, more committed, and safer at work, and
reduce organizational expenses (Horst et al,
2014). The existence of quality of work-life will
maintain the desire of employees to continue to
work together as a team and survive in the orga-
nization to improve worker performance (Pra-
dana et al, 2013; Nurbiyati, 2014; Hedayati &
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Nabiee, 2017; Gunawan, 2018; Al-Hawasyi et
al,, 2019; Alberto et al., 2020; Mutholib, 2020;
Setyaningrum & Pawar, 2020).

The individual factor that affects worker
performance and becomes the focus of this re-
search study is work engagement. Work engage-
ment is the degree to which individuals identify
with their work, actively participate in it, and
consider their performance to be important
for their self-worth (Liwun & Prabowo, 2015;
Bakker & Leiter, 2010). The level of employee
work engagement can be seen in the utilization
of physical, cognitive, and emotional energy in
completing work (Crawford et al., 2010). Ac-
cording to Abutayeh & Al-Qatawneh (2012),
work engagement is the main attitude that refers
to the employee’s psychological identification of
his job, where employees feel that work is repre-
sentative of their life and many of their interests
and life goals are related to their work. Therefo-
re, employees who have high work engagement
see their success at work as an indication of suc-
cess in life as a whole. In contrast, employees
with low work engagement feel that their lives
are separated from work and other things that
are much more important than their work.

Employee work engagement is diverse
and fluctuates from time to time which can then
lead to variations in worker performance levels
(Beal et al, 200S; Sonnentag, 2011; Ferreira-
Oliveira et al, 2017). Work engagement can
have both positive and negative impacts on both
the organization and employees (Listiau et al.,
2017). The results of previous research prove
that the effect of work engagement on worker
performance provides different findings. Va-
rious researchers have proven that work enga-
gement has a significant positive contribution
in generating high worker performance (Kim
et al,, 2012; Jagannathan, 2014; Jackson, 2014;
Azizah & Gustomo, 2015; Yongxing et al, 2017;
Qodariah et al.,, 2019; Rana et al., 2019; Nas et
al,, 2020; Hendrik et al., 2021; Pitaloka & Put-
ri, 2021, Satata, 2021). However, other resear-
chers have proven the opposite (Kusumawati,
2017; Setyaningrum & Pawar, 2020; Baharsyah
& Nugrohoseno, 2021). Work engagement has
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a weak correlation to worker performance bet-
ween individuals and different genders (Sittar,
2020). The inconsistency of the findings of pre-
vious research shows the fact that the work enga-
gement variable can play a role in strengthening
or weakening worker performance. The findings
of these studies become the basis for testing
work engagement as a moderating variable in
this research, to test whether work engagement
participates in strengthening or weakening the
impact of servant leadership and worker perfor-
mance.

This research has interesting novelties in
several ways. Integrated observation of orga-
nizational aspects (servant leadership) and in-
dividual aspects (work engagement) and their
contribution to worker performance. In addi-
tion, this research also observes the impact of
servant leadership on worker performance by
including the mediator variables (the quality of
work-life) and moderation (work engagement)
in an integrated model. The research results are
expected to provide an overview of the variables
that indirectly involved in linking servant lea-
dership and worker performance, in this case,
the variable quality of work-life. Likewise, it will
determine the variables that can strengthen/
weaken the impact of servant leadership and
worker performance, that is, work engagement.
This research gap will be resolved through this
research.

The research was conducted at PT Alam-
jaya Wirasentosa which is one of the consumer
goods distribution companies in Sumatra (In-
donesia). PT Alamjaya Wirasentosa is a com-
pany headquartered in Tanjung Morawa Deli
Serdang, North Sumatra, which is a product
distribution network for the Indofood Group.
The marketing area covers Aceh (NAD) &
North Sumatra. To increase distribution opti-
mally, worker performance needs to be impro-
ved to develop the company more rapidly. The
phenomenon of the gap in worker performan-
ce at PT. Alamjaya Wirasentosa is seen in the
achievement of sales targets in the last 3 years
which are volatile (up and down). Various fac-
tors are thought to influence fluctuations in the
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achievement of employee sales targets. The con-
ditions in the company environment can be per-
ceived differently by employees, which will sha-
pe the individual attitudes and work behavior of
employees. This research is limited to analyze
the impact of servant leadership on worker per-
formance mediated by the quality of work-life
and moderated by work engagement. Based on
the research and phenomenon gap. The findings
of this research are expected to produce theo-
retical implications, especially to confirm orga-
nizational and individual factors that determine
worker performance as well as practical impli-
cations for improving worker performance at a
consumer goods distribution company, namely
PT Alamjaya Wirasentosa.

Hypothesis Development

The Impact of Servant Leadership on Worker
Performance Mediated by The Quality of Work
—Life

According to Nurbiyati (2014), efforts
to condition quality of work-life are full of
challenges, especially if it is not assisted by va-
rious parties. Manager support is very neces-
sary and important to meet the needs of mem-
bers and organizations. Quality of work life
can meet the expectations and satisfaction of
workers through experience in the organizati-
on. Its philosophy is that improving the quality
of work life involves efforts from various par-
ties at every level of the organization to protect
human dignity.

Servant leadership uses a fundamen-
tal and long-term approach, which in the end
will provide a complete change in the personal
and professional lives of employees. The exis-
tence of a leader’s privilege to serve and help
the difficulties of subordinates will be more
respected by employees. This mutual caring
attitude triggers a conducive work climate
which will ultimately improve worker perfor-
mance (Astohar, 2012). The implementation
of service leadership will have an impact on va-
riations in worker performance (Tatilu, 2014;
Rahayu, 2019). Based on Setyaningrum & Pa-
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war (2020) research, the quality of work-life
mediates servant leadership and worker per-
formance. The existence of quality of work-life
will maintain the desire of workers to continue
to work together as a team and survive in the
organization to improve worker performance
(Pradana etal, 2013; Nurbiyati, 2014; Hedaya-
ti & Nabiee, 2017; Gunawan, 2018; Al-Hawa-
syi et al,, 2019; Alberto et al., 2020; Mutholib,
2020; Setyaningrum & Pawar, 2020). Based
on these findings, the statement of hypothesis
1 research is:

HI1: The quality of work-life positively and
significantly mediates servant leadership
and worker performance.

The Impact of Servant Leadership on Worker
Performance Moderated by Work Engagement

Job engagement is a positive work-rela-
ted state of motivation and energy as well as
an employee’s genuine desire to contribute to
work and organizational success (Albrecht,
2010). Highly engaged workers will be more
concerned and able to work together to cont-
ribute maximally to the interests of the compa-
ny. Companies need employees who are tied
to their work because highly engaged workers
will show the best performance at work (Bak-
ker & Leiter, 2010).

Employee work engagement is diverse
and fluctuates from time to time which can then
lead to variations in worker performance levels
(Beal et al.,, 2005; Sonnentag, 2011; Ferreira-
Oliveira et al., 2017). The results of previous
research prove that the impact of work enga-
gement on worker performance provides diffe-
rent findings. Various researchers have proven
that work engagement has a positive impact on
the high performance of workers (Kim et al.,
2012; Jagannathan, 2014; Jackson, 2014; Azi-
zah & Gustomo, 2015; Yongxing et al, 2017;
Qodariah et al., 2019; Rana et al., 2019; Nas et
al., 2020; Pitaloka & Putri, 2021, Satata, 2021;
Hendrik et al., 2021; Manalu et al.,, 2021).
However, other researchers have proven the
opposite (Kusumawati, 2017; Setyaningrum
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& Pawar, 2020; Baharsyah & Nugrohoseno,
2021). Work engagement has a weak corre-
lation to worker performance between indi-
viduals and different genders (Sittar, 2020).
The inconsistency of the findings of previous
research shows the fact that the work engage-
ment variable can play a role in strengthening
or weakening the impact of servant leadership
on worker performance. Servant leadership
has a responsibility to serve the interests of its
employees so that they are more prosperous so
that followers will do the opposite to be fully
committed to working by the direction of the
leader to achieve organizational goals. Based
on these findings, the statements of hypothesis
2 research are:
H2: Work engagement moderates positively
and significantly servant leadership and
worker performance.

Quality of Work

/ Life \
Servant Worker
Leadership [ Performance
Work
Engagement

Figure 1. Research Concept Framework

METHOD

This researchisa causal type and analyzes
the impact between variables with a quantitati-
ve approach (Sugiyono, 2019). The research
was conducted at PT Alamjaya Wirasento-
sa, as one of the consumer goods distributi-
on companies in Sumatra (Indonesia) with a
distribution network covering Aceh (NAD) &
North Sumatra. The performance of PT Alam-
jaya Wirasentosa is largely determined by the
performance of its employees. Various factors
that are conditioned by the company such as
Servant Leadership and Quality of WorkLife,
as well as factors that exist within employees
such as Work Engagement are thought to af-
fect the level of worker performance. This is the
important reason for researching at that place.
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The population as well as the research samp-
le are employees at PT Alamjaya Wirasentosa
from all parts of the company with a total of
134 people. Determination of the number of
samples is done by sampling technique non-
probability sampling that is saturation samp-
ling.

The servant leadership variable is defin-
ed as the behavior of leaders who prioritize
the needs of others, aspirations, and interests
of others over their own (Sendjaya & Sarros,
2012). Servant leadership is measured by the
indicator is. According to the indicators of
love, empowerment, vision, humility, and
trust (Dennis, 2014). Worker performance
variables are defined as obligations and bonds
between abilities and motivation (Robbins,
2016). Wayne (2018) defines uality of work-
life as a management’s concern about the
impact of work on people in relation to their
work, career, income and destiny at work. Ac-
cording to Walton (2014), the indicators used
to measure the quality of work-life are growth
and development, participation, an innova-
tive reward system, and work environment.
Work engagement is the composition of staff
understanding of their duties, actively partici-
pating in their work, and viewing performance
at work as more important for their goodness
(Robbins & Judge, 2013). According to Liwun
& Prabowo (2015), indicators for measuring
work engagement include employee attitudes
towards their work, work being self-identity,
and attachment between self and work.

The data analysis technique used is the
Barron & Kenny (1986) causal step mediation
test to test hypothesis 1 and the absolute diffe-
rence value moderation test (Frucot & Shearon,
1991) to test hypothesis 2. Hypothesis testing
is carried out by first fulfilling the required as-
sumptions in multiple regression tests.

The results of the validity test of 10 Ser-
vant Leadership variable questionnaire items,
8 Quality of Work-Life variable questionnaire
items, 6 Work Engagement variable question-
naire items, and 10 Worker Performance va-
riable items have a value of r count > r table
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(0.169) (Ghozali, 2017) so that it is stated
that all of the variable questionnaire items are
valid. The results of the variable reliability test
found that the value of Cronbach’s Alpha for
the Servant Leadership variable was 0.849,
the Quality of Work Life variable was 0.804,
the Work Engagement variable was 0.761, and
the Worker Performance variable was 0.812.
These variables have Cronbach’s Alpha values
> 0.60 so they are declared reliable (Ghozali,
2017).

RESULT AND DISCUSSION

Research respondents can be described
based on gender, age, work experience, edu-
cation level, and family status. The majority of
respondents were male (61.19%), aged 20-30
years old (50.75%), had worked at PT Alam-
jaya Wirasentosa for 11-15 years (31.34%), at-
tained a graduate level of education (48.51%),
and have a single status (77.61%).

Descriptively, employees at PT Alamja-
ya Wirasentosa perceive that company mana-
gers apply relatively good servant leadership
(76.1%). The servant leadership variable is me-
asured by the Dennis (2014) indicator, which
includes love, empowerment, vision, humility,
and trust. The mean value of the love indicator
is 4.12; empowerment indicator of 4.15; visi-
on indicator of 3.95; the humility indicator is
3.76 and the mean value for the trust indicator
is 3.87. Thus, of the five indicators, empower-
ment is the important indicator in servant lea-
dership variable.

In general, employees at PT Alamjaya
Wirasentosa perceive that the company has
conditioned the quality of work life at a rela-
tively good level (66.4%). The variable qua-
lity of work life is measured by indicators of
growth and development, participation, inno-
vative reward system, and work environment
(Walton, 2014). The mean value for growth
and development indicators is 3.64; participa-
tion indicator is 3.60; the innovative reward
system indicator is 3.76 and the mean value
for the work environment indicator is 3.63. Of
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the four quality of work-life indicators, an in-
novative reward system is the most dominant
indicator, which is perceived as the best com-
pared to others.

From the aspect of work engagement,
it is known descriptively that employees at
PT Alamjaya Wirasentosa have a relatively
high level of work engagement (61.9%). The
work engagement variable is measured by
3 indicators, namely employee attitudes to-
wards work, work becomes self-identity, and
attachment between self and work (Liwun &
Prabowo, 2015). The mean value of the emp-
loyee attitude indicator towards their work is
3.78; for the work as self-identity indicator is
3.62 and the mean value for the employee’s
self-engagement indicator with work is 3.63.
Thus the attitude of work engagement is the
most important indicator in the work engage-
ment variable.

For the description of worker perfor-
mance variables, it is known that employees
at PT Alamajaya Wirasentosa have relative-
ly high performance (66.4%). Worker per-
formance is measured by the dimensions of
quality, quantity, knowledge and skills, time-
liness, and communication (Bernadin & Rus-
sel, 2016). The mean value for the quality indi-
cator is 4.18; work quantity indicator of 4.13;
indicators of knowledge and skills of 4.09; the
timeliness indicator is 4.13 and the mean va-
lue for the communication indicator is 4.09.
Of the five dimensions, the quality dimension
is the one that plays an important role in the
worker performance variable.

The classical assumption test of the
regression research model includes tests of
normality, multicollinearity, and heterosce-
dasticity. The normality test results of the rese-
arch data were based on the significance value
of Asymp. (2-tailed) Kolmogorov-Smirnov
Test is 0.077 for the 1* hypothesis model and
0.220 for the 2" hypothesis model. Thus, the
Asymp value. Sig. (2-tailed) KS-Test research
model is greater than the significance level of
0.0 (a) (Ghozali,2017) so it is stated that the
assumption of data normality is fulfilled.
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Table 1. Multicollinearity Test Results

Hypothesis  Variables Variance Inflation Factor ~ Tolerance

) Servant Leadership 1.043 959
Quality of Work-Life 1.043 959
Standardized Servant Leadership 1.030 970

5 Standardized Work Engagement 1.141 877
The Absolute Value of The Difference 1.119 894

between X and Z (|ZX-ZZ|)

Source: SPSS processed data (2021)

The results of the multicollinearity test
of the first and second hypothesis models were
carried out to assess whether there was a strong
correlation between the independent variables
of the study showing the Variance Inflation Fac-
tor (VIF) < 10 and Tolerance > 0.10 (Ghozali,
2017). The results of the multicollinearity test
(Table 1) show the value of Variance Inflation
Factor (VIF) < 10 and Tolerance > 0.10 of each
variable in the hypotheses 1 and 2 models so
that it is stated that in each research model the-
re is no multicollinearity between independent
variables. The heteroscedasticity test results with
the Glejser test were carried out to determine the
similarity or dissimilarity of the variance of the
residuals between observations (Ghozali, 2017).
The heteroscedasticity test results of hypothesis
models 1 and 2 show the significant value of the
Glejser test for each variable involved > a signifi-
cance level of 0.05 so that it is declared free from
heteroscedasticity (Ghozali, 2017). The hete-
roscedasticity test result is shown in Table 2.

The results of hypothesis testing 1 prove
that servant leadership has a significant positive
impact on worker performance mediated by the

Table 2 Heteroscedasticity Test Results

quality of work life (Table 3). Hypothesis 1 test
refers to the causal step method proposed by Ba-
ron and Kenny (1986). Based on the significan-
ce test of the hypothesis 1 model, it was found
that the significance value of the quality of work-
life variable before and after being included in
the research model, the value remained signifi-
cant (sig. value < 0.050). Before the inclusion
of the variable quality of work-life as a mediator,
the servant leadership variable had a significant
impact on worker performance (sig. value =
0.021). Furthermore, after the quality of work-
life as a mediating variable was entered into the
regression model, the servant leadership variab-
le had no significant positive impact on worker
performance with a significance value of 0.053
(sig. value > 0.050).

According to Baron & Kenny (1986), if
the effect of the independent variable on the
dependent becomes insignificant after the
mediation variable is included, then the me-
diating variable in the model acts as a full me-
diation. This means that in this research, the
quality of work-life variable is only positioned
as a mediating variable, and cannot be an inde-

Hypothesis Variables Sig.
) Servant Leadership 534
Quality of Work-Life 693

Standardized Servant Leadership 950

2 Standardized Work Engagement 751
230

The Absolute Value of The Difference between X and Z (|ZX-ZZ|)

Source: SPSS processed data (2021)
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Table 3 Hypothesis 1 Test Results

Leadership on Worker Performance Mediated by ....

Unstandardized Coeflicients

B t Sig.
Constanta 21.749 6.741 .000
Servant Leadership 181 2.341 .021
Constanta 14.732 3.687 .000
Servant Leadership 149 1.956 053
Quality of Work-Life 210 2.843 .00S

Dependent variable : Worker Performance

Source: SPSS processed data (2021)

pendent variable at the same time. Thus, ser-
vant leadership has a significantly greater ef-
tect on worker performance indirectly, namely
through the quality of work-life as a mediating
variable, compared to directly without a me-
diating variable. Thus the research hypothesis
1 is accepted.

The findings of the inferential statistical
test results in Table 3 also are supported by the
results of the crosstabs test between the levels
of servant leadership and worker performance
as shown in Table 4. The data in Table 4 pro-
ves that in general respondents who perceive
the level of servant leadership in companies in
good condition will display a high level of per-
formance (64.2%). Likewise, there are no emp-
loyees who perceive the level of servant leader-
ship as poor and underperforming (0.0%).

This is in line with the descriptive out-
put of the servant leadership perceived by

employees at a relatively good level (76.1%)
and empowerment is an important indicator
in the servant leadership variable (mean value
= 415). Employees at PT Alamjaya Wirasen-
tosa also perceive that the company has con-
ditioned the level of quality of work-life at a
relatively good level (66.4%). An innovative
reward system (mean value = 3.76) is the most
dominant indicator, which is perceived as the
best compared to others. For the description of
worker performance variables, it is known that
employees at PT Alamajaya Wirasentosa have
relatively high performance (66.4%). The qua-
lity indicator (mean value = 4.18) is the impor-
tant indicator in worker performance variable.
Similarly, the results of the crosstabs test
between the levels of quality of work-life and
worker performance as shown in Table S. The
descriptive data proves that in general respon-
dents who perceive the quality of work-life in

Table 4 Servant Leadership and Worker Performance Cross Tabulation Results

Servant
Leadership Poor Moderate Good Total

Employee

Performance

Low 0 4 1 5
(.0%) (3.0%) (.7%) (3.7%)

Medium 0 3 15 18
(.0%) (2.2%) (11.2%) (13.4%)

High 1 24 86 111
(.7%) (17.9%) (64.2%) (82.8%)

Total 1 31 102 134
(.7%) (23.1%) (76.1%) (100.0%)

Source: SPSS processed data (2021)
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companies in good condition will display a
high level of performance (56.0 %). Likewise,
there are no employees who perceive the quali-
ty of work-life as poor and have low performan-
ce (0.0%). The results of testing hypothesis 1
support the theoretical and empirical studies
conducted by Nurbiyati (2014), Gunawan
(2018), Dwijayanto & Priyono, (2019), Al-
Hawasyi et al., (2019), Alberto et al., (2020),
Mutholib (2020) which proves the same thing
that the condition of quality of work-life in the
organization has a significant effect on worker
performance. The existence of quality of work-
life will maintain the desire of employees to
continue to work together as a team and sur-
vive in the organization to improve worker
performance (Pradana et al, 2013; Nurbiyati,
2014; Hedayati & Nabiee, 2017; Gunawan,
2018; Al-Hawasyi et al., 2019; Alberto et al,,
2020; Mutholib, 2020; Setyaningrum & Pa-
war, 2020).

The results of hypothesis testing 2 studies
to prove whether servant leadership has a signifi-
cant positive effect on worker performance mo-
derated by work engagement are shown in Tab-
le 6. Hypothesis 2 testing refers to the absolute
difference value method proposed by Frucot and
Shearon (1991). The results of the significance
test of hypothesis 2 found that the significance
value of standardized servant leadership (ZX)
was 0.121 > 0.050, the significance value of stan-
dardized work engagement (ZZ) was 0.000 <
0.050 the absolute value of the difference bet-
ween servant leadership (X) and work enga-
gement ( Z) (|ZX-ZZ|) of 0.048 < 0.05 with a
negative beta coefficient value. Thus, it is conclu-
ded that servant leadership has a significant ne-
gative effect on worker performance moderated
by work engagement because work engagement
weakens the influence between servant leader-
ship and worker performance. In other words,
hypothesis 2 of this study was rejected.

Table 5 Cross Tabulation Results of The Quality of Work-Life and Worker Performance

Quality of
Work-Life Poor Moderate Good Total
Employee
Performance
Low 0 ! 0 !
(.7%) (.7%)
Medium 1 16 27 44
(.7%) (11.9%) (20.1%) (32.8%)
. 14 75 89
High 0 (10.4%) (56.0%) (66.4%)
Total 1 31 102 134
(.7%) (23.1%) (76.1%) (100.0%)
Source: SPSS processed data (2021)
Tabel 6 Hypothesis Test Results 2
Parameter B Sig.
Constanta 9.478 .002
Standardized Servant Leadership (ZX) .098 121
Standardized Work Engagement (Z2) 746 .000
The Absolute Value of The Difference between X and Z ( | 7X-77 | ) -1.246 .048

Source: SPSS processed data (2021)
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The results of the crosstabs test between
indicators of work engagement and worker
performance are shown in Table 7. The data
in Table 7 proves that employee engagement
with their work (9.7%) and employee attitu-
des about his job (7.5%) are the indicators of
work engagement that contribute to low levels
of worker performance. These indicators can
specifically weaken servant leadership impact
on worker performance. Indicators of emplo-
yee engagement with their work are measured
by seriousness, actively participating, and being
fully involved in completing their work. While
the indicators of workers’ attitudes about their
work are measured by the efforts of employees
to appreciate their work, carry out their work as
well as possible, and employees consider work
important for their self-esteem.

This is in accordance with the descriptive
output of the work engagement variable that the
indicators of employee attitudes (mean value
= 3.78) and employee engagement with their
work (mean value = 3.63) are 2 indicators that
play an important role. If it is associated with
the results of hypothesis 2 testing, these two
indicators play an important role as moderating
variables that weaken the influence between ser-
vant leadership and worker performance.

sa when employee work engagement is not sup-
portive. Work engagement can weaken servant
leadership impact on worker performance. It
seems that Person-Organization Fit and Person-
Job Fit are important to fulfill (De Beer et al,,
2016; Hendryadi et al., 2019).

Companies need employees who have a
high attachment to their work because they will
produce the best performance at work (Bakker
& Leiter, 2010). Workers with high work en-
gagement will really care about their work, be
actively involved, master the areas of concern,
and always try to put forth innovative ideas to
complete work optimally because they feel that
work is part of their life. For this reason, compa-
nies need to condition strategies to increase po-
sitive attitudes and high employee engagement
with work, among others, by placing employees
in jobs according to their competencies, pro-
viding opportunities for employees to master
their fields of work, completing work according
to their method, providing a sense of comfort at
work, and opportunities to work actively parti-
cipates in various activities in the company so
that the results of their work contribute positi-
vely to the organization.

Thus the results of hypothesis 2 tes-
ting are not in accordance with the findings of

Tabel 7 Cross Tabulation Results of Work Engagement Indicators and Worker Performance

Work Engagement Indicators

Worker Performance Level

A worker’s attitude

Empl h
Work becomes identity mployee attachment

about his job to work

Low (1-2,33) (7,5%) (3,7%) (9,7%)
‘ 47 56 61

Medium (2,34 - 3,67) (35,1%) (41,8%) (45,5%)

High (3,68 - 5) (57,4%) (54,5%) (44,8%)

Total 134 134 134

Source: SPSS processed data (2021)

The existence of servant leadership and
quality of work-life in the company which is re-
latively good is not enough to generate positive
worker performance at PT Alamjaya Wirasento-
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Kim et al., (2012); Jagannath (2014); Jackson
(2014); Azizah & Gustomo (2015); Yongxing
et al,, (2017); Qodariah et al., (2019); Rana et
al., (2019); Nas et al., (2020); Pitaloka & Putri
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(2021), Satata (2021); Hendrik et al.,, (2021)
who proves that work engagement impact on
worker performance positively. But, in accor-
dance with the findings of Kusumawati (2017),
Setyaningrum & Pawar (2020), Baharsyah &
Nugrohoseno (2021) which prove that work
engagement does not significantly impact on
worker performance. Similarly, in accordance
with the findings of Listiau et al., (2017), Sittar
(2020), Wanta & Augustine (2021) that work
engagement can have a negative impact on wor-
ker performance. The work engagement variab-
le weakens the servant leadership impact on
worker performance. Specifically, it means that
the servant leadership style that is applied well
in the company will be able to reduce worker
performance if the employee does not have a
high attachment to the company, and vice versa.
Servant leadership will contribute positively to
worker performance if employee work engage-
ment is reinforcing,

CONCLUSION AND RECOMMENDATION

The research findings conclude that the
quality of work-life mediates positively and sig-
nificantly servant leadership and worker perfor-
mance at PT. Alamjaya Wirasentosa Servant. In-
directly, through the quality of work-life variable,
servant leadership has a greater effect on worker
performance than directly. The quality of work-
life acts as a full mediating variable in servant
leadership and worker performance relation-
ship. Leaders who apply leadership characters of
compassion, empowerment, vision, and humili-
ty will be able to increase the quality of work-life
at PT Alamjaya Wirasentosa and subsequently
be able to produce high worker performance.
Furthermore, work engagement moderate ne-
gatively and significantly servant leadership and
worker performance. The work engagement va-
riable weakens the impact servant leadership on
worker performance. Specifically, it means that
the servant leadership style that is applied well
in the company will be able to reduce worker
performance if the employee does not have a
high attachment to the company, and vice ver-
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sa. Indicators of employee engagement and at-
titudes towards work are identified as indicators
that specifically weaken the servant leadership
impact on worker performance.

Therefore, the theoretical implications
for examining the influence of organizational
and individual factors that lead to worker per-
formance in an integrated model are important
to present a broad picture of worker performan-
ce determinants in the organization. Practical
implications of the research are expected to be
meaningful for PT. Alamjaya Wirasentosa. The
opportunity to actively participate in various ac-
tivities in the company so that the results of their
work contribute positively to the organization.
In addition to conditioning servant leadership
and quality of work-life, companies need to en-
sure a match between people and organizations
(Person-Organization Fit) and people and their
work (Person-Job Fit) to foster better employee
work engagement. Further research needs to be
done on a larger sample size by exploring va-
riables that can strengthen the impact of servant
leadership in improving worker performance
and organizational competitive advantage. Ot-
her strategic organizational and individual fac-
tors that influence employee and organizational
performance need to be explored more broadly
through various further studies.
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