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Abstract. Organizational performance is one of the company goals to be achieved, and
the achievement of these goals cannot be separated from the achievement of employees'
performance. This study was conducted with the aim of testing and analyzing how
servant leadership affects proactive career behavior, which consists of career planning,
networking behavior, and skill development, and the indirect impact on perceived
employability and is expected to create a practical commitment to improving job
performance. This study uses a type of research hypothesis testing with samples of
purposive sampling, namely lecturers and staff at the Faculty of Economics and
Business, Universitas Trisakti, with samples of as many as 211 respondents. The
analytical tool used is the Structural Equation Model (SEM). The results of the research
concluded that servant leadership has a positive significant effect on career planning,
networking behavior, and skill development; career planning, networking behavior, and
skill development has a positive effect on perceived employability; career planning,
networking behavior, and skill development has been shown to mediate the positive
influence of servant leadership on perceived employability; perceived employability has
been shown to have a positive effect on affective commitment; and affective
commitment has been shown to have a positive effect on job performance.

Keywords: Job Performance, Affective Commitment, Perceived Employability,
Proactive Career Behavior, Servant Leadership

1 Introduction

Every organization certainly wants the best performance from its employees. Therefore,
companies need a way to empower employees. Empowerment efforts are needed so that
the company continues to have good performance. Company performance is well
maintained if employees have optimal performance achievement and affective
commitment. The emotional relationship of employees with their organization is believed
to affect employee performance. The results of an empirical study conducted by
Philippaers et al. (2019) prove that affective commitment has a positive effect on
performance [1].
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Employees with a high affective commitment will be highly motivated and desire to
contribute significantly. One of the factors driving the increase in affective commitment is
perceived employability, namely the ability of an employee to get a job with the
competencies that will motivate them to always be active in doing work [2]. The findings
of research conducted by Philippaers et al. (2019) stated that perceived employability had
a positive effect on affective commitment.

A proactive career determines perceived employability itself. Chughtai (2018) in his
research found that proactive career behavior has a uniquely significant effect on
workability [3]. In this regard, research by Clements and Kamau (2018) has shown that
employees who tend to be involved in building organizations will have higher perceived
employability [4]. First, high career planning will increase perceived employability.
Second, Forrest and Dougherty (2004) explained that networking behavior is also
expected to manifest in higher work levels [5]. The results of an empirical study from
Chughtai (2018) yielded findings that networking behavior tends to increase the
employability of workers. Third, employees tend to develop skills through investment in
training and education to improve work abilities [6]. In addition, skilled workers can
improve performance [7]. Lau et al. (2013) in his research produced the same findings as
the research of Vanhercke et al. (2014), namely that investment in human resources is
positively related to the workability of employees [8][9].

The characteristics of a leader are believed to influence the character of employees
who contribute to the company, including career planning, networking behavior, and skill
development. Servant leadership is a leader who serves by placing the needs of
subordinates as a priority and providing opportunities for subordinates to develop in
helping to achieve organizational goals [10]. Servant leader behavior can encourage
employees to determine careers through proactive behaviors [3]. Several empirical studies
have been conducted by [11],[12],[3], and [13] proved that there is a positive influence of
servant leadership on proactive career behavior, namely career planning, skill
development, and network building. This view is corroborated by positive forms of
leadership that can play an essential role in stimulating proactive work behavior in
organizations [11].

Servant leadership has a positive impact on employee performance. Servant leaders
focus exclusively on facilitating the growth and development of followers rather than on
their interests [14]. In particular, these leaders seek to assist their subordinates in setting
career goals, providing opportunities to improve skills, and helping to achieve goals [15].
Such behavior, in turn, tends to increase followers' employability [16]. Proactive career
behavior was positively related to perceived job possibilities [3]. Previous studies have
also proven the same thing. [17] their research shows that work-related factors fully
mediate the relationship between helpful leadership and perceived employability. In short,
it proves that leaders tend to influence the attitudes and behavior of followers by fostering
a supportive work environment [18].

Based on the explanation above, this research was conducted with the aim of testing
and analyzing (1) the influence of servant leadership on career planning, skill
development, and networking behavior, (2) the effect of career planning, skill
development, and networking behavior on perceived employability and (3) the effect of
perceived employability on affective commitment, (4) The effect of affective commitment
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on employee performance, (5) The role of career planning, skill development, and
networking behavior in mediating the influence of servant leadership on perceived
employability.

2 Methods

This study used a type of hypothesis testing research that aims to examine the effect of the
independent variable on the dependent variable, either directly or indirectly. The variables
used in this study consist of 1 independent variable, namely servant leadership with five
dimensions and 23 measurement indicators adopted from [19]; 3 mediating variables are
proactive career behavior with three dimensions used in the model (career planning, skill
development, networking behavior) with nine measurement indicators adopted from [11],
perceived employability which consists of 2 dimensions with three measurement
indicators adopted from [3] and affective commitment variable with eight measurement
indicators adopted from[20]. In contrast, the dependent variable is job performance,
measured using four dimensions and eight measurement indicators adopted from [21]. All
measurements used a Likert scale of 1 to 5 (strongly disagree to agree strongly).

In this study, the population used were employees and lecturers in the scope of
Faculty of Economics and Business (FEB) Universitas Trisakti (Usakti), and the number
of samples used in this study was 211 samples with a composition of 143 lecturers and 68
education staff. The analytical method used in this study is the Structural Equation Model
(SEM), as shown in Figure 1. The next stage is testing the research instrument, which
consists of testing the validity using factor loading where the indicator is valid if the load
factor value > 0,4 and reliability testing to test the consistency of respondents' answers
using Cronbach Alpha where the indicator is said to be reliable (consistent) if the
Cronbach Alpha alpha > 0,6 [22]. The next stage is to perform descriptive statistical
analysis to obtain an overview of the respondents' responses to each research variable.
The analysis continued to test the fit model using a number of criteria, namely p-value
chi-square (<0.05), GFI ( 0.9), and RMSEA ( 0.10). NFI ( 0.9), TLI ( 0.9), CFI ( 0.9) and
CMIN/DF (1 to 5). The last part is a partial test (t test) which aims to test the effect of a
variable on other variables according to the number of research hypotheses used, where
decisions are made if the p-value of the t statistic < 0.05 then Ho is rejected (Ha is
accepted). ) and vice versa.
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Fig 1. SEM research model.

3 Results and Discussion

Before testing the theoretical hypothesis, the research instrument was first tested. For
testing the validity of the seven variables used, there is only one indicator on the
measurement of the affective commitment variable, indicator 4 (AC4), which is invalid
because it produces a factor loading value < 0.4. In contrast, for other measurement
indicators, it is proven valid because it produces a factor loading value > 0.4. Reliability
testing for valid indicators on each variable produces a Cronbach Alpha value > 0.6,
which means that all indicators that make up the variables are proven to be consistent.

Descriptive statistics for all research variables resulted in positive responses, namely the
average score was more than 4, namely for the servant leadership, career planning,
networking behavior, skill development, affective commitment, and job performance
variables. The standard deviation between 0.508 and 0.845 shows the variation of
respondents' answers for six research variables in the range of answer choices between 3
and 5. There is one variable whose respondents are pretty good, namely the perceived
employability variable, with an average value of respondents' answers of 3.848. For more
precise information regarding instrument testing, descriptive statistics of each variable can
be seen in Table 1.

Table 1. Testing of variable instrument and descriptive statistics.

Variable/Dimension Indicator Indicator
Number . .
valid reliable Standard
of Mean L.
. (factor Cronbach Deviation
Indicators

loading) Alpha
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Servant Leadership 23 23 0.967 4.102  0.699
Career Planning 3 3 0,868 4.186  0.732
Networking Behavior 3 3 0.880 4.300  0.691
Skill Development 3 3 0.842 4368 0.618

Perceived 3 3 0.924 3.848 0.845
Employability

Affective Commitment 8 7 0.882 4.044  0.631

Job Performance 8 8 0.916 4.333  0.508

Source: data processed

Testing the research fit model using 8 model fit indicators resulted in a decision as
many as two indicators included in the model fit criteria, namely the RMSEA indicator
with a value of 0.079 <0.1 and CMIN/DF with a value of 2.321 (between 1 to 5), three
criteria resulted in a model conclusion marginal fit, namely IFI with a value of 0.836, TLI
with a value of 0.826 and CFI with a value of 0.835, while the other three criteria resulted
in a poof fit model conclusion, namely the p-value of the chi-square criterion of 0.000
<0.05, GFI with a value of 0.654 < 0.9 and NFI with a value of 0.755 < 0.9. Because most
of the fit model criteria meet the requirements, namely model fit and marginal fit, the
theoretical hypothesis testing can be continued.

The processing results for testing the theoretical hypothesis can be seen in Table 2. For
hypothesis H1, it is proven that servant leadership has a positive effect on career planning,
as indicated by the estimated coefficient value of 0.424 with a p-value of 0.000 <0.05.
Hypothesis H2 showed that servant leadership has a positive effect on networking
behavior because it produces an estimated coefficient value of 0.407 with a p-value of
0.000 <0.05. Hypothesis H3 also pointed out that servant leadership has a positive effect
on skill development, as indicated by the estimated coefficient value of 0.441 with a p-
value of 0.000 <0.05. The findings for the H4 hypothesis, namely career planning, have a
positive effect on perceived employability, resulting in the proposed hypothesis decision
being proven, as shown by the estimated coefficient value of 0.130 with a p-value of
0.028 <0.05. Hypothesis H5 produces an estimated coefficient value of 0.214 with a p-
value of 0.066 <0.1, which means that networking behavior has a positive effect on
perceived employability. Hypothesis H6 results in a skill development decision having a
positive effect on perceived employability as indicated by the estimated coefficient value
of 0.575 with a p-value of 0.000 <0.05. The findings of hypothesis H7 indicated that
career planning mediates the positive influence of servant leadership on perceived
employability, as indicated by the estimated coefficient value of 0.055 with a p-value of
0.034 <0.05. Hypothesis H8 showed that skill development is proven to mediate the
positive influence of servant leadership on perceived employability, as indicated by the
estimated value of 0.253 with a p-value of 0.000 <0.05. Hypothesis testing H9 proved that
networking behavior mediates the positive influence of servant leadership on perceived
employability, as indicated by the estimated coefficient of 0.087 with a p-value of 0.072
<0.1. Hypothesis H10 proved that perceived employability has a positive effect on
affective commitment, as indicated by the estimated coefficient value of 0.061 with a p-
value of 0.027 <0.05. Hypothesis testing HI11 produced an estimated coefficient value of
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0.697 with a p-value of 0.000 <0.05, so it can be concluded that affective commitment has
a positive effect on job performance.

The results of hypothesis testing indicate that all proposed hypotheses are proven,
which implies that in the FEB Usakti environment, affective commitment is proven to
affect employee performance. The factors determining affective commitment also apply
according to the existing theoretical mechanism. This means that the servant leadership
style is inherent in the character of the leader at FEB Usakti, namely the character of a
leader who serves, gives care, prioritizes organizational development, and pays attention
to the lives of subordinates from the personal interests of the leader. The servant
leadership character that has been implemented has proven to have a positive influence on
career planning, networking behavior, and skill development of lecturers and staff. This
can be seen from the proportion of lecturers at FEB Usakti, the majority of whom have
doctoral degrees and have many certifications of specific scientific competencies.
Likewise, most education staff have undergraduate education, and the percentage who
already have competency certificates has increased occasionally. This condition has a
positive effect on the ability of employees to carry out the assigned tasks according to
their competencies. In other words, high perceived employability is generated, creating
conditions where employees have a high emotional attachment to the organization. This is
indicated by the low turnover intention, both for lecturers and staff at FEB Usakti. The
creation of high affective commitment impacts high job performance, both in terms of
quality, quantity, timeliness, and interpersonal impact.

Table 2. Research hypotheses testing results.

Hypotheses Estimate C.R. p-value  Conclusion

H Servant leaders@p has a positive effect 0.424 6073 0.000**  Supported
on career planning

H Servant leadershlp has 'a positive 0.407 5721 0.000%*  Supported
effect on networking behavior

H Servant leadership has a positive

441 111 .000** rt

effect on skill development 0 7 0.000 Supported

H Career pilanning has a.positive effect 0.130 1900 0.028*%  Supported
on perceived employability

H Networking behavior has ?.positive 0214 1507 0.066* Supported
effect on perceived employability

H Skill development has a positive effect 0.575 3476 0.000**  Supported

on perceived employability.

H Career planning mediates the positive
effect of servant leadership on 0,055 1.823  0.034**  Supported
perceived employability

H Skill development mediates the
positive effect of servant leadership on ~ 0.253 3.114  0.000**  Supported
perceived employability




Determinants of Affective Commitment in Improving 367

H Networking behavior mediates the
9 positive  influence  of  servant  0.087 1.457  0.072%* Supported
leadership on perceived employability

H Perceived employability has a positive

skk
10 effect on affective commitment 0.061 19190027 Supported

H Affective commitment has a positive
11 effect on job performance
*=alpha 10% **=alpha 5%

0.697 5.519  0.000*%*  Supported

4 Conclusion

The results of this study lead to the following conclusions: (1) Servant leadership has a
positive effect on career planning, networking behavior, and skill development (2) Career
planning, networking behavior, skill development have a positive effect on perceived
employability, (3) Carrer planning, networking behavior, skill development mediate the
positive influence of servant leadership on perceived employability, (4) Perceived
employability has a positive effect on affective commitment and (5) Affective
commitment has positive effect on job performance.

The findings show that all of the tested hypotheses are proven. There is one hypothesis,
namely that the influence of networking behavior is the weakest factor, especially related
to perceived employability because it is proven to be significant at 10% alpha. The
managerial implication of this finding is that institutions must provide opportunities for
both lecturers and staff to develop their potential for networking behavior both internally
and externally by forming a communication forum or becoming a member of an
association related to the competence of lecturers and staff so that in the future it will
produce optimal networking behavior. Which in the end will have a positive impact on the
job performance of lecturers or staff.
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Abstract. Organizational performance is one of the company goals to be achieved, and
the achievement of these goals cannot be separated from the achievement of employees'
performance. This study was conducted with the aim of testing and analyzing how
servant leadership affects proactive career behavior, which consists of career planning,
networking behavior, and skill development, and the indirect impact on perceived
employability and 15 expected to create a practical commitment to improving job
performance. This study uses a type of research hypothesis testing with samples of
purposive sampling, namely lecturers and stafl at the Faculty of Economics and
Business, Universitas Trisakti, with samples of as many as 211 respondents. The
analytical tool used 1s the Structural Equation Model (SEM). The results of the research
concluded that servant leadership has a positive significant effect on career planning,
networking behavior, and skill development; career planning, networking behavior, and
skill development has a positive effect on perceived employability; career planning,
networking behavior, and skill development has been shown to mediate the positive
influence of servant leadership on perceived employability; perceived employability has
been shown to have a positive effect on affective commitment; and affective
commitment has been shown to have a positive effect on job performance.

Keywords: Job Performance, Affective Commitment, Perceived Employability,
Proactive Career Behavior, Servant Leadership

1 Introduction

Every organization certainly wants the best performance from its employees. Therefore,
companies need a way to empower employees. Empowerment efforts are needed so that
the company continues to have good performance. Company performance is well
maintained if employees have optimal performance achievement and affective
commitment. The emotional relationship of employees with their organization is believed
to affect employee performance. The results of an empirical study conducted by
Philippaers et al. (2019) prove that affective commitment has a positive effect on
performance [1].

© The Author(s) 2023

D. Games and Maruf (eds. ). Proceedings of the Infernational Conference on Entreprencurship, Leadership and
Business Innovation (ICELBI 2022), Advances in Economics, Business and Management Research 269,
https:/fdoi.org/10.2001/978-04-6463-35(0-4_35




362 J. Tanuwijaya et al.

Employees with a high affective commitment will be highly motivated and desire to
contribute significantly. One of the factors driving the increase in affective commitment is
perceived employability, namely the ability of an employee to get a job with the
competencies that will motivate them to always be active in doing work [2]. The findings
of research conducted by Philippaers et al. (2019) stated that perceived employability had
a positive effect on affective commitment.

A proactive career determines perceived employability itself. Chughtai (2018) in his
research found that proactive career behavior has a uniquely significant effect on
workability [3]. In this regard, research by Clements and Kamau (2018) has shown that
employees who tend to be involved in building organizations will have higher perceived
employability [4]. First, high career planning will increase perceived employability.
Second, Forrest and Dougherty (2004) explained that networking behavior is also
expected to manifest in higher work levels [5]. The results of an empirical study from
Chughtai (2018) yielded findings that networking behavior tends to increase the
employability of workers. Third, employees tend to develop skills through investment in
training and education to improve work abilities [6]. In addition, skilled workers can
improve performance [7]. Lau et al. (2013) in his research produced the same findings as
the research of Vanhercke et al. (2014), namely that investment in human resources is
positively related to the workability of employees [8][9].

The characteristics of a leader are believed to influence the character of employees
who contribute to the company, including career planning, networking behavior, and skill
development. Servant leadership is a leader who serves by placing the needs of
subordinates as a priority and providing opportunities for subordinates to develop in
helping to achieve organizational goals [10]. Servant leader behavior can encourage
employees to determine careers through proactive behaviors [3]. Several empirical studies
have been conducted by [11],[12],[3], and [13] proved that there is a positive influence of
servant leadership on proactive carcer behavior, namely career planning, skill
development, and network building. This view is corroborated by positive forms of
leadership that can play an essential role in stimulating proactive work behavior in
organizations [11].

Servant leadership has a positive impact on employee performance. Servant leaders
focus exclusively on facilitating the growth and development of followers rather than on
their interests [14]. In particular, these leaders seek to assist their subordinates in setting
career goals, providing opportunities to improve skills, and helping to achieve goals [15].
Such behavior, n turn, tends to increase followers' employability [16]. Proactive career
behavior was positively related to perceived job possibilities [3]. Previous studies have
also proven the same thing. [17] their research shows that work-related factors fully
mediate the relationship between helpful leadership and perceived employability. In short,
it proves that leaders tend to influence the attitudes and behavior of followers by fostering
a supportive work environment [18].

Based on the explanation above, this research was conducted with the aim of testing
and analyzing (1) the influence of servant leadership on career planning, skill
development, and networking behavior, (2) the effect of career planning, skill
development, and networking behavior on perceived employability and (3) the effect of
perceived employability on affective commitment, (4) The effect of affective commitment




Determinants of Affective Commitment in Improving 363

on employee performance, (5) The role of career planning, skill development, and
networking behavior in mediating the influence of servant leadership on perceived
employability.

2 Methods

This study used a type of hypothesis testing research that aims to examine the effect of the
independent variable on the dependent variable, either directly or indirectly. The variables
used in this study consist of 1 independent variable, namely servant leadership with five
dimensions and 23 measurement indicators adopted from [19]; 3 mediating variables are
proactive career behavior with three dimensions used in the model (career planning, skill
development, networking behavior) with nine measurement indicators adopted from [11],
perceived employability which consists of 2 dimensions with three measurement
indicators adopted from [3] and affective commitment variable with eight measurement
indicators adopted from[20]. In contrast, the dependent variable is job performance,
measured using four dimensions and eight measurement indicators adopted from [21]. All
measurements used a Likert scale of 1 to 5 (strongly disagree to agree strongly).

In this study, the population used were employees and lecturers in the scope of
Faculty of Economics and Business (FEB) Universitas Trisakti (Usakti), and the number
of samples used in this study was 211 samples with a composition of 143 lecturers and 68
education staff. The analytical method used in this study is the Structural Equation Model
(SEM), as shown in Figure 1. The next stage is testing the research instrument, which
consists of testing the validity using factor loading where the indicator 1s vahd if the load
factor value > 0.4 and reliability testing to test the consistency of respondents’ answers
using Cronbach Alpha where the indicator i1s said to be reliable (consistent) if the
Cronbach Alpha alpha = 0,6 [22]. The next stage is to perform descriptive statistical
analysis to obtain an overview of the respondents' responses to each research variable.
The analysis continued to test the fit model using a number of criteria, namely p-value
chi-square (<0.05), GFI ( 0.9), and RMSEA ( 0.10). NFI ( 0.9), TLI ( 0.9), CFI ( 0.9) and
CMIN/DF (1 to 5). The last part is a partial test (t test) which aims to test the effect of a
variable on other variables according to the number of research hypotheses used, where
decisions are made if the p-value of the t statistic < 0.05 then Ho is rejected (Ha is
accepted). ) and vice versa.
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Fig 1. SEM research model.

3 Results and Discussion

Before testing the theoretical hypothesis, the research instrument was first tested. For
testing the validity of the seven wvariables used, there 1s only one indicator on the
measurement of the affective commitment variable, indicator 4 (AC4), which is invalid
because it produces a factor loading value < 0.4. In contrast, for other measurement
indicators, it is proven valid because it produces a factor loading value > 0.4. Reliability
testing for valid indicators on each variable produces a Cronbach Alpha value = 0.6,
which means that all indicators that make up the variables are proven to be consistent.

Descriptive statistics for all research variables resulted in positive responses, namely the
average score was more than 4, namely for the servant leadership, career planning,
networking behavior, skill development, affective commitment, and job performance
variables. The standard deviation between 0.508 and 0.845 shows the variation of
respondents’ answers for six research variables in the range of answer choices between 3
and 5. There is one variable whose respondents are pretty good, namely the perceived
employability variable, with an average value of respondents’ answers of 3.848. For more
precise information regarding instrument testing, descriptive statistics of each variable can
be seen in Table 1.

Table 1. Testing of variable instrument and descriptive statistics.

Variable/Dimension Indicator Indicator
Number
of valid reliable Mean Standard
, (factor Cronbach ) Deviation
Indicators

loading) Alpha
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=04

Servant Leadership 23 23 0967 4102 0.699
Career Planning 3 3 0868 418  0.732
Networking Behavior 3 3 0.880 4300 0691
Skill Development 3 3 0.842 4.368  0.618

Perceived 3 3 0924 3848 0.845
Employability

Affective Commitment & 7 0.882 4.044 0631

Job Performance 8 8 0916 4333 0.508

Source: data processed

Testing the research fit model using 8 model fit indicators resulted in a decision as
many as two indicators included in the model fit criteria, namely the RMSEA indicator
with a value of 0.079 <0.1 and CMIN/DF with a value of 2.321 (between 1 to 5), three
criteria resulted in a model conclusion marginal fit, namely IFI with a value of 0.836, TLI
with a value of 0.826 and CFI with a value of 0.835, while the other three criteria resulted
in a poof fit model conclusion, namely the p-value of the chi-square criterion of 0.000
<(.05, GFI with a value of 0.654 < 0.9 and NFI with a value of 0.755 < 0.9. Because most
of the fit model criteria meet the requirements, namely model fit and marginal fit, the
theoretical hypothesis testing can be continued.

The processing results for testing the theoretical hypothesis can be seen in Table 2. For
hypothesis H1, it 1s proven that servant leadership has a positive effect on career planning,
as indicated by the estimated coefficient value of 0.424 with a p-value of 0.000 <0.05.
Hypothesis H2 showed that servant leadership has a positive effect on networking
behavior because it produces an estimated coefficient value of 0.407 with a p-value of
0.000 <0.05. Hypothesis H3 also pointed out that servant leadership has a positive effect
on skill development, as indicated by the estimated coefficient value of 0.441 with a p-
value of 0.000 <0.05. The findings for the H4 hypothesis, namely career planning, have a
positive effect on perceived employability, resulting in the proposed hypothesis decision
being proven, as shown by the estimated coefficient value of 0.130 with a p-value of
0.028 <0.05. Hypothesis H5 produces an estimated coefficient value of 0.214 with a p-
value of 0.066 <0.1, which means that networking behavior has a positive effect on
perceived employability. Hypothesis H6 results in a skill development decision having a
positive effect on perceived employability as indicated by the estimated coefficient value
of 0.575 with a p-value of 0.000 <0.05. The findings of hypothesis H7 indicated that
carcer planning mediates the positive influence of servant leadership on perceived
employability, as indicated by the estimated coefficient value of 0.055 with a p-value of
0.034 <0.05. Hypothesis H8 showed that skill development is proven to mediate the
positive influence of servant leadership on perceived employability, as indicated by the
estimated value of 0.253 with a p-value of 0.000 <0.05. Hypothesis testing H9 proved that
networking behavior mediates the positive influence of servant leadership on perceived
employability, as indicated by the estimated coefficient of 0.087 with a p-value of 0.072
<0.1. Hypothesis H10 proved that perceived employability has a positive effect on
affective commitment, as indicated by the estimated coefficient value of 0.061 with a p-
value of 0.027 <0.05. Hypothesis testing H11 produced an estimated coefficient value of
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0.697 with a p-value of 0.000 <0.05, so 1t can be concluded that affective commitment has
a positive effect on job performance.

The results of hypothesis testing indicate that all proposed hypotheses are proven,
which implies that in the FEB Usakti environment, affective commitment is proven to
affect employee performance. The factors determining affective commitment also apply
according to the existing theoretical mechanism. This means that the servant leadership
style 1s inherent in the character of the leader at FEB Usakti, namely the character of a
leader who serves, gives care, prioritizes organizational development, and pays attention
to the lives of subordinates from the personal mterests of the leader. The servant
leadership character that has been implemented has proven to have a positive influence on
career planning, networking behavior, and skill development of lecturers and staff. This
can be seen from the proportion of lecturers at FEB Usakti, the majority of whom have
doctoral degrees and have many certifications of specific scientific competencies.
Likewise, most education staff have undergraduate education, and the percentage who
already have competency certificates has increased occasionally. This condition has a
positive effect on the ability of employees to carry out the assigned tasks according to
their competencies. In other words, high perceived employability is generated, creating
conditions where employees have a high emotional attachment to the organization. This is
indicated by the low turnover intention, both for lecturers and staft at FEB Usakti. The
creation of high affective commitment impacts high job performance, both in terms of
quality, quantity, timeliness, and mterpersonal impact.

Table 2. Research hypotheses testing results.

Hypotheses Estimate C.R. p-value  Conclusion

H Servant leadership has a positive effect

. 0.424 6.073  0.000%*  Supported
1 on career planning
H Servant 1eadership has a positive 0.407 5721 0.000**  Supported
3 effect on networking behavior
H Servant leadership has a positive
0.441 7111 0.000%* 8 ted
3 effect on skill development "pporie
H Career p_lanning has a_]?osilive effect 0.130 1900  0028**  Supported
4 on perceived employability
H Networking behavior has a positive
3 &
5 effect om perceived employability 0.214 1:507 0.066 Supported
H Skill development has a positive effect 0.575 3476 0.000**  Supported

i

on perceived employability.

H Career planning mediates the positive
effect of servant leadership on 0,055 1.823  0.034%*  Supported
perceived employability

H Skill development mediates the
positive effect of servant leadershipon  0.253 ill4 0.000%*  Supported
perceived employability
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H Networking behavior mediates the
9 positive  influence  of  servant  0.087 1.457  0.072% Supported
leadership on perceived employability

H Perceived emplluyabilil}r Ihas a positive 0.061 1919  0.027%  Supported
1o effect on affective commitment

H Affective commitment has a positive 0.697 5519 0.000%*  Supported

0 effect on job performance
*=alpha 10% **=alpha 5%

4 Conclusion

The results of this study lead to the following conclusions: (1) Servant leadership has a
positive effect on career planning, networking behavior, and skill development (2) Career
planning, networking behavior, skill development have a positive effect on perceived
employability, (3) Carrer planning, networking behavior, skill development mediate the
positive influence of servant leadership on perceived employability, (4) Perceived
employability has a positive effect on affective commitment and (5) Affective
commitment has positive effect on job performance.

The findings show that all of the tested hypotheses are proven. There is one hypothesis,
namely that the influence of networking behavior is the weakest factor, especially related
to perceived employability because it is proven to be significant at 10% alpha. The
managerial implication of this finding is that institutions must provide opportunities for
both lecturers and staff to develop their potential for networking behavior both internally
and externally by forming a communication forum or becoming a member of an
association related to the competence of lecturers and staff so that in the future it will
produce optimal networking behavior. Which in the end will have a positive impact on the
job performance of lecturers or staff.

References

1. K. Philippaers, N. De Cuyper, and A. Forrier, “Employability and performance: The role of
perceived control and affective organizational commitment,” Pers. Rev., vol. 48, no. 5, pp.
12991317, 2019, doi: 10.1 108/PR-04-2017-0098.

I-2

E. A. ]. van Hooft, J. D. Kammeyer-Mueller, C. R. Wanberg, R. Kanfer, and G. Basbug, “Job
search and employment success: A quantitative review and future research agenda.,” J. Appl.
Psychol., vol. 106, no. 5, pp. 674-713, 2021, doi: 10.1037/apl0000675.

3. A Chughtai, "Servant leadership and perceived employability: proactive career behaviors as
mediators," Leadership. Organ. Dev. J., vol. 40, no. 2, pp. 213-229, 2019, doi: 10.1108/LODJ-
07-2018-0281.




368 J. Tanuwijaya et al.

4. A.J Clements and C. Kamau, “Understanding students’” motivation towards proactive career

behaviours through goal-setting theory and the job demands—resources model,” Stud. High.
Educ., vol. 43, no. 12, pp. 2279-2293, 2018, doi: 10.1080/03075079.2017.1326022.

M. L. Forrest and T. W. Dougherty, "Networking behaviors and career outcomes: Differences
for men and women?" J. Organ. Behav., vol. 25, no. 3, pp. 419437, 2004, doi:
10.1002/job.253.

M. Faza Firdaus And M. N. Hosen, “Efisiensi Bank Umum Syariah Menggunakan Pendekatan
Two-Stage Data Envelopment Analysis,” Bul Ekon. Monet. dan Perbank., vol. 16, no. 2, pp.
167188, 2014, doi: 10.21098/bemp.v1612.31.

N. de Cuyper and H. de Witte, “The management paradox: Self-rated employability and

organizational commitment and performance,” Pers. Rev., vol. 40, no. 2, pp. 152-172, 2011,
doi: 10.1108/00483481111106057.

P. Lau, T. Kwong, K. Chong, and E. Wong, “Developing students’ teamwork skills in a
cooperative learning project,” fnt. J. Lesson Learn. Stud., vol. 3, no. 1, pp. 80-99, 2013, doi:
10.1108/1JLL5-03-2013-0015.

D. Vanhercke, N. De Cuyper, E. Peeters, and H. De Witte, “Defining perceived employability:
A psychological approach,” Pers. Rev., vol. 43, no. 4, pp. 592-605, 2014, doi: 10.1108/PR-07-
2012-0110.

. M. Riadi, “Pengertian Karakteristik dan Indikator Servant leadership,” Pustaka.com, 2017.

.. Sturges, D. Guest, N. Conway, and K. M. Davey, “A longitudinal study of the relationship

between career management and organizational commitment among graduates in the first ten
years at work,”.J. Organ. Behav., vol. 23, no. 6, pp. 731-748, Sep. 2002, doi: 10.1002/job.164.

.A. De Vos and N. Soens, “Protean attitude and career success: The mediating role of self-

management,” J.  Vocat  Behav., wvol. 73, no. 3, pp. 449-456, 2008, doi:
10.1016/].)vb.2008.08.007.

. N. Varela, M. Gaspar, S. Dias, and M. L. Vasconcelos, “Avoidance response to CO 2 in the

lateral horn,” PLoS Biol, vol. 17, no. 1, pp. 1-26, 2019, doi: 10.1371/journal.pbio. 2006749,

.M. 1. C. de Sousa and D. van Dierendonck, “Servant leadership and engagement in a merge

process under high uncertainty,” J. Organ. Chang. Manag., vol. 27, no. 6, pp. 877899, 2014,
doi: 101108/ J0OCM-07-2013-0133.

.R. C. Liden, S. I. Wayne, I. D. Meuser, J. Hu, J. Wu, and C. Liao, “Servant leadership:

Validation of a short form of the SL-28,” Leadership. (., vol. 26, no. 2, pp. 254-269, 2015, doi:
10.1016/).leaqua.2014.12.002.

. N. Bozionelos et al., “Employability and Job Performance as Links in the Relationship Between

Mentoring Receipt and Career Success: A Study in SMEs,” Gr. Organ. Manag., vol. 41, no. 2,
pp. 135-171, 2016, doi: 10.1177/1059601115617086.




Determinants of Affective Commitment in Improving 369

17. B. L. I. M. Van Der Heijden and A. B. Bakker, “Toward a mediation model of employability
enhancement: A study of employee-supervisor pairs in the building sector,” Career Dev. O,
vol. 59, no. 3, pp. 232-248, 2011, doi: 10.1002/1.2161-0045.201 1.1th00066.x.

18. H. K. S. Laschinger and R. Fida, “A time-lagged analysis of the effect of authentic leadership on
workplace bullying, burnout, and occupational turnover intentions,” Ewr. J Work Organ.
Psychol., vol. 23, no. 5, pp. 739-753, 2014, doi: 10.1080/1359432X.2013.804646.

19. ). E. Barbuto and D. W. Wheeler, “Scale development and construct clarification of servant
leadership,” Gr.  Organ. Manag., vol 31, no. 3, pp. 300-326, 2006, doi
10.1177/1059601 106287091

2000 Po; A0 N L Meyer, “A Three-Component Conceptualization Of Organizational
Commitment,” Hum. Resowr. Manag. Rev.,, vol. 1, no. 1, pp. 61-89, 1991, doi
10.1057/9780230501997 5.

21. N. De Cuyper, C. Sulea, K. Philippaers, G. Fischmann, D. Iliescu, and H. De Witte, “Perceived
employability and performance: Moderation by felt job insecurity,” Pers. Rev., vol. 43, no. 4,
pp. 536-552, 2014, doi 10.1108/PR-03-2013-0050.

22, Hair, I F., et al. Multivariate data analysis: A Global Perspective, Tth ed. New Jersey: Pearson
Education Inc, 2009.

Open Access This chapter is licensed under the terms of the Creative Commons Attribution-
NonCommercial 4.0 International License (hitp://creativecommons.org/licenses/by-ne/4.0/),
which permits any noncommercial use, sharing, adaptation, distribution and reproduction in any
medium or format, as long as you give appropriate credit to the original author(s) and the
source, provide a link to the Creative Commons license and indicate if changes were made.

The images or other third party material in this chapter are included in the chapter's
Creative Commons license, unless indicated otherwise in a credit line to the material. If material
is not included in the chapter's Creative Commons license and your intended use is not
permitted by statutory regulation or exceeds the permitted use, you will need to obtain
permission directly from the copyright holder.




Determinants of Affective Commitment in Improving
Employee Performance

ORIGINALITY REPORT

18, o 146 24

SIMILARITY INDEX INTERNET SOURCES PUBLICATIONS STUDENT PAPERS

PRIMARY SOURCES

Journal of Service Management, Volume 20, 1 o
Issue 1 (2009-03-01) ’

Publication

rayyanjurnal.com 1 0%

Internet Source

Chunyu Zhang, Liping Liu. "The Influence of 1 o
Health-Promoting Leadership on Employees’ ’
Positive Workplace Outcomes: The Mediating
Role of Employability and the Moderating
Role of Workplace Civility", International
Journal of Environmental Research and Public
Health, 2022

Publication

Taber, Brian J., and Maureen Blankemeyer. 1 o
"Future work self and career adaptability in ’
the prediction of proactive career behaviors",

Journal of Vocational Behavior, 2015.

Publication

Yoonhee Park, Jin Gu Lee, Hong Jeon Jeong, 1 o
Min Sub Lim, Mi-Rae Oh. "How does the
protean career attitude influence external
employability? The roles of career resilience
and proactive career behavior", Industrial and
Commercial Training, 2022

Publication

n ouci.dntb.gov.ua 1 %

Internet Source




Shuang Ren, Doren Chadee. "Influence of
work pressure on proactive skill development
in China: The role of career networking
behavior and Guanxi HRM", Journal of
Vocational Behavior, 2017

Publication

(K

Tomas Berglund, Ylva Wallinder. "Perceived
Employability in Difficult Economic Times",
European Societies, 2015

Publication

(K

Irene Huertas-Valdivia, Araceli Rojo Gallego-
Burin, F. Javier Lloréns-Montes. "Effects of
different leadership styles on hospitality
workers", Tourism Management, 2019

Publication

(K

Afroze Nazneen. "Exploring the interplay of
financial literacy and financial well-being:
Insights and strategies for augmenting
overall financial satisfaction", Journal of
Infrastructure, Policy and Development, 2024

Publication

(K

—
—

Submitted to Obudai Egyetem

Student Paper

(K

journal.kci.go.kr

Internet Source

(K

—_
w

Yongho Park. "The effects of leader-member
exchange and employee learning on
perceived employability", International
Journal of Training and Development, 2020

Publication

(K

—
N

www.pef.czu.cz

Internet Source

1w

RN
Ul

garuda.kemdikbud.go.id

Internet Source

(K




Brittany C. Buis, Donald H. Kluemper, Hannah <1
: - %
Weisman, Siyi Tao. "Your employees are
calling: How organizations help or hinder
living a calling at work", Journal of Vocational
Behavior, 2023
Publication
repository.trisakti.ac.id
InteE]et Sourc[:y <1 %
docplayer.net
InternEtSo?J/rce <1 %
repository.petra.ac.id
InterpnetSourc'e:y p <1 %
repository.ubaya.ac.id
InteE]et Sourcl;y y <1 %
www.chemijournal.com
Internet Source J <1 %
doaj.or
Internit Sou?ce <1 %
www.koreascience.or.kr
Internet Source <1 %
Mohammad Zarei, Magne Supphellen, <1
. : o %
Richard P. Bagozzi. "Servant leadership in
marketing: A critical review and a model of
creativity-effects", Journal of Business
Research, 2022
Publication
Submitted to Universitas Jenderal Soedirman
Student Paper J <1 %
Maria Luisa Giancaspro, Amelia Manuti, <1 %

Alessandro Lo Presti, Assunta De Rosa.
"Human Resource Management Practices
Perception and Career Success: The



Mediating Roles of Employability and Extra-
Role Behaviors", Sustainability, 2021

Publication

eprints.soton.ac.uk
IntErnetSource <1 %
1library.net
Internet S';?J/rce <1 %
Luminita Nicolescu, Ciprian Nicolescu. "Using <1
. - : %
PLS-SEM to build an employability confidence
model for higher education recipients in the
field of business studies", Kybernetes, 2019
Publication
Qian Ling, Meizhen Lin, Xiaoyi Wu. "The <1 o
trickle-down effect of servant leadership on ’
frontline employee service behaviors and
performance: A multilevel study of Chinese
hotels", Tourism Management, 2016
Publication
Sharon K. Parker, Uta K. Bindl. "Proactivity at <1
. ) : %
Work - Making Things Happen in
Organizations", Routledge, 2019
Publication
journals.christuniversity.in
{nternet Source y <1 %
serialsjournals.com
Internet SoJurce <1 %
Hang-yue Ngo, Huimin Liu, Francis Cheung. <1
: e %
"Perceived employability of Hong Kong
employees: its antecedents, moderator and
outcomes", Personnel Review, 2017
Publication
Yustinus Budi Hermanto, Veronika Agustini <1 %

Srimulyani, Didik Joko Pitoyo. "The mediating
role of quality of work life and organizational
commitment in the link between



transformational leadership and

organizational citizenship behavior", Heliyon,
2024

Publication

Exclude quotes Off Exclude matches Off
Exclude bibliography On



	Determinants of Affective Commitment in Improving Employee Performance

