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Abstract:- The purpose of this study was to measure, analyze and
explain (1) the influence of Servant Leadership on
Organizational Citizenship Behavior (OCB) of the Supervisor of
the Infrastructure Project Manager in Tojo Una-Una Regency;
(2) the influence of HR Competence on Organizational
Citizenship Behavior (OCB); (3) the effect of Organizational
Commitment on Organizational Citizenship Behavior (OCB); (4)
the influence of Organizational Citizenship Behavior (OCB) on
Performance; (5) the influence of Servant Leadership on
Supervisory Performance; (6) the influence of HR Competence
on Supervisory Performance; (7) the effect of organizational
commitment on supervisory performance; (8) Influence of
Servant Leadership on supervisory performance mediated by
Organizational Citizenship Behavior (OCB) variable; (9) The
influence of HR competence on supervisory performance
mediated by the variable Organizational Citizenship Behavior
(OCB); and (10) the effect of organizational commitment on
supervisory  performance mediated by the variable
Organizational Citizenship Behavior (OCB). This research is
classified as an Explanatory or Confirmatory Research type. The
data analysis method used the Structural Equation Model (PLS-
SEM). The number of samples is 144 respondents. The results of
the analysis show that (1) Servant Leadership has a significant
effect on Organizational Citizenship Behavior (OCB); (2) HR
competence has a significant effect on Organizational Citizenship
Behavior (OCB). (3) Organizational Commitment has a
significant effect on Organizational Citizenship Behavior (OCB).
(4) Organizational Citizenship Behavior (OCB) has a significant
effect on Supervision Performance (KP). (5) Servant Leadership
has a significant but negative direction on Supervision
Performance; (6 HR competencies have a significant effect on
supervisory performance; (7) organizational commitment has a
significant effect on supervisory performance; (8) Servant
Leadership has a significant effect on supervisory performance
mediated by Organizational Citizenship Behavior (OCB)
variables; (9) HR competencies have a significant effect on
supervisory  performance mediated by Organizational
Citizenship Behavior (OCB) variable, and (10) Organizational
commitment has an effect but not significant on supervisory
performance mediated by Organizational Citizenship Behavior

(OCB) variable. (5) Servant Leadership has a significant but
negative direction on Supervision Performance; (6 HR
competencies have a significant effect on supervisory
performance; (7) organizational commitment has a significant
effect on supervisory performance; (8) Servant Leadership has a
significant effect on supervisory performance mediated by
Organizational Citizenship Behavior (OCB) variables; (9) HR
competencies have a significant effect on supervisory
performance mediated by Organizational Citizenship Behavior
(OCB) variable, and (10) Organizational commitment has an
effect but not significant on supervisory performance mediated
by Organizational Citizenship Behavior (OCB) variable. (5)
Servant Leadership has a significant but negative direction on
Supervision Performance; (6 HR competencies have a significant
effect on supervisory performance; (7) organizational
commitment has a significant effect on supervisory performance;
(8) Servant Leadership has a significant effect on supervisory
performance mediated by Organizational Citizenship Behavior
(OCB) variables; (9) HR competencies have a significant effect
on supervisory performance mediated by Organizational
Citizenship Behavior (OCB) variable, and (10) Organizational
commitment has an effect but not significant on supervisory
performance mediated by Organizational Citizenship Behavior
(OCB) variable. (7) Organizational commitment has a significant
effect on Supervision Performance; (8) Servant Leadership has a
significant effect on supervisory performance mediated by the
variable Organizational Citizenship Behavior (OCB); (9) HR
competence has a significant effect on supervisory performance
mediated by the variable Organizational Citizenship Behavior
(OCB); and (10) Organizational commitment but not significant
effect on the performance of supervision mediated by the
variable Organizational Citizenship Behavior (OCB). (7)
Organizational commitment has a significant effect on
Supervision Performance; (8) Servant Leadership has a
significant effect on supervisory performance mediated by the
variable Organizational Citizenship Behavior (OCB); (9) HR
competence has a significant effect on supervisory performance
mediated by the variable Organizational Citizenship Behavior
(OCB); and (10) Organizational commitment but not significant
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effect on the performance of supervision mediated by the
variable Organizational Citizenship Behavior (OCB).

Keywords: Servant Leadership, HR Competence, Organizational
Commitment, Organizational Citizenship Behavior (OCB) and
Performance.

I. INTRODUCTION

Employee performance is a very important factor in
government and non-government organizations, because
high employee performance will determine the performance
of an organization. Hasibuan (2017) argues that performance
(work achievement) is a work result achieved by a person in
carrying out the tasks assigned to him based on skills, effort
and opportunity. This means that performance is a result of
someone's work obtained from the expertise they have so that
the work assigned can be done well, good work will show
accountability to the community (public). Besides that,

The performance of infrastructure project supervision
which is the work responsibility of a project supervisor, so
that the project he supervises is in accordance with the
contractor's work contract contained in the Work Agreement
(SPK) until the project is handed over to the project owner
with quality, quantity and functional assurance. Work or
infrastructure development activities have a time duration in
the employment contract. The duration of the work is related
to the characteristics of a region, considering the geographical
area of Tojo Una-Una Regency which is divided into two
large areas, namely mainland and islands, infrastructure
development projects require a large investment and time of
work. The development of the budget allocation for
infrastructure project development from 2016 to 2019 has
decreased, especially in 2019 there was a recofusing of the
APBD of approximately 50%, which prioritized Covid-19
health spending. Based on the results of the work inspection
audit by the BPK RI Representative of Central Sulawesi
Province, it was found that overpayments were found for the
lack of work volume or there were projects that were less
functional.

PerformanceSupervision of infrastructure project management
cannot be separated from the extent of the servant leadership
aspect of the project managers. Servant leadership according
to Robbin and Timothy (2018) is a leadership style that is
characterized by going beyond the leader's own interests and
will focus on opportunities to help his followers grow and
develop. A study on servant leadership that has been carried
out by Baykal and Kole (2018) which explains that to create a
good and productive atmosphere, it is necessary to create a
company condition where employees are grateful, and the
impact of gratitude is the feeling of pleasure of an employee
towards the leader so that it has an impact. on increasing the
competence to innovate the work of its employees.

Competence according to Erni Yuningsih and Ardianti (2019),
Fauzi Akhmad (2019) and Kuncoro et al (2019) shows that
competence has a positive and significant effect on employee
performance.Tojo Una-Una Regency has 225 project
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supervisors and only 85 people or 38% have competency
certificates. according toMcNamara et al (2007) that
companies will be able to determine which project manager
has the best mix of knowledge, experience, and personality for
a particular project.Construction failure is the condition of the
construction work that is not in accordance with the work
specifications as agreed in the construction work contract,
either partially or completely, caused by the error of the
service user and or service provider. Guidelines for
Regulation of the Minister of Public Works Number:
06/PRT/M/2008 concerning Guidelines for Supervision of
Construction Implementation, states that the Supervision of
the Implementation of Construction Works is an inherent
supervision by the organizer of construction work on the
implementation of construction work in the field of public
works facilities and infrastructure, both physical and non-
physical with emphasis on orderly implementation and results
of construction work which includes aspects of construction
work planning, procurement, control management, and
contract implementation.

Observing several studies on organizational commitment,
above, this research has the advantage of being able to reveal
that a person will stay in an Engineering Services company, if
he has high organizational commitment, leadership support,
and satisfied employees. This satisfaction creates supervisor
performance. However, this research has a weakness that it
does not include servant leadership, HR competencies and
variablesOrganizational Citizenship Behavior (OCB)into the
research model. Organizational Citizenship Behavior
(OCB)is an individual behavior that is free, not directly or
explicitly recognized in the reward system and in promoting
the effective functioning of the organization or in other words
OCB is employee behavior that exceeds the required role,
which is not directly or explicitly recognized by the formal
reward system. Free in the sense that the behavior is not a
requirement that must be carried out in a particular role or job
description or behavior that is a personal choice (Podsakoff et
al, 2000). Therefore, competence and organizational
commitment alone are not enough, especially in the
construction of infrastructure projects with difficult terrain,
such as projects in islands and remote areas.

Based on the description above, it can be explained that the
performance of supervision is measured by the level of
achievement of the aspects that are the targets of controlling
the implementation of work, namely: the achievement of ()
right quality, (b) on time, (c) right cost, and (d) orderly
administration. . Thus, in project supervision, Organizational
Citizenship Behavior (OCB) is very much needed. According
to Podsakoff et al (2000), Julie and Thompson (2017) OCB is
the behavior of employees or organizational members who
have citizenship traits (sense of belonging) which are
indicated by voluntary nature outside the job description and
are not regulated in company regulations, but greatly benefit
the company. because it can increase the effectiveness and
efficiency of the organization and is not connected to a formal
reward system.
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Based on the opinion above, and observing the phenomenon
of Organizational Citizenship Behavior (OCB) in the
supervision of infrastructure project managers in Tojo Una-
Una Regency, the author's observations indicate that
individual supervisors from outside the region have more
OCB characteristics, compared to local children themselves. .
They do it willingly and wholeheartedly if the project has
problems, and are quick to respond. Therefore, competence
and organizational commitment alone are not enough,
especially in the construction of infrastructure projects with
difficult terrain, such as projects in island locations or in
category 3 T (remote, underdeveloped, and outermost) areas.

Il. LITERATURE REVIEW

Servant  Leadership  Relationship
Citizenship Behavior (OCB)

The essence of servant leadership is how a leader has a moral
responsibility to serve that does not only focus on the
organization, but also pays attention to and empowers his
followers, customers and the community, so that they are able
to apply servant leadership to their work, so that OCB
behavior in the organization appears. on the nature of
compliance, loyalty, and voluntary participation in work
responsibilities and willing to help outside of work Organ
(2006) Podsakoff & MacKenzie (2003).

Several previous researchers stated that servant leadership is
related to OCB. Smith, (2005) and Vodey (2011) are the first
researchers who state that leaders who serve their followers
will produce followers who will also serve others, these
behaviors that serve others include helping co-workers,
bringing the good name of the organization to people. others,
encouraging others to express their opinions and ideas.
Therefore, the leader's role as a role model towards followers
shapes OCB behavior (Smith, 2005 and VVodey, 2011).

Other empirical studies conducted by Malingumu et al (2016)
and Amir (2019) have measured the influence of servant
leadership on Organizational Citizenship Behavior (OCB).
The results showed that servant leadership was positively
related to Individual Organizational Citizenship Behavior
(OCBI) and Organizational Citizenship Behavior (OCBO).
Furthermore, it is explained that servant leadership will have
an influence on Organizational Citizenship Behavior (OCB)
and creativity through team-member exchange. Two aspects
of OCB are distinguished: organizational citizenship behavior
towards individuals (OCBI), on the one hand, and taking on
additional tasks that benefit the organization (OCBO), on the
other hand,

withOrganizational

Harwiki (2013) tested the servant leadership model on
Organizational Citizenship Behavior (OCB), showing that the
servant leadership variable has no significant effect on OCB.
However, the results of research conducted on women's
cooperatives are different, in fact the results are significant
between servant leadership (SL) and OCB (Harwiki, 2015). In
line with the empirical research conducted by Amir (2019), it
shows the same results, that servant leadership has a positive
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and significant effect on OCB. POS (Perceived Organizational
Support) is also reported to significantly moderate the effect
of SL on OCB. In addition, it was unexpectedly reported that
trust in leaders (TIL). TIL did not mediate the effect of SL on
OCB. Perceived Organizational Support (POS).

H1 :Servant Leadership (servant leadership)significant effect
To Organizational Citizenship Behavior (OCB) Supervision
of Infrastructure Project Manager

HR Competency Relationship with Organizational Citizenship
Behavior (OCB)

The view of HR is a reflection of the revitalization of the role
of HR in organizational activities that view humans as one of
the success factors of the organization in realizing its mission
in accordance with the times. How management's efforts to
improve the quality of human resources in the future, both in
planning and in development are increasingly very
meaningful. Competence is needed at every level of
management, namely executive, manager/leadership level and
employees. At the leadership/executive level, several
competencies are needed, namely (1) strategic thinking; (2)
change leadership and (3) relationship management.

Research related to the influence of competence on
OCB, has been carried out by several researchersit was before,
among other things Rahman, et al (2018) stated that there is a
significant influence between HR competencies through
increased training and HR development on OCB, both
individual OCB and Organizational OCB. In line with Turek
and Agnieszka (2016), the results of this study confirm that
knowledge influences citizenship behavior in the workplace.

H2: HR competence has a significant effect on Organizational
Citizenship Behavior (OCB) Supervision of Infrastructure
Project Managers.

Organizational Commitment Relationship with
Organizational Citizenship Behavior(OCB)

Organizational commitment is an attitude that reflects
employee loyalty to an organization where organizational
members express their concern for the organization and their
continuous success and progress (Luthans, 2006). High
organizational commitment will affect the nature of
Organizational Citizenship Behavior (OCB) which can be
seen in altruism, sportsmanship, organizational loyalty, civic
virtue, conscientiousness, and self-development.

The results of empirical research which states that
organizational commitment has an effect on Organizational
Citizenship Behavior (OCB). (Claudia 2018; Kurniawan,
2015; Smith, 2005; Saraswati and Gamma, 2019).
Organizational commitment is basically seen as the
involvement and loyalty shown by an employee to his
superiors. This loyalty, related to the context of this research,
implies that a supervisor with high organizational
commitment is certainly willing to do more than just his
formal duties.
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H3: Organizational Commitment has a significant effect on
Organizational Citizenship Behavior (OCB) Supervision of
Infrastructure Project Managers.

Connection Organizational Citizenship Behavior (OCB) with
Performance

Organizations that are adaptive to the dynamics of change in
society which involve changes in paradigms, orientations,
values, behavior, structures, high-performing goals, take into
account that OCB is very necessary for the organization.
Research by Asiedu et al, 2014; Fairico et al, 2018 and Fatoni
et al, 2018 and Ismail et al, 2018) support the theory that OCB
behavior has a significant effect on employee performance.

Increasing employee productivity in organizational settings,
organizational citizen behavior (OCB) considered an
important factor in increasing efficiency (Bizri, 2018;
Chelagat, et al, 2015; Rahman & Chowdhury, 2018) has
found a positive relationship with organizational success
(Organ, 1995; Podsakoff & MacKenzie, 2003). In addition,
organizations view OCB as an important component for
organizational sustainability but this activity is rarely included
in formal job descriptions (Jain & Rizvi, 2018). However, the
absence of OCB among employees can jeopardize the
continuity of the organization (Ahmad & Zafar, 2018). Recent
research has shown that, demonstration of higher levels of
OCB significantly affects productivity, efficiency and
customer satisfaction for an organization (Miao, Humphrey &
Qian, 2018; Podsakoff, 2007). Whiting, Podsakoff, & Blume,
2009; Wombacher & Felfe, 2017).

H4: Organizational Citizenship Behavior (OCB) has a
significant effect on the Supervision Performance of
Infrastructure Project Managers.

Relationship between Servant Leadership and Performance

The Impact of Servant Leadership on Performance has
attracted much attention in the last decade in leadership
studies because of its focus on serving others first. The extant
literature requires a better understanding of the mechanisms
underlying servant leadership to positively influence
performance in an organization. This has been proven by
empirical researchbyAlafeshat et al (2019) and Kurniawan
(2019). In line with the research results of Saleem et al (2020),
Baykal and Kole (2018) reaffirm that servant leadership has a
significant effect on employee performance.

Great leadership is a leader who is willing to serve, and
encourages other employees to continue to work better and
sincerely. A leader who has servant leadership traits to
improve the performance of his employees through
measurable dimensions. In addition, it creates effective and
efficient employee performance as well as rational and
emotional positive nature in working for the betterment of the
organization.

H5: Servant Leadership has a significant effect on the
Supervision Performance of Infrastructure Project Managers.
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Relationship between HR Competence and Performance

Competencies are based on the skills needed in the workplace
that describe the skills required by each individual that enable
them to carry out their duties and responsibilities effectively
and raise the standard of professional quality in the
workplace. Competence is a basic human characteristic that
comes from real experience and affects performance in the
workplace or improvement solutions according to specific
needs.

Previous research that says that HR competence affects the
performance of project supervisors (Zaidir et al, 2014; Usman,
2018; Adiwijaya, 2017;Manani & Thomas, 2019). Martini et
al, (2018) the results of an empirical study say that HR
competence has an effect on service performance. The
findings of Lotunani et al (2104) state that HR competence
has a positive and significant effect on the performance of
government employees.It means,the higher the competence of
civil servants, the greater the performance. The results show
that civil servants must have good competence to create and
maintain their performance, so that they can perform their
duties in the office professionally.

Competence as a paradigm that is believed that civil servants
will work successfully if they have good competencies, as
Palan (2008) said that competence is related to behavioral
traits that are described in motivation, personal traits, self-
concept, values, knowledge and skills employees have in their
workplace. In addition, Robbins (2018) explains that
competence is the ability of employees to perform tasks that
have two factors, namely; intellectual competence and
physical competence. Intellectual competence is the ability of
employees to perform mental activities. While physical
competence is the ability to perform activities that require
stamina, speed and skill. Therefore,

H6: HR competence has a significant effect on the
Performance of Supervision of Infrastructure Project
Managers

Relationship between Organizational Commitment and

Performance

Luthan (2006) explains that organizational commitment is
reflected in the attitude and loyalty of employees to an
organization, where members of the organization express their
concern for the success of the organization and care for the
progress of the organization on an ongoing basis. Previous
researchers have measured organizational commitment
referring to the theory of Meyer and Allen (2009), namely 3
(three) dimensions of organizational commitment, namely:
affective commitment, normative commitment and ongoing
commitment.

Organizational commitment with these three
dimensions has been tested based on an empirical study which
states that organizational commitment has a significant effect
on the performance of Civil Servants (Lotunani).et al,
2014,Fatoni et al, 2018, and Martini et al, 2018). To create a
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higher performance of civil servants, a higher commitment is
needed. The theory of commitment discusses the importance
of commitment in the workplace, stating that employees will
work well and complete tasks, if they have high commitment.
Employees who have high organizational commitment also
have a positive outlook, and will do their job for the
organization. By doing so, employees will do their best and
take responsibility to improve their well-being in the
organization where they work. (Meyer & Allen, 2009).

Next up, CumMing and Worley (2005) suggest that
in organizational life, commitment must come from the
organizational level. Commitment is needed to develop a solid
organization to face competition (environmental demands)
that come from customers and competitors. Besides
that,Mrayyan & lbrahim Al-Faori (2008)claim that in order to
maintain the commitment of civil servants, they must perform
or carry out their duties well. And civil servants should be
given the opportunity to develop their careers and professions.

H7: Organizational commitment has a significant effect on the
Supervision Performance of the Infrastructure Project
Manager

Servant Leadership Relationships With the Infrastructure
Project Manager's Supervision Performance mediated by the
variable Organizational Citizenship Behavior(OCB).

Manager supervision performancelnfrastructure projects are
influenced by how much Servant Leadership a leader has in
management through the variable Organizational Citizenship
Behavior (OCB). This indicates that Organizational
Citizenship Behavior (OCB) has a mediating role such as the
nature of Altruism possessed by a supervisor, Sportmanship,
Organizational loyalty, Civic virtue, Conscientiousness, and
Self-development. The role mediated by the OCB in the
research carried out byAristania, (2016) The results of this
study indicate that servant leadership has a significant positive
effect on employee performance mediated by organizational
citizenship behavior (OCB). Besides that,Siswanti & Anjasasi,
(2017)placing  the Intervening  Variable  Perceived
Organizational Support (POS) which mediates the influence
of servant leadership on employee's organizational member
performance (EOMP). Another case is the research model of
Simamora et al., (2019) which has analyzed the influence of
servant leadership on employee performance with employee
engagement and organizational citizenship behavior as
mediating variables at Mandiri Inhealth companies. The
results of the study are that there is a direct influence of
servant leadership on employee performance, there is a direct
influence of servant leadership on employee engagement,
there is a direct influence of employee engagement on
employee performance, and there is a direct influence of
servant leadership. on organizational citizenship behavior,
there is a direct influence of organizational citizenship
behavior on employee performance,

Different research conducted byElche et al., (2020)which tries
to reveal the process underlying the relationship between
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supervisory servant leadership and employee organizational
citizenship behavior (OCB) by placing the intervening
variable the mediating role of employee empathy — individual
level — and group service climate — group level. The most
interesting finding is the indirect effect of supervisory servant
leadership on employee OCB through the mediating role of
employee empathy — individual level — and group service
climate — group level.

StudyQiu & Dooley, (2022),Ruiz-Palomino et al.,
(2021)andAstrini Amir & Amir, (2019)This research model
places the perception of justice as an intervening variable to
measure the relationship between servant leadership and civic
behavior (OCB). They found that perceptions of procedural
fairness and trust in leaders had a full mediating effect on the
relationship between servant leadership and customer-oriented
organizational citizenship behavior. Perception of procedural
fairness is positively related to trust in the leader. This
research locates,Iswahyudi & Idris, (2017), said there was a
relationship that commitment did not affect OC behavior,
Servant leadership and empowerment influenced OCB
behavior, commitment and empowerment did not affect
performance, servant leadership and OCB behavior affected
performance. Testing the indirect hypothesis proves that OCB
does not mediate the role of commitment on performance, and
that OC behavior partially mediates the role of servant
leadership and empowerment on performance.

H8: Servant Leadership has a significant effect
onPerformance of Supervision of Infrastructure Project
Manager mediated by variable Organizational Citizenship
Behavior (OCB).

The Relationship between HR Competence and Supervision
Performance of Infrastructure Project Managers mediated by
the variable Organizational Citizenship Behavior (OCB).

The Relationship between HR Competence and Supervision
Performance of Infrastructure Project Managers mediated by
the Organizational Citizenship Behavior (OCB) variable, no
one has examined this research model, but what is associated
with the work environment as a moderating variable on
Organizational Citizenship Behavior (OCB), has been
investigated bySuprapti & Rizal, (2022). The findings show
that the work environment moderates the influence of
personality on Organizational Citizenship Behavior (OCB),
while the work environment moderates the influence of
competence on employees' Organizational Citizenship
Behavior (OCB).Setiawan Alhasani et al., (2021)examine and
analyze the effect of competence and organizational
commitment on Organizational Citizenship Behavior (OCB)
and the performance of Regional Office employees. The
results of this study indicate that competence has an effect on
OCB. And Competence has an effect on employee
performance. This means that the higher the employee's
competence, the higher the OCB character of the employee
and the higher the OCB, the higher the performance.
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Furthermore,Sulistiani et al  (2022)highlighting  the
relationship of competence to employee performance through
Organizational Citizenship Behavior (OCB) as an intervening
variable.The findings state thatCompetence has a positive
effect on employee performance through Organizational
Citizenship Behavior as an intervening variable. Based on the
results of the research that has been done, the researchers
suggest implementing Organizational Citizenship Behavior to
mediate between competence and employee performance. On
the other hand,Suprapti & Rizal, (2022)deliver resultsthe
finding thatCompetence has a positive effect on
Organizational Itizenship Behavior (OCB) and is mediated by
the work environment.

Irfan et al., (2022)This study succeeded in proving that
strategic change management can mediate between the
competence variable and the organization performance
variable. Other research conducted bySon & Writer,
(2021)explained that Organizational Citizenship Behavior
mediates the influence of Leadership on Employee
Performance  Furthermore,  Organizational  Citizenship
Behavior does not mediate the effect of Motivation on
Employee Performance on employees of the Medan City
Regional Tax and Retribution Management Agency. This
indicates that some of the studies above have not measured
the competency variable mediated by OCB on performance.

H9: Human Resources Competence Has Significant Influence
on Supervision Performance of Infrastructure Project Manager
mediated by Organizational Citizenship Behavior (OCB)
variable.

The Relationship between Organizational Commitment and
Supervision Performance of Infrastructure Project Managers
mediated by Organizational Citizenship Behavior (OCB)
variable.

The Relationship between Organizational Commitment and
Performance mediated by the variable Organizational
Citizenship  Behavior (OCB), where the research
resultsAristania, (2016)stateorganizational commitment has a
significant positive effect on employee performance and
organizational commitment has a significant positive effect on
employee performance mediated by organizational citizenship
behavior (OCB). This implies that the higher the
organizational commitment, the higher the performance
mediated by the OCB value.

Furthermore,Roza et al., (2021)measuring the Influence of
Servant Leadership and Organizational Commitment on
Organizational Citizenship Behavior (OCB) with Job
Satisfaction as Intervening Variable. This study results that
there is a significant influence between the influence of
Servant Leadership and Organizational Commitment on
Organizational Citizenship Behavior (OCB) with Job
Satisfaction as an Intervening Variable, this indicates that the
placement of the intervening variable job satisfaction is to
measure whether or not the influence of Organizational
Commitment on performance is mediated by job satisfaction,
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the higher the job satisfaction, the higher the OCB. This
indicates that the higher the employee's commitment, the
higher the performance mediated by the strength of employee
job satisfaction.

Based on this description, it can be interpreted that
supervisory performance is determined by how closely the
relationship between organizational commitment is mediated
by OCB.

H10: Organizational Commitment has a significant effect on
the Supervision Performance of Infrastructure Project
Managers mediated by the variable Organizational Citizenship
Behavior (OCB).

The conceptual framework
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Figure 1. The conceptual framework

Keterangan:
SL : Servant Leadership

KESDM : Kompetensi SDM

KO : Eomitmen Organisasi

OCB : Organizational Citizenship Behavior
EP - Kinerja Pengawasan

1. METHODOLOGY

This type of research includes the type of research
Explanatory or Confirmatory Research. Explanatory or
Confirmatory Research is a type of research that highlights the
relationship between research variables and tests hypotheses
that have been formulated previously (Sekaran and Bougie,
2017). The same opinion was expressed by Sugiyono (2017)
that explanatory research is research that explains the position
between the variables studied and the relationship between
one variable and another. The types of data used in this
research are qualitative data and quantitative data. According
to Sekaran and Bougie (2017). Quantitative data is data that is
measured on a numerical scale (numbers). Meanwhile,
qualitative data is data that cannot be measured on a
numerical scale. Population All managers of infrastructure
projects in Regional Apparatus Organizations (OPD). The
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total population is 225 people managing infrastructure
projects.

Furthermore, quantitative research is research whose data is
quantitative data so that the data analysis uses quantitative
analysis (inference). Quantitative data is in the form of
numbers, or qualitative data are numbered such as: 1, 2, 3, 4,
and 5, or a score of 5 = Very important, a score of 4 =
important, a score of 3 = sufficient, a score of 2 = not
important, and a score of 1 = very unimportant.

Sampling and data collection

The sample according to Sugiyono (2015) is: part of the
number and characteristics possessed by the population. If the
population is large, and it is impossible for the researcher to
study everything in the population, for example due to limited
funds, manpower and time, the researcher can use samples
taken from that population, and if the population is small, the
whole sample is taken (Sudaryono, 2018). Furthermore, to
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determine the sample size, the researchers used the Slovin
formula (Sugiyono, 2017). The number of samples is 144
samples. Sampling technique using proportionate stratified
random sampling and simple random sampling (simple
random sample). The research design used to analyze and
interpret the data is verification analysis, used to measure
quantitative data and test the hypothesis by using the Partial
Least Square (PLS) equation model, which is a multivariate
technique that analyzes a series of dependency relationships
between latent variables. Partial Least Square (PLS) model
consists of structural equations and measurement equations.
The measurement of the structural model can be summarized
in the table below (Hair, et al, 2011):

IV. RESEARCH RESULT

This research, in testing the hypothesis using analytical
techniquesPartial Least Square (PLS) with smartPLS 3.0
program. The following is a schematic model of the PLS Inner
Model

program that was tested:

Figure 2 Inner Model

Source: Primary Data Reprocessed Year 2021

Hypothesis test

Based on the results of the processed SEM-PLS data, it can be
used to test the research hypotheses presented in Table 1.
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Table 1. Hypothesis Testing

Hypothesis Original | Sampel | Standar T . Kesim-
L . P-Value Hasil
Pengaruh Langsung; Sampel Mean | Deviasi |Statistik pulan
H1 ([Servand Ledearship (SL) X1 ->
Organizational Citizenship Behavior 0,334 0,343 0,117 2,852 0,005 Signifikan Terima
(OCB) (Y1)
H2 [Kompetensi SDM (X2) ->
Organizational Citizenship Behavior 0,381 0,374 0,108 3,513 0,000 Signifikan Terima
(OCB) (Y1)
H3 |Komitmen Organisasi (X3) ->
Organizational Citizenship Behavior 0,226 0,223 0,104 2,178 0,000 Signifikan Terima
(OCB) (Y1)
H4 |Organizational Citizenship Behavior
(OCB) (Y1) -> Kinerja Pegawasan 0,360 0,363 0,114 3,161 0,002 Signifikan | Terima
(KP) (Y2)
Signifikan,
Servand Ledearship (SL) X1 -> tetapi .
H5 Kinerja Pegaasan (KP) (Y2) -0,184 -0,188 0,092 1,988 0,046 T Terima
negatif
H6 |Kompetensi SDM (X2) -> Kinerja o .
Pegawasan (KP) (Y2) 0,356 0,383 0,126 2,184 0,002 Signifikan Terima
H7 |Komitmen Organisasi (X3) -> Kinerja A .
Pegawasan (KP) (Y2) 0,241 0,236 0,120 2,016 0,044 Signifikan | Terima
Pengaruh Tidak Langsung
H8 |Servand Ledearship (SL) X1 ->
Organizational Citizenship Behavior | 19 | 955 | 0057 | 2,102 | 0039 | Signifikan |Terima
(OCB) (Y1) -> Kinerja Pegawasan ' ' ’ ' '
(KP) (Y2)
H9 |Kompetensi SDM (X2) ->
Organizational Citizenship Behavior . .
(OCB) (Y1) -> Kinerja Pegawasan 0,146 0,142 0,059 2,464 0,014 Signifikan |Terima
(KP) (Y2)
H10 |Komitmen Organisasi (X3) ->
Organizational Citizenship Tidak
Behavior (OCB) (Y1) -> Kinerja 0,086 0,089 0,054 1,597 0.111 Signifikan Tolak
Pegawasan (KP) (Y2)

Source: Primary Data Reprocessed Year 2021

Based on Table 1 above, it shows that of the 7 hypotheses
tested directly, there are 6 (six) hypotheses that have a
significant effect. While the 5th (five) hypothesis has a
significant effect but the direction of the influence is negative
on supervisory performance. Furthermore, the indirect effect,
through the mediating variable, turned out that the 10th
hypothesis (ten) was not significant and the conclusion was
rejected.

V. DISCUSSION

The influence of Servant Leadership To Organizational
Citizenship Behavior (OCB) Supervision of Infrastructure
Project Manager

Servant Leadership(SL) has an influence on Organizational
Citizenship Behavior (OCB) Supervision of Infrastructure
Project Managers. This implies that Servant Leadership is
very important to have a serving characterinSupervision of
Infrastructure Project Manager in Tojo Una-Una Regency to
encourage OCB nature. This character is more emphasized in
the Vision Dimension, meaning that a project leader provides
good direction for supervisory work, the leader has a clear

vision of project success, the leadership provides
encouragement so that activities are carried out according to
the target, and the leader provides an explanation of project
implementation and can inspire supervisory actions.

The results of this dissertation research are in line with the
empirical findings conducted by Meilani, and Setyo Riyanto
(2022). The results of this study indicate that the aspect of
servant leadership has a positive and significant effect on
Organizational Citizenship Behavior (OCB). Such is the
caseGnankob et al., (2022) in this study found that servant
leadership has a significant positive effect on OCB. However,
it is different from the results of research conducted by Putra
and Author (2021) where the results of his research stated that
leadership has a positive but not significant effect on
organizational citizenship behavior (OCB). Research support
Slack, et al (2017) explains that servant leadership helps
especially when things go wrong, and has high moral and
ethical standards at all times, and continuously treats
employees well.

Based on the discussion above, it can be concluded that
leaders should have Servant Leadership traits such as being
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able to show mutual love/compassion, able to manage
empowerment and emphasis on collaboration, have a vision of
the future direction of the organization that will be brought by
a leader, maintain humility by showing respect for employees
and acknowledging employee contributions to the team, and
(e) servant-leaders are selected people who are chosen based
on an advantage that causes the leader to gain trust, so by
having servant-leader traits, supervisors will be reflected in
Organizational Citizenship Behavior (OCB) in managing the
Infrastructure Project, such as:Altruism which shows a
behavior to help others voluntarily, Sportsmanship which
shows a willingness or tolerance in an organization, loyal
behavior, individually voluntarily participates, voluntarily
carries out their duties creatively, and shows individual
behavior related to efforts to increase knowledge, skills and
abilities without being asked.

Influence HR Competence To Organizational Citizenship
Behavior (OCB) Supervision of Infrastructure Project
Manager

HR competencies have an effect on the Organizational
Citizenship Behavior (OCB) of the Infrastructure Project
Manager. This indicates that high HR Competence is very
important in supervising Infrastructure Project Managers to
encourage OCB characteristics. High competence of human
resources is reflected in the implementation of supervision is
the dimension of nature. Although other dimensions are also
very important, such as dimensions, knowledge, skills,
motives, and self-image. These dimensions require
supervisors who are willing to cooperate as a team towards
project implementation, are open to each other to project
implementation problems, and supervisors are willing to
accept suggestions from colleagues.

This study is in line with the findings of research conducted
by Rubel and Rahman (2018), Turek and Agnieszka (2015),
Suhardi  (2019). This implies that the Supervisors of
Infrastructure Project Managers should have high competence
to encourage the achievement of Organizational Citizenship
Behavior (OCB) goals, especially in the answers to high
supervisory assessments, namely: the Knowledge dimension,
which is a factual indicator possessed by the supervisor in
accordance with the work specialization. And what is weak
from the Knowledge dimension, namely Conceptual owned
by the supervisor is considered quite weak with work
specialization. In addition, the supervisor's assessment of the
importance of having project administration skills, and what is
still weak is the project managerial skills possessed.

Based on the discussion above, it can be concluded that
competence is very important to pay attention to, especially in
project work that requires special specifications and high
skills. Such as, studying & understanding working drawings,
technical specifications, contracts and related documents,
establishing a field inspector organization, and checking and
validating permits for carrying out supervisory work. This can
be interpreted as having sufficient competence (knowledge,
skills, motivation, character and self-image, so it is expected
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to contribute voluntarily to the level of OCB implementation.
In the implementation of project management as an effort to
achieve a goal with resources as efficiently as possible. As a
work plan with a certain achievement target completed within
a certain time span with an approach or method to manage a
project effectively and efficiently. In order for a project to run
smoothly, it must go to project goals with specifications that
have been determined at the beginning and good project
management is needed. In this process, many things such as
budget, deadline and project scope have to be planned. In
every project there are risks, especially in large-scale projects,
the many decisions that must be taken make the many
possible obstacles and risks that will arise. To avoid these
risks, supervisors look for solutions by considering all
possibilities that can occur.

Influence Organizational Commitment To Organizational
Citizenship Behavior (OCB) Supervision of Infrastructure
Project Manager

Commitment has an effect on the
Organizational ~ Citizenship  Behavior (OCB) of the
Infrastructure  Project Manager. This suggests that
organizational commitment is very important to pay attention
to, especially on the dimensions of sustainable commitment,
in addition to the dimensions of affective commitment and
normative commitment that can encourage the OCB nature of
project supervisors. Continuing commitments, namely: the
project supervisor is aware of the disadvantages if he leaves
the supervisory job, the project supervisor feels great benefits,
if he persists in the supervisory job, the project supervisor will
continue to work as a project supervisor due to accepted
economic reasons, and the project supervisor feels a sense of
kinship in project supervision team. However,

This study is in line with the findings,Jalil (2012),Saraswati &
Hakim, (2019),Fazriyah et al., (2019),Rahmati et al.,
(2021),Rahmatillah et al., (2022), andAbd-Elaziem et al.,
(2022)who found that there was a significant effect between
organizational commitment to OCB. And further explained
that OCB is an employee's initiative behavior in doing work
that is not related to a reward, but can help increase
effectiveness for the company. Basically, employees who
have OCB behavior will include behaviors such as helping
other employees, volunteering to do additional tasks, obeying
the rules and procedures in the workplace. Basically,
employees who have good OCB will have these dimensions in
themselves, namely altruism, courtesy, sportsmanship, civic
virtue, and conscientiousness.Grego-Planer, (2019)which
addresses the issue of organizational commitment as one of
the antecedents of OCB which identifies and assesses the
degree of correlation between individual dimensions of
organizational commitment and Organizational Citizenship
Behavior in public and private organizations in Poland. The
results of the study revealed that in general, there is an equal
frequency of Organizational Citizenship Behavior in the
public and private sectors. However, in public institutions,
OCB in the interpersonal dimension occurs more often, while

Organizational
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in private institutions it occurs more often in the
organizational dimension. Furthermore, this study is different
from that found bySengkey et al., (2018)andAlsheikh &
Sobihah, (2019)has a negative and insignificant effect on
OCB, which is measured in the sample of PT Sport Glove
Indonesia employees and in the sample at the regional
secretariat.

Based on the discussion above, it can be concluded that the
commitment in supervising project implementation is very
important. Such as, affective commitment, normative
commitment, and continuance commitment. The commitment
that is still weak in the findings of this dissertation is the
supervisor's affective commitment. Affective commitment
refers to the emotional side attached to the supervisor. There
is a tendency that project management supervisors who have
weak affective commitment will be less loyal to the
organization they work for. This indicates that the importance
of a strong work commitment for each supervisor, it will give
birth to a high organizational citizenship behavior (OCB) for
each supervisor, and will be illustrated in the nature of helping
fellow supervisors selflessly, participating without being
ordered,

Influence Organizational Citizenship Behavior (OCB) on the
Performance of Supervision of Infrastructure Project
Managers.

Organizational Citizenship Behavior(OCB) has an effect on
the Performance of the Infrastructure Project Manager
Supervisor. This indicates that the nature of Organizational
Citizenship Behavior (OCB) is very important to encourage
supervisory performance. The nature of OCB in this research
is illustrated through the dimensions of high Self
Development, in addition to the dimensions of Altruism,
Sportmanship, Organizational loyalty, Civic virtue, and
Conscientiousness. Dimensions of high self-development,
which are willing to pay their own costs to improve skills,
willing to pay their own costs, if there is supervision of work
that must be done immediately, and willing to take the time to
help work colleagues problems.

This study supports the results of research by Harwik (2013),
Sa'adah & Rijanti, (2022), and Fairico (2018), explain that
OCB has a positive and significant effect on performance.
Furthermore, other empirical studies that are in line with the
results of this dissertation are the research of Asiedu et al
(2014), Ramadhan et al (2018) and Fatoni et al, (2018) and
Ismail et al (2018). This study strengthens that OCB behavior
has a significant effect on employee performance (Bizri, 2018;
Chelagat, Chepkwony & Kemboi, 2015; Rahman &
Chowdhury, 2018; Yang et al, 2016). Similarly, another
opinion is to find a positive relationship with organizational
success (Organ, 2006; Podsakoff & MacKenzie, 2003). This is
reinforced by the theory put forward by Robbins and Timothy
(2018) that OCB is a discretionary behavior (wisdom) that
contributes to the psychological and social environment in the
workplace.
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On the other hand, in contrast to the findingsSon and Writer
(2021)which places the performance variable as the
independent variable while OCB as the dependent. The results
state that performance has a positive but not significant effect
on organizational citizenship behavior (OCB). This means
that the higher the employee's performance, but the change in
performance is small. Kinicki and Kreitner (2015) point to
behavior outside the normal job duties of employees who
exceed their call of duty or exceed the requirements of their
work roles (out-of-role) or OCB is employee behavior that
exceeds the required role, which is not directly or explicitly
recognized by the system. formal rewards (Organ, 2006 and
Steers et al, 1996).

Based on the discussion above, it can be concluded that the
nature of supervisors as reflected in Organizational
Citizenship Behavior (OCB) in supervising project
implementation is very important for every supervisor to
grow. Such as, described in the nature of helping fellow
supervisors selflessly, participating without being ordered,
and being individually creative in work. The nature of the
OCB owned by the supervisor will contribute to the influence
of the Supervisory Performance of the Infrastructure Project
Manager, which is implemented in the implementation and
results of the project development work that is of the right
people, on time, on the right cost, with the right quality and
the project is beneficial to the community.

The influence of Servant Leadership On the Performance of
Supervision of Infrastructure Project Managers

Servant Leadership has an influence but the direction of the
influence is negative on the Performance of the Infrastructure
Project Manager. This suggests that although Servant
Leadership is very important to encourage supervisory
performance, it only has a small effect, so that in improving
supervisory performance a breakthrough is needed that can
increase higher performance. For example, increasing
supervision and monitoring of project implementation which
is geographically very difficult (archipelagic area), it is
necessary to anticipate risk management (climate risk,
material risk, natural disaster risk).

In addition, this dissertation research is different from the
findings of Harwik (2013), Putra and the Writer (2021),
Alafeshat et al (2019), Kurniawan (2019), Saleem et al (2020)
and Baykal & Kole (2018 stating that servant leadership
influences performance in an organization. This indicates that
the empirical findings can be interpreted that it is very
important in an organization to have Servant Leadership traits,
namely the dimensions of Love, Empowerment, Vision,
Humility Heart (Humility) and Trust.

Based on the discussion above, it can be concluded that the
nature of Servant Leadership is very important to grow for
supervisors so that having a servant leadership trait can make
a real contribution to the performance of the Infrastructure
Project Manager Supervisor. For example, if there is a delay
in terms of implementation time and findings of inefficiency
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in project implementation, a supervisor will prioritize a
servant leadership approach, so that guidance and prevention
of findings are prioritized. Encouragement of Servant
Leadership Traits (leadership that serves) will have an impact
on the performance of supervisors. Especially the 5 (five)
principles of supervision to be more effective and efficient,
namely:

Influence HR Competence on the Supervision Performance of
Infrastructure Project Managers

HR competencies have an effect on the Performance of the
Infrastructure Project Manager Supervisor. This implies that
HR competence is very important to encourage supervisory
performance. That is, the better the competence of HR, the
higher the performance. Of the 5 dimensions of HR
competence measured, namely Knowledge, Skills, Matives,
Traits, and Self-image dimensions, namely the dimensions of
traits that make the biggest contribution to performance. For
example, Supervisors have the nature of being responsible for
project implementation, Supervisors are willing to cooperate
as a team in project implementation, Supervisors are open to
each other to project implementation problems, and
Supervisors are willing to accept suggestions from colleagues.

This research is different from that found by Zaidir et al,
(2014) Usman, (2018), Adiwijaya, (2017), Manani & Thomas,
(2019) and Martini et al (2018). dimensions of Knowledge
and dimensions of Skills. Besides that,Wardhana
(2014)explained that the success of the implementation of a
construction project will be largely determined by the quality
of the people who handle it, especially those who hold
important roles such as project supervisory consultants, so that
in selecting the supervisory consultant who will occupy the
position, the necessary criteria must be met. In addition,
competence is a very important factor for supervisory
consultants in producing good performance.

Based on the discussion above, it can be concluded that the
competence of supervisors is very necessary, so having
sufficient competence, especially the competence of
knowledge and skills which is stated to be very high, will
contribute to the influence of supervisory performance. For
example, supervision must be independent and separate from
supervised activities, there are 4 (four) supervisory norms that
supervisors must know, namely: supervision must be carried
out with the required professional expertise and thoroughness,
the scope of supervision includes testing and evaluation of the
effectiveness of the control system. internal control owned by
the organization being supervised, including the quality of the
implementers of the functions and tasks carried out, and the
implementation of supervision includes planning supervision,
testing and evaluating information, notification of the results
and follow up. Professionalism is part of obedience to
supervisory norms, because according to research
resultsSyiddah et al (2021)explains that internal control and
employee integrity affect fraud prevention. This can be
interpreted that the nature of professionalism as illustrated by
high integrity and strict internal control will have an impact
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on the performance of project management supervision, which
is measured in the evaluation and monitoring carried out by
the supervisor on a regular basis for every activity in the field
of Monev Bappeda and Inspectorate.

The Effect of Organizational Commitment on the Performance
of Supervision of Infrastructure Project Managers.

Organizational Commitment has an effect on the Performance
of the Infrastructure Project Manager. This indicates that
organizational commitment is very important to encourage the
Performance of Supervision of Infrastructure Project
Managers. This organizational commitment is illustrated by
organizational commitment which has the greatest influence,
namely the dimension of continuous commitment, in addition
to affective commitment and normative commitment. The
dimensions of this continuance commitment include, among
others, the project supervisor is aware of the disadvantages if
leaving the supervisory job, Project supervisors find it
great to remain in the supervisory job, The project
supervisor will continue to work as a project supervisor for
acceptable economic reasons , and Project supervisors
feel a sense of kinship in the project supervision team.

This research is in line with research by Aisyah et al (2020),
Handry (2020), Cahyani et al (2020), Fadli and Farid (2020),
Lotunani et al (2014), Fatoni et al (2018) and Martini et al
(2018). It can be explained that organizational commitment is
an attitude that reflects employee loyalty to an organization
where organizational members express their concern for the
organization and their continuous success and progress.
(Luthans, 2006). The explanation of the results of this study,
that a high commitment can trigger an increase in the
Performance of the Infrastructure Project Manager Supervisor.
Performance can be improved through the dimensions of high
Knowledge and Skills on the implementation of infrastructure
project management in Tojo Una-Una Regency, so that it is in
accordance with the targets in the work contract.

Failure of the construction of a project according toSuryadi et
al (2021)namely the low quality of human resources who
occupy the highest rank, the quality of work that is not in
accordance with specifications, improper planning, low levels
of supervision and a contractor culture that does not prioritize
construction quality. On the other hand,Tri et al
(2021)explained that the dominant factors that can affect the
productivity of field supervisors from the Public Works
Department are field factors and work environment, human
resource factors, needs factors and communication factors.

On the other hand,Eternal (2019)Overall, a common mistake
made by supervisors in the field is that they are often not
disciplined in carrying out routine supervision. In addition,
supervisors also often ignore very small-scale measures. Not
being observant in reading pictures is another common
mistake supervisors make.

Based on the discussion above, it can be concluded that the
commitment in supervising project implementation is very
important. Such as, affective commitment, normative
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commitment and continuance commitment. The commitment
that is still weak in the findings of this dissertation is the
supervisor's affective commitment. Affective commitment
refers to the emotional side attached to the supervisor. There
is a tendency that project management supervisors who have
weak affective commitment will be less loyal to the
organization they work for. This indicates that the importance
of a high work commitment to each supervisor, it will increase
the high supervisory performance of each supervisor, and will
be reflected in the implementation of the supervisor's
performance in the implementation of project activities that
are on time, at the right cost, with the right people,

Messah et al (2013)explained that a construction project is an
activity carried out within a limited schedule, limited
resources to reach the physical buildings and other
infrastructure. Construction projects involve contractors,
design consultants, supervisory consultants who are bound to
each other in a work agreement called a contact. The success
of a construction project depends on the fulfillment of the
schedule, cost and quality specified in the contract. During
project implementation, it often happens that the project takes
longer to complete due to the many parts involved. In Tojo
Una-Una Regency, the main factors for delays are lock of man
power and material supply factors, especially in the
archipelago.Subandiyah Azis et al (2016),Qadam et al
(2021),Sianturi (2022)andSitumorang, (2022) Project control
is carried out so that the project continues to run within the
stipulated time, cost and performance limits. Sources of data
used are the results of field observations and data from the
executor of the work.

The influence of Servant Leadership On the Performance of
Supervision of Infrastructure Project Managers mediated by
the variable Organizational Citizenship Behavior (OCB).

Servant Leadership has an influence on the Supervision
Performance of the Infrastructure Project Manager mediated
by the Organizational Citizenship Behavior (OCB) variable.
This informs that Servant Leadership can
encouragePerformance of Supervision of Infrastructure
Project Manager mediated byOrganizational Citizenship
Behavior(OCB). This means that Servant Leadership cannot
measure performance without strengthening Organizational
Citizenship Behavior (OCB) values. Therefore, the value of
Organizational Citizenship Behavior (OCB) is considered
very important, especially the dimension of affection (love)
which provides the highest loading factor, in addition to other
dimensions, namely the empowerment dimension, the vision
dimension, the humility dimension, and the trust dimension.
The implementation of the affection dimension, namely:
leadership attention to supervisor rights, leadership attention
to supervisor complaints, leadership paying attention to the
welfare of the supervisor's family, leadership attention to
supervisory career opportunities, leadership attention to
supervisory complaints, leadership paying attention to the
welfare of the supervisor's family,
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This research is in line with research conducted byMattalatta,
(2019)and which measures leadership on employee
performance mediated by job satisfaction and OCB and the
results of his research found that leadership has a positive and
significant effect on employee performance mediated by
organizational citizenship behavior. Meanwhile, leadership
has no significant positive effect on employee performance
mediated by job satisfaction. Besides that,lstikhomah
Sholikhah et al., (2020)found that 1) there was no significant
effect of the servant leadership variable on organizational
citizenship behavior; 2) There is a significant influence of
organizational commitment variable on organizational
citizenship behavior; 3) There is an influence of the servant
leadership variable on employee performance; 4) There is no
influence of organizational commitment variable on employee
performance; 5) There is an influence of Organizational
Citizenship  Behavior on  Employee  Performance.
Furthermore,Elche et al.,, (2020),Simamora et al.,
(2019)andRuiz-Palomino et al., (2021b)found that there is an
indirect effect of servant leadership on employee performance
through mediating organizational citizenship behavior (OCB).

Based on the findings in the dissertation and other empirical
research, in the context of service leadership in the context of
improving supervisory performance it can encourage OCB
values so that the implementation of infrastructure project
supervision in Tojo Una-Una Regency runs according to the
targets and outcomes/impacts expected by the community.
public.

Influence of HR Competence On the Performance of
Supervision of Infrastructure Project Managers mediated by
the variable Organizational Citizenship Behavior (OCB).

HR competence has an influence on the performance of the
infrastructure project manager mediated by the variable
Organizational Citizenship Behavior (OCB). This implies that
the better the competence of the HR working on the project
supervision work, the higher the supervisory performance, but
the increase in performance is due to the effect of the
supervisor's OCB values. Therefore, the value of OCB
through dimensions that have a large contribution needs to be
considered, namely the trait dimension, in addition to other
dimensions, namely: the knowledge dimension, the skill
dimension, the motivation dimension, and the self-image
dimension.

The dimensions of this trait are illustrated in the
implementation that supervisors have the nature of
responsibility for project implementation, supervisors are
willing to cooperate as a team in project implementation,
supervisors are open to each other to project implementation
problems, and supervisors are willing to accept suggestions
from colleagues.

The findings of the dissertation research are in line with the
findings made byActuran & ekmecelioglu,(2016)andDewi et
al., (2021)explained that employee creativity has a significant
and positive effect on innovative work behavior by mediating
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Organizational Citizenship Behavior (OCB) on employees.
Besides that,Setiawan Alhasani et al., (2021b)found that
Competence affects the performance of Regional Office
employees through OCB. This means that the higher the
competence, the higher the OCB and ultimately the better the
employee's performance.

Based on the findings in the dissertation and other empirical
research, it can be interpreted that the higher the competence
of supervisors, the higher the OCB value, and ultimately the
performance of infrastructure project supervision in Tojo Una-
Una Regency, and it is very important to pay attention to all
dimensions of competence so that the quality and
effectiveness and efficiency of the project is carried out well
and can minimize risk.

The Effect of Organizational Commitment On the
Performance of Supervision of Infrastructure Project
Managers mediated by the variable Organizational
Citizenship Behavior (OCB).

Organizational Commitment Affects but Not Significantly on
the Performance of Supervision of Infrastructure Project
Managers mediated by Organizational Citizenship Behavior
(OCB) variables. This implies that organizational commitment
encourages performance but the changes are small, if through
the OCB nature. The nature of OCB cannot encourage
increased performance. Therefore, direct line organizational
commitment exchange is much better for improving
supervisory performance.

The findings of the dissertation research are in line with the
findings made  bylstikhomah  Sholikhah et al,,
(2020)andSaragi et al., (2021)found that there was no
influence of organizational commitment variable on employee
performance and there was influence of Organizational
Citizenship Behavior variable on employee
performance.Setiawan Alhasani et al., (2021a)states that
organizational commitment has an effect on OCB but does not
affect employee performance. Likewise,Putri et al.,
(2021)andSuwibawa et al., (2018)This study proves that there
is no indirect effect of organizational commitment on
employee performance mediated by OCB. However, in
contrast to the findingsRidlo et al., (2021)who found that
organizational commitment had a positive and significant
effect on employee work productivity through Organizational
Citizenship Behavior (OCB) as an intervening variable.

Based on the findings in other empirical studies, it can be
interpreted that organizational commitment is very important
to encourage the performance of infrastructure project
supervision in Tojo Una-Una Regency, but in encouraging
performance it is carried out directly and not through the OCB
variable. The dimension that must be considered is related to
continuance commitment with the perception that supervisors
will be highly committed if it is associated with material
things that are received as the main benefit. The
encouragement of this commitment is considered reasonable,
because the field of project supervision is very heavy,
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especially in 3 T regional development projects, so that the
main consideration is that the project supervisor is aware of
the disadvantages if he leaves the supervisory job, the project
supervisor feels great benefits, if he persists in the supervisory
work , The project supervisor will continue to work as a
project supervisor for acceptable economic reasons, and the
project supervisor will feel a sense of kinship in the project
supervision team. Therefore, the leadership should pay
attention to the ongoing commitment so that performance can
be improved with quality, impactful project results, and the
risk can be minimized.

V. CONCLUSIONS AND RECOMMENDATIONS
Conclusion

Based on the results and discussion of the research, it can be
concluded as follows:

1. Servant Leadershipsignificant effect on
Organizational Citizenship Behavior (OCB).

2. HR competence has a significant effect on
Organizational Citizenship Behavior (OCB).

3. Organizational Commitment has a significant effect
on Organizational Citizenship Behavior (OCB).

4. Organizational Citizenship Behavior
(OCB)significant effect on Supervision Performance

5. Servant Leadershipsignificant effect on Supervision
Performance, but the direction of the effect is
negative.

6. HR competence has a significant
Supervision Performance.

7. Organizational Commitment has a significant effect
on Supervision Performance.

8. Servant Leadership(servant leadership) has a
significant effectOn the Performance of Supervision
of Infrastructure Project Managers mediated by the
variableOrganizational Citizenship Behavior(OCB).

9. Competence has a significant effect on the
Supervision Performance of Infrastructure Project
Managers mediated by the Organizational
Citizenship Behavior (OCB) variable.

10. Organizational commitment has no significant effect
on the Supervision Performance of Infrastructure
Project Managers mediated by the variable
Organizational Citizenship Behavior (OCB).

Suggestion

effect on

Based on the results of the study, it is recommended as
follows:

1. Improving knowledge competence and skill
competency for project supervisors, especially for
supervisors who do not yet have a competency
certificate as a requirement to become project
supervisors in Tojo Una-Una Regency.

2. Encouraging  natureOrganizational  Citizenship
Behavior (OCB)for supervisors so that they can
improve  supervisory  performance, so that
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[21.

[3].

[41.

[5].

[6].

[7.

(8].

(91

[10].

[11].

[12].

development projects are effective and efficient and
can have an impact on the community.

Increase work commitment, especially continuous
commitment so that it has responsibility in project
supervision so that findings do not occur and strive to
minimize risks to the findings of the Inspectorate and
BPK.

Prioritizing professionalism and having high integrity
for supervisors and third parties, so that the
implementation of development projects is fulfilled
in accordance with the agreed Work Contract Letter.
Follow up on findings and strive to be even better.
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