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Abstract: The implementation of the ASEAN Economic Community (AEC) in 2015 intensively held 

competency tests to measure the ability of the Indonesians and to have a high selling value compared to people of 

other countries. Community competence can be measured by holding a competency test in which the results of the 

competency test are in the form of professional competency certification. BNSP grants licenses to Professional 

Certification Institutions (LSP) in performing its duties. This study aims to prove and analyze the effects of 

1) Competence and Self-Leadership on Role Conflict, 2) Competence, Self-Leadership, and Role Conflict on 
Organizational Commitment, 3) Interpersonal Communication on the effect of Competence and Self-Leadership on 
Role Conflict. The population of this study is the competence assessors of professional certification institutions in 
Indonesia. The sampling technique used was proportional random sampling and obtained a total sample of 411 
respondents. Data were collected using the survey method by distributing questionnaires, while the analysis 
technique used was structural equation modeling (SEM) through AMOS. The results of this study prove that; 
1) competence and self-leadership have a significant effect on role conflict, (2) self-leadership and role conflict have 
a significant effect on organizational commitment, and (3) interpersonal communication moderates the effect of 
competence and self-leadership on role conflict. The novelty of this research is that competence has no significant 
effect on organizational commitment, which is an intrapersonal strength if it is related to organizational or 
interpersonal commitments, both of which have weak motivation to be related to each other.

Keywords: competence, self-leadership, role conflict, organizational commitment, interpersonal 

communication. 

印度尼西亚LSP-

P1中能力和自我领导对角色冲突和组织承诺的影响：人际沟通的调节模型 

摘要：2015年东盟经济共同体（原子能委员会）的实施集中举行了能力测试，以衡量印

尼人的能力，与其他国家的人相比具有较高的销售价值。社区能力可以通过举办能力测试来

衡量，能力测试的结果以专业能力认证的形式出现。BNSP向专业认证机构(LSP)授予履行其

职责的许可证。本研究旨在证明和分析1）能力和自我领导对角色冲突的影响, 

2）能力、自我领导和角色冲突对组织承诺的影响，3）人际沟通对能力和自我领导对角色的
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影响冲突。本研究的人群是印度尼西亚专业认证机构的能力评估人员。所采用的抽样方法为

比例随机抽样，总共获得了411名受访者的样本。采用发放问卷的调查方法收集数据，而使

用的分析技术是通过AMOS进行结构方程建模（扫描电镜）。这项研究的结果证明；1）能力

和自我领导对角色冲突有显着影响，（2）自我领导和角色冲突对组织承诺有显着影响，（3

）人际沟通调节能力和自我领导对角色冲突的影响。这项研究的新颖之处在于，能力对组织

承诺没有显着影响，如果组织承诺与组织承诺或人际承诺相关，那么组织承诺就是一种内在

的力量，而组织承诺和人际承诺之间的关联动机较弱。 

关键词：能力、自我领导、角色冲突、组织承诺、人际沟通。 

 
 

Introduction 

Along with the era of globalization, a policy 

emerged from the Asean Economic Community 

(AEC), which began in December 2015. This policy 

impacted limited employment opportunities. We must 

prepare ourselves to become qualified Human 

Resources (HR) so that we cannot compete with 

workers from abroad. Therefore, since the 

implementation of the MEA in 2015, competency tests 

have been intensively conducted to measure the ability 

of the Indonesian people and have a high selling value 

compared to people of other countries. 

In addition, the government has passed the Law of 

the Republic of Indonesia Number 13 of 2003 

concerning Manpower, which emphasizes that every 

worker must have competence regarding the 

Indonesian National Work Competency Standards. The 

government also established a National Professional 

Certification Agency, abbreviated as BNSP, whose task 

was to carry out competency certification through 

Government Regulation Number 23 of 2004, which 

was subsequently amended by Government Regulation 

No. 10 of 2018 concerning the National Professional 

Certification Agency. Thus, the way that community 

competence can be measured is to hold  a competency 

test in which the results of the competency test are in 

the form of professional competency certification. 

Professional competency certification is the process of 

awarding competency certificates carried out 

systematically and objectively through competency 

assessment that refers to Indonesian national, regional, 

or international work competency standards to improve 

the implementation of the professional competency 

certification system in Indonesia. Professional 

competency certification acknowledges that a person 

has competence in a certain field by performing the 

tasks. 

BNSP grants licenses to Professional Certification 

Institutions (LSP) in carrying out its duties. Namely, it 

licenses three types of LSP: First Party LSP (P-1), 

Second Party LSP (P-2), and Third Party LSP (P-3). 

The party authorized to conduct and assess competency 

assessments for certain types of qualifications is called 

a competency assessor (BNSP Guideline 303). The 

assessor has a strategic position and role because it will 

greatly determine the quality of the competency test 

conducted (BNSP Guideline 303). Assessment of 

assessors in carrying out their powers, roles, 

obligations, and other rules related to the 

implementation of competency tests by the provisions 

is necessary to maintain the quality of the assessment 

results. 

An attitude of organizational commitment must be 

owned by a competency assessor and implemented in a 

real way. The forms of organizational commitment that 

can be applied are being fully responsible for the tasks 

assigned and carrying out the tasks according to the 

provisions of the LSP. Competency assessors still need 

more commitment to the organization in which they 

work, resulting in less than optimal performance. 

As a competency assessor, one must be competent 

in the field being taught. However, in reality, many 

assessors still need to gain competence in their 

respective fields. In fact, competency certification 

activities must be conducted by competency assessors 

who already have competency assessor certificates 

according to BNSP regulations. Therefore, it is very 

important to pay attention to the competence of an 

assessor, and there must be supporting evidence that 

the person is suitable as a competency assessor. 

A competency assessor must possess a self-

leadership attitude. The attitude of self-leadership in 

question includes being responsible for assigned tasks, 

acting wisely, being honest, not receiving rewards for a 

specific purpose, and so on. The purpose of this study 

is to avoid conflicts related to the assessment results. 

Role conflict factors can also influence 

organizational commitment [1, 2]. Role conflict is a 

discrepancy between the requirements and expectations 

of the role, which is associated with conditions that 

affect role performance [3]. 

Role conflict is one of the hot topics. This is 

because most competency assessors currently act as 

industrial or office workers. Therefore, they often need 
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help because they play two roles: competency assessors 

and industrial and office workers. Thus, it is necessary 

to arrange the right time for competency assessors to 

perform the two roles well at the same time. 

Based on the phenomena described above, the 

researcher determines that the purpose of this research 

is to prove and analyze the following: 

a. Effect of competence on role conflict LSP-P1 

assessors in Indonesia. 

b. Effect of self-leadership on role conflict LSP-

P1 assessors in Indonesia. 

c. Effect of competence on organizational 

commitment LSP-P1 assessors in Indonesia. 

d. Effect of self-leadership on organizational 

commitment LSP-P1 assessors in Indonesia. 

e. Effect of role conflict on organizational 

commitment LSP-P1 assessors in Indonesia. 

f. How interpersonal communication moderates 

the effect of competence on role conflict LSP-P1 

assessors in Indonesia. 

g. How interpersonal communication moderates 

the effect of self-leadership on role conflict LSP-P1 

assessors in Indonesia. 

 

1. Literature Review 
 

1.1. Competency 

Competence comes from “competency” which 

means skill, ability, and authority [4]. Robbins and 

Judge define competence as a personal ability to do 

work based on two factors, namely intellectual and 

physical abilities [5]. In this case, it can be understood 

that competence is a personal ability to work based on 

the skills and knowledge possessed [4]. 

According to Renyut et al. [4], the indicators used to 

measure competency include: 

a. Knowledge 

b. Skill 

c. Mastery 

d. Professionalism 

e. Experience 

 

1.2. Self-Leadership 

Neck and Houghton [6] revealed that self-leadership 

is an individual ability to influence, direct, supervise, 

and motivate himself (his mindset and behavior) to 

achieve desired goals. Creativity and innovation are 

forms of self-leadership [6, 7]. Leadership is one of the 

managerial aspects of organizational life and is a key 

position [8]. 

According to Houghton and Neck [9], the indicators 

used to measure self-leadership include: 

a. Mental Imagery 

b. Self-talk/ Self-verbalizations 

c. Beliefs and Assumptions 

 

1.3. Role Conflict 

Role conflict, in particular, is also seen as a form of 

discrepancy between the role that must be performed 

and the demands of the work that should be carried out 

based on certain professional standards that are 

believed and adhered to by employees [10]. According 

to [11], role conflict arises between the expectations of 

two different roles that a person has. 

According to [11], the indicators used to measure 

role conflict are the following: 

a. Human Resources 

b. Override the rules 

c. Unnecessary activities 

d. Unclear directions 

 

1.4. Interpersonal Communication 

Interpersonal communication is an exchange 

between two or more people. This field of research 

seeks to understand how humans use verbal and 

nonverbal cues to achieve personal and relational goals. 

[12]. Individuals communicate interpersonally to 

exchange ideas or thoughts with others [13]. 

The interpersonal communication indicators in this 

study are as follows: 

a. The Communicators 

b. The Message 

c. Noise 

d. Feedback 

e. Context 

f. Channel 

 

1.5. Organizational Commitment 

According to Robbins and Judge [5], organizational 

commitment is the degree to which an employee 

supports organizational goals and maintains 

membership. The definition of organizational 

commitment in this study leads to the theory of Meyer 

et al. [14], which states that committed employees will 

work fully dedicatedly, which makes employees desire 

to give more energy and responsibility to support the 

welfare and success of the organization where they 

work [14]. Organizational commitment includes an 

active relationship with individuals [15]. 

According to Meyer et al. [14], the indicators of 

organizational commitment are as follows: 

a. Affective 

b. Normative 

c. Continuance 

 

2. Results 
This type of research is causal explanatory research 

that explains the causal relationship between 

exogenous and endogenous variables. The data analysis 

used in this study is quantitative analysis, namely data 

processing in the form of numbers using statistical 

methods. 

The population of this research is competency 

assessors LSP-P1 in Indonesia. The sampling technique 

used in this study was proportional random sampling. 

The data collection technique in this study was 
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conducted by surveying the distribution of question 

data (questionnaires) on the research object. 

 
Fig. 1 Research Framework (Developed by the author, 2023) 

 

3. Hypotheses 
H1: Competence has a significant effect on role 

conflict LSP-P1 assessors in Indonesia. 

H2: Self-leadership has a significant effect on role 

conflict LSP-P1 assessors in Indonesia. 

H3: Competence has a significant effect on 

organizational commitment LSP-P1 assessors in 

Indonesia. 

H4: Self-leadership has a significant effect on 

organizational commitment LSP-P1 assessors in 

Indonesia. 

H5: Role Conflict significantly affects 

organizational commitment LSP-P1 assessors in 

Indonesia. 

H6: Interpersonal communication moderates the 

influence of competence on role conflict LSP-P1 

assessors in Indonesia. 

H7: Interpersonal communication moderates the 

effect of self-leadership on role conflict LSP-P1 

assessors in Indonesia. 

 

4. Research Methodology 
The researchers used structural equation modeling 

(SEM) with AMOS and SPSS for data processing and 

analysis. The use of SEM in this research is because 

SEM is considered more accurate because researchers 

know not only the relationship between variables but 

also the components that make up the variables and 

their magnitude. 

 

5. Results 
 

5.1. The Respondents’ Profile 

Respondents in this study were assessors of the 

first-party Professional Certification Institute (LSP) in 

Indonesia. The data were collected from 137 LSP P1 

spread across 41 districts/cities in Indonesia, with the 

unit of analysis (respondents) being the assessors at 

LSP P1 so that in each LSP P1, the number of 

respondents could be 2 people or more. The results of a 

survey conducted by researchers collected as many as 

411 respondents. Furthermore, from the collected 

questionnaire data, the characteristics of the 

respondents will be described on the basis of gender, 

age, last education, type of LSP P1, and city of origin. 

 
Table 1 The respondents’ profile (Developed by the author, 2023) 

Respondent's 

Profile 

Description Frequency Percentage 

Gender Female 189 46.0 

Male 222 54.0 

Total 411 100 

Age < 30 years 23 5.6 

31-40 years 132 32.1 

41–50 years 139 33.8 

51-60 years 107 26.0 

> 60 years 10 2.4 

Total 411 100 

Last 

Education 

S1/D4 178 43.3 

S2 172 41.8 

S3 61 14.8 

Total 411 100 

The type of 

LSP 

LSP P1 SMK 208 50.6 

LSP P1 

University 

203 49.4 

Total 411 100 

Home Town Surabaya 105 25.5 

Malang 46 11.2 

Madiun 28 6.8 

Sidoarjo 26 6.3 

Pasuruan 25 6.1 

Denpasar 18 4.4 

Makassar 13 3.2 

Banjarmasin 12 2.9 

33 towns other 

(freq. <.10) 

138 33.6 

Total 411 100 

 

5.2. Construct Validity and Reliability Test 

After ensuring that the measurement model has a 

good model fit (fit), the construct validity test is carried 

out. Construct validity shows a test to determine how 

far the indicators measure the construct. In SEM, the 

construct validity test is conducted through convergent 

validity, with the rule of thumb being that a construct is 

said to meet convergent validity if the indicators in the 

construct have a standardized regression weight value 

above 0.50. While construct reliability is checked using 

the construct reliability value, a construct is said to be 
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reliable when the construct reliability value is greater 

than 0.70, and it can also be with an average variance 

extracted (AVE) value above 0.50 [16] 

 
Table 2 Construct validity and reliability test (Developed by the author, 2023) 

Constructs Indicators Standardized regression weight Construct Reliability AVE 

Initial Revised 

Competency (X1) X1.1 0.671 0.686 0.870 0.540 

X1.2 0.696 0.674 

X1.3 0.625 0.606 

X1.4 0.664 0.661 

X1.5 0.629 0.629 

X1.6 0.637 0.638 

X1.7 0.624 0.626 

X1.8 0.664 0.668 

X1.9 0.544 0.545 

X1.10 0.556 0.586 

Self-Leadership (X2) X2.1 0.565 0.601 0.869 0.564 

X2.2 0.646 0.614 

X2.3 0.357  

X2.4 0.634 0.627 

X2.5 0.589 0.582 

X2.6 0.673 0.692 

X2.7 0.668 0.697 

X2.8 0.742 0.745 

X2.9 0.689 0.676 

X2.10 0.629 0.618 

Role Conflict (Z) Z.1 0.359  0.843 0.542 

Z.2 0.669 0.634 

Z.3 0.644 0.612 

Z.4 0.601 0.570 

Z.5 0.731 0.710 

Z.6 0.603 0.615 

Z.7 0.584 0.596 

Z.8 0.607 0.622 

Z.9 0.689 0.705 

Organizational 

commitment (Y) 

Y.1 0.648 0.648 0.898 0.564 

Y.2 0.619 0.581 

Y.3 0.654 0.615 

Y.4 0.588 0.563 

Y.5 0.713 0.731 

Y.6 0.747 0.759 

Y.7 0.607 0.591 
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Continuation of Table 2 

Y.8 0.650 0.637 

Y.9 0.597 0.596 

Y.10 0.654 0.657 

Y.11 0.706 0.710 

Y.12 0.694 0.702 

Interpersonal 

Communication (M) 

M.1 0.412  0.850 0.502 

M.2 0.609 0.621 

M.3 0.671 0.626 

M.4 0.641 0.593 

M.5 0.607 0.617 

M.6 0.444  

M.7 0.292  

M.8 0.630 0.651 

M.9 0.561 0.576 

M.10 0.567 0.529 

M.11 0.556 0.539 

M.12 0.623 0.631 

M.13 0.616 0.627 

Rule of thumb ≥ 0.50 ≥ 0.50 ≥ 0.70 ≥ 0.50 

 

Table 2 shows that in the early-stage measurement 

model, there were five invalid indicators. However, 

after the model was revised by removing these invalid 

indicators, the estimation results showed that all 

indicators had a standardized regression weight value 

of more than 0.50, a construct reliability value greater 

than 0.70, and an AVE value greater than 0.50, so that 

everything was valid and reliable in measuring 

competency constructs, self-leadership, role conflict, 

organizational commitment, and interpersonal 

communication. 

 

5.3. Hypothesis Testing Results and Discussion 

 

5.3.1. Analysis of the Structural Model 

The structural model stage begins by evaluating the 

structural model fit (goodness of fit), which ensures 

that the developed model is based on the data (fit). The 

estimation results of the structural model are presented 

in the Figure 2. 

The results of calculating the goodness-of-fit indices 

in the structural model are probability 0.000, Cmin/df 

1.301, GFI 0.880, RMSEA 0.019, SRMR 0.056, CFI 

0.954, TLI 0.951, NFI 0.831, RFI 0.818, and AGFI 

0.866. These results show that all the criteria for 

absolute and incremental fit indices have fulfilled the 

requirements (marginal fit and good fit), so the 

structural model is acceptable. Then, the significance 

of the effect between variables, both direct effect, 

mediation effect, total effect, and moderation effect, is 

tested. 

 

5.3.2. Testing for the Direct Effect 

The hypothesis can be accepted if the path 

parameters are statistically significant with the 

direction of influence as predicted, i.e., the path 

parameters must be greater than zero for the positive 

direction and less than zero for the negative direction 

[16]. 

Table 3 shows the results of testing structural 

relationships to test each research hypothesis based on 

the SEM output. 
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Fig. 2 Assessing the structural model (Developed by the author, 2023) 

 
Table 3 Summary of the direct effect hypotheses (Developed by the author, 2023) 

Structural relationship Std. Estimate C.R. (a) P value (a) Hypothesis 

Competency (X1)  Role Conflict (Z) -0.389 -6.305 0.012* H1 accepted 

Self-Leadership (X2)  Role Conflict (Z) -0.268 -5.322 0.007** H2 accepted 

Competency (X1)  Organizational 

commitment (Y) 

0.074 1.182 0.285n.s. H3 rejected 

Self-Leadership (X2)  Organizational 

commitment (Y) 

0.362 5.379 0.013* H4 accepted 

Role Conflict (Z)  Organizational 

commitment (Y) 

-0.171 -2.514 0.019* H5 accepted 

* Significant at the 0.05 level; ** Significant at the 0.01 level; n.s. - not significant; (a) C.R. and p-value 

based on the bootstrapping bias-corrected percentile method 

 

Based on Table 3, it can be explained as follows: 

1. The parameter estimation results of the 

influence of competency on role conflict show a 

significant effect. The resulting influence coefficient is 

-0.389 (negative), meaning that the higher the 

assessor’s competence, the lower the role conflict that 

occurs in the assessor. Thus, the first hypothesis, which 

states that competency significantly affects role conflict 

in LSP P1 assessors in Indonesia, can be accepted (H1 

accepted). 
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2. The parameter estimation results for the effect 

of self-leadership on role conflict also show a 

significant effect. The resulting influence coefficient is 

-0.268 (negative), meaning that the better the assessor’s 

self-leadership, the lower the role conflict that occurs 

in the assessor. Thus, the second hypothesis, which 

states that self-leadership significantly affects role 

conflict in the LSP P1 assessor in Indonesia, can be 

accepted (H2 accepted). 

3. The parameter estimation results for the 

influence of competency on organizational 

commitment show an insignificant effect. The resulting 

coefficient of influence is only 0.074, meaning that the 

higher the competence of the assessor,  has not yet had 

a real impact on increasing their organizational 

commitment. Thus, the third hypothesis, which states 

that competency significantly affects organizational 

commitment in LSP P1 assessors in Indonesia, cannot 

be accepted (H3 rejected). 

4. The results of the parameter estimation of the 

effect of self-leadership on organizational commitment 

show a significant effect. The resulting influence 

coefficient is 0.362 (positive), meaning that the better 

the self-assessor’ leadership, the higher the 

organizational commitment. Thus, the fourth 

hypothesis, which states that self-leadership 

significantly affects organizational commitment in LSP 

P1 assessors in Indonesia, can be accepted (H4 

accepted). 

5. The parameter estimation results of the effect 

of role conflict on organizational commitment show a 

significant effect. The resulting influence coefficient is 

-0.171 (negative), meaning that the higher the role 

conflict in the assessor, the lower the organizational 

commitment. Thus, the fifth hypothesis, which states 

that role conflict has a significant effect on 

organizational commitment in LSP P1 assessors in 

Indonesia, can be accepted (H5 accepted). 

 

5.3.3. Testing for the Moderating Effect 

Analysis of the moderating effect can also be 

strengthened by multigroup analysis (conditional 

effect), which is useful for understanding the 

differences in the strength of the influence of 

competency and self-leadership on role conflict at 

different levels of interpersonal communication. 

Conditional effect testing uses the PROCESS 

Procedure to validate the moderating effect [17]. 

Table 4 shows the results of interpersonal 

communication moderation on the effect of 

competency on role conflict, showing a significant 

effect with a CR value of -19,619 (absolute value 

greater than 1.96) and a significance value (p-value) of 

0,000 (smaller than α 5%). The moderating effect 

coefficient is -3,865 (negative). Because the effect of 

competency on role conflict is also negative, it can be 

concluded that interpersonal communication 

strengthens the negative effect of competency on role 

conflict, meaning that with good interpersonal 

communication, the assessor’s competence will be 

increasingly able to reduce role conflict in tasks. 

The results of interpersonal communication 

moderation on the effect of self-leadership on role 

conflict also show a significant effect with a CR value 

of -15,445 (absolute value greater than 1.96) and a 

significance value (p-value) of 0,000 (smaller than α 

5%). The moderating effect coefficient is -3,249 

(negative). Because the effect of self-leadership on role 

conflict is also negative, it can be concluded that 

interpersonal communication strengthens the negative 

effect of self-leadership on role conflict, meaning that 

with good interpersonal communication on the 

assessor, self-leadership will be increasingly able to 

reduce role conflict in tasks. 

 

5.3.4. Testing for the Mediation Effect 

Table 5 demonstrates the results of testing structural 

relationships to test each research hypothesis of 

indirect influence based on the SEM output 

 
Table 4 Testing for the moderating effect (Developed by the author, 2023) 

Moderating relationship Std. Estimate S.E. C.R. P value Hypothesis 

Interpersonal communication moderates the 

influence of competency on role conflict 

X1*M  Z 

-3.865 0.094 -19.619 0.000** H6 accepted 

Interpersonal communication moderates the 

influence of self-leadership on role conflict 

X2*M  Z 

-3.249 0.100 -15.445 0.000** H7 accepted 

* Significant at the 0.05 level ; ** Significant at the 0.01 level; n.s. - not significant 

 
Table 5 Summary of the indirect effect hypotheses (Developed by the author, 2023) 

Structural relationship Std. Estimate S.E. C.R. P value Type of mediation 

Competency (X1)  Role Conflict (Z)  

Organizational Commitment (Y) 

0.066 0.026 4.055 0.020* Full mediation 

Self-Leadership (X2)  Role Conflict (Z)  0.046 0.019 4.437 0.016* Partial mediation 
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Organizational Commitment (Y) 

* Significant at the 0.05 level ; ** Significant at the 0.01 level; n.s. - not significant; (a) p-value based on bootstrapping bias-

corrected percentile method 

 

 
Fig. 3 Summary of the model parameter estimates (Developed by the author, 2023) 

 

It can be explained from the table above that the 

results of the indirect path significance test X1ZY 

show a significant effect with a significance value (p-

value) of 0.020 (smaller than α 5%). Thus, role conflict 

significantly mediates the effect of competency on 

organizational commitment among LSP P1 assessors in 

Indonesia. The nature of the mediator is fully 

mediation, meaning that strengthening the assessor’s 

organizational commitment can be done by increasing 

their competence and minimizing the occurrence of 

role conflicts so that the assessor’s organizational 

commitment can be stronger. 

The indirect path significance test X2ZY 

results also showed a significant effect with a 

significance value (p-value) of 0.016 (smaller than α 

5%). Thus, role conflict significantly mediates the 

effect of self-leadership on organizational commitment 

among LSP P1 assessors in Indonesia. It is known that 

the nature of the mediator is partially mediation, 

meaning that increasing the assessor’s organizational 

commitment can only be achieved by increasing his 

leadership. However, if it is also accompanied by 

minimizing role conflicts, the assessor’s organizational 

commitment can be even stronger. 

The findings of this study provide profound 

implications emphasizing the important role of 

competence and self-leadership in reducing role 

conflict in tasks so that the assessor’s organizational 

commitment becomes stronger. In the context of 

assessors at LSP P1 Indonesia, minimizing role conflict 

is very important to achieve strong organizational 

commitment; therefore, it is very important to develop 

competent assessors with good self-leadership. 

The research implications also highlight the 

influence of competence and self-leadership in 

reducing the occurrence of role conflict, proven to be 

stronger in assessors who have high interpersonal 

communication (even on average), which means that 

LSP P1 in Indonesia must give task priority to 

assessors with good interpersonal communication 

about interventions to reduce the occurrence of role 

conflict in tasks. Meanwhile, for assessors whose 

interpersonal communication is still poor, this can 

cause greater role conflict even though the assessor is 

competent. Hence, the organization must evaluate and 

assess the assessor’s interpersonal communication. 

Repairs are immediately performed if the results are 

not good, for example, through "interpersonal 

communication training." 
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6. Conclusion and Suggestions 
Competency significantly affects role conflict 

among LSP P1 assessors in Indonesia (H1 accepted). 

The higher the assessor’s competence, the lower the 

role conflict that occurs in the assessor. The results 

confirm the competency theory of Renyut et al. [4] and 

the role conflict theory of Rosally and Jogi [10] and 

Cohendet and Simon [11]. 

Self-leadership significantly affects role conflict 

among LSP P1 assessors in Indonesia (H2 accepted). 

The better the self-leadership of the assessor, the lower 

the role conflict that occurs in the assessor. The results 

of this study confirm the Self-Leadership theory by 

Neck and Houghton [6], DaLielo and Houghton [7], 

and Role Conflict theory by Rosally and Jogi [10], 

Cohendet and Simon [11]. 

Competency significantly affects organizational 

commitment among LSP P1 assessors in Indonesia (H3 

rejected). The higher competence of the assessor has 

yet to have a real impact on increasing their 

organizational commitment. The results of this study 

confirm the theory of competence by Renyut et al. [4], 

and the theory of organizational commitment by 

Robbins and Judge [5], Meyer and Allen [18], and 

Meyer et al. [14]. This research supports the results of 

research conducted by Yamali [19]. However, this 

study differs from the research results of Jeon et al. 

[20] and Rantesalu et al. [21]. 

Self-leadership significantly affects organizational 

commitment among LSP P1 assessors in Indonesia (H4 

accepted). The better the self-assessor’s leadership, the 

higher the organizational commitment. The results 

confirm the theory of self-leadership by Neck and 

Houghton [6] and DaLielo and Houghton [7], and the 

theory of organizational commitment by Robbins and 

Judge [5], Meyer and Allen [18], and Meyer and Allen 

[22]. The results of this study support the results of the 

research conducted by Öztekin et al. [23]. 

Role conflict significantly affects organizational 

commitment among LSP P1 assessors in Indonesia (H5 

accepted). The higher the role conflict in the assessor, 

the lower the organizational commitment. The results 

of this study confirm the Role Conflict theory by 

Rosally and Jogi [10], Cohendet and Simon [11] and 

the organizational commitment theory by Robbins and 

Judge [5], Meyer and Allen [18], and Meyer and Allen 

[22]. This research supports the results of the study by 

Sajida and Moeljadi [2]. 

Interpersonal communication significantly 

moderates the influence of competence on role conflict 

(H6 accepted). Because the effect of competency on 

role conflict is also negative, it can be concluded that 

interpersonal communication strengthens the negative 

effect of competency on role conflict, meaning that 

with good interpersonal communication, the assessor’s 

competence will be increasingly able to reduce role 

conflict in tasks. Assessors with high and average 

interpersonal communication will encourage the 

influence of the assessor’s competence in reducing the 

potential for role conflict in assignments. Interestingly, 

assessors whose interpersonal communication is still 

low/poor will increase the potential for role conflict in 

tasks when the assessor is highly competent. 

Interpersonal communication significantly 

moderates the effect of self-leadership on role conflict 

(H7 accepted). Because the effect of self-leadership on 

role conflict is also negative, interpersonal 

communication strengthens the negative effect of self-

leadership on role conflict, meaning that with good 

interpersonal communication in the assessor, self-

leadership will be increasingly able to reduce role 

conflict in tasks. Assessors with high (even average) 

interpersonal communication will encourage the 

influence of the assessor’s self-leadership in reducing 

the potential for role conflict in assignments. In 

assessors whose interpersonal communication is still 

low, the effect is not significant, meaning that assessors 

with low interpersonal communication, even though 

their leadership is good, have not been able to reduce 

role conflict in assignments. 

The limitation of this research is that it is only 

conducted and focuses on LSP-P1 in Indonesia. 

The academic contribution in this research is that 

researchers can provide knowledge about the results of 

LSP-P1 so that they can maximize LSP-P1 

organizational commitment. 

Assessors need interpersonal communication 

training to build positive relationships in the 

workplace, create a conducive work atmosphere, and 

strengthen organizational commitment. This training 

program is designed to build positive working 

relationships through open communication, using the 

power of self-regulation and social intelligence to 

become a good communicator, and to develop the 

ability to resolve conflicts professionally. 

 

References 
[1] SILVIA C. Analysis of the effect of role conflict and role 

ambiguity on organizational commitment through work 

stress as an intervening variable. Abstract. Semarang: 

Diponegoro University, 2017. 

[2] SAJIDA P. W., MOELJADI M. The effect of strategic 

leadership and role conflict to employee’s commitments with 

work stress as mediation. Jurnal Aplikasi Manajemen, 2018, 

16(3): 440–447. 

https://doi.org/10.21776/ub.jam.2018.016.03.08  

[3] BELIAS D., KOUSTELIOS A., VAIRAKTARAKIS G., 

SDROLIAS L. Organizational culture and job satisfaction of 

Greek banking institutions. Procedia - Social and Behavioral 

Sciences, 2015, 175: 314–323. 

https://doi.org/10.1016/j.sbspro.2015.01.1206 

[4] RENYUT B. C., MODDING H. B., BIMA J., 

SUKMAWATI S. The effect of organizational commitment, 

competence on job satisfaction and employees performance 

in Maluku Governor’s Office. IOSR Journal of Business and 

Management, 2017, 19: 18–29. 

[5] ROBBINS S. P., JUDGE T. A. Organizational Behavior 

(12th ed.). Upper Saddle River, NJ: Pearson Prentice Hall, 



34 

 

2008. 

[6] NECK C. P., HOUGHTON J. D. Two decades of self-

leadership theory and research: Past developments, present 

trends, and future possibilities. Journal of Managerial 

Psychology, 2006, 21(4): 270-295. 

https://doi.org/10.1108/02683940610663097 

[7] DILIELLO T. C., HOUGHTON J. D. Maximizing 

organizational leadership capacity for the future. Journal of 

Managerial Psychology, 2006, 21(4): 319–337. 

https://doi.org/10.1108/02683940610663114 

[8] BRAHMASARI I. A. Pengaruh Kepemimpinan terhadap 

Disiplin Kerja, Motivasi Kerja dan Kinerja Perawat 

Pelaksana di Ruang Rawat Inap RSJ Menur Surabaya. 

JMM17, 2014, 1(1): 22–42. 

[9] HOUGHTON J. D., NECK C. P. The revised self-

leadership questionnaire: Testing a hierarchical factor 

structure for self-leadership. Journal of Managerial 

Psychology, 2002, 17(8): 672–691. 

https://doi.org/10.1108/02683940210450484 

[10] ROSALLY C., JOGI Y. The influence of role conflict, 

role unclear, and organizational commitment on auditor 

performance. Business Accounting Review, 2015, 3(2): 31-

40. 

[11] COHENDET P., SIMON L. Playing across the 

playground: Paradoxes in knowledge creation in the 

videogame industry. Journal of Organizational 

Behavior, 2007, 28(5): 587–605. 

https://doi.org/10.1002/job.460  

[12] BERGER C. R., ROLOFF M. E. Interpersonal 

communication. An Integrated Approach to Communication 

Theory and Research, 2019: 277–292. 

https://doi.org/10.4324/9780203710753-24  

[13] HANANI S. Komunikasi Antarpribadi: Teori dan 

Praktik. In Yogyakarta: Ar-Ruuz Media, 2017. 

[14] MEYER J. P., STANLEY D. J., HERSCOVITCH L., 

TOPOLNYTSKY L. Affective, continuance, and normative 

commitment to the organization: a meta-analysis of 

antecedents, correlates, and consequences. Journal of 

Vocational Behavior, 2002, 61(1): 20–52. 

https://doi.org/10.1006/jvbe.2001.1842  

[15] BRAHMASARI I. A. Pengaruh Variabel Budaya 

Perusahaan terhadap Komitmen Karyawan dan Kinerja 

Perusahaan Kelompok. EKUITAS (Jurnal Ekonomi dan 

Keuangan), 2018, 9(2): 145–168. 

https://doi.org/10.24034/j25485024.y2005.v9.i2.325  

[16] F. HAIR JR J., SARSTEDT M., HOPKINS L., 

KUPPELWIESER V. Partial least squares structural 

equation modeling (PLS-SEM). European Business Review, 

2014, 26(2), 106–121. https://doi.org/10.1108/EBR-10-2013-

0128 

[17] HAYES A. F. Introduction to Mediation, Moderation, 

and Conditional Process Analysis: A Regression-Based 

Approach. New York, USA: Guilford Press, 2022. 

[18] MEYER J. P., ALLEN N. J. A three-component 

conceptualization of organizational commitment. Human 

Resource Management Review, 1991, 1(1): 61–89. 

https://doi.org/10.1016/1053-4822(91)90011-z  

[19] YAMALI, F. R. Effect of compensation, competencies 

and organizational culture on organizational commitment its 

implication on experts performance of construction services 

company in Jambi Province. International Journal of 

Advances in Management and Economic, 2020, 7(2): 29-42. 

[20] JEON J. R., CHEN N., LEE A. Effect of competency at 

work on job satisfaction and organizational commitment in 

the restaurant industry. 13th Asia Pacific Forum for 

Graduate Students Research in Tourism, Kaohsiung, 

Taiwan, 14-16 May 2014. 

[21] RANTESALU A., MUS A. R., MAPPARENTA, 

ARIFIN, Z. The effect of competence, motivation and 

organizational culture on employee performance: the 

mediating role of organizational commitment. Journal of 

Research in Business and Management, 2017, 4(9): 8-14. 

https://doi.org/10.31227/osf.io/m7wqs 

[22] MEYER J. P., ALLEN N. J. Commitment in the 

workplace: Theory, research, and application. Thousand 

Oaks, USA: Sage Publications, Inc. 1997. 

https://doi.org/10.4135/9781452231556  

[23] ÖZTEKIN Z., İŞÇI S., KARADAĞ E. The effect of 

leadership on organizational commitment. In Leadership and 

Organizational Outcomes, Springer, Cham, 2015: 57–79. 

https://doi.org/10.1007/978-3-319-14908-0_4 
 

 

参考文: 

[1] SILVIA C. 

以工作压力为中介变量，分析角色冲突和角色模糊对组

织承诺的影响。抽象的。三宝垄：迪博尼戈罗大学, 

2017. 

[2] SAJIDA P. W., MOELJADI M. 

以工作压力为中介的战略领导和角色冲突对员工承诺的

影响。应用杂志, 2018, 16(3): 440–447. 

https://doi.org/10.21776/ub.jam.2018.016.03.08  

[3] BELIAS D., KOUSTELIOS A., VAIRAKTARAKIS G., 

SDROLIAS L. 

希腊银行机构的组织文化和工作满意度。普罗塞迪亚-

社会和行为科学, 2015, 175: 314–323. 

https://doi.org/10.1016/j.sbspro.2015.01.1206 

[4] RENYUT B. C., MODDING H. B., BIMA J., 

SUKMAWATI S. 

马鲁古省长办公室组织承诺、能力对工作满意度和员工

绩效的影响。IOSR商业与管理杂志, 2017, 19: 18–29. 

[5] ROBBINS S. P., JUDGE T. A. 组织行为（第 12 

版）。新泽西州上萨德尔河：皮尔逊·普伦蒂斯·霍尔, 

2008. 

[6] NECK C. P., HOUGHTON J. D. 

二十年的自我领导理论和研究：过去的发展、当前的趋

势和未来的可能性。管理心理学杂志, 2006, 21(4): 270-

295. https://doi.org/10.1108/02683940610663097 

[7] DILIELLO T. C., HOUGHTON J. D. 

最大限度地提高未来的组织领导能力。管理心理学杂志, 

2006, 21(4): 319–337. 

https://doi.org/10.1108/02683940610663114 

[8] BRAHMASARI I. A. 

领导力对泗水RSJ菜单住院部行政护士工作纪律、工作

动机和绩效的影响。联合毫米 17, 2014, 1(1): 22–42. 

[9] HOUGHTON J. D., NECK C. P. 

修订后的自我领导力问卷：测试自我领导力的分层因素

结构。管理心理学杂志, 2002, 17(8): 672–691. 

https://doi.org/10.1108/02683940210450484 

[10] ROSALLY C., JOGI Y. 

角色冲突、角色不明确和组织承诺对审计师绩效的影响

。商业会计评论, 2015, 3(2): 31-40. 

[11] COHENDET P., SIMON L. 

在游乐场玩耍：电子游戏行业知识创造的悖论。组织行

https://doi.org/10.1108/02683940210450484
https://doi.org/10.1002/job.460
https://doi.org/10.4324/9780203710753-24
https://doi.org/10.1006/jvbe.2001.1842
https://doi.org/10.24034/j25485024.y2005.v9.i2.325
https://doi.org/10.1016/1053-4822(91)90011-z
https://doi.org/10.31227/osf.io/m7wqs
https://doi.org/10.4135/9781452231556
https://doi.org/10.1108/02683940210450484


Ratih. The Effects of Competence and Self-Leadership on Role Conflict and Organizational Commitment in LSP-P1 in Indonesia: A 

Moderation Model of Interpersonal Communication, Vol. 50 No. 8 August 2023 

35 

为杂志,  2007, 28(5): 587–605. 

https://doi.org/10.1002/job.460  

[12] BERGER C. R., ROLOFF M. E. 

人际交往。传播理论与研究的综合方法, 2019: 277–292. 

https://doi.org/10.4324/9780203710753-24  

[13] HANANI S. 

人际沟通：理论与实践。日惹：阿鲁兹媒体, 2017. 

[14] MEYER J. P., STANLEY D. J., HERSCOVITCH L., 

TOPOLNYTSKY L. 

对组织的情感、持续性和规范性承诺：对前因、相关因

素和后果的荟萃分析。职业行为杂志, 2002, 61(1): 20–52. 

https://doi.org/10.1006/jvbe.2001.1842  

[15] BRAHMASARI I. A. 

企业文化变量对员工承诺和集团公司绩效的影响。股票

（经济与金融杂志）, 2018, 9(2): 145–168. 

https://doi.org/10.24034/j25485024.y2005.v9.i2.325  

[16] F. HAIR JR J., SARSTEDT M., HOPKINS L., 

KUPPELWIESER V. 

偏最小二乘结构方程建模（偏最小二乘扫描电镜）。欧

洲商业评论, 2014, 26(2), 106–121. 

https://doi.org/10.1108/EBR-10-2013-0128 

[17] HAYES A. F. 

中介、调节和条件过程分析简介：基于回归的方法。美

国纽约：吉尔福德出版社, 2022. 

[18] MEYER J. P., ALLEN N. J. 

组织承诺的三部分概念化。人力资源管理审查, 1991, 

1(1): 61–89. https://doi.org/10.1016/1053-4822(91)90011-z  

[19] YAMALI, F. R. 

薪酬、能力和组织文化对组织承诺的影响及其对占碑省

建筑服务公司专家绩效的影响。国际管理与经济进展杂

志, 2020, 7(2): 29-42. 

[20] JEON J. R., CHEN N., LEE A. 

工作能力对餐饮业工作满意度和组织承诺的影响。第十

三届亚太旅游研究生研究论坛，台湾高雄，2014年5月14

-16日. 

[21] RANTESALU A., MUS A. R., MAPPARENTA, 

ARIFIN, Z. 

能力、动机和组织文化对员工绩效的影响：组织承诺的

中介作用。商业与管理研究杂志, 2017, 4(9): 8-14. 

https://doi.org/10.31227/osf.io/m7wqs 

[22] MEYER J. P., ALLEN N. J. 

工作场所的承诺：理论、研究和应用。美国千橡市：圣

人出版公司 1997. https://doi.org/10.4135/9781452231556  

[23] ÖZTEKIN Z., İŞÇI S., KARADAĞ E. 

领导力对组织承诺的影响。在领导力和组织成果一书中

，查姆·施普林格, 2015: 57–79. 

https://doi.org/10.1007/978-3-319-14908-0_4  

https://doi.org/10.1002/job.460
https://doi.org/10.4324/9780203710753-24
https://doi.org/10.1006/jvbe.2001.1842
https://doi.org/10.24034/j25485024.y2005.v9.i2.325
https://doi.org/10.1016/1053-4822(91)90011-z
https://doi.org/10.31227/osf.io/m7wqs
https://doi.org/10.4135/9781452231556
https://doi.org/10.1007/978-3-319-14908-0_4



