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Introduction 

Cases of violence against women and children in 

Indonesia remained alarming, Mauludin et al. (2024)—

data from databoks.Metadata.co.id reported 23,236 

cases in 2023. In contrast, the Attorney General’s Office 

handled only 158 cases of sexual violence under Law 

Number 12 of 2022 (Mauludin et al., 2024). This gap 

reflected serious challenges in the pursuit of justice, 

especially in cases involving vulnerable groups and 

gender-based disparities (Rohmadi et al., 2024). 

The Government of Indonesia, together with various 

international organizations, has set high priorities in 

championing laws and practices that ensure gender 

equality and the protection of the rights of women and 

children (Abbas et al., 2021). Law Number 23 of 2022 

concerning Child Protection provides a strong legal basis 

for this protection effort. One form of violence that is of 
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ABSTRACT  

Objective: This study aims to analyze the effect of prosecutor competence on organizational 

performance by considering the mediating role of servant leadership in handling criminal cases 

related to women and children in the State Attorney's Office in Indonesia.  

Methods and Materials: This study used a quantitative approach with an observational 

research design. Data were collected from 50 Heads of State Attorney's Offices and 100 

prosecutors using purposive sampling. Measurement was conducted through a survey with a 

structured questionnaire. Data analysis used the Partial Least Squares Structural Equation 

Modeling (PLS-SEM) method with the help of SmartPLS software.  

Findings: The results showed that prosecutor competence positively and significantly 

influences organizational performance (t-statistic = 7.579, p-value = 0.00, coefficient = 0.274). 

In addition, servant leadership also has a significant positive effect on prosecutor competence 

(t-statistic = 4.709, p-value = 0.007, coefficient = 0.274) and organizational performance (t-

statistic = 3.355, p-value = 0.005, coefficient = 0.257). The effect of prosecutor competence on 

organizational performance was also significantly mediated by servant leadership (coefficient 

= 0.225).  

Conclusion: The findings highlight the importance of prosecutor competency development 

and servant leadership as strategies to improve organizational performance in handling 

women and children-related crimes. Implementing training and development programs that 

enhance prosecutors' competencies and foster servant leadership values is crucial in State 

Attorney's offices. This study makes a novel contribution by demonstrating how servant 

leadership can mediate the effect of prosecutor competence on organizational performance 

in handling cases related to women and children. 

Keywords: Prosecutor Competence, Servant Leadership, Organizational Performance, 

Criminal Case Handling, Women and Children. 
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serious concern is sexual violence. Law Number 12 of 

2022 concerning the Crime of Sexual Violence has been 

regulated to address this problem. This law covers 

various aspects, ranging from the prevention of sexual 

violence, the fulfillment of victims' rights, and the 

recovery of victims, to the handling process during the 

legal process. The Prosecutor's Office of the Republic of 

Indonesia has a very important role; as stipulated in the 

Prosecutor's Guidelines Number 1 of 2021, the 

Prosecutor's Office plays a central role in maintaining 

justice, monitoring violations of the law, and ensuring 

that legal procedures are carried out following the 

principles of justice, especially in handling criminal cases 

related to women and children (Syahbana et al., 2018).  

Prosecutor competence played a key role in 

improving organizational performance within the 

Attorney General’s Office. This competence included 

legal knowledge, investigative skills, and sensitivity to 

gender and child-related issues. It contributed not only 

to case handling but also to public trust in legal 

institutions (Richard et al., 2004). 

Despite various legal and policy efforts to protect 

women and children from violence, there are still 

significant challenges in law enforcement and optimizing 

organizational performance, especially within the 

prosecutor's office. The number of reported cases of 

violence, as has been compiled by Indonesia (2021) 

there were 16,854 complaints of violence against 

children in Indonesia in 2023, which included 8,838 

cases of sexual violence, 4,025 cases of physical violence, 

3,800 cases of psychological violence, 955 cases of 

neglect, 226 cases of exploitation, 195 cases of trafficking 

in persons and 2,166 other cases (Indonesia, 2021), as 

shown in Figure 1. In addition, Komnas (National 

Commission) Perempuan noted that throughout 2023, 

there were 401,975 cases of violence against women. 

This indicates that efforts to protect women and children 

are still not optimal. 

Figure 1 

Diagram of Types of Crimes Against Children in 2023 (Source: DataIndonesia.id/Kementerian Women's Empowerment and Child Protection) 

 
 

Improving individual competence did not 

automatically lead to higher organizational performance 

(Sukoco et al., 2022). Leadership was needed to align 

individual capability with institutional goals. Servant 

leadership emerged as a relevant approach (Peter, 2019). 

This leadership style emphasized service, empathy, 

empowerment, and commitment to the development of 

team members. It supported collaboration and 

accountability, especially in managing cases requiring 

high emotional sensitivity (Liden et al., 2008).  

Servant leadership is considered appropriate for 

mediating the relationship between prosecutor 

competence and organizational performance 

optimization because it emphasizes service and 

attention to others' needs, aligning with the demands to 

handle sensitive cases involving women and children 

with empathy and sensitivity. Moreover, servant 

leadership is a leadership approach that emphasizes 

service to others as a top priority (Sendjaya & Sarros, 

2002). In the context of the district attorney's office, the 

head of the district attorney's office has the main task of 

improving the Competency of prosecutors to optimize 

organizational performance in serving the community 

and enforcing the law. Servant leadership encourages 

file:///W:/Danesh%20Tandorosti%20Project/Graphic%20design/IJBMC/Page%20template/ijbmc.org
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the empowerment of members and delegates 

responsibility (Phipps, 2010). In the District Attorney's 

Office, the head of the Office needs to empower its 

members to improve their competence in optimizing the 

handling of criminal cases related to women and children 

(Indrayati & Suhariadi, 2023). Through the servant 

leadership approach, the head of the prosecutor's office 

can build a strong and skilled prosecutor's organization, 

able to work collaboratively to achieve optimal results 

(Turner, 2015). 

Effective and efficient organizational performance is 

essential to achieve its goals and objectives for 

sustainability and growth (Ittner & Larcker, 2003). This 

can be achieved by evaluating various aspects, ranging 

from productivity and profitability to product or service 

quality, community and employee satisfaction, 

innovation, and adaptability to the dynamics that occur 

in society (A. Neely et al., 2005). However, optimizing 

organizational performance is not an easy task. It 

involves directing through various internal and external 

factors that affect the organization's operations and 

results. Factors such as leadership style, employee 

competence, organizational culture, and external 

pressures all play a crucial role in shaping organizational 

performance (Richard et al., 2004), especially within the 

scope of the Prosecutor's Office (Rohmadi et al., 2024) 

Understanding the intricate interplay of these factors is 

essential for designing strategies to improve 

organizational performance effectively (Amiati & 

Yendra, 2020). Therefore, research efforts to explore 

organizational performance dynamics and identify the 

key determinants that contribute to optimization are 

essential. Digging deeper into this can provide valuable 

insights and practical recommendations to guide 

organizations in pursuing excellence and sustainable 

growth (Muhammad, 2018). 

This study addressed the following questions: How 

did prosecutor competence influence organizational 

performance in handling cases related to women and 

children? To what extent did servant leadership mediate 

this relationship? How did public and organizational 

pressure moderate the link between competence and 

performance? This research aimed to identify effective 

strategies for improving performance in legal 

institutions through competence development and the 

implementation of servant leadership. Findings were 

expected to provide practical insights for institutional 

policy and human resource development to promote 

justice and protect the rights of women and children. 

Methods and Materials 

This study applied a quantitative cross-sectional 

design to examine the relationship between prosecutor 

competence, servant leadership, and organizational 

performance in the context of handling criminal cases 

involving women and children. The unit of analysis 

consisted of individuals working in District Attorney's 

Offices across Indonesia (Campbell et al., 2020). 

The sample comprised 50 Heads of District Attorney’s 

Offices and 100 prosecutors, selected through purposive 

sampling. This non-probability sampling technique was 

used to identify participants who possessed relevant 

experiences and insights, particularly in managing 

gender- and child-related criminal cases Selection 

criteria included: (1) professional experience in handling 

relevant cases, (2) formal legal training and 

specialization, (3) involvement in specific case 

categories (4) representation from diverse geographic 

regions, and (5) leadership roles or influence in 

organizational culture related to servant leadership 

principles. 

While purposive sampling allowed for targeted 

respondent selection, the sample size of 150 participants 

(50 leaders, 100 prosecutors) may limit the statistical 

power and generalizability of the findings, especially 

given the complexity of Partial Least Squares Structural 

Equation Modeling (PLS-SEM). Although PLS-SEM is 

tolerant of smaller samples compared to covariance-

based SEM, the current sample may still constrain robust 

model estimation, particularly in assessing mediation 

effects. 

Data were collected using a structured questionnaire 

consisting of validated items adapted from previous 

studies. Construct measurement validity was initially 

tested through factor loadings. Still, additional validity 

metrics such as Average Variance Extracted (AVE), 

composite reliability, and discriminant validity were also 

evaluated to ensure construct adequacy. However, social 

desirability bias remains a potential concern, especially 

in self-assessments of leadership and performance. 

Anonymity and confidentiality procedures were 

emphasized to mitigate this risk. 

file:///W:/Danesh%20Tandorosti%20Project/Graphic%20design/IJBMC/Page%20template/ijbmc.org
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Three control variables were included: (1) service 

location, (2) position within the organization, and (3) 

Principal Registration Number. These were used to 

account for potential confounding effects in the 

regression models. However, the statistical integration 

of these control variables into the structural model 

requires further clarification. At present, their effects 

were not isolated in the final model estimation, which 

may affect the interpretation of the mediated 

relationships. 

The cross-sectional nature of the data collection limits 

the ability to make causal inferences, although the model 

tested directional hypotheses. Future research using 

longitudinal designs or mixed-method approaches is 

recommended to validate and extend these findings. 

Findings and Results 

Figure 2 

PLS Outer Model Line Diagram 

 
 

This study used the Partial Least Squares Structural 

Equation Modeling (PLS-SEM) approach to assess both 

the measurement model (outer model) and the 

structural model (inner model). Data were collected 

through a structured questionnaire, and model 

evaluation followed standard procedures for assessing 

validity, reliability, and hypothesis testing. 

Table 1 

Outer Loading Value 

Variable Indicator Code Outer Loading Value  Information 

Prosecutor Competence KJ 1  0.749  Valid 

KJ 10  0.757  Valid 

KJ 11  0.765  Valid 

KJ 12  0.853  Valid 

KJ 13  0.868  Valid 

KJ 14  0.748  Valid 

KJ 15  0.716  Valid 

file:///W:/Danesh%20Tandorosti%20Project/Graphic%20design/IJBMC/Page%20template/ijbmc.org
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KJ 16  0.836  Valid 

KJ 17  0.850  Valid 

KJ 18  0.796  Valid 

KJ 2  0.755  Valid 

KJ 3  0.736  Valid 

KJ 4  0.772  Valid 

KJ 5  0.829  Valid 

KJ 6  0.758  Valid 

KJ 7  0.814  Valid 

KJ 8  0.841  Valid 

KJ 9  0.730  Valid 

OP 1  0.817  Valid 

OP 10  0.778  Valid 

OP 11  0.798  Valid 

Organizational Performance OP 12  0.825  Valid 

OP 13  0.720  Valid 

OP 2  0.799  Valid 

OP 3  0.751  Valid 

OP 4  0.748  Valid 

OP 5  0.856  Valid 

OP 6  0.873  Valid 

OP 7  0.824  Valid 

OP 8  0.909  Valid 

OP 9  0.750  Valid 

SL 1  0.719  Valid 

Servant Leadership SL 10  0.746  Valid 

SL 11  0.774  Valid 

SL 12  0.730  Valid 

SL 13  0.831  Valid 

SL 14  0.712  Valid 

SL 15  0.752  Valid 

SL 2  0.704  Valid 

SL 3  0.838  Valid 

SL 4  0.753  Valid 

 

Measurement Model (Outer Model) 

Convergent Validity 

Convergent validity was evaluated through indicator 

loadings and Average Variance Extracted (AVE). An 

indicator is considered valid when its loading exceeds 

0.70. As presented in Table 1, most items exceeded the 

0.70 threshold. However, several indicators fell between 

0.70 and 0.75. Although still acceptable, these marginal 

values suggest a need for cautious interpretation. 

Indicators with loadings below 0.70 should ideally be re-

evaluated or removed in future research to improve 

construct measurement precision. 
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Figure 3 

Average Variance Extracted (AVE) Values 

 
 

Average Variance Extracted (AVE) 

All constructs showed AVE values above 0.50, 

indicating adequate convergent validity. Construct 

validity shows the extent to which a latent variable test is 

used to measure the theoretical construct on which the 

test is based. A construct is said to have good construct 

validity if the Average Variance Extracted (AVE) is above 

0.5, indicating that all constructs meet the convergent 

validity requirements. An AVE value of > 0.5 means that 

the probability of an indicator in a construct entering 

another variable is lower (less than 0.5), so the 

probability of the indicator converging and entering the 

construct in question. Figure 3 shows that the AVE value 

of the three research variables is greater than 0.5, so the 

indicator's probability converges and is included in the 

construction in question.  

Table 2 

Fornell-Larcker Cross-Loading Values 

Variable Prosecutor Competence  Organizational Performance  Servant Leadership  

Prosecutor Competence  
   

Organizational Performance  0.174  

  

Servant Leadership  0.151  0.121  
 

Servant Leadership x Prosecutor Competence  0.214  0.297  0.109  

 

Discriminant Validity 

Discriminant validity was examined using the Fornell-

Larcker criterion. Each construct’s AVE square root was 

higher than its correlations with other constructs. 

Confirming that each construct was empirically distinct. 

Each indicator has a certain construct correlation value, 

which is higher than that of different constructs. Thus, it 

can be said that the indicators used in this study have 

good discriminant validity with their respective 

variables. 
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Table 3 

Composite Reliability Values 

Variable Cronbach's alpha  Composite reliability (rho_a)  Composite reliability (rho_c)  

Prosecutor Competence  0.966  0.985  0.967  

Organizational Performance  0.956  0.999  0.960  

Servant Leadership  0.956  0.950  0.953  

 

Reliability 

Composite reliability and Cronbach’s alpha for each 

construct exceeded the recommended thresholds (0.70 

for CR and 0.60 for alpha), indicating satisfactory 

internal consistency. Each variable has a Cronbach's 

alpha value of > 0.6 or composite reliability > 0.7. Thus, it 

can be said that all constructs are reliable, meaning that 

the variables used in this study have good and consistent 

composite reliability. 

Correlation testing 

Coefficient of determination 

The coefficient of determination can be seen in the R-

squared table. The way to find out how big the value of 

the determination coefficient is by multiplying the R-

square value by 100%; if the result is more than 67%, 

then it indicates a good determination coefficient; if it is 

less than 67% but more than 33% indicates a moderate 

determination coefficient, and if it is less than 33% but 

more than 19% indicates a weak determination 

coefficient. 

Table 4 

R-Square Values 

Variable R-Square 

Prosecutor Competence 0.655 

Organizational Performance 0.876 

 

Coefficient of Determination (R²) 

The R² for Organizational Performance was 0.876, 

indicating that Prosecutor Competence and Servant 

Leadership explained 87.6% of its variance. The R² for 

Prosecutor Competence was 0.655, suggesting moderate 

explanatory power from Servant Leadership. 

Table 4 shows that the R-Square value above has been 

multiplied by 100%, resulting in a determination 

coefficient value for the organizational performance 

variable of 87.6% and a strong determination coefficient. 

This value indicates that organizational performance can 

be influenced by servant leadership and prosecutor 

competence variables by 87.6%. While other variables 

outside this study influenced the remaining 12.4%. 

Meanwhile, the R-squared value for the prosecutor's 

competency variable is 65.5% and has a moderate 

determination coefficient. This value indicates that the 

prosecutor's competence cannot be explained by the 

servant leadership variable to the extent of 65.5%. While 

other variables outside this study influenced the 

remaining 34.5%. 

 

 

Predictive Relevance 

Predictive relevance is used to measure how well the 

model produces the observation value (Ghozali, 2008). 

The value of predictive relevance can be determined 

through the calculation of Q-square as follows:  

Q Square = 1 - (1 -) x (1 - 𝑅1
2𝑅2

2) 

  = 1 - (1 – 0.655) x (1 – 0.876) 

  = 1 - (0.345) x (0.124) 

  = 1 – 0.04278 

  = 0.95722 

Based on the results of the Q-square, Predictive 

relevance (Q²) was computed using blindfolding 

procedures. The resulting Q² value was 0.957, which 

indicates very strong predictive relevance, contrary to 

earlier misinterpretation. According to Hair et al. (2019), 

Q² > 0 indicates predictive relevance, and values above 

0.35 are considered large. 

Goodness of Fit 

Although the GoF index was calculated (GoF = 0.697), 

its usage in PLS-SEM has been widely debated and is no 

longer considered a best practice (Henseler & Sarstedt, 

2013). Therefore, the focus is placed on more reliable fit 

file:///W:/Danesh%20Tandorosti%20Project/Graphic%20design/IJBMC/Page%20template/ijbmc.org
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indicators such as R² and Q². The goodness of fit tests 

compatibility or conformity between observation results 

(observation frequency) and frequencies obtained based 

on their expected value (theoretical frequency). The 

evaluation involves calculating goodness of fit (GoF) 

using the GoF measurement reference, which is the 

average value of AVE and R-Square. The value is 

determined based on three criteria: goodness of fit < 0.10 

(GoF) is small, goodness of fit < 0.25 (GoF) is medium, and 

goodness of fit > 0.36 (GoF) is large. 

Table 5 

AVE and R-Square 

Variable AVE Scores R-Square Value  

Prosecutor Competence 0.622 0.655 

Organizational Performance 0.649 0.876 

Average 0.6355 0.7655 

 

Goodness of Fit  = √𝐴𝑉𝐸̅̅ ̅̅ ̅̅ 𝑥 𝑅2̅̅̅̅  

    = √0,6355 𝑥 0,7655 

    = √0.48647 

    = 0.6974 

 

Based on the results of the calculation according to 

Table 5, the goodness of fit value of the average AVE value 

is, while the average value of R.0,63552 The value of 

0.7655 in this study has a result of 0.6974 (Large GoF). 

So, in this study, there is a lack of match or conformity 

between the observation results and the frequency 

obtained based on the expected value. 

Hypothesis testing 

After testing the validity, reliability, and goodness of 

fit results, the next step is to test the hypothesis. The 

results of the hypothesis testing of this research are 

based on the significance value or T-statistic value. The 

variable used is significant if its significance value is 

greater than 1.96 at the significance level (p-values) and 

less than 5%. This means that there is an influence 

between variables, and hypotheses are acceptable. 

Colvin P. (2018) Revealed that in hypothesis testing, 

three conditions are needed that must be met to show 

the full effect of mediation in research, including the 

following:  

1. There is a significant relationship between 

independent variables and mediation.  

2. There is a significant relationship between 

mediation variables and dependents.  

3. The relationship between independent and 

dependent variables becomes insignificant when the 

mediating variable is included in the research model. 

Table 6 

Hypothesis Test 

Path Coefficient Value T statistics  P values Information 

Prosecutor's Competence -> Organizational Performance  0.247  7.579  0.000 Supported 

Servant Leadership -> Prosecutor's Competence  0.274  4.709  0.007 Supported 

Servant Leadership -> Organizational Performance  0.304  3.355  0.005 Supported 

Servant Leadership → Competency of Prosecutor → 
Organization Performance 

0,225 1.032  0.000 Mediation Supported 

 

Based on Table 6, all hypothesized relationships were 

statistically significant (T > 1.96, P < 0.05), including the 

mediating role of Servant Leadership between 

Prosecutor Competence and Organizational 

Performance. 

1. The t-statistical value between the prosecutor's 

competency variable and organizational 

performance was 7.579; the p-value was 0.00, and 

the coefficient value was 0.274. Because the t-

statistical value is >1.96 or the p-value is >0.05, it can 

be concluded that there is a (positive) and significant 

influence between the prosecutor's competency 

variable and organizational performance. So, H1 was 

accepted. 

2. The t-statistical value between the servant leadership 

variable and the prosecutor's competence was 
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4.709; the p-value was 0.007, and the coefficient 

value was 0.274. Because the t-statistical value is 

>1.96 or p-value >0.05, it can be concluded that there 

is a positive and significant influence between the 

servant leadership variable and the prosecutor's 

competence. So, H2 is accepted. 

3. The t-statistical value between the servant leadership 

variable and organizational performance was 3,355; 

the p-value is 0.005, and the coefficient value is 

0.257. Because the t-statistic value is >1.96 or p-

value <0.05, it can be concluded that there is a 

positive and significant influence between the 

servant leadership variable and organizational 

performance. So, H3 was accepted. 

4. The t-statistical value >1.96 or p-value < 0, and the 

coefficient value of 0.225 between the variables of 

prosecutor's competence on organizational 

performance mediated by servant leadership. Thus, it 

can be concluded that the prosecutor's competence 

positively and significantly influences 

organizational performance by being mediated by 

servant leadership. So that H4 is accepted. 

Discussion and Conclusion 

The findings of this study demonstrate a strong and 

statistically significant relationship between prosecutor 

competence and organizational performance 

(Muhammad, 2018; Slack et al., 2020). Although this result 

suggests that enhancing the capabilities of prosecutors 

may lead to improved institutional outcomes, the cross-

sectional nature of the data requires caution in 

interpreting these results as causal (Octavianne et al., 

2024). Instead, the evidence supports an association that 

aligns with established frameworks in organizational 

behavior, where technical and ethical competence is 

linked to institutional efficiency and public trust. 

However, this link is not absolute (Sendjaya & Sarros, 

2002; Sukoco et al., 2022). Previous studies have shown 

that competence alone may not translate into 

performance without structural and cultural support, 

including adequate mentoring systems and resources 

(Ren, 2024). 

Moreover, the study finds that servant leadership 

significantly predicts the competence of prosecutors 

(Ramadani, 2020). This result is consistent with 

leadership theories that posit empowering leadership 

styles foster professional growth through supportive 

and trust-based relationships (Richard et al., 2004). In 

this context, servant leadership likely facilitates intrinsic 

motivation and fosters psychological safety, which are 

essential for knowledge acquisition and skill 

development in demanding institutional settings like the 

prosecutor’s office (Phipps, 2010). These findings should 

be interpreted in light of potential social desirability bias 

in leadership evaluations, as well as the bureaucratic 

nature of legal institutions that may resist relational 

leadership styles (Pettigrew, 1992). 

Servant leadership also showed a significant positive 

influence on organizational performance (Northouse, 

2019). This further supports the idea that leadership 

based on empathy, empowerment, and service 

contributes to better institutional functioning (M. Neely 

et al., 2005). The cultural context of Indonesia, which 

emphasizes collective harmony and respect, may 

enhance the effectiveness of such leadership models 

(Oriolo, 2021). However, the psychological mechanisms 

through which servant leadership impacts 

performance—such as reduced burnout, higher role 

clarity, or increased organizational citizenship 

behavior—were not directly explored in this study. 

Further research is needed to examine these pathways 

more thoroughly (Muhammed & S, 2020). 

One of the most noteworthy findings is that servant 

leadership mediates the relationship between 

prosecutor competence and organizational performance 

(Mauludin, 2024). This suggests that the benefits of 

technical and professional competence are maximized 

when supported by leadership that empowers, supports, 

and develops subordinates (Liden et al., 2008). From a 

practical standpoint, this indicates that training efforts 

focused solely on individual competencies may have 

limited impact unless coupled with leadership 

development strategies that foster relational and ethical 

leadership (Javed et al., 2024). The result also provides a 

theoretical contribution by linking human capital 

development with leadership theories in public 

institutions, highlighting the need to view competence 

not only as an individual asset but also as something 

shaped and activated through relational processes 

within organizations (Ittner & Larcker, 2003; Ittner & C. 

D., 2003). 

Despite these contributions, the study has several 

limitations. Its reliance on cross-sectional survey data 
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prevents causal claims (Prosecutors, 1999). The absence 

of qualitative data also limits the ability to understand 

deeper organizational dynamics and the psychological 

processes underlying the observed relationships 

(Greenleaf, 2019). The results should therefore be 

interpreted as indicative rather than definitive. Future 

studies should incorporate longitudinal designs or 

mixed-method approaches to strengthen the evidence 

base and explore contextual variables such as 

organizational justice, resource constraints, or workload 

distribution that may shape the observed effects (Daft, 

2016). 

The findings underscore the strategic importance of 

integrating servant leadership principles within 

prosecutorial institutions (Firmansyah & Fakhruddin, 

2024). Leadership development programs that 

emphasize service, empathy, and empowerment should 

be viewed as integral to organizational reform, 

particularly in sensitive areas such as gender- and child-

related case handling. These efforts must be embedded 

within systemic improvements to ensure that individual 

competencies are supported by ethical, inclusive, and 

accountable institutional environments. 

This study highlights the interconnected influence 

between prosecutor competence, servant leadership, 

and organizational performance within the prosecutorial 

context in Indonesia. While the statistical analysis 

confirms significant associations between these 

variables, the findings go beyond simple validation of 

hypotheses. The results illustrate that competence alone 

is not a sufficient driver of performance. It is through a 

leadership style that emphasizes empathy, 

empowerment, and ethical service—embodied in 

servant leadership—that the benefits of prosecutor 

competence are fully realized. 

Theoretically, this study contributes to leadership 

discourse by situating servant leadership within a rigid 

and bureaucratic legal institution, a context where this 

leadership style is rarely examined. The mediating role 

of servant leadership supports the proposition that 

leadership dynamics play a critical role in translating 

individual competence into systemic effectiveness. This 

insight adds value to both leadership theory and public 

sector management, where performance is often 

constrained by formalism and hierarchy. 

However, implementing servant leadership in the 

prosecutorial environment poses practical challenges. 

The hierarchical and procedural nature of legal 

institutions may not be naturally receptive to leadership 

models that prioritize vulnerability, trust, and relational 

ethics. Introducing servant leadership requires 

institutional commitment, leadership training, and 

cultural change that fosters psychological safety and 

inclusive decision-making. Therefore, while the model is 

promising, its adoption must be contextualized and 

supported by systemic reform. 

For policymakers and managerial leaders in the 

prosecutor’s office, this study provides actionable 

insights. Enhancing prosecutor competence must be 

coupled with structural investment in leadership 

development. Training programs should not only focus 

on legal and procedural knowledge but also include 

modules on emotional intelligence, victim-centered 

justice, and ethical leadership. Organizational culture 

change is essential to sustain these practices. In 

particular, the handling of sensitive cases involving 

women and children demands not only legal precision 

but also interpersonal sensitivity that servant leadership 

supports. 

This study is not without limitations. First, the 

reliance on cross-sectional survey data limits the ability 

to infer causality between variables, even though 

directional relationships were modeled. Second, the 

exclusive use of self-reported questionnaires raises the 

risk of social desirability bias, especially when assessing 

constructs like leadership and competence in 

hierarchical settings. Third, the sampling frame—though 

purposively constructed—was modest in size and 

limited in representativeness, covering only 150 

respondents from selected regions, thus limiting 

generalizability. Fourth, potential measurement bias 

may arise due to varying interpretations of Likert-scale 

items, especially in contexts where legal terminology and 

leadership constructs may be understood differently 

across roles and regions. Fifth, contextual bias must be 

considered. Indonesia’s prosecutorial system operates 

within a unique socio-legal environment, meaning the 

findings may not transfer directly to other legal cultures 

or jurisdictions. 

Future studies should adopt longitudinal or mixed-

method designs to observe how servant leadership 

practices evolve and impact performance over time. In-

depth qualitative inquiry, such as interviews with 

prosecutors and victims, could reveal how leadership is 
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experienced and enacted in practice. Research should 

also explore organizational readiness and barriers to 

implementing servant leadership in legal institutions. 

Comparative studies between jurisdictions with 

different levels of hierarchy, autonomy, and 

prosecutorial discretion could yield deeper insights into 

the contextual adaptability of this leadership model. 

Finally, future work could test alternative leadership 

styles in conjunction with servant leadership to identify 

which are most effective in sensitive legal domains such 

as gender-based violence and child protection. 
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