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Abstract
Background/Objectives: The purpose of this study is to provide basic data for nursing intervention 
development that enhances the job competence of care workers by exploring the mediating effect of self-
leadership in the relationship between job commitment and job competence.

Method/Statistical analysis: Data were collected using a questionnaire targeting 96 care workers belonging 
to 5 home-based elderly welfare centers in D city. Data were analyzed by descriptive statistics, Pearson 
correlation coefficients, multiple regression and Sobel’s test.

Findings: The care workers’ job commitment scored 3.99 points, self-leadership scored 3.82 points, and 
job competence scored 3.95 points out of 5 points. The job competence of subjects was a high positive 
correlation with job commitment (r=.78, p<.001), and self-leadership (r=.86, p<.001). The main factor 
influencing the subject’s job competence was self-leadership (β=.75, p<.001), and 74.9% of job competence 
was explained. In addition, self-leadership had a complete mediating effect in the relationship between job 
commitment and job competence.

Improvements/Applications: Job commitment and self-leadership showed a high correlation with job 
competence, self-leadership had a complete mediating effect. Therefore, the directors should place importance 
on job-related factors of care workers. It is necessary to develop and operate a leadership improvement 
program to foster self-leadership.
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Introduction
The influence of the elderly in Korean society is 

increasing continuously. More than half of the elderly 
in Korea evaluate their health as average or bad, and are 
suffering from the disease for more than 3 months, 89.5% 
of the elderly responded that they had chronic diseases 
diagnosed by a doctor, and the entire population of 

elderly people have an average of 2.7 chronic diseases, 
and 83.5% of elderly people have taken prescription 
drugs prescribed by doctors for more than 3 months. 
In addition, the physical and cognitive function of the 
elderly also has a higher rate of restriction as the age 
increases, and 71.4% of the subjects with reduced 
physical function appear to be receiving care [1]. Overall, 
there is a need for a systematic care service policy for 
the elderly.

76.3% of the elderly in Korea currently live 
separately from their children, so the demand for home-
visit care services provided by care workers is expected 
to continue to increase[1] and the elderly prefer to receive 
care at home, and the family is hoped that caregivers will 
visit home and provide services. Accordingly, the care 



Medico-legal Update, October-December 2020, Vol. 20, No. 4  1365

service providers for the elderly under the long-term 
care insurance for the elderly in Korea are care workers, 
and the job competence of care workers can be evaluated 
in terms of service quality. Job competence is an action 
that leads to successful outcomes through interaction 
with behavioral characteristics observed from those 
who generate high performance, that is, knowledge, 
skills, attitudes, and values [2]. In particular, in the case 
of care workers since their competence plays an even 
more important role in the health and well-being of the 
subject.

According to the research to date, it has been said 
that if care workers have excellent competence, expertise 
and skill, they can satisfy the needs of recipients and 
provide quality services[3]. In the case of 123 care 
workers job competence was about 3.66 out of 5 points 
[4]and as a result of measuring the job competence of 
116 care workers, it was 3.79 out of 5 [5]and it needs 
to be made so that they have higher job competence. 
In order to increase the job competence of these care 
workers, it is necessary to analyze the factors that affect 
job competence improvement.

In this study considers the results that the degree of 
commitment to one’s job affects job performance[6], and 
leadership affects job competence and performance[7]. 
Job commitment means that one’s job becomes the 
center of one’s life, the desire to actively participate in 
the job becomes stronger, and the job is the standard in 
the process of establishing and realizing the concept of 
self [8]and it is the degree to which he is immersed in his 
current job based on specific beliefs about the relationship 
between himself and his current job[9]. Immersion is a 
result of the ability to experience[10] and this level of 
job commitment appears more strongly in performance-
related situations and situational characteristics.

On the other hand, self-leadership can be said to be 
able to exercise leadership by controlling and managing 
thoughts and actions with one’s own autonomy[11]. 
According to a study, the self-leadership of 311 daycare 
center teachers was a major factor influencing teacher 
competency[7] and as it was found that childcare teachers 
with high self-leadership have higher awareness of 
expertise and more positive verbal interactions [12], it is 
inferred that it will have a major impact on enhancing 
the job competence of care workers.

Therefore, the purpose of this study is to 
empirically test the mediating effect of self-leadership 

in the relationship between job commitment and job 
competence and provide basic data for developing 
strategies to increase the job competence of care workers.

Method
1.	 Subjects: The subjects of this study were 96 care 

workers in charge of home-visit care belonging to 
5 home-based elderly welfare centers of D city, 
who were adult men and women who understand 
the purpose of the study and voluntarily expressed 
their willingness to participate and gave written 
consent, who were care workers with more than 6 
months of job experience. The number of subjects 
was calculated using the G-power 3.1.9.4 program. 
The number of samples required to maintain 2 
predictors, effect size of .15, significance level of 
.05, and power of .90 was 88, and 96 people were 
surveyed considering the dropout rate of 10%.

2.	 Instruments

2.1.	Jobcommitment: A job commitment tool revised 
by Park[6] was used. This tool has a total of 9 
questions, and on a Likert 5-point scale, the higher 
the score, the higher the degree of job commitment. 
In the study by Park[6], the reliability was Cronbach’s 
α=.92. In this study, it was .90.

2.2.	Self-leadership: A self-leadership tool revised 
by Koh[13] was used. There are 20 questions. On 
a Likert 5-point scale, the higher the score, the 
higher the degree of self-leadership. In Koh’s 
study, the reliability of the sub-area was Cronbach’s 
α=0.78~0.86. In this study, it was .94.

2.3. Job Competence: A tool reconfigured by Lee 
[14] from National Competency Standards for care 
workers was used. There are 24 questions. On 
a Likert 5-point scale, the higher the score, the 
higher the degree of job competence. At the time 
of development, the reliability Cronbach’s α=.85. In 
this study, it was .94.

3.	 Data collection: Data collection was from July to 
August 2020. Researchers and research assistants 
visited5 home-based elderly welfare centers in D 
city, and after receiving permission by explaining 
the research purpose and method to the center 
director, after meeting, the research purpose was 
explained directly to the nursing care provider and 
received a written consent with the help of a research 
assistant, especially in the data collection method. 
After that, data was collected through completing 
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questionnaires. The time required to complete the 
questionnaire was 15 minutes.

4.	 Ethical consideration: This study was approved 
by the institutional review board of K University 
after submitting a proposal for ethics of the subject 
for deliberation (KNU_IRB_2020-44). The code of 
ethics was followed.

5.	 Data Analysis: Using the SPSS Window 23.0 
program, the degree of variables of care workers was 
calculated by descriptive statistics, the correlation 
between job commitment, self-leadership and 
job competence was calculated using Pearson’s 
correlation coefficients, and the mediating effect 
was obtained using multiple linear regression, and 
the significance test for the mediating effect size was 
analyzed with the Sobel’s test.

Result and Discussion
1.	 General characteristics of subjects: The subjects 

of this study were care workers in charge of home-
visit care (100%), and the age ranged from 32 to 
76 years old, with an average of 57.78±8.89 years 
old, with age over 60 years accounting for 44.8% 
(44) over 60 years old. Most (96.9%) were women, 
and the most frequent education level was high 
school graduate with 48.9% (44), and the average 
work experience as a care worker was 42.59±31.82 
months, ranging from 7 months to 11 years. It was 

found that more than half (69.4%, 77) had no other 
licenses other than the care worker license. Most of 
them (74.4%) received less than 1 education session 
during the past year, and for the monthly income, 
0.51-1 million won accounted for more than half 
(55.2%).

2.	 Degree of Job commitment, Self-leadership 
and Job Competence in Care workers: The care 
workers’ job commitment scored 3.99 points out of 
5 points, self-leadership scored 3.82 points out of 5 
points, and job competence scored 3.95 points out of 
5 points [Table 1].

Table 1. Degree of Job Commitment and Self-
leadership on Job Competence in Care Workers 

(N=96)

Variables M±SD Range

Job commitment 3.99±0.61 1~5

Self-leadership 3.82±0.48 1~5

Job competence 3.95±0.46 1~5

3.	 Correlation between job commitment, self-
leadership and job competency in subjects: Job 
competence and job commitment (r=.78, p<.001), 
job competence and self-leadership (r=.86, p<.001), 
and self-leadership and job commitment (r=.86, p) 
<.001) of subjects showed high positive correlations 
[Table 2].

Table 2. Correlation between Job Commitment, Self-leadership and Job Competence in Subjects

Variables Job commitment r(p) Self-leadership r(p) Job competence r(p)

Job commitment 1

Self-leadership .86(<.001) 1

Job competence .78(.025) .86(<.001) 1

4.	 Mediating effects of self-leadership in the 
relation between job commitment and job 
competence in subjects: As a result of examining 
the multicollinearity, the Durbin-Watson index 
for autocorrelation was 1.96, which was close to 
2, which was independent. The multicollinearity 
between the independent variables was less than 10 
with a VIF (Variance Inflation Factor) index of 3.90, 
and the tolerance was 0.26, which was higher than 
the standard value of 0.1, indicating that there was 

no multicollinearity, so this data was suitable for 
regression analysis.

Self-leadership, a parameter between job 
commitment and job competence, had a significant 
influence in the regression analysis in step 3.

As a result of the regression analysis of step 1, job 
commitment, an independent variable, had a statistically 
significant effect on self-leadership, a mediating 
variable (β=.86, p<.001), and the explanatory power to 
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explain self-leadership was 74.4%.In step 2 regression 
analysis, job commitment, an independent variable, 
had a significant effect on job competence, a dependent 
variable (β=.78, p<.001), and the explanatory power to 
explain job competence was 60.4%.To test the effect 
of self-leadership as an intermediary variable on job 
competence as a dependent variable in step 3, as a result 
of regression analysis with job commitment and self-
leadership as predictive factors and job competence as 
the dependent variable, job commitment (β=.13, p=.211) 

was not significant, but self-leadership (β=.75, p<.001) 
was a significant predictor of job competence.

As a result of comparing the β values, it was found 
that self-leadership was completely mediated since .78 in 
step 2 was greater than .13 in step 3, and job commitment 
in step 3 was not statistically significant. The degree 
to which self-leadership explains job competence was 
74.9%.As a result of conducting Sobel’s test to confirm 
the significance of the mediating effect coefficient, it was 
statistically significant (Z=7.14, p<.001)[Table 3].

Table 3. Mediating effects of self-leadership in the relation between job commitment and job competence

Variables B β t p Adj. R2 F p

Step 1: Job commitment→ Self-leadership .68 .86 16.52 <.001 .741 272.82 <.001

Step 2: Job commitment→ Job competence .59 .78 11.99 <.001 .600 143.67 <.001

Step 3: Job commitment, Self-leadership .744 138.95 <.001

→ Job competence

1. Job commitment→Job competence .09 .13 1.26 .211

2. Self-leadership→Job competence .72 .75 7.33 <.001

Z=7.14, p<.001

Discussion
This study was attempted to understand the 

mediating effect of self-leadership in the relationship 
between job commitment and job competence.

The job commitment of this study was 3.99 out of 5 
points, which was higher than the level of job commitment 
of 3.82 points[6] as a result of a survey of employees who 
received job training in securities companies. The life of 
care workers serving and providing care to others can be 
regarded highly as a desirable job in the profession and 
needs to be supported so that it can be further improved. 
The self-leadership score was 3.82 out of 5, somewhat 
higher than the self-leadership of the daycare center 
teachers which was 3.75 [7]. Self-leadership is a way 
of thinking about yourself and your role in what you’re 
doing, and care workers have a professional sense of 
duty to take the lead in helping the vulnerable subjects 
and it is judged that they have the ability to perform their 
role as a leader. In the future, if education to improve 
such leadership is given, it can be further improved. 
Also, the job competence of care workers was 3.95 out 

of 5, which was slightly higher than that of 3.68 points of 
job competence of 217 care workers who provide home-
visit care services with more than 1 month’s experience 
[15]. The results of this study are considered to be the 
result of having subjects with higher job competency as 
they were subjects who provided nursing services for 
more than 6 months.

The relationship between the subject’s job 
competence, job commitment, and self-leadership 
showed a high positive correlation. This was similar to 
the result [16] showing a positive correlation between 
the job commitment of the cabin crew of a low-cost 
airline and 3 sub-areas of job competence. In addition, 
the self-leadership of daycare center teachers showed 
a positive correlation with the teaching competence, 
which is consistent with the result [7] that the higher the 
self-leadership, the higher the teaching competency. 
Therefore, it is recommended to consider job commitment 
and self-leadership in education and activities to 
increase the job competence of care workers. Also, 
in the relationship between job commitment and job 



1368  Medico-legal Update, October-December 2020, Vol. 20, No. 4

competence, self-leadership had a complete mediating 
effect. This was similar to the result of a study of care 
workers [17] showing that self-leadership improves the 
service quality and productivity of the organization. 
Self-service is a decisive factor for care workers to 
demonstrate job competence, and self-leadership with 
expertise and autonomy can help provide quality services 
and increase productivity. Therefore, it is recommended 
that home-based elderly welfare center directors develop 
and apply a self-leadership improvement program as a 
way to improve the job commitment and job competence 
of care workers in charge of home-visit care.

 Based on the results of this study, it is necessary 
to increase self-leadership in order to increase the job 
competence of care workers in charge of home-visit 
care. In order to do that, one must control oneself and 
increase self-motivating autonomy, and knowing one’s 
role and abilities with thinking and action strategies, 
setting goals and putting them into practice, one should 
make an effort to take responsibility for the results. 
Ultimately, these efforts can increase the influence of 
care workers, and it is thought that they can improve their 
job competence and increase the satisfaction of the care 
recipients. Therefore, it is suggested that a leadership 
improvement program be developed and actively used 
as supplementary education for care workers.
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