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ABSTRACT

Manuscript type: Research paper

Research aims: This study aims to examine the direct and indirect
effects of servant leadership and perceived organisational support on
organisational citizenship behaviour through the mediator of lecturer
commitment.

Design/Methodology/Approach: The research adopts a quantitative
approach. Lecturers from private universities in regional higher education
service institutions (LLDIKTI) IIT DKI Jakarta, Indonesia formed the
research population. Purposive sampling was employed as the sampling
technique. Data collection involved surveys using a questionnaire as the
research instrument. Data analysis was conducted using SEM-PLS.
Findings: The results demonstrate that servant leadership and perceived
organisational support positively and significantly influence lecturer
commitment and organisational citizenship behaviour. However,
lecturer commitment does not significantly mediate servant leadership
or perceived organisational support and organisational citizenship
behaviour.

Research limitations/Implications: Further research could examine
other variables that can mediate servant leadership and perceived
organisational support on organisational citizenship behaviour.
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Practical implications: The managerial implication suggests that
university management should prioritise servant leadership and
lecturer commitment to enhance lecturers” performance of extra roles
(organisational citizenship behaviour).

Originality/Value: This study shows that lecturer commitment does
not significantly mediate servant leadership or perceived organisational
support and organisational citizenship behaviour.

Keywords: Servant leadership, Perceived organisational support,
Organisational citizenship behaviour, Lecturer commitment
JEL Classification: D23, O1, O15

1. Introduction

Education is the main pillar of the development and progress of
a nation. The success of a country lies in its human resources, the
quality of which is mainly due to education. Quality education must
be supported in terms of adequate human resources, facilities and
infrastructure, curriculum, and character development education.
This is important to create citizens that are creative, innovative,
productive, and able to compete on the world stage in the current
globalised digital era. In reality, Indonesia is still quite behind other
countries. Based on the United Nations Educational, Scientific and
Cultural Organization’s (UNESCO) Human Development Index,
which ranks educational attainment, health, and per capita income,
Indonesia ranks 116th of 189 countries (UNDP, 2020). In addition,
according to the Political and Economic Risk Consultant (PERC)
survey, the quality of education in Indonesia is ranked 12th out of 12
countries in Asia, one rung below Vietnam (Mubair, 2011;18) This, of
course, demands more attention from the government to improve the
quality of education in Indonesia.

Among the positive human resource behaviours in the context
of an organisation is organisational citizenship behaviour (OCB).
This also applies to lecturers at universities, both during times of
crisis, such as the Covid-19 pandemic, and after. In accordance with
OCB principles, the expected contribution from lecturers is not only
their in-role, i.e., carrying out the entrusted tasks and obligations,
but also extra roles, i.e., making contributions outside of their in-role
duties and obligations, or OCB. In the university context, extra roles,
namely roles that go beyond the stipulated roles or responsibilities,
are actually needed so that these institutions can continue to exist.

OCB is closely related to organisational commitment. In the
last two decades, organisational commitment was regarded by
researchers as the dominant attitude, and was the subject for many
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analyses. The modern attitude toward organisational commitment
is multi-dimensional, so researchers focused on different kinds
of commitments to specify behaviour in work environments (Liz
Dickinson et al., 2009). Commitment is the most meaningful form of
organisational duties, and shows a powerful relationship with OCB
(Cohen, 2006). Commitment includes staying in the organisation
for a long time, accepting organisational norms and values, and
widespread participation to reach growth and development (Luthans,
2020). Organisational commitment is one of the more important
factors that strengthen OCB (Lepine et al., 2002; O'Reilly & Chatman,
1986). Organisations, especially in undeveloped or developing
countries, should provide opportunities for their managers and
employees to use their experiences, abilities and potential to improve
organisational goals. This cannot be realised until there is a suitable
opportunity for OCB and personnel organisational commitment.

OCB is expected to be able to optimise organisational functions
to a better level of efficiency and effectiveness (Robin, S. P., and
Judge, 2015). In this context, OCB is associated with extra-role tasks
(Sadeghi et al 2016; Zeng and Xu 2020; Wang et al. 2021; Ying et al.
2020; Aboramadan et al. 2022). OCB can play a role in increasing
employee engagement in the organisation, and can ultimately
influence organisational performance (Alkahtani, 2015; Lyu et al.,
2016; Zhang et al., 2017).

The role of OCB can be seen from its five dimensions, which are
positive behaviours that can improve organisational performance.
The altruism dimension is the moral will of an employee in
encouraging co-workers to complete the work. The courtesy
dimension, often called peace-making, is through the behaviour
of employees who politely offer to help other employees. The
virtue dimension is the voluntarism that emerges to always
actively participate in issues that befall the organisation, providing
new and innovative ideas for organisational sustainability. The
conscientiousness dimension refers to behaviour to improve
organisational performance through better methods or ways of
working. The sportsmanship dimension allows employees to survive
and be tolerant, and prioritise the interests of the organisation when
it faces problems (Organ et al., 2006; Zhang et al., 2017).

The pre-study was carried out by researchers in 2021 on 46
lecturers at a private university at LLDIKTI III in DKI Jakarta
province. The results of the study found that the average value of
the five dimensions of OCB was below 4 (agree) on a 1-5 Likert scale.
The average value of altruism was 3.84, the courtesy dimension 3.71,
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the virtue dimension 3.54; conscientiousness dimension 3.24; and the
sportsmanship dimension 3.11. This shows that the lecturers have not
reached maximal OCB behaviour. Starting from this pre-study, it is
significant to carry out further research, not only regarding a larger
number of samples and a more tertiary institutions; but also variables
that have been shown in previous studies to affect OCB.

These variables include servant leadership (SL), which has been
shown to influence OCB in business organisations (Aboramadan
et al.,, 2022; Zeng & Xu, 2020), ecclesiastical organisations (e.g.,
Cunningham 2019), social organisations (e.g Thao and Kang 2020;
Ogochi, Kilika, and Oduol 2022), and educational institutions (Chiu
et al., 2015; Hanaysha et al., 2022; Qiu et al., 2020). Another variable
that influences OCB is perceived organisational support (POS).
Research by (Tharikh et al., 2016), (Detnakarin & Rurkkhum, 2019),
(Oyewobi et al., 2019), and Asgari et al. (2020) shows that POS
positively influences OCB. OCB is also influenced by organisational
commitment (OC) variables, such as shown by (Claudia, 2018). In the
study, OC uses the lecturer commitment (LC) proxy. This research
starts from the problem of lecturers’ extra role at a number of
universities in DKI Jakarta which is not fully maximised — this extra
role is more or less the lecturer carrying out OCB. Therefore, weak
extra roles entail weak OCB.

2.  Literature Review
2.1  The Influence of SL on OCB and OC

The OCB variable was raised by (Organ et al., 1983), because the
conception of organisational performance at the time was not well-
defined enough to overcome the problems faced by organisations
around the world from the end of the 20th century to the present
(Harvey et al., 2018; Organ, 1977; Podsakoff et al., 2000). OCB is
assumed to be a research variable that bridges the gap between job
satisfaction and organisational performance (Organ, 1977; Podsakoff
et al., 2000).

(Shetty, P. K., and Kamath, 2021) show that, both together and
individually, SL and OCB can increase productivity in manufacturing
industries as well as in higher education institutions. The same was
also found by (Canavesi & Minelli, 2022) in Carlo Cataneo University,
Italy. The influence of SL on OCB occurs in various fields —business
organisations (Aboramadan et al., 2022; Chavaha et al., 2020; Chraim,
2016; Mirshekar, 2017; Ragnarsson et al., 2018; Shafi et al., 2020; Zeng
& Xu, 2020) business engineering (Azis et al., 2018); ecclesiastical
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organisations (Cunningham, 2019); and social organisations (Ogochi
et al., 2022; Thao & Kang, 2020; Zhang et al., 2021). The influence of
SL on OCB is also evident in the field of education (Flynn et al., 2016;
Kumar et al., 2022; McCann, J., Sparks, 2019; Noland & Richards,
2015; Olsen, 2018; Qiu et al., 2020; Reed, 2015; Sahawneh & Benuto,
2018; Sousa & van Dierendonck, 2017).

2.2 The Influence of SL on OC

SL originated with Robert Greenleaf in 1970 (Langhof & Giildenberg,
2020). Greenleaf states that a servant leader by nature emphasises
the development and benefit of followers and their organisation or
community (Greenleaf, 1970; Langhof & Giildenberg, 2020; Liden
et al., 2014). This principle contrasts with the traditional concept of
leadership, which is primarily characterised by the accumulation and
use of power.

OC has three dimensions. These three dimensions are: the
affective dimension (affective commitment), namely the commitment
that grows within organisational followers due to the emotional
attachment, understanding and involvement of these followers in the
organisation; the continuance dimension (continuance commitment),
which is related to the expectations of members of the organisation
to bind themselves to the organisation through the implementation
of tasks in a responsible manner; and the normative dimension
(normative commitment), related to the norms or principles that
are firmly held by members of the organisation. These principles
or norms are usually in the form of values that are upheld by
individuals as unique in themselves. (Meyer & Alien, 1991) emphasise
that normative commitment is actually a form of moral obligation
towards the organisation that grows strong in members of the
organisation or employees.

Studies by (Karatepe et al., 2019), (Kauppila et al., 2018), and
(Lee et al., 2020) show that SL has an effect on OC. Likewise,
(Grisaffe et al., 2016) finds that SL has an effect on OC which occurs
hierarchically. The influence of SL on OC occurs in various types
of organisations, for example in restaurants (Piong, 2016); business
organisations (Asgari et al., 2020; DeConinck & DeConinck, 2017;
Detnakarin & Rurkkhum, 2019; Grisaffe et al., 2016; Karatepe et al.,
2019; Kim et al., 2016; Schwepker, 2016) educational organisations
(Claudia, 2018; Crippen & Willows, 2019; Kauppila et al., 2018; Lee
et al., 2020), education and manufacturing industries (Shetty, P. K,,
and Kamath, 2021), educational and business organisations (Canavesi
& Minelli, 2022); financial services organisations (Tharikh et al.,
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2016); construction service organisations (Oyewobi et al., 2019) and
psychological services (Wang et al., 2021).

2.3 The Influence of POS on OCB and OC

(Eisenberger et al., 1986) were the first researchers to elaborate on
POS in studies of employees” perceptions of management’s concern
for their contribution to the organisation. POS is the employees’
perception of how much the organisation provides support, and
cares about their welfare (Rhoades & Eisenberger, 2002). (Asgari et
al., 2020) found in their research that there is a positive effect of POS
and organisational commitment on OCB. Employees” perceptions of
balanced evaluation and rewards from organisational management
strengthen their commitment to carry out extra-role tasks responsibly.
The same thing was also found by Detnakarin and Rurkkhum (2019),
Tharikh et al. (2016), and Oyewobi et al. (2019)

The OCB dimension consists of five parts, namely: altruism,
or the desire to carry out extra-role activities, shown by helping
co-workers who have not mastered work procedures; courtesy, or
growing employee readiness to do work outside working hours;
civic virtue, namely providing full support and cooperation for team
decisions; consciousness, or the desire to do extra work, spend extra
time and provide a positive influence in the work environment; and
sportsmanship, or the ability to carry out work without assistance,
complete work on time, and work with full calculation (Zhang et
al., 2017). Lecturers” POS has a positive effect on OCB, especially
in carrying out extra-role tasks responsibly, both in teams and
independently (Claudia, 2018). (Crippen & Willows, 2019) research
in the field of higher education shows that in the school environment,
especially in classrooms, educators can be good stewards of students.
(Erdurmazli, 2019) shows that the level of POS and SL behaviour has
a positive effect on OCB.

2.4 The Influence of POS and OC

Kim et al. (2016) conclude that POS and OC have a strong
relationship in improving organisational performance. The same was
confirmed by (Schwepker & Schultz, 2015) when examining SL and
commitment to the realm of values, and (DeConinck & DeConinck,
2017) when researching SL and POS in relation to salesperson
turnover from one business to another. Meanwhile, (Claudia,
2018), who examines the influence of POS and the commitment
of permanent lecturers at universities, found that a balanced POS
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strengthens lecturers to continue working as permanent teaching
staff. The four POS dimensions according to (Eisenberger et al., 2016)
are: fairness, where the organisation evaluates things objectively and
fairly; superior support, where the organisation’s superiors make
contributions and donations to their subordinates; organisational
awards, where the organisation provides appropriate rewards, such
as salary, incentives, and leave; and conditions of work, or tasks
in accordance with the capacity and expectations supported by
employees.

Organisational support theory is used to describe the employees’
emotional attachment to their organisation. When employees feel
that they are provided with good support from the organisation,
they feel a responsibility to repay this, in some form or another. The
feeling of obligation increases the employees’ commitment to the
organisation (Rhoades et al, 2002). In line with organisational support
theory, commitment can be identified as the impact of the employees’
perceptions regarding organisational support. (Rhoades et al, 2002)
find that employees who feel that they have the support of their
organisation have a sense of meaningfulness in themselves, which
increases their commitment. This commitment ultimately encourages
employees to help the organisation achieve its goals and to improve
performance expectations, which are noticed and appreciated by
the organisation. (Shore & Wayne, 1993) find that POS becomes a
predictor of OCB and is positively related to performance and OCB.
Workers who feel supported by their organisation reciprocate this
feeling, and thus lower the imbalance in the relationship by engaging
in citizenship behaviour. Both (Miao & Kim, 2010) and (Chiang &
Sheng 2012) also find a significant relationship between POS and
OCB. (Chiaburu et al., 2015) state that there is a significant positive
relationship between POS and OCB, and the level of the relationship
between these two variables depend on the particular cultural setting.

2.5  The Effect of OC on OCB and the Role of OC as a Mediator

In Salehi and (Gholtash., et al 2011) study, the researchers used five
OCB questionnaires adapted from (Graham, 1991), encompassing
job satisfaction, job burnout, and OC. The results showed that the
variables of job satisfaction and OC had a positive effect on OCB,
while job burnout had a negative effect. Job satisfaction also has a
negative effect on job burnout (Salehi & Gholtash, 2011). (Rifai, 2005),
quoting (Meyer & Allen, 2000), said that of the three dimensions of
organisational commitment, affective commitment has the strongest
positive relationship to OCB, followed by normative commitment,
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whereas continuance commitment is sometimes unrelated to OCB.

According to (Rifai, 2005), affective commitment is the strength
of the relationship felt by individuals in an organisation. Affective
commitment is influenced by the support that employees feel is given
in the organisation. Affective commitment reflects the emotional bond
of members to the organisation, and naturally, the emotional bonds
between members in the organisation will affect this (Colquitt et al.,
2009). It can be said that a person’s organisational commitment is
related to the emotional bond between members and support within
the organisation. Based on this definition, OC can be interpreted as a
condition for individuals to recognise the organisation and its goals,
as well as their own needs, until a desire arises to remain members
of the organisation. Therefore, it can be said that commitment does
not only arise because of one party, but also when there is support
from other or external parties concerned. (Mirabizadeh & Gheitasi,
2012) conclude that educational opportunities, work-life policy, and
empowerment activities had strong positive relationship with OC,
and OC also influenced OCB accordingly. The commitment of the
lecturers continues to have a positive effect on OCB, especially in
carrying out extra-role tasks responsibly (Claudia, 2018)

2.6 OC Mediating the Influence of SL on OCB

Servant leaders develop people, share leadership, display
authenticity, value people, provide leadership, and build community
(Laub, 1999). Similarly, (Wong & Page, 2003) mention that SL is
visionary leadership, servanthood, responsible leadership, and
courageous leadership, that emphasises honesty, authenticity,
power, and pride (vulnerability and humility) and developing
and empowering others. To lead a team effectively, SL provides
accountability, gives support, emphasises true self-evaluation, fosters
collaboration, provides clear information, and values people (Irving
& Longbotham, 2007).

Other empirical studies in India (Mathur & Negi, 2014), Kenya
(Walumbwa et al., 2010), China (Newman et al., 2017), and Turkey
(Guigel, C. & Begeg, 2012) reveal a significant direct influence of SL
on OCB. Edurmazli (2019) finds that POS and SL behaviour had a
positive effect on both OCB and commitment to the organisation.
Chraim (2016) concludes that SL has a positive and significant effect
on employee OCB through trust as mediation. The influence of SL on
OCB is also proven when the mediator variable is presented, such as
psychological ownership (Chavaha et al., 2020; Cunningham, 2019)
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2.7 OC Mediating the Effect of POS on OCB

(Etizoni, 1982) was the first to examine commitment in the
organisational world in 1961. Commitment became a hot topic in
the context of management after (Shafi et al., 1977) elaborated on
it in terms of attitude or attitudinal commitment and behaviour or
behavioural commitment. In that context, commitment is defined
as an attitude that reflects the extent to which a person understands
and feels bound to his organisation. In other words, organisational
commitment is an attitude and behaviour that reflects the level of
belief, recognition, acceptance and attachment to an organisation
(Mathis et al., 2021). This definition actually refers to the previous
definition put forward by (Griffin et al.,, 2017) which was later
developed by (Dessler, 2019) and (Luthans, 2020) which identifies
organisational commitment with the level of employee confidence,
acceptance of organisational goals that gives rise to determination
and intention to always with the organisation as long as the
organisation exists.

3. Methodology

The paradigm of this research is positivism (Creswell, J]. W., and
Creswell, 2018). Meanwhile, the research approach is quantitative,
namely, to study theories and concepts by examining the
relationships between constructs (Cooper, D. R., and Schindler,
2014). The research method used in this study is a survey (Sekaran,
U., and Boeugie, 1993). The research instrument was a closed-ended
questionnaire (Cooper, D. R., and Schindler, 2014) and data analysis
was carried out in this study using a Likert scale. There were 10
questions for the SL variable, five for POS, seven for LC and nine
for OCB. Respondents were all lecturers from private universities
in LLDIKTI III DKI Jakarta. In this study, 211 valid responses to
the questionnaire were obtained. The sampling technique used was
purposive sampling, while analysis was carried out using descriptive
analysis, statistical equations and hypotheses. The data was analysed
inferentially using partial least square-structural equation modelling
(PLS-SEM), which includes evaluation of the outer model, inner
model, and hypothesis testing (Hair et al., 2014). The outer model test
uses a reflective model evaluation consisting of indicator reliability
tests, discriminant validity tests, internal consistency tests, and
convergent validity tests (Hair et al., 2014).
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4. Results and Discussion
41  Results
4.1.1 Measurement Model Evaluation

The PLS-SEM analysis consists of the outer model test, the inner
model test, and the hypothesis test. The outer model test uses four
indicators, namely indicator reliability, discriminant validity, internal
consistency, and convergent validity (Hair et al., 2014). The outer
model test results are presented in Table 2 and Table 3.

Table 1: Reliability and validity measures

Construct Outer loadings Composite reliability AVE
Servant leadership
SL1 0.674
SL2 0.671
SL3 0.822
SL4 0.613
Indicators oL 0047 0.910 0.668
SL6 0.679
SL7 0.791
SL8 0.822
SL9 0.836
SL10 0.817
Perceived organisational support
POS1 0.838
POS2 0.837
Indicators POS3 0.853 0.916 0.687
POS4 0.809
POS5 0.804
Lecturer commitment
KD1 0.792
KD2 0.559
KD3 0.761
Indicators KD4 0.736 0.807 0.583
KD5 0.692
KDé6 0.663
KD7 0.501
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Construct Outer loadings Composite reliability AVE

Organisational citizenship behaviour

OCB1 0.772
OCB2 0.771
OCB3 0.788
OCB4 0.832
Indicators OCB5 0.719 0.931 0.602
OCB6 0.797
OCB7 0.737
OCB8 0.780
OCB9 0.781

Table 2 shows the results of the reliability indicator test using
outer loading, which in this study used the outer loading standard
of 0.70. The SL variable has 10 indicators (SL1 to SL10), but only
five indicators are valid, namely SL3, SL7, SL8, SL9, SL10. The five
indicators of POS, namely POS1, POS2, POS3, POS4, POS5 are valid.
The LC variable as a proxy for OC only has three valid indicators
(KD1, KD3, and KD4) out of seven. Seven of the nine indicators of
OCB variables, namely OCB1 to OCB 7, are valid. The results of the
internal consistency test show that all variables have a composite
reliability value of > 0.60 (Hair et al., 2014), so all variables pass the
test. The composite reliability values are 0.910, 0.916, 0.807, and 0.931
respectively for the variables SL, POS, LC, and OCB.

Likewise, the results of the convergent validity test show that all
variables have an average variance extracted (AVE) value > 0.50 (Hair
et al., 2014), meaning that variables pass the test. The AVE values for
the SL, POS, LC, and OCB variables were 0.668, 0.687, 0.583, and 0.602.

The results of the discriminant validity test using the Fornell-
Larcker test are presented in Table 3. The Fornell-Larcker value of
each of these variables for itself must be greater than the value of the
variable for others.

Table 2: Discriminant validity

Variable LC OCB POS SL
LC 0.764
OCB 0.642 0.776
POS 0.733 0.742 0.829
SL 0.729 0.800 0.882 0.818
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Table 2 shows that the Fornell-Larcker value of the LC variable
to itself is 0.764, greater than the value of the LC variable to others,
such as to OCB (0.642), to POS (0.733), and to SL (0.729). The Fornell-
Larcker value of the OCB variable to itself is 0.776, greater than the
value of the OCB variable to others, such as to LC (0.642), to POS
(0.742), but smaller than to SL (0.800). The Fornell-Larcker value of
the POS variable to itself is 0.829, which is greater than the value of
the POS variable to others, such as to LC (0.733), to OCB (0.742), and
to SL (0.818). Lastly, the Fornell-Larcker value of the SL to itself is
0.818, which is greater than the value of the SL variable to others,
such as to LC (0.729), to OCB (0.800), but smaller to POS (0.882).

4.1.2  Structural Model Evaluation

Analysis of the inner model (structural model analysis) is to ensure
that the structural model built is robust and accurate. The first test of
the inner model is the multicollinearity test which in this study uses
the variance inflation factor (VIF) value. Table 3 shows the VIF values
for all the relationships between the research variables.

Table 3: Multicollinearity inner VIF value

Variable LC OCB
LC 2418
POS 4.586 4.998
SL 5.221 5.203

Table 4 shows that the VIF value on the relationship between
variables is less than 10. Therefore, in this study there was no
phenomenon of two or more independent variables or highly
correlated exogenous constructs which could lead to poor predictive
ability of the model. The following test of the inner model is about
the F? value of assessing the magnitude of the influence between
variables (Wong, 2013)

Table 4: F? test

Variable LC OCB
LC 0.001
POS 0.082 0.002
SL 0.058 0.139
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The F? value for LC value for OCB is 0.001 (< 0.02) so the effect is
considered non-existent or ignored (Sarstedt et al., 2017). The F> POS
value for LC is 0.082 (between 0.02 to 0.15), which means that the
effect is small (Sarstedt et al, 2017). The F? value of POS on OCB is
0.002 (< 0.02) so that the effect is considered non-existent or ignored.
The F? value of SL to LC is 0.058 (between 0.02 to 0.15), which means
that the effect is small. The F? SL value for OCB is 0.138 (between 0.02
to 0.15), which means that the effect is small.

The following test for the inner model is the coefficient of
determination (R?). The R? coefficient value of the four dependent
variables, namely employee performance, job satisfaction, work-life
balance, and work motivation is based on Table 6.

Table 5: Coefficient of determination (R2)

Independent variables = Dependent variable R?
SL, POS LC 0.581 (58.1%)
SL, POS, LC OCB 0.646 (64.6%)

Table 5 shows that SL and POS can simultaneously explain LC of
0.581 or 58.10%. This means that the two independent latent variables
can explain the LC of 58.10%. The remaining explanation (100% -
58.10% = 41.90%) of LC can be explained by other variables outside
the two independent latent variables. The magnitude of the effect of
58.10% is between the effect value of 0.33 and 0.67, thus indicating
that the strength of the model is moderate (Sarstedt et al., 2017).

Table 5 shows that SL, POS, and LC can simultaneously explain
OCB by 0.646 or 64.6%. This means that the three independent latent
variables can explain OCB by 64.60%. The remaining explanation
(100% - 64.60% = 35.40%) of OCB can be explained by other variables
outside of the three independent latent variables. The magnitude of
the effect of 64.60% is between the effect value of 0.33 and 0.67, thus
indicating that the strength of the model is moderate (Sarstedt et al.,
2017).

The result of calculating Q? predictive relevance for the influence
of SL, POS, and LC on OCB is that the Q? value is greater than zero.
This shows that SL, POS, and LC have predictive relevance to OCB.
Next is the path coefficient value and testing the hypotheses, as
presented in Table 6.
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Table 6: Coefficient of influence between variables (path coefficient)

Path

Hypothesis coefficient T-statistics P-values Conclusion
H1: SL has a positive Positive and
and significant effect 0.585 5.752 0.000 significant
on OCB influence
H2: SL has a positive Positive and
and significant effect 0.443 4473 0.000 significant
on OC influence
H3: POS has a positive irlzglslﬁlee
and significant effect 0.173 1.509 0.132 b ’
ut not
on OCB RN
significant
H4: POS has a positive Positive and
and significant effect 0.344 3.566 0.000 significant
on OC influence
H5: OC has a positive irI:fcl)lslle:[i:;Z
and significant effect 0.081 1.017 0.310 !
but not
on OCB O
significant

The SL path coefficient value for OCB is 0.585 or 58.5%, indicating
a positive influence. For every increase in SL by pne unit, the increase
in OCB is 58.5%. As for the significance test of the effect of LS on
OCB with a value of t = 5.752 (> 1.96) and a p-value of 0.000 (< 0.05),
which means that SL has a positive and significant effect on OCB.
This means that H1 is proven.

The path coefficient value of SL to LC is 0.443 or 44.3%, indicating
a positive influence. For every increase in SL by one unit, the increase
in LC increases by 44.3 of that unit. As for the significance test of the
effect of SL on LC with a value of t = 4.473 (> 1.96) and a p-value of
0.000 (<0.05), which means that SL has a positive and significant effect
on LC. This means that H2 is proven.

The path coefficient value of POS to OCB is 0.173 or 17.3%,
indicating a positive influence. For every increase in POS by one unit,
OCB increases by 17.3% of that unit. As for the significance test of the
effect of POS on OCB with a value of t = 1.509 (< 1.96) and a p-value
of 0.132 (>0.05), which means that POS has a positive but insignificant
effect on OCB. This means that H3 is not proven.

The path coefficient value of POS to LC is 0.344 or 34.4%,
indicating a positive influence. For every increase in POS by one
unit, the LC increases by 34.4% of that unit. As for the significance
test of the effect of POS on LC with a value of t = 3.566 (> 1.96) and
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a p-value of 0.000 (<0.05), which means that POS has a positive and
significant effect on LC. This means that H4 is proven.

The LC pathway coefficient value for OCB is 0.081 or 8.1%,
indicating a positive influence. For every increase in LC by one unit,
OCB increases by 8.1% of that unit. As for the significance test of the
effect of LC on OCB with a value of t = 1.017 (< 1.96) and a p-value
of 0.310 (>0.05), which means that LC has a positive but insignificant
effect on OCB. This means that H5 is not proven.

H6 to H7 is a path analysis which requires separate calculations,
as shown in Table 7 below.

Table 7: Hypotheses for path analysis models

. Direct Indirect Total .
Hypothesis offect  effect offect VAF  Conclusion

Hé: LC plays a
positive role in

mediating the 0443  0.036 0.515 (6;929(% mecﬁ;ion
influence of SL on ’

OCB

H7: LC plays a

positive role in 13.93% No
mediating the effect 0173 0.028 0201 (<20%)  mediation
of POS on OCB

The variance accounted for (VAF) value (Hair et al., 2014) is
6.990% (< 20%). This means that in this path analysis model there is
no role of the mediator variable or no mediation. This means that the
LC variable does not play a role in mediating the influence of SL on
OCB. Thus Hé6 is not proven.

Furthermore, the VAF value is 13.93% (< 20%). This means that in
this path analysis model there is no role of the mediating variable or
no mediation. This means that LC does not play a role in mediating
the influence of POS on OCB. Thus H7 is not proven.

4.2  Discussion
4.2.1 The Influence of SL on OCB and OC

The results of the study show that SL has a positive and significant
effect on OCB. The path coefficient value is 0.585 (58.5%), the highest
among the five direct relationships in this study. It means that the
results of this study are in accordance with H1, namely that SL
has a positive and significant effect on OCB. This is in line with
previous studies, including research in the field of education like
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(Noland & Richards, 2015), (Sousa & van Dierendonck, 2017), (Reed,
2015), (Flynn et al., 2016), (Sahawneh & Benuto, 2018), (Olsen, 2018),
(McCann, J., Sparks, 2019), (Qiu et al., 2020), (Chiu et al., 2015), and
(Kumar et al., 2022), which prove the effect of SL on OCB.

Since the influence of SL is positive and significant on OCB, it
is necessary to know the strongest cross-loading value on the SL
indicator on OCB. The three of the seven indicators with the strongest
cross-loading values in the SL variable on OCB are SL10 (0.705),
SL9 (0.663), and SL3 (0.662). SL10 reads ‘My leader makes himself a
servant to university stakeholders, lecturers and staff’; SL9 reads ‘My
leader understands and makes the vision/mission of the university
his personal vision’; and SL3 reads ‘My leader is able to restore the
enthusiasm of the lecturers who are bored with work routines.”

Furthermore, the results of the study show that SL has a positive
and significant effect on OC, proxied by LC. The path coefficient
value is 0.443 (44.3%), ranking second among the five direct
influences. It means that the results of this study are in accordance
with H2, namely that SL has a positive and significant effect on
OC. The results of this study support previous research, including
research in the field of education like Kauppila et al. (2018), Claudia
(2018), Crippen and Willows (2019), and (Lee et al., 2020); education
and manufacturing, like Shetty and Kamath (2021); and education
and business, like Canavesi and Minelh (2021).

Since the influence of SL is positive and significant on LC, it
is necessary to know the strongest cross-loading value on the SL
indicator on LC. The three of the seven indicators with the strongest
cross-loading values in the variable SL to LC are SL3 (0.632), SL6
(0.613), and SL9 (0.612). SL3 reads ‘My leader is able to restore the
enthusiasm of the lecturers who are bored with work routines’; SL6
reads ‘My leader is skilled at persuading followers to implement
university policies when articulating opportunities’; and SL9 reads
‘My leader understands and makes the vision/mission of the
university his personal vision.”

4.2.2  The Influence of POS on OCB and OC

The results show that POS has a positive but not significant effect on
OCB. This means that the results of this study do not support H3,
namely that POS has a positive and significant effect on OCB. This
differs from a number of previous studies which prove that POS
has a positive and significant effect on OCB, such as (Claudia, 2018),
(Crippen & Willows, 2019) and (Erdurmazli, 2019).
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Considering that the influence of POS is positive but not
significant on OCB, it is necessary to know the weakest cross-loading
value on the POS indicator on OCB. The three of the seven indicators
with the weakest cross-loading value on the POS variable on OCB are
POS1 (0.582), POS2 (0.596), and POS5 (0.599). POS1 reads ‘My leader
evaluates things objectively and fairly’; POS2 reads “‘My leader makes
policies based on agreed criteria to avoid being disadvantaged’; and
POS5 reads ‘I place the university as part of my life and feel proud to
continue my journey with this university.’

The results of the study prove that POS has a positive and
significant effect on OC proxied by LC. It means that the results of
this study do not support H4, namely that POS has a positive and
significant effect on OC. The results of this study are in line with the
results of previous studies, such as (Schwepker & Schultz, 2015) and
(DeConinck el al., 2017)

Since the influence of POS is positive and significant on LC, it
is necessary to know the strongest cross-loading value of the POS
indicator on LC. The three of the five indicators with the strongest
cross-loading values are POS4 (0.645), POS5 (0.639), and POS3 (0.615).
POS4 reads “My leader provides sincere and honest support to me as
a lecturer’; POS5 reads ‘I place the university as part of my life and
feel proud to continue my journey with this university’; and POS3
reads ‘My university management provides proper rewards such as
salary, incentives and leave.’

4.2.3  The Effect of OC on OCB, and the Role of OC as Mediator

The results of the study prove that OC proxied by LC has a positive,
but not significant, effect on OCB. It means that the results of
this study do not support H5, namely that OC has a positive and
significant effect on OCB. This differs from (Claudia, 2018), who finds
that OC had a positive and significant effect on OCB.

Considering that the effect of LC is positive but not significant
on OCB, it is necessary to know the weakest cross-loading value on
the LC indicator on OCB. The sequence of the three indicators with
the weakest cross-loading value on the LC variable on OCB is KD4
(0.394), KD3 (0.426), and KD1 (0.601). KD4 reads ‘I want to continue
to join this university’; KD3 reads ‘I have a readiness to play an extra
role at the university’; and KD1 reads ‘I am loyal to the university,
because of my attachment to the university’s vision and mission.”

The results also show that OC does not play a role in mediating
the influence of SLon OCB. The results of this study mean that it does
not support H6, namely that OC plays a positive role in mediating
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the influence of SL on OCB. But why is this so? According to (Hair et
al., 2014) and (Baron & Kenny, 1986), the requirement for a mediating
role is that it must have a significant effect on direct relationships
(between independent variables on the dependent variable, between
independent variables on the mediator variable, or between indirect
relationships with the dependent variable). In relation to this, it is
known that the effect of SL on OCB is positive and significant, the
effect of SL on LC is also positive and significant, but the effect of LC
on OCB is positive but not significant, so that the indirect effect (SL
path coefficient value to LC multiplied by the LC effect coefficient
to the OCB coefficient value) on OCB also has a positive effect but is
not significant. Thus, it is understandable if LC does not play a role
in mediating the effect of SL on OCB. This means that LC cannot
increase the effect of SL on OCB.

Considering that the effect of LC is positive but not significant
on OCB, it is necessary to know the weakest cross-loading value on
the LC indicator on OCB. The sequence of the three indicators with
the weakest cross-loading value on the LC variable on OCB is KD4
(0.394), KD3 (0.426), and KD1 (0.601). KD4 reads ‘I want to continue
my journey with this university’; KD3 reads ‘I have a readiness to
play an extra role at the university’; and KD1 reads ‘I am loyal to the
university, because of my attachment to the university’s vision and
mission’.

The same result is experienced when OC proxied by LC is
positioned as a mediator variable in the context of the influence
of POS on OCB. The results show that OC does not play a role in
mediating the influence of POS on OCB. The results of this study
mean that it does not support the H7, namely that OC plays a
positive role in mediating the effect of POS on OCB. It is known that
the effect of POS on LC is positive and significant; the effect of LC
on OCB is also positive and significant; but the effect of POS on OCB
is positive but not significant, so the indirect effect (the POS path
coefficient value to the LC multiplied by the LC effect coefficient
to the OCB coefficient value) on OCB also has a positive effect.
However, the direct effect of POS on OCB, although positive, is not
significant. Thus, it is understandable if LC does not mediate the
influence of POS on OCB. This means that LC cannot increase the
effect of POS on OCB.

Considering that the influence of POS is positive but not
significant on OCB, it is necessary to know the weakest cross-loading
value on the POS indicator on OCB. The sequence of the three
indicators with the weakest cross-loading value on the POS variable
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on OCB is POS1 (0.582), POS 2 (0.596), and POS5 (0.599). POS1 reads
‘My leader evaluates things objectively and fairly’; POS2 reads ‘My
leader makes policies based on agreed criteria to avoid aggrieved
parties’; and POS5 reads ‘I place the university as part of my life and
feel proud to continue my journey with this university’.

5. Conclusions

The problem with the role of lecturers at private universities at
LLDIKTI III DKI Jakarta, Indonesia is related to their relatively weak
extra roles. This research examines the effect of SL and POS on OCB
directly or through OC mediator variables proxied by LC. The results
showed that SL had a positive and significant effect on OCB and LC.
POS has a positive and significant effect on LC, but does not have a
significant effect on OCB. LC has a positive but insignificant effect on
OCB. Meanwhile LC has no role as a mediator, both in the context of
the influence of SL on OCB, and in the context of the influence of POS
on OCB. The managerial implications of the results of this study are
regarding the importance of university management paying attention
to SL and LC in an effort to increase the extra role (OCB) of lecturers.
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Appendix
Research Questionnaire
Dear Mr/Ms,

In the context of compiling a dissertation, the researcher asks for
the willingness of lecturers to participate in filling out a research
questionnaire for a study on the influence of servant leadership,
motivation, and perceived organisational support towards
organisational citizenship behaviour, with lecturer commitment as
mediator and digital transformation as mdoerator at LLDIKTI III
DKI Jakarta.

The researchers will keep the data provided and the results of this
study confidential. This will only be used as material for preparing
a dissertation at the doctoral program, Mercu Buana University,
Jakarta.

The researcher would like to thank you profusely for your
willingness, time, and support in filling out the questionnaire for this
research.

God bless,
Adriani Gunawan

Date and time: Questionnaire number:

Respondent Data

Cross (X) the appropriate column. If you cross incorrectly, circle the wrong
column.

1. Your gender :
o0 Man

o Woman

2. Your current age:

o <25 years

0 26-30 years o 31-35 years
o 36-40 years o 41-45 years
0 46-50 years g >51 years
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3. Your current level of formal education:
o Bachelor Strata 2 (S-2)
0 Bachelor Strata 3 (S-3)

4. Your length of service at the university where you currently work:
0O < 3 Years
o 4-5 Years
0 6-7 Years
o > 8 Years

5. Your current lecturer function/academic position (JAFA).
o No JJA
o Expert assistant

o Lecturer

o Head lecturer

o Teacher

Main Survey

Cross (X) one of the following columns, which, in your opinion, is most
appropriate. If you cross incorrectly, circle the wrong column.

1 STS Strongly disagree
2 TS Do not agree
3 KS Disagree
4 S Agree
5 SS Strongly agree
No Code Statement Scoring scale

Servant leadership (Barbuto & Wheeler, 2006)

1 SL1
2 SL2
3 SL3

My leader genuinely

desires to make positive  Strongly
changes in the lives of disagree
professors

My leader places the

wishes and expectations
of followers (lecturers)
above his own

My leadership restores
the enthusiasm of
lecturers bored with
work routines
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2 3 4 Strongly
agree
123 45
12 3 45
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No

Code

Statement

Scoring scale

10

SL4

SL5

SL6

SL7

SL8

SL9

SL10

My leader has a good
understanding of the
internal and external
situation of the
university

My leader is skilled in
mapping the problems
that arise in the faculty

My leader is skilled

at persuading
followers to implement
university policies
when articulating
opportunities

My leader can move
the entire academic
community to
contribute directly
and positively to their
environment

My leader can instil
moral-social values
in the academic
community

My leader understands
and makes the
vision/mission of the
university his personal
vision

My leader makes
himself a servant to
university stakeholders,
lecturers and staff

1 2 3 4 5

Perceived organisational support (Eisenberger et al., 2016)

11

12

250

POS1

POS2

My leader judges things
objectively and fairly
My leader makes
policies based on agreed
criteria to avoid being
disadvantaged.
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Strongly
disagree

2

3

a1

Strongly
agree



Code

Statement

Scoring scale

13

14

15

POS3

POS4

POS5

My university
management provides
proper rewards such as
salary, incentives and
leave

My leadership provides
sincere and honest
support to me as a
lecturer

I place the university
as a part of my life and
feel proud to continue
to my journey with this
university

1 2 3 4 5

Lecturer commitment (Griffin et al., 2017)

16

17

18

19

20

21

22

KD1

KD2

KD3

KD4

KD5

KDé6

KD7

I'am loyal to the
university because of
my commitment to the
university’s vision and
mission

Strongly
disagree

I have a strong
determination to make
this university a success

I have the readiness to
play an extra role at the
university

I want to continue
my journey with this
university

I feel comfortable
working at this
university

I am responsible for the
task I am carrying out

I have a high
appreciation of the
values of life through
this university
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Strongly
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No

Code

Statement

Scoring scale

Digital transformation (Iklima & Harmons, 2021)

23

24

25

26

27

TD1

TD2

TD3

TD4

TD5

My leadership
conditions all lecturers ~ Strongly
to carry out digital disagree
transformation

The division of digital
activities within the
university is specified
and interrelated to
enable efficiency

and effectiveness in
implementing lecturer
duties/work

Lecturers’ difficulties in
adapting to the pace of
digital transformation
can be overcome

with training and
collaboration between
units

My leadership
conditioned all lecturers
to be required to digitise
teaching and learning
activities

Academic activities

at the university are
implemented regularly,
either hybrid or online

Strongly
agree

Organisational citizenship behaviour (Zhang et al., 2017)

28

29

30

31

252

OCB1

OCB2

OCB3

OCB4

I desire to play extra

roles and engage in

extra-time activities, Strongly
demonstrated by disagree
helping less proficient

colleagues at work

I cultivate a willingness

to do work outside of

working hours

I provide full support
and cooperation on
team decisions

I empathise with doing
things that are extra
work
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Code

Statement

Scoring scale

32

33

34

35

36

OCB 5

OCB 6

OCB?”

0CB 8

OCB9

I will complete the task
according to company
procedures

I will take the positive
side of problems that
occur

I will complete
additional work given
by my supervisor
seriously and on time

I often have good
things to say about the
university where I work

I'have a great
curiosity to know the
developments in the
university

1 2 3 4 5

Motivation (Johari, S., & Jha, 2020)

37

38

39

40

41

42

WM1

WM2

WM3

WM4

WM5

WMeé6

I work to earn a decent

living which spurs me Strongly
to provide service to disagree
students

Work benefits such

as (salary, bonus and
allowances) provided by
the university make me
work enthusiastically/
well

I wish to be successful
at work by improving
my performance

Achievement of
performance/ self-
fulfilment is obtained
from my current job
(position)

The achievement of my
good performance is
inseparable from the
public’s expectations
Enjoying doing work/
work tasks is my
priority at work
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Code

Statement Scoring scale

43

44

45

WM7

WMS8

WM

Achievement of

performance/self-

fulfilment is obtained 1 2 3 4 5
from the potential of my

talents and skills

I work hard because
the job fits my personal 1 2 3 45
goal/vision

The university supports
my values and ability to 123 45
keep growing
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