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Abstract - The purpose of this study was to examine and analyze the influence of servant leadership and organizational 
commitment on organizational citizenship behavior (OCB) and organizational learning. This research was conducted on 
lecturers from nine faculties at Pontianak State University, Indonesia. Data were collected from 60 lecturers. The sample is 
determined through the stratified random sampling method. The strata are determined based on the Lecturer rank. Data 
collection method with a questionnaire. Data analysis uses Structural Equation Modeling (SEM) through the Partial Least 
Square (PLS) approach. The results showed that 1) servant leadership had not a significant positive effect on organizational 
commitment; 2) servant leadership has a significant positive effect on OCB; 3) servant leadership has not a significant positive 
effect on organizational learning; 4) organizational commitment has a significant positive effect on OCB; 5) organizational 

commitment has insignificant positive effect on organizational learning; 6) OCB has a significant positive effect on 
organizational learning. 
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I. INTRODUCTION 

 

The organization is currently in a competitive 

environment. The effective use of organizational 

learning to achieve organizational innovation 

performance is an important source of competitive 

advantage. Reality shows organizational learning as a 

long-term process and is relevant to knowledge 

acquisition and performance improvement (Garvin, 
1993; Probst & Buchel, 1997). 

Empirical studies show organizational learning has 

become a key source for improving organizational 

performance (Jimenez-Jimenez et al., 2008). Thus, to 

overcome the problems of external and internal 

threats, faced by members of the organization, 

organizational learning is an important requirement 

for achieving global strategic effectiveness (Doz, et 

al., 2001). The ability to learn faster is a significant 

feature of maintaining organizational profit in the 

future, this competitive advantage can be achieved by 
using organizational learning during organizational 

transformation (Kapp, 1999). Easterby & Lyles (2003) 

define organizational learning as the study of and in an 

organizational learning process. 

The ability of organizational learning is understood as 

a key factor for organizational performance and the 

potential to innovate and develop (Jerez-Gomez, et al., 

2005). This ability is positively related to variables 

such as job satisfaction (Chiva & Alegre, 2008) or 

innovation (Alegre & Chiva, 2008). These variables 

are, in most cases, dependent variables, in other words, 

the effects or consequences of organizational learning 
abilities. However, one of the key issues for 

organizations is how to create an environment that has 

a high capacity in learning organizations. 

Because organizations face a lot of environmental 

pressures, there is an urgent need to make changes, so 

that change is possible and must be done through a 

process of organizational learning (OL), and the 

beginning of the movement of change is through 

leadership by transforming old work culture into a new 

culture (Lakomski, 2001). This is an additional fact 

that leadership is responsible for the education and 

rehabilitation of individuals in organizations (Agshae 

& Bratton in Nafei et al., 2012). 

Reality shows there is a consensus among researchers 
in the area of organizational research about the 

importance of the basic concepts of leadership style 

and organizational learning to understand and interpret 

organizational performance on the one hand and 

individual employee behavior on the other 

(Edmondson, 1999; Coad & Berry, 1998; Popper & 

Lipchitz, 2000; Lipshitz, et al., 2002).  

Higher education in Indonesia at the moment is mostly 

in a period of organizational change. These changes 

are driven, among others, by many factors. Some of 

these factors include the change in status from State 
Universities to State-Owned Legal Entity Colleges or 

Universities organized by the Government in 

accordance with Government Regulation number 66 

of 2010, increasing world rankings, developing 

excellence to increase competitiveness and demands 

of government and stakeholders. 

Frost stressed that due to the leadership crisis, many 

people who suffer, who experience burn-out, who 

cannot enjoy life at work, as well as any costs incurred 

to treat emotional pain at work. There is a great need 

now for leadership education for generations to come, 

including leadership in higher education institutions. 
An alternative form of leadership that might be applied 

in higher education is servant leadership (Handoyo, 

2010). 

Greenleaf (1970) through his writings on servant 

leadership is seen as one of the pioneers of a new 
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revolution in leadership thinking. Spears (1994) states 

that the revolution was caused by many people in 

companies, universities, non-profit organizations, and 
other organizations looking for new ways and better 

ways to integrate work with personal and spiritual 

growth. They look for the best combination of 

leadership elements based on service to others. 

Graham (1991) sees servant leadership as one of the 

most charismatic forms of leadership influenced by 

morals, which is shown by its most important 

characteristics in the form of humility, relational 

power, autonomy, moral development of followers, 

and emulation of leaders' service orientation. 

Meanwhile, Spears (2002) expanded Greenleaf's work 

by proposing 10 servant leader characteristics, namely 
listening, empathy, healing, awareness, persuasion, 

conceptualization, foresight, stewardship, 

commitment to the growth of people, and community 

building. Barbuto and Wheeler (2006) add calling 

characteristics to the 10 characteristics of Spears to 11 

characteristics. 

Tsai's (2011) research results show that organizational 

commitment has a positive influence on OCB and 

organizational learning. Alessia and Regina (2008); 

Aaron and Yardena (2004) in their research also 

revealed that organizational commitment has a 
positive influence on organizational learning. 

Organizational commitment is one of the variables 

that is widely known to have a close relationship with 

OCB. Employees who have organizational 

commitment will do not only tasks that have become 

their obligations but will voluntarily do things that can 

be classified as extra effort. Committed employees 

will work as if they have an organization. This gives 

the organization more ability in the effort to achieve its 

goals. Organizational commitment is important to be 

studied in academic institutions, especially 

universities which are the source of human resources 
and the only institution responsible for educating 

people to become intellectuals. Lecturers are a central 

element in the education system that holds a variety of 

important responsibilities. The overall performance of 

the university depends on the lecturers and in 

particular their level of commitment. Thus 

understanding their behavior and attitudes requires 

more attention in the organization (Ehsan, et al., 

2010). The purpose of this study was to examine the 

effect of servant leadership and organizational 

commitment on OCB and organizational learning of 
lecturers at various faculties at Pontianak State 

University, Indonesia. 

 

II. LITERATURE REVIEW 

 

The results showed that servant leadership and 

organizational commitment are universal antecedents 

of Organizational Citizenship Behavior (OCB) and 

organizational learning (Alessia & Regina, 2008; 

Aaron & Yardena, 2004; Anit & Anat, 2004; Tsai, 

2011). 

Mazarei et al. (2013) show that there is a significant 

relationship between all components of servant 

leadership and organizational commitment. Servant 
leadership theory as an ethical style ineffective 

leadership is very important among leadership styles 

and can be considered as one of the ideal styles in 

human resource management. This theory was first 

proposed by Greenleaf (1904-1990). Servant 

leadership is a perception and action that leaders 

would prefer if it could benefit others rather than 

themselves (Mazarei et al., 2013). The main 

motivation for servant leadership is the tendency to 

serve others to achieve group goals.  

Greenleaf defines leadership first as a natural feeling 

of personal service and then encouraging people in 
leadership. The best test to become servant leadership 

is to analyze whether the people served are growing as 

humans, or whether they are healthier, wiser, free, and 

more independent and more likely to be servants after 

serving (Matterson in Mazarei et al., 2013). Servant 

leadership prioritizes the needs of others above their 

own needs. Graham (1991) describes future leaders as 

knowledgeable, pragmatic and inspirational leaders. 

The ideal leadership is based on serving followers and 

respecting their authority. These leaders continue to 

show a strong tendency to train employees and 
advance the organization to achieve maximum staff 

capacity (Mazarei et al., 2013). 

Organizational commitment has been conceptualized 

consisting of affective commitment, continuance 

commitment and normative commitment (Meyer & 

Allen 1984; Allen & Meyer 1990). Of these three 

components of organizational commitment, affective 

organizational commitment, which is defined as 

"emotional bonding, identification with, and 

involvement in organizations" (Meyer et al., 1989: 

152), is considered the most important form of 

commitment that has an impact on employee behavior 
in their organizations. Employees tend to achieve 

more for their organizations in a positive way when 

they have strong emotional ties to their organization; 

therefore, their high affective organizational 

commitment is expected to have a positive impact on 

their work behavior, including OCB. 

Even if limited to studies in Asia, many of the results 

of studies have revealed a positive relationship 

between affective organizational commitment and 

OCB (Chen & Francesco 2003; Chughtai 2008; Cohen 

2006; Kuehn & Al-Busaidi 2002; Kwanteses 2002 
2003; Van Dyne & Ang 1998). For example, Chen and 

Francesco (2003) revealed a significant positive effect 

of affective organizational commitment on altruism 

and general compliance, using a sample of Chinese 

employees. Chughtai (2008) also confirms a positive 

relationship between affective organizational 

commitment and OCB composite measures, using 

data collected from members of the Faculty of 

Pakistan. Van Dyne and Ang (1998) show the positive 

effect of affective organizational commitment on 

helpful measures, using the Singapore sample. The 
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same positive relationship between affective 

organizational commitment and OCB was found by 

studies using samples from the following West Asian 
countries: Israel (Cohen 2006), Omen (Kuehn & 

Al-Busaidi, 2002), and India (Kwantes, 2003). 

Although not restricted to Asian research, a 

meta-analysis from Organ & Ryan (1995) on the 

effects of two organizational commitments reveals 

that affective organizational commitment has a 

positive effect on general compliance and altruism. 

Ehrhart (2004) and Taleghani & Mehr (2013) research 

results show that servant leadership can predict OCB. 

The theoretical framework for this argument comes 

from Greenleaf (1977), who believes that leaders who 

serve their followers will produce followers who serve 
others. Thus, a leader is a role model for followers, and 

OCB employees are influenced by servant leadership 

(Smith, et al., 1983). People learn by observing others 

and modeling what they see. If employees experience 

and observe a leader serving others, followers, in turn, 

will do the same thing, namely serving others. This 

service can help coworkers, promote the organization 

to outsiders, and encourage others to express ideas and 

opinions, so do OCB. The research hypothesis is based 

on the following research conceptual framework: 

 

 
Figure 1. Research Conceptual Framework 

Source: Author’s Process 

 

H1:  Servant leadership has a significant effect on 

organizational commitment. 

H2: Servant leadership has a significant effect on 

OCB. 
H3:  Servant leadership has a significant effect on 

organizational learning. 

H4: Organizational commitment has a significant 

effect on OCB. 

H5: Organizational commitment has a significant 

effect on organizational learning. 

H6: OCB has a significant effect on organizational 

learning. 

  

III. METHOD  

 

This research is a type of explanatory research, with 
survey methods. The type of data collected is primary 

data. Primary data was collected through the provision 

of a list of questions (questionnaire). The population in 

this study were lecturers from nine faculties at 

Pontianak State University, Indonesia. The sampling 

method uses stratified random sampling. Strata are 

determined based on the rank of lecturer. This research 

uses Structural Equation Modeling (SEM) through the 

Partial Least Square (PLS) approach. The sample size 

is 60 lecturers. Ghozali (2008) asserts that the 

minimum recommended sample size in PLS ranges 
from 30 to 100. 

The variables in this study include exogenous 

variables, namely servant leadership, intervening 

variables, namely organizational commitment and 

OCB, and endogenous variables namely 

organizational learning.  

Greenleaf (1997: 15) states "Servant leadership begins 

with the natural feeling that one wants to serve, to 

serve first. Then conscious choice brings one to aspire 

to lead. The difference manifests itself in the care 

taken by the servant — first to make sure that other 

people's highest priority needs are being served. The 
best test is: do those served to grow as persons; do 

they, while being served, become healthier, wiser, 

freer, more autonomous, more likely themselves to 

become servants? And, what is the effect on the least 

privileged in society; will they benefit, or, at least, will 

they not be further deprived? "(Northouse, 2013). The 

servant leadership measurement instrument is 

measured using indicators: leaders prepare to develop 

positively; leaders encourage subordinates to have a 

community spirit at work; the leader knows and is 

directly involved with what is happening on campus; 
the leader understands that serving others is the most 

important thing; the leader becomes a model of service 

in his  behavior, attitude or values; the leader talks 

more about employee achievements than his 

achievements; and the leader shows humility. 

Organizational commitment is "The degree to which 

an employee identifies with a particular organization 

and its goals and wishes to maintain membership in 

the organization" (Robbins & Judge, 2013: 109). The 

instrument for measuring organizational commitment 

is measured using indicators: a strong sense of 

belonging to the faculty; working in a faculty is a need 
as well as a desire, and believe loyalty is important and 

therefore has a moral obligation to remain in the 

faculty.  

OCB is defined as an efficient role behavior that is not 

an element of an employee's routine job description, 

which cannot be calculated through an organizational 

evaluation system and the presence of such behavior 

cannot be forced (Organs in Ahmed et al., 2012). OCB 

measurement instruments are measured using 

indicators: always follow the development of faculty 

progress; follow the rules and procedures; willing to 
take the time to help others, and willingly accept 

criticism. Organizational Learning is the process by 

which knowledge about the results of actions related 

between the organization and the environment is 

developed (Daft & Weick, 1984). The instrument for 

measuring organizational learning is measured by 

indicators: the faculty encourages lecturers to take part 

in national and international seminars; information 

technology is used to improve information and 

encourage communication between lecturers; and 

lecturers often share knowledge and experience. 
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IV. RESULTS AND DISCUSSION 

 

This research was conducted at a lecturer working at 
the State University. The description of the research 

respondents showed that the sex of the majority of the 

respondents was male (male 56.67%). Age of 

respondents is mostly in the range of 41-50 years by 

50%. The working period of respondents was 61.66% 

for more than 15 years. Most lecturers have functional 

positions as associate professors (50%). 

 

Testing the Measurement Model (Outer Model) 

Testing the latent variable measurement model for 

reflexive indicators is done to see the validity of each 

indicator and test the reliability of the latent variable. 
The indicator is considered valid if it has a loading 

value (original sample estimate) above 0.5 and or a 

T-Statistic value above 1.96 (Solimun, 2011). 

Convergent validity test with SmartPLS can be seen 

from the results for outer loadings in Table 1. Based on 

the outer loading or T-Statistic value, it shows that all 

indicators on the variables of servant leadership, 

organizational commitment, OCB, and organizational 

learning meet the criteria of convergent validity, 

meaning that all indicators on the variable these 

variables are able to measure the latent variables. 
 

 
Table 1. Result for Outer Loading 

 

Discriminant validity with reflexive indicators is 

assessed based on cross loading (Solimun, 2011). If 

the correlation of constructs with measurement 

indicators is greater than the size of other constructs, 

the latent constructs predict the size of their block 

better than the size of the other blocks (Ghozali, 2008).  

 

 SL OC OCB OL 

SL1 0,734 0,006 0,420 0,051 

SL2 0,590 0,181 0,288 0,011 

SL3 0,568 0,074 0,306 0,077 

SL4 0,907 0,095 0,712 0,219 

SL5 0,822 0,016 0,624 0,192 

SL6 0,652 0,092 0,477 0,170 

SL7 0,677 0,013 0,535 0,103 
OC1 0,163 0,901 0,887 0,017 

OC2 0,073 0,811 0,548 0,064 

OC3 0,008 0,696 0,437 0,065 

OL1 0,212 0,065 0,221 0,816 

OL2 0,185 0,026 0,217 0,733 

OL3 0,014 0,067 0,222 0,655 

OCB1 0,592 0,418 0,834 0,106 

OCB2 0,355 0,485 0,709 0,180 

OCB3 0,627 0,250 0,742 0,144 

OCB4 0,536 0,342 0,703 0,141 
Table 2. Cross Loading 

Source: Primary Data Processed 

 

Based on the results of cross loading in Table 2 shows 

all the indicators of each variable predicts its own 

latent variable better than the other latent variable 

indicators, this is indicated by the value of the 
construct correlation with the measurement indicators 

greater than the size of the other constructs, meaning 

that all indicators of each each variable meets the 

discriminant validity. 

Another method for testing discriminant validity is to 

compare the AVE root value for each latent variable 

with the correlation coefficient between the latent 

variable Solimun, 2011). If the root of AVE is greater 

than the correlation between the latent variable with 

other latent variables, then the discriminant validity is 

fulfilled. 
 

 
Table 3. AVE, Square Root AVE & Correlations for the Latent 

Variables 

Source: Primary Data Processed 

 

Table 3 shows the latent variables servant leadership, 

organizational commitment, OCB, and organizational 

learning have a root value of AVE greater than the 

correlation between these latent variables so that all 

latent variables meet discriminant validity. 

Composite reliability is used to test the consistency of 

understanding of research instrument items according 

to respondents' ratings. The research instrument is said 
to be reliable if the value of composite reliability is 

above 0.7 (Solimun, 2011). The composite reliability 

values in Table 4 show that each latent variable has 

fulfilled good composite reliability. 

 

 
Composite 

Reliability 

Servant Leadership 0,847 
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Organizational Commitment 0,847 

Organizational Citizenship 

Behavior 
0,835 

Organizational Learning 0,723 
Table 4. Composite Reliability 

Source: Primary Data Processed 

 

Structural Model Testing (Inner Model) 

The structural model (inner model) is evaluated by 

looking at the goodness of fit through the R-Square 

value of each endogenous variable and Q-Square 

Predictive Relevance. R-Square value is used to assess 

the effect of the independent latent variable on the 

latent dependent variable whether it has a substantive 

effect (Ghozali, 2008). Table 5 presents the R-Square 

values of endogenous variables. 

 

 R-Square 

Organizational Commitment 0,003 

Organizational Citizenship 

Behavior 

0,551 

Organizational Learning 0,115 
Table 5. R-Square 

Source: Primary Data Processed 

The R-Square value of OC variable is 0,03, meaning 

that the variability of OC variable is explained by the 

variability of SL variable of 0,30%, while 99,70% is 

explained by other variables outside the model. The 

R-Square value of OCB variable is 0,551, meaning 

that the variability of OCB variable is explained by the 

variability of SL and OC variables by 55,10%, while 

44,90% is explained by other variables outside the 
model. The R-Square value of OL variable is 0,115, 

meaning that the variability of OL variable is 

explained by the variability of SL, OC, and OCB 

variables by 11,50%, while 88,50% is explained by 

other variables outside the model. 

Q-Square Predictive Relevance measures how well 

observational values are generated by the model and 

its estimated parameters. Q-Square value greater than 

zero indicates that the model has a predictive 

relevance value. The formula Q2 = 1- (1 - R12) (1 - 

R22) (1 - R32), so the value of Q2 = 1- (1 - 0.003) (1 - 
0.551) (1 - 0.115) = 0,604. The Q-Square value shows 

that the model is quite good, which is able to explain 

OL by 60,4% while the rest is explained by other 

variables outside the model. The path parameter 

coefficient can be seen from the results for inner 

weights. To assess the significance of the 

hypothesized structural path it can be seen from the 

T-statistic value greater than or equal to 1.96. The test 

results are presented in Table 6. 

 
Table 6. Results for Inner Weights 

Source: Primary Data Processed 

The results of the estimated parameter coefficients of 

influence between variables show three significant 

paths with positive coefficient values, namely the 
effect of servant leadership on organizational 

citizenship behavior, the effect of organizational 

commitment on organizational citizenship behavior, 

and the effect of organizational citizenship behavior 

on organizational learning. Thus the hypothesis in the 

model can be accepted. While the path that is not 

significant is the effect of servant leadership on 

organizational commitment, the effect of servant 

leadership on organizational learning and the effect of 

organizational commitment on organizational 

learning. The findings of this study indicate that 

servant leadership and organizational commitment 
significantly influence OCB, OCB also has a 

significant effect on organizational learning. The 

results of this study support Tsai's (2011) study which 

concluded that organizational citizenship behavior can 

positively influence organizational learning and 

organizational citizenship behavior can be positively 

influenced by organizational commitment. 

The results of this study also support Yutaka Ueda's 

research which concluded that affective organizational 

commitment has a significant positive effect on 

helpful behavior and sportsmanship and Dewi 
Sandra's research results show that organizational 

commitment contributes to organizational citizenship 

behavior. This study is also in line with the results of 

the research of Michelle Vondey (2010) and 

Mohammad Taleghani and Reyhaneh Rezaee Mehr 

(2013) who concluded that servant leadership predicts 

organizational citizenship behavior. Servant 

leadership can help the growth and success of 

followers to trigger organizational citizenship (OCB) 

behavior. The results of this study weaken the research 

findings of Ebrahem Mazarei et al. (2013) which 

concluded that there is a significant relationship 
between all components of servant leadership with 

organizational commitment and components of 

servant leadership can be predictors of organizational 

commitment. 

 

V. CONCLUSION 

 

Servant leadership has a positive and significant effect 

on OCB lecturers. The university/faculty management 

needs to develop a training program for leaders aimed 

at increasing servant leadership capacity in the form of 
continuous leadership training. The university/faculty 

management needs to make programs and policies that 

can improve servant leadership because this leadership 

can contribute to OCB, which in turn can influence 

organizational learning. 
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