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one of the sub-districts in Magetan Regency, East Java, Indonesia. Data
collection was carried out by way of a survey using a questionnaire. The
research results showed that SL has a significant positive relationship with
OC and OCB, but SL does not have a direct relationship with KSB; OC has
a significant positive relationship with OCB and KSB; OCB is not directly
related to KSB; OC plays a partial mediating role in the relationship
between SL and OCB; OC as a full mediation of the relationship between
SL and KSB. Realizing KSB can be improved through the internalization of
organizational culture, which can increase OCB and encourage
organizational members to share knowledge. Keywords: servant
leadership; organizational culture; knowledge-sharing behavior; village
officials. 1. Introduction Knowledge-sharing activities are an important part
of supporting the era of Society 5.0 (Ahmadi & Rachmawati, 2021). Based
on a knowledge-based view (KBV) (Abdul-Jalal et al., 2013; Grant, 1999;
Kogut & Zander, 1992; Spender & Grant, 1996), knowledge is considered
the most important strategic resource for ensuring the long-term survival
and success of an organization, as well as maintaining_a competitive
advantage. This is due to some complex forms of knowledge, for example,
abilities or routines that are valuable, rare, and difficult to imitate
(DeCarolis & Deeds, 1999). Foss and Pedersen (2002) state that
knowledge is essential for any organization and human capital to provide a
sustainable competitive advantage in a dynamic arena. Knowledge-sharing
capability (KSC) is important for the success of knowledge-sharing
behavior (KSB), where it plays an important role in the design of
knowledge-based Human Resources Management (HRM) practices (Abdul-
Jalal et al., 2013). Theoretical support for the important role of HRM comes
from the resource-based view (RBV), where each employee has a value
that is based on knowledge and experience that is unique to the
organization (Penrose, 1959, as cited in Pitelis, 2009). Knowledge is a
unique and valuable asset that, in the mind of human resources, is a
source of sustainable competitive advantage for any organization (Sial et
al., 2014). The success of implementing a knowledge-sharing strategy is
influenced by the ability of the managers of each organization to manage
resources (Sonmez Cakir & Adiguzel, 2020). Management is important for
efficient knowledge sharing (Rohman et al., 2020). KSB is considered an
integral part of knowledge management (KM) (Rohman et al., 2020;
Sawan et al., 2021 ; Trivellas et al., 2015). KM is related to delivering the
right knowledge to the right people at the right time (Poul et al., 2016).
The key to the success or failure of KM activities is human behavior
because KM emphasizes fostering learning, organizational culture,
teamwork, and sharing skills and experience (Bollinger & Smith, 2001).
Thus, three elements support the success of human-related KM to
consider, namely leadership, culture, and human resource practices
(Donate & Guadamillas, 2011). KSB is a dynamic learning process that
allows every organization to interact with suppliers and customers on an
ongoing basis to create innovation (Cummings, 2003). One of the most
important aspects of knowledge management is KSB. The dissemination of
ideas, information, and expertise and providing mutual advice between
individuals in an organization to solve work problems, develop new ideas,
or implement organizational policies or procedures is called KSB
(Cummings, 2003; Wang & Noe, 2010). According to Al-Zu’bi (2011) KSB
is interpreted as a process in which individuals exchange knowledge and
ideas through discussions about developing new Knowledge or ideas. KSB
involves constant verbal interaction and communication between work unit
members to increase performance (Cohen & Levinthal, 1990). According to
Li et al. (2021b) KSB is defined as the behavior of individuals willing to
help others or collaborate with others to solve problems and develop new
ideas through sharing Knowledge and information. According to Cabrera
and Cabrera (2005), KSB is the exchange or dissemination of ideas,
Knowledge, experience, skills, or technology, either implicitly or explicitly,
between individuals or groups. KSB is a reciprocal process between
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individuals who are willing to be involved in sharing knowledge (Hislop,
2002). According to van den Hooff and de Ridder (2004) there are two
dimensions of KSB, namely Knowledge Donating (KD) and Knowledge
Collecting (KC). According_to Amiri et al. (2020)_leadership practices
provide opportunities for executive teams to collaborate effectively in
driving change and implementing implementation strategies, developing
organizational processes, developing skills, mindsets, and tools in leading
change together, driving innovation at all levels of the organization,
managing talent, and creating an appropriate organizational culture. The
various impacts of leadership practices on followers’ outcomes in the
workplace have been demonstrated in various studies of management
practices (Shafi et al., 2020), and one of the leadership practices studied is
servant leadership (SL). Servant leadership is a holistic approach to
leadership that engages followers in multiple dimensions, including
rational, relational,_ emotional, moral or ethical, and spiritual, so that
followers are empowered to improve and grow in their abilities and develop
a greater sense of self-worth as a result (Eva et al., 2019; Yoshida et al.,
2014). Servant leadership is one of the human-centered leadership styles
that focuses on the human aspect (Amir, 2019; Barbuto & Wheeler, 2006;
Choudhary et al., 2013). Servant leaders are follower-focused, where
followers are the leader’s main concern, and the organization’s concerns
are peripheral (Dennis & Bocarnea, 2005). This refers to Greenleaf (2007)
argument that servant leadership tends to change followers into leaders
who serve themselves. Social learning theory is part of the theory of
reinforcement learning, which states that people can learn only by
observing and replicating the behavior of others (Liden et al., 2014).
Servant leaders create a transforming impact on followers, changing their
mindset and behavior, as described by social learning and social identity
theory (Eva et al., 2019). Through developing relationships of mutual
trust, demonstrating a philanthropic mindset, and having interpersonal
competence, a servant leader can become an influential leader for his
subordinates (Mutua & Kiruhi, 2021). Characteristics of servant leaders
include prioritizing the growth of followers by acting as a figure who
provides support, providing opportunities for followers to make decisions,
demonstrating ethical behavior, and emphasizing the importance of service
to the community in which the leader is located (Gregory Stone et al.,
2004; Reed et al., 2011). Servant leaders’ construct is a virtue, defined as
a good moral quality in a person, good quality in general, or moral
excellence (Dennis & Bocarnea, 2005). Dimensions of servant leadership
include agape love, acting with humility, altruistic; visionary for followers,
trust; serving; empower followers (Dennis & Bocarnea, 2005; Patterson,
2003). Based on behavioral theory, person-centered leadership has salient
characteristics such as empowering followers and focusing on follower
growth. Liden et al. (2014) stated that servant leadership can motivate
subordinates to carry out activities creatively. Servant leadership engages
employees in the creative process and KSB (Zada et al., 2022). Servant
leadership is an effective practice for organizations to create a competitive
advantage based on human capital. Servant leaders encourage and
develop a culture of creativity among employees (Igbal et al., 2020).
Servant leadership plays an important role in organizational performance
because it can coordinate the effectiveness of employees and other
resources in the organization (M. Chen et al., 2022). KSB is the positive
impact of a leader who can be trusted (Dalati & Alchach, 2018). According
to the social learning theory put forward by Bandura (1977), servant
leaders can act as role models for followers and help support KSB among
followers. The empirical study of Liden et al. (2014) and Yoshida et al.
(2014) revealed that servant leadership can increase employee creativity
by identifying leaders as mediation. Furthermore, Khassawneh et al.
(2022) revealed that servant leadership increases KSB, and then KSB
increases employee creativity. Furthermore, using the responsible
leadership approach, Haider et al. (2022) show that responsible leadership
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increases KSB directly and indirectly with person-organizational fit as
mediation and culture in higher education as a moderator. Furthermore,
Sial et al. (2014) revealed that servant leadership increases KSB and
organizational citizenship behavior (OCB). Servant leadership can increase
OCB. Servant leaders influence subordinates to do OCB by helping
subordinates grow and supporting subordinates to succeed (Ehrhart, 2004,
as cited in Vondey, 2010). OCB is extra-role behavior initiated by
employees willing to do various jobs outside their job description simply to
contribute more to the organization (Podsakoff et al., 2000). OCB is a
constructive employee behavior, but this behavior is not included in the
employee’s job description (Organ et al., 2006). OCB is a cohesive and
driving force for the organization’s benefit (Aoyagi et al., 2008; Jeong et
al., 2019). The five-factor OCB model developed by Organ (Smith et al.,
1983), namely altruism, conscientiousness, sportsmanship, courtesy, and
civic virtue, is the most widely adopted dimensions of OCB in empirical
studies: altruism, conscientiousness, sportsmanship, courtesy, and civic
virtue. Improving servant leadership practices can increase employee OCB
(Subhaktiyasa et al., 2023; Vondey, 2010). Amir (2019) revealed a
positive and significant relationship between servant leadership and OCB,
with perceived organizational support (POS) as a moderating variable. Hu
and Liden (2011) found that servant leadership significantly improves team
OCB. Servant leadership can play a role in shaping organizational culture
(Rehman et al., 2022). According to Browne et al. (2016), culture is
defined as shared values, ways of thinking, attitudes, and symbols that
characterize how organizations carry out their daily operations. Every
organization has a unique, visible and invisible culture that has developed
over time as a reflection of the organization’s identity (Al-Alawi et al.,
2007). Organizational culture (OC) is the shared basic assumptions that an
organization learns when dealing with the environment and adapting to
external demands and internal integration, which are taught to new
employees as the right way to solve these problems (Park et al., 2004).
According to Gupta and Govindarajan (2000), there are six elements
related to organizational culture: people, leadership, information systems,
processes, reward systems, and organizational structure (Al-Alawi et al.,
2007). Organizational culture is a driving force for innovation, gives
organizations a competitive advantage, and serves as a key factor for
sustainable development (Li et al., 2021b). There are seven main
characteristics that reflect the cultural nature of an organization (Rasak,
2022; Robbins & Judge, 2013): 1) Innovation and risk-taking, namely
encouraging employees to be innovative and dare to take risks; 2)
Attention to detail, namely getting employees to be able to show accuracy,
analysis and attention to various things in detail; 3) Results orientation,
namely getting management to focus more on results than on the
techniques and processes used to achieve these results; 4) People
orientation, namely management decisions considering their impact on
organizational members; 5) Team orientation, namely developing work
activities in teams more than individual work activities; 6) Aggressiveness,
namely the aggressive and competitive attitude of organizational members
compared to being relaxed; 7) Stability, namely organizational activities
that emphasize maintaining the status quo compared to growth. Culture
also shows how employees communicate with each other (Nauman et al.,
2022), and several researchers conducted studies on the impact of various
types of organizational culture on OCB, such as Kerr & Slocum (2005)
revealed that clan culture can increase OCB. Other findings from Harwiki
(2016) revealed that servant leadership increases organizational culture
(0C), and organizational culture increases OCB. Setyaningrum (2017)
revealed that SL improves organizational culture, commitment, and OCB.
Furthermore, a culture encouraging knowledge sharing can contribute to
an efficient knowledge management (KM) network (Rohman et al., 2020).
Organizational culture, including trust, information systems,
communication, rewards, and organizational structure, increases KS (Al-
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Alawi et al., 2007). A literature review conducted by Sawan et al. (2021)
revealed that organizational culture influences KSB. Several previous
studies (Al-Adaileh, 2013; Al-Alawi et al., 2007; Kathiravelu et al., 2014)
revealed an increase in KSB caused by organizational culture. The results
of the 2022 E-Government survey, released by the United Nations, show a
significant increase from rank 88 in 2020 to rank 77 in 2022, and overall,
Indonesia scored 0.71600 in the High EGDI (E-Government Development
Index) group in the United Nations E-Government Survey 2022. di United
Nations E-Government Survey 2022 (https://aptika.kominfo.go.id/2022/).
The survey results are a strong sign that digitalization must be realized
immediately, especially in government, so that public services from the
State Civil Apparatus (ASN) to the village government level continue to
improve. According to Purwantoro et al. (2018) the level of EGDI in
Indonesia reflects the condition of E-Government development in
Indonesia, which has not been optimal, including the level of public
services, there is a lack of uniformity in public services in villages, support
for information technology devices is still limited, there is no management
of village archives, there is no system that can manage knowledge, there
is no synergy between village officials. Many villages still face several
challenges in providing effective and efficient services to the community,
and one of the main factors that influences the quality of public services at
the village level is the capacity and competence of village officials
themselves (Mendrofa et al., 2023). The village head will be successful if,
in his/her leadership practices, the village head pays attention to the voice
of the community he/she leads, namely reflecting openness responsibility
in making decisions which are based on the results of an agreement for the
benefit of the community, and leadership practices that are by these
characteristics are transformational leadership (Lamida, 2015). The
transformational leadership practice of Village Heads, including in Magetan
district, can be realized if a Village Head can apply his/her competencies,
which can be seen in the Village Head’s ability to mobilize subordinates
(village officials), always synchronize the goals of the village government
organization well, and be open to suggestions/opinions/criticism,
prioritizing cooperation, giving freedom to subordinates (village officials) to
be creative, and trying to develop their capacity as leaders who are
recognized and respected by the community they lead. If implemented well
by village heads in the Magetan district, transformational leadership
practices will increase the OCB and KSB of village officials, so the synergy
between village officials and the performance of village government
services in the Magetan Regency can be improved. Raise and transfer
knowledge that is important to improve service quality village government
tools to their residents are a strategic step in increasing the capacity of
village government. Leaders are one of the main aspects in running and
moving the wheels of both private and government organizations to be
successful (Kadarusman & Bunyamin, 2021). Servant leadership is
considered one of the ideal leadership styles, especially for public service
organizations, because it includes the attention of stakeholders (Slack et
al., 2020); servant leadership increases collaboration, motivates
subordinates to achieve service excellence, and fosters more morality-
centric self-reflection by leaders than any other leadership style (Parris &
Peachey, 2013). Several reasons indicate that servant leadership is an
effective leadership style to apply, including (a) showing concern for other
people, (b) encouraging a positive organizational culture, and (c)
improving individual and team performance (Wesevich, 2022). Several
empirical studies show servant leadership can increase organizational
culture (Harwiki, 2016; Setyaningrum, 2017). Referring to these studies,
by taking government objects at the village level, the first hypothesis
formulation is: H1: The practice of servant leadership at the village head
increases the organizational culture at the village level government.
Leadership is one of the antecedents of OCB (Aoyagi et al., 2008; Organ et
al., 2006). SL is a form of leadership that effectively establishes an

6/20



2/19/25, 11:03 AM

https://www.turnitin.com/newreport_printview.asp?eq=1&eb=1&esm=08&0id=2592442344&sid=0&n=0&m=2&svr=6&r=69.06186038905258&lang...

Turnitin - Originality Report - The Relationship of Servant Leadership on Knowledge Sharing Behavior With Organizational Cu...

organization’s competitive advantage based on internal resources. For this
reason, organizations need cooperation from various resources owned to
grow big, strong, resilient, and resilient in facing various challenges and
excelling in competition. Walumbwa et al. (2010) revealed a theory that
explains the relationship between servant leadership and OCB: social
exchange theory (SET). when a sub-ordinate feels that the leader is acting
in the interests of the subordinate, the subordinate will try to reciprocate
by providing the assistance needed by the leader. Servant leaders and
followers view themselves in terms of social exchange. Servant leaders
prioritize service and provide support and assistance as the main
motivation by developing similar service attitudes among individuals in the
organization, encouraging increased OCB. Servant leadership is one
practice that pays attention to the growth and dynamics in life that follow
the group. Several views emerged at the unit level that individuals who
have servant leaders tend to imitate the behavior of their leaders, which
will produce OCB in every employee. Zou et al. (2015) shows a
relationship between leader-member exchange (LMX) and team member
exchange (TMX) with servants, as mediation and helping behavior occurs
when there is a positive sense of mutual trust between the leader and
team members. Furthermore, Hu and Liden (2011) revealed the impact of
significantly increasing. Increasing servant leadership practices can have
an impact on increasing employee OCB (Amir, 2019; Setyaningrum, 2017;
Sial et al., 2014; Subhaktiyasa et al., 2023; Trong Tuan, 2017; Vondey,
2010). Servant leaders internalize the values of service to the civil
servants they lead and inspire these civil servants to show OCB, namely
being willing to contribute beyond duties and responsibilities in their
respective job descriptions (Farh et al., 2004). Referring to several of these
studies, by taking the object of government at the village level, the second
hypothesis formulation is: H2: The practice of village head servant
leadership significantly increases organizational citizenship behavior of
village officials. Factors influencing KSB include subjective factors,
knowledge characteristics, and organizational and situational factors
(Jeong et al., 2019). There are five studies on KSB, namely organizational
context, motivational factors, characteristics of culture, characteristics of
interpersonal and team, and characteristics of the individual (Wang & Noe,
2010). Culture, leadership styles, structures, and reward systems provide
the social context for knowledge creation that enables or constrains
relationships and interactions (Zeine et al., 2014). The relationship
between servant leadership and KSB, a form of LMX, is based on role
theory and SET (Hofmann et al., 2003). Khassawneh et al. (2022) and Sial
et al. (2014) revealed that servant leadership increased KSB, whereas
Haider et al. (2022) using the responsible leadership approach, show that
responsible leadership increases KSB. Taking these studies into account,
through studies on governance at the village level, the third hypothesis
formulation is: H3: The practice of village head servant leadership
significantly increases knowledge sharing behavior of village officials. The
main factors that can increase OCB are internal factors such as personality,
motives and motivation, job involvement (Aryani & Widodo, 2020;
Bismala, 2019); job satisfaction, organizational commitment (Aryani &
Widodo, 2020; Fitrio et al., 2019; Grego-Planer, 2019), and factors that
come from outside (external), such as organizational commitment (Aryani
& Widodo, 2020; Fitrio et al., 2019; Grego-Planer, 2019); management
system, leadership style, organizational climate (Bismala, 2019); and
organizational culture (Aryani & Widodo, 2020). Organizational culture is
an important factor determining OCB (Dyah et al., 2021). Organizational
culture can increase OCB significantly (Arumi et al., 2019; Suwibawa et al.,
2018). Kerr and Slocum (2005) revealed that employees who belong to
cultural clans have higher OCB than market clans. Furthermore, Jeong et
al. (2019) revealed that there is a direct relationship between
organizational culture and OCB. Based on these findings, through a study
on governance at the village level, the fourth hypothesis formulation is:
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H4: Organizational culture at the village level government increases the
organizational citizenship behavior of village officials. The importance of
organizational culture is that there is a direct and indirect link between
strengthening culture in the organization with knowledge-sharing behavior
among employees and the role of managers’ attitudes toward sharing
knowledge (Wang & Noe, 2010). Various other types of culture that
influence KSB are bureaucratic, supportive, and innovative (Chumg et al.,
2016), collaborative culture (Islamy et al., 2020; Lee & Pu, 2017),
collectivism and high uncertainty avoidance (Kucharska & Bedford, 2019).
A literature review conducted by Sawan et al. (2021) revealed that
organizational culture influences KSB. Similarly, several previous studies
(Al-Adaileh, 2013; Kathiravelu et al., 2014) revealed that the increase in
KSB was caused by organizational culture. Referring to these findings,
through a study of governance at the village level, the fifth hypothesis
formulation is: H5: Organizational culture at the village level government
increases the organizational knowledge sharing behavior of village officials.
High OCB in the public sector is a force that directs employees to
collaborate to increase knowledge about work implementation through
sharing their knowledge to serve the public interest (C.-A. Chen & Hsieh,
2015). KSB is an activity where agents (individual level, community level,
or organizational level) exchange knowledge (information, skills, or
expertise) (Husain & Husain, 2016). Ahmadi and Rachmawati (2021)
provide a clearer picture to organizations, especially the public sector, in
identifying factors that significantly influence KSB, such as organizational
support, servant leadership, and OCB, where OCB has a dominant role in
shaping KSB compared to servant leadership and POS. Furthermore, Trong
Tuan (2017) shows that OCB increases KSB in public organizations. In
referring these findings, through studies on governance at the village level,
the fifth hypothesis is formulated as follows: H6: Organizational citizenship
behavior at the village level government increases the organizational
knowledge sharing behavior of village officials. OCB is behavior that has a
positive impact on the organization or its members (Grego- Planer, 2019),
so the emergence of OCB in the work environment is highly expected. OCB
can be improved through both directly and indirectly through
organizational culture (Canavesi & Minelli, 2022) and positive
organizational climate (Eva et al., 2019). Servant leadership is the
behavior of leaders who provide services and meet the maximum needs of
the people they lead (Spears, 2010). The behavior of the servant leader
will create OCB behavior from the followers. Servant leadership encourages
positive organizational culture (Wesevich, 2022), and then organizational
culture can increase OCB (Aryani & Widodo, 2020; Dyah et al., 2021).
Servant leadership encourages the formation of altruism, courtesy, and
conscientiousness in employees through a service culture so that this can
increase OCB. In referring to these findings, through studies on
governance at the village level, the sixth hypothesis is formulated as
follows: H7: Organizational culture at village level government mediates
servant leadership relationships with villages with organizational citizenship
behavior of village officials. KSB is considered a key element in
organizational competitiveness and growth; therefore, if not, KSB has the
potential to hinder organizational survival (Akram et al., 2016). KSB in
organizations can occur vertically, namely between different hierarchical
levels (for example, the flow of knowledge from top to bottom or from
bottom to top), and occur horizontally, namely the flow of knowledge
between colleagues at the same hierarchical level (Chaman et al., 2021).
Servant leadership is expected to be an effective leadership style in
creating the enthusiasm of subordinates so that subordinates can
collaborate with fellow workers and always share experiences so as to
produce practical knowledge, encouraging the desire to continue KSB
(Kadarusman & Bunyamin, 2021). One of the determinants that can
expedite the knowledge sharing process is organizational culture
(Kathiravelu et al., 2014). Organizational culture guides individual behavior
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in solving problems and is firmly rooted in organizational boundaries so
that members of the organization, including new members, will follow (Lee
& Pu, 2017). Culture enables KSB or is a barrier to KSB for even simple
information (Nold & Michel, 2016). This means that so that culture does
not become an obstacle to KSB, creativity, and success, leaders play an
important role in facilitating the sharing of knowledge through effective
communication and interaction with members of the organization at all
levels. Based on these findings, through studies on governance at the
village level, the seventh hypothesis formulation is: H8: Organizational
culture at village level government mediates servant leadership
relationships with villages with knowledge sharing behavior of village
officials. KSB is important for human resource management in public
sector organizations because it can act as a mechanism to fill knowledge
gaps among public sector employees, where knowledge, in particular, can
be grown through stakeholder orientation to become a lever for
sustainability. Improving public services (Trong Tuan, 2016). The research
results of Ahmadi and Rachmawati (2021) provide a clearer picture for
organizations, especially the public sector, in identifying factors that
significantly affect KSB, such as organizational support, servant leadership,
and OCB, where OCB has a dominant role in shaping KSB compared to
servant leadership and organizational support. A study in Kenya by Mutua
and Kiruhi (2021) on leadership that is driven by the values of community
leaders reveals that values such as peace, honor, harmony of life, religious
values, martial arts, justice, honesty, and work strongly influence the
vision, mission, contribution, and handling of the daily problems of the
village elders. This research examines the relationship between village
head leadership through the servant leadership approach and KSB of
village officials in 6 village offices in one of the sub-districts in Magetan
Regency, East Java, through organizational culture and OCB mediation.
The SL framework is useful for assessing the leadership values of the
village head. The village head leads the government at the village level
(Rahman et al., 2022). The village head plays a significant leadership role
with the potential to influence villagers if the village head has similar
personal characteristics to followers. Village heads who can demonstrate
leadership aspects such as capability, acceptability, compatibility, and
entrepreneurship indirectly form a form of sustainable leadership (Rahman
et al., 2022). 2. Methods The design of this research is quantitative
research using an associative research model, namely determining
problems and formulating problems, conducting theoretical studies and
formulating hypotheses about the influence between variables, collecting
and analyzing data to test hypotheses, and drawing conclusions. All village
officials in one of the sub-districts in Magetan Regency, namely 60 village
officials, are the research population. Because the population is less than
100, all members of the population are sampled (saturated sampling). A 5-
point Likert scale was used as a measurement scale for all research
variables. The SL measurement uses the Servant Leadership Assessment
Instrument (SLAI) by adopting the measurement indicators developed by
Dennis and Bocarnea (2005), covering five dimensions, namely agape
love, empowerment, vision, humility, and trust. Measurement of
organizational culture adopts seven cultural characteristics according to
Rasak (2022) and Robbins and Judge (2013). The five dimensions
developed by Organ, which include altruism, civic virtue,
conscientiousness, courtesy, and sportsmanship, are used to measure OCB
from village officials (Smith et al., 1983). The measurement of the KSB
variable uses the two dimensions of KD and KC adopted from the
measurement developed by van den Hooff and de Ridder (2004). Smart
PLS version 3 was used to analyze the data, which includes measurement
model evaluation (validity and reliability test), model evaluation (R-square
Q-Square predictive relevance test), and hypothesis testing. 3. Results and
Discussion 3.1. Characteristics of Respondents Data was collected through
qguestionnaires distributed directly to village officials at six village offices in
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one of the sub-districts in Magetan Regency, East Java, totaling 60 people.
Data was collected by distributing questionnaires after obtaining
permission from the heads of the relevant sub-districts. The tabulated
results of the questionnaire regarding the profile of respondents based on
gender, years of work, and last education are presented in Table 1. Table 1.
Profile of Respondents Category Total Percentage (%) Gender Man Woman
56 4 93.33 6.67 Total 60 100 Length of work < 5 years 5-10 years >10
years 4 20 36 6.67 33.33 60 Total 60 100 Gender High/vocational high
school 43 71.67 3-year diploma 13 21.67 Bachelor degree Total Source:
Data processing results, 2023 4 60 6.66 100 Referring to Table 1, it is
known that the majority of village officials are men (93.33 percent), the
majority of working period > 10 years (60 percent), and the majority of
last education is High School/Vocational High School (71.67 percent). 3.2.
Average Value of Variables Table 2. Average Value of Variable N Variable
Mean Information 1 Servant Leadership 4.12 High 2 Organizational Culture
4.21 Very High 3 Organizational Citizenship Behavior 4.03 High 4
Knowledge Sharing Behavior 4.29 Very High Source: Data processing
results, 2023 Table 2 displays the average values of village officials’
responses to the variables tested. OC and KSB scores have very high
average values, while servant leadership and OCB have high average
scores. These results reveal that village officials respond well to the
servant leadership practiced by the village head. Likewise, the
organizational culture in the work environment is also considered very
good. Furthermore, the OCB of village officials is felt to be good, and the
knowledge sharing among village officials is also very good. 3.3.
Assessment of Measurement Models Figure 1 is the result of testing the
model at an early stage, using Smart PLS. Figure 1. Initial Stage Research
Model Test Source: Primary data processed, 2023 Figure 1 shows that two
measurement dimensions have Standardized Loading Factor (SLF) values
far below 0.5, namely the vision dimension in servant leadership Figure 2.
Test the Second Stage of the Research Model (0.389) and the generous
dimension in OCB (0.229) so that the model is tested again by removing
the vision dimension and altruistic dimension. Retesting is shown in Figure
2 and Table 3. Source: Primary data processed, 2023 Retesting the model
after removing the 3 dimensions that had an SLF <0.500 is shown in
Figure 2. The results of the construct validity and reliability test are
presented in Table 3. Table 3. Construct Validity and Reliability Test
Summary Variables (Constructs) Measurement Dimensions Standardized
Loading Factor Average Variance Extracted Composite Reliability Servant
Leadership Agapao Love (Love) Empowerment (EPW) Humility (HUM) Trust
(TRS) 0.735 0.673 0.690 0.549 0.445 0.759 Organizational Culture
Innovation and risk taking (IT) 0.663 0.429 0.838 Attention to detail (AD)
0.625 Outcome orientation (OR) 0.692 People orientation (PO) 0.640 Team
orientation (TO) 0.669 Aggressiveness (AG) 0.569 Stability (ST) 0.698
Organizational Citizenship Behavior Conscientiousness (Con)
Sportsmanship (Spo) Courtesy (Cou) Civic virtue (Civ) 0.775 0.504 0.801
0.542 0.751 0.752 Knowledge Sharing Behavior Knowledge Donating
(KSB1) Knowledge Collecting (KSB2) Source: Data processing results,
2023 0.983 0.965 0.982 0.982 The test results are shown in Table 3. There
is an AVE < 0.500, namely AVE on the servant leadership variable (0.445)
and AVE on the organizational culture variable (0.429) but has a CR >
0.600. Referring to the test results, this means that all research variables
have good convergent validity. Referring to the test results, this means
that all research variables have good convergent validity. CR testing by
looking at the reliability value of each indicator for each variable. A high CR
is above 0.700, but a CR value 0.600 is still acceptable (Hair et al., 2016).
The test results found that the CR value was > 0.700, so it was concluded
that each research construct had a good reliability value. 3.4. Test Results
of Partial Square Inner Model Assumptions In the inner model analysis of
Partial Least Squares (PLS), it is assumed that there should be no
multicollinearity problems, namely that there is a strong intercorrelation
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between constructs. Collinearity evaluation is done by looking at the
Variance Inflation Factor (VIF). The VIF value must be < 5 because > 5
indicates collinearity between constructs (Sarstedt et al., 2021). Table 4.
Inner VIF Values Variable KSB OCB 1.671 OCB 1.598 OCB 1.752 Source:
Data processing results, 2023 OCB 1.445 1.445 Table 5. Latent Variable
Correlations Source: Data processing results, 2023 Variable OCB — KSB
OC — KSB OC — OCB SL — KSB SL — OCB SL — OC Correlation Value
0.373 0.844 0.522 0.549 0.543 0.590 OC 1.000 Table 4 shows that there
is no VIF value > 5, meaning no multicollinearity problem exists. This is
also supported by th e absence of a very strong correlation between
independent variables (> 0.900), as shown in Table 5. Table 6. Goodness
of Fit (GoF) from R2 Variable and Adjusted R2 Value SL — OC SL — OCB
SL, OC, OCB — KSB Source: Wall et al. (2016) R2 Adjusted R2 0.349
0.337 0.357 0.334 0.728 0.714 Information Moderate Moderate Strong
The R2 criterion, according to Chin & Todd (1995), is an R2 value > 0.67,
which means it is strong; R2 > 0.33 means moderate, and R2 = 0.19
means weak. Chin provides an R2 value criterion of > 0.67 (strong), >
0.33 (moderate), and 0.19 (weak). Adjusted R2 is the R2 value that has
been corrected based on the standard error value, which is more accurate
in describing the ability of exogenous variables to explain endogenous
variables than R2. The results of calculating the value of Q2 based on Table
6 are: Q2 = 1- ((1-0.349) x (1-0.357) x (1-0.728)) = 0.886. The results of
Q2 calculations show that the model developed is able to explain
knowledge-sharing behavior among village officials by 88.6 percent, and
11.4 percent is explained by other variables not studied. The direct
influence test is presented in Figure 3 and Table 7 which shows that the 4
direct influence hypotheses proposed were accepted. Figure 3. Direct Effect
Test Results Source: Primary data processed, 2023 Table 7. Summary of
Direct Effect Tests Hypothesis Direct Effect Path B t-value p-value Result 1
SL — OC 0.590 7.045*** 0.000 accepted 2 SL — OCB 0.360 2.597**
0.005 accepted 3 SL — KSB 0.126 1.566 0.059 not accepted 4 OC — OCB
0.309 2.173* 0.015 accepted 5 OC — KSB 0.840 12.466*** 0.000
accepted 6 OCB — KSB -0.134 1.403 0.080 not accepted Source: Wall et
al. (2016) Table 7 reveals a direct positive and significant relationship
between servant leadership and organizational culture. This shows that
the hypothesis (H1) is supported, that the practice of servant leadership in
village heads improves organizational culture in village-level government.
Testing the second hypothesis (H2) is accepted, meaning that the practice
of servant leadership from the village head can significantly increase the
OCB of village officials. The third hypothesis (H3) is not accepted, meaning
that the servant leadership practice of the village head has not been able
to increase the KSB of village officials. The commitment of village officials
to the village office can increase the OCB of the apparatus so that H4 is
accepted. The results of testing the fifth hypothesis (H5) were accepted,
meaning that organizational culture in village-level government increased
the KSB of village officials significantly. The sixth hypothesis (H6) is not
accepted, meaning that the OCB level of village officials has not been able
to encourage village officials to show knowledge-sharing behavior among
village officials themselves. Table 8. Hypothesis Test Results With
Hypothesis Direct Effect Path B t-value p-value Result Mediation (Indirect
Effect) 7 SL - OC — OCB 0.182 2.030 0.021* Accepted, Partial mediating
8 SL —» OC — KS 0.496 6.675 0.000*** Accepted, Full mediating * p<0
.05; ** p<0.01; ***p<0.001 Source: Data processing results, 2023 Table
8 shows the results of the mediation test for the seventh hypothesis (H7)
and the eighth hypothesis (H8), which are accepted. Analysis of the
mediating_role of organizational culture on the relationship between
servant leadership and OCB showed significance (p-value < 0.05).
Findings indicate that organizational culture partially mediates the
relationship between servant leadership and OCB. This means that servant
leadership can strengthen organizational culture and, at the same time,
increase OCB from village officials. Analysis of the mediating role of
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organizational culture in the relationship between servant leadership and
KSB shows that it is significant (p-value <0.001), and if we look at the
relationship between servant leadership and KSB before and after the role
of organizational culture as mediation; It is known that the direct influence
of servant leadership on KSB is not significant (see Table 7), this shows
that organizational culture fully mediates the relationship between servant
leadership and KSB. The direct relationship between servant leadership
and organizational culture is statistically positive and significant. This
finding is in accordance with Rehman et al. (2022) who revealed that
servant leadership can play a role in shaping organizational culture, where
servant leadership encourages a positive organizational culture (Wesevich,
2022). These empirical results are in accordance with the statement of
Gupta and Govindarajan (2000, as cited in Al-Alawi et al., 2007) that
leadership is an element that is related to strengthening organizational
culture. Several previous empirical studies are in line with these findings,
such as Harwiki (2016) and Setyaningrum (2017), who revealed the
positive and significant effect of servant leadership on organizational
culture. These empirical results also strengthen the statement of Slack et
al. (2020) that servant leadership is one of the best leadership styles,
especially for public service organizations, because it pays full attention to
stakeholders. Empirical findings reveal that servant leadership can increase
subordinates’ OCB significantly. These findings support OCB Aoyagi et al.
(2008) and Organ et al. (2006) which stated that leadership is one of the
antecedents of OCB. Servant leaders can influence subordinates to be
willing to show OCB to help subordinates grow and support subordinates to
succeed (Ehrhart, 2004, as cited in Vondey, 2010). The SL relationship
with OCB can be explained through SET, namely, when an individual
(subordinate) feels someone (a leader) is acting in the interests of
subordinates. Subordinates try to assist in return (Walumbwa et al., 2010).
Followers are the primary concern of servant leaders (Dennis & Bocarnea,
2005). Social learning theory and social identity theory (Eva et al., 2019)
provide an important basis for the study of SL, where people can learn
only by observing and replicating the behavior of others (Liden et al.,
2014). Servant leaders can strengthen service values to civil servants and
inspire civil servants who become their subordinates to improve OCB,
namely contributing beyond duties and responsibilities in the job
descriptions of their respective employees (Farh et al., 2004). These
empirical results are consistent with several previous research results,
such as those: Amir (2019), Setyaningrum (2017), Sial et al. (2014),
Subhaktiyasa et al. (2023), Trong Tuan (2017), and Vondey (2010) which
reveal that servant leadership influences positively significant to OCB.
Referring to the hypothesis testing, it was revealed that servant leadership
did not significantly impact increasing KSB. The results of the hypothesis
test are inconsistent with the results of the hypothesis test study in
Khassawneh et al. (2022) and Sial et al. (2014) which show a direct
positive and significant relationship between SL practices and KSB. Servant
leadership practices often involve employees in creative processes and
knowledge sharing_(Zada et al., 2022). The servant leadership and KSB
relationship is a form of LMX based on role theory and SET, where a high
LMX is characterized by mutual trust, responsiveness, and responsibility
between leaders and subordinates, and in turn, KSB will increase (Chaman
et al., 2021). The results of this study indicate that the practice of servant
leadership from the village head cannot directly encourage village officials
to implement and improve the knowledge-sharing process within their
respective village offices. These empirical results are consistent with the
results of Trong Tuan’s (2017) study, which revealed that servant
leadership did not have a significant impact on knowledge-sharing
behavior. Directly, organizational culture was able to significantly increase
KSB. Organizational culture is characterized by a set of characteristics
derived from general cultural, administrative, organizational, and other
characteristics (Zeyada, 2018). Organizational culture drives innovation,
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gives organizations a competitive advantage, and is a key factor for
sustainable development (Li et al., 2021b). Organizational culture can
increase knowledge sharing between colleagues. This finding is consistent
with several previous empirical studies (Al-Adaileh, 2013; Al-Alawi et al.,
2007; Kathiravelu et al., 2014; Sawan et al., 2021; Wang & Noe, 2010)
which proves that the increase in KSB is caused by organizational culture.
Furthermore, various other types of culture that influence KSB are
bureaucratic, supportive, and innovative (Chumg et al., 2016),
collaborative culture (Islamy et al., 2020; Lee & Pu, 2017), collectivism
and high uncertainty avoidance (Kucharska & Bedford, 2019). The results
of the study revealed that OCB could not significantly increase KSB. These
findings indicate that the prosocial behavior of village officials does not
necessarily increase KSB among village officials. This empirical analysis
does not follow the results of research conducted by Ahmadi and
Rachmawati (2021) and C.-A. Chen and Hsieh (2015) which revealed that
OCB has a significant role in increasing the KSB of public organizations.
This empirical study is also inconsistent with the research of Husain &
Husain (2016) who revealed that OCB is a good facilitator that will increase
the KSB of public servants in assisting the community. The results of the
mediation test reveal that organizational culture plays a mediating role in
the relationship between servant leadership and OCB, and organizational
culture also mediates the relationship between servant leadership and
KSB. These results indicate that servant leadership shown to villages can
improve culture in village government that supports the knowledge-sharing
process of village officials but does not necessarily increase KSB because
increasing KSB among village officials is more determined by the
internalization of organizational culture, which strengthens the desire for
KSB, for example, personal-oriented culture, and teamwork. 4. Conclusion
The empirical test results reveal: 1) the direct relationship between
servant leadership on organizational culture and organizational citizenship
behavior is significantly positive; 2) the direct relationship between
organizational culture on organizational citizenship behavior and
knowledge-sharing behavior is significantly positive; 3) the direct
relationship between Organizational Citizenship Behavior and Knowledge
Sharing Behavior is not significant. Analysis of the mediating role reveals
that 1) organizational culture acts as a partial mediator in the relationship
between servant leadership and OCB; 2) organizational culture plays a full
mediating_role in the relationship between servant leadership and KSB.
The results of this study provide additional empirical literature on the
impact of servant leadership in forming a culture of service in village-level
government organizations and in increasing OCB and knowledge-sharing
behavior in village officials, where studies on this theme are still limited to
government organizations in Indonesia. The results of this study provide
theoretical support for RBV, which reveals the important role of HRM where
there is value in every employee because each employee has knowledge
and experience that is unique to the organization where the employee
works. This research was only conducted on village officials in 6 village
offices in one of the sub-districts in Magetan Regency, East Java, to get a
more comprehensive picture of the relationship between servant leadership
from the village head and organizational culture, OCB of village officials,
and knowledge sharing behavior of the village officials. Villages, then the
scope of village-level government areas can be expanded. This can be a
consideration for further research, for example, by taking research objects
from other district governments in Indonesia. Future research could
consider measuring the core value "Ber-AKHLAK” as a work culture for
State Civil Apparatus (ASN) with “Berorientasi Pelayanan, Akuntabel,
Kompeten, Harmonis, Loyal, Adaptif, Kolaboratif” dimensions.
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Abstract; This stedy aims to aralyze the ralatienship between servant leadership
{5L) on organizational culture (OCh organizational cificenship bebavior [QCH), and
knowledge-sharing behawior (58] to test theindirect relationship afservant ieadarship
{5L) on organzatenal cuttere (OC), organizational citzenship behavios (OCH), and
knowladge skaring behavior (K5B), as well as 1o test the indirect relationship of 5L
te QCH and K5B through OC. The research design used a quantitative method, the
rasearch samples were o wilage othcials from one of the sub-districts in Magatan
Regancy, East Java, Indonesa. Data collection was carned out by way of & survey
wsing a questonnaire, The research resulls showed that 5L has a signilicant posities
redationship with OC and OCB, but 5L does ned have a dinect refationship with KS8; OC
has a significant positive relationship with OCE and K58, OCE 15 not directly related to
KSB; OC plays a partal mediating rode i the relationship batween SLand OCE; OC as a
{ull mediation of the melationship betaeen 5L and KSB. Realizing K5H can be improved
through the internalization of organzational culture, which can incresse OCE and
ancourags siganizational members to share knowladge.

Keywords: senvam leadership; erganwatonal culture; keowdedge-shaning betavior,
willage officials,
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1. Introduction

KI‘IUW|UE|QEI1;|‘B-I'II'IQ-EIG’:I¥'J|IEIS ane an impaortan partufsupmﬂmgﬂ\amufﬁmsty 5D
021}, Bmad ona ermledge—hassd vigwy [KB".-'J Bl Talal
is.._nnsneredmemnsljrnpnrtnntstmtegitresnurce for Ertsurusgthe Inng term sureival
and sucoess of an organization, as well as maintaining a competitive advantage. This
5 due to some complex forms nfknnwledge forexample, abilities or routines thaTam
valuable, rare, and difficult to imitate (L it LG, F
S007) state that knowledde is essantal k)r any ofganization and human :.apltal L]
privide 2 sustairable competitive advantage i a dynamic arera, Knovwiedge-shanng
capability {K5C} is important for the success of knowledge-sharing behavior (K5H),
where it plays an important rola i the design of knowledge-hased Human Resources
Manggament [HRM) practices (A0l Jalal o 5 117, Theoratical support for
the impartant mle of HRM comes fam the resowrce-based views [RBY), where gach
employee has & value thaT iz basedon knnwledge and experence that is uniges tothe

arganization {Ferose, L 14 it i 5 2004}
Knowdedge s a wnigue and vakable asset that, in the mind of human resowrces, is
asource of sustainable compatitive advantage for any organization (= 0 et al | D00a),

Tha success ol mplomenting & knowled ga-sharing strategy is influanced b',' Vhsir abﬂlt'r
of Ih-e manzpers of each organization o manage resources [ [ i

0% Management is important for efficient knowledge sharing |: i =l &
@b o) WEB is considered an integral part of knewidedge management fKM] fRahma
Sl BOR0; Saven BEELTZ0EL: Trivellas Bl . 2015 KM s islatéd o’ delivesing
ther right knowledge 1o the ight people at tha right time (=00 000 1163, The key
to the success o faiure of KM activites & hurman behavior because KM emphasizes
{ostering leaming, nrgamzatlnnal culture, teamwcrk, and shanng skills and expenence
[Hollinger & Sl 11}, Thus, three elerments support the sucoess of human- relamd
KMt DDNHdElr wamaly leadership, cultvre, and human resouerce practioes (0

ymillas, 2T,

KEB 15 a dynamic learming process that allows overy organzaton to interact
with suppiiers and customers onan ongoing basis to create innovation {Commngs
005y One of the mast important aspects of knowledge management is K56, The
dissemination ol ideas, information, @nd axpertise and providing muotual sdvice
batween indivicduals in an organization to selve work problams, dwdupmwdhas. of
implement crganizational policiescr procedures is calied KSE (¢ gz, 203
200y Acoording g - JUL1) KSE = interprated &5 3 process in which
madividuats sechange knowledge and idess through dissussions about developing new
Knowledge or ideas. KSB involwes constant verbal inl:aml:lmn and eommunicalion
batersen work wnit memhers to increase performance (O ] inthEl, 1900
According to Lo 0 || RSB = defined as the behavior of individuats willing 1o
belp othars or c-\:lHalJumba- \vlthothars 1.aﬁulw:pruhl.a-msandda'uulup n-emrlduas Thrgargh
sharing Knowledge and informaton, fccording to Cabie o s et ) KEB s
the exchange of dissemination of ideas, Knowledge, expensnce, skills, or nechnnl.c-g‘.'.
arthar implicithy or eaplicitly, betwoan individuals or groups. K5B 5 3 reciprocal process
bi.l'mran individuals who are wnllng ho beer m-mlvad in sharing knowledgs (H

12}, According to 4 SO0 there are two dimensians of
KSB. namely Knnwledge Unnanng iKD] and Hmuledge Collacting (KE).
According to Sl ar ol 0000 leadership practices provide oppartunities fer

exacutive teams to collabofate effectively in driving change and impiemanting
implementation stategios, developing orgamzational processes, daveloping skills,
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mindsets, and tools in leading change topathar, driving innovation at all avels of the
arfianization, managing talenl, and creabing an appropriate organizational culturs,
The variovs impadcts of teadershap practices on lellowers’ outcomes in the workplace
have been demonstrated in various studies of manggement practices (Shafi e a
2020, and one of the leadership practices studied is servant leadership (SL). Serant
leadership & a holistic approach o leadership that engapes Fellowars in multiple
dimensions, including rational, relational, emational, moral or ethical, and spintual,
=0 that followess are empowerad to |m|:|row.~ and grow i their abilities and develop a
freater sense of sall-warth &5 a result (& il 2009 Yeshids vl &l LAY,
Servant leadership & one of the heman- r_entered lea:lersmp 51',,1125 that focuses
an the human aspect {4 A1t Barbots WL
I012) Servant leaders ane follows fl:ll;‘l.l-“.v‘ﬁ'd WthH fl:lll.(:frfc:r's are the Isadar 5 Tlla.m
cancarn, and the argarization's.concerns are penpheral (Denne & Bocare J005),
This refers to Gieanieal (2007 argument that semvant Ieadershln tends to changs
followsers into leaders wha sarve themsetves, Social lsarning theory is part of the
thaory of reinforcement learning, which states that people can learn anly by observing

and raplicating thie behavior of athers [Lid=0 o o) 2000 Sarvant leaders create a
transforming impact on followsss, changing their mindset and behavior, as described
by social learning and social idantdy theory (S0 o), 005 E Through devaloping,

redationships of mutval trust, demonstrating a philanthropic mindset, and having,
interpersonal competence, a servant leader can become an influential leader for his
suhordinates [Mutus & Hi 2001,

Charactenstics of servant leaders include pnantizing the growth of followers by
acting & a figere who provides sepport, providing opportunities for followers 1o make
dacisions, demaonstrating ethical behawior, and emphasizing the importance of sarvice
e tlm -::urnmuml:v in whach the eader is loated (00 20y Do AR LT
g 111 Servant leaders’ construct 15 a virtue, defined as a gn:ﬂ mnral qu.aluqr in
a parson, good guality in general, or moral excellence (1 & Bocarmea, 2005),
Damansions of servant leadership include agape ove, actlng with hrumllrh' altruiste;
wisiomary hor fedlowears, trust; sarving; emposer lollowss {| i Bocarai, 20006
Pattesson, 21413},

Based on behavioral theory, person-centered leadership has sallirrﬂ dﬂmctensl K:a
such as empowering followsrs and focusing on follower growth, |
stated that servant leadership can motivate subordinates to :arr:,f out ELTNII:IE-E
aroatively. Servant leadership engages employees in the creative process and KSB
1 Zada i 022) Servand leadership is an effective practice lor organizations 1o
create a competitive advantage based on human capital. Servant leadars encourage
and develop a culture of creativity among employeasdlobiel o1 ol 20000, Servant
leadership plays an mportant rode in organizaticnal parformance because it can
coordinate the effectivensss of em ployees and of her resources in the organdzation (1

hen et al, X122,

KB s the postive impact of a kadetwho can be trested (Dalati & Alchach, 20FLE),
According to the social learndng theory put forward by Beodors (1977, servant leaders
can act as role models for followers and help support KSE among followers. The
empirical study of Lidon ot al (2004 and Yostuda of al 12014) revealad that sarvant
lpadership can increase Ernul-:we craatnity by identibying leaders as madiation
Furthermare, Kliszaw 020 reveated that servant leadership increasas
KSE, and then KSH | INCreases &m ployer creatity, Furthermore, using the responsible
Imadership appromch, Haider ot a1 120000 show that responsible leadership incraases
KEE dirpcthy and lﬁdiradlv with parson-organizational il as mediation and cultes in
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higher education as a moderator Furthermaone, -l & (AL revealed that servant
Imadership incrgases KSR and erganizaticnal citzenship behavior (OCE]L

Sernvant leadership canincredse OCE. Servant leadars infleance subordinates o do
DCEI I:r,' h&lplng auburdmam gruw and supporting subordinates to succesd (1
gplal 0. OCH is extra-role behavion initiated by Ermt-lug.rﬂas
wnllng[n dio warioaes |nh5r3m||:leth9|rpn descripton simply 1o contribete more 13 the
arganization {Fodoasott et D000, OCH is a constrective employee hehamm bt this
berhawior is not included in the employes’s job description ( it o DCB is
a cobesive and driving Farce for the organization’s benetit (4 2
LUk The five-factor OCH model devetoped by Grgan Solth etal Da0), namely
altruism, conscientiousnass, sportsmanship, courtesy, and civic wirtue, 5 the most
widely adopted dimensions of OCB in empirical stwdies: altrursm, conscianticusmess,
sportsmanship, courtesy, and cac wirkue. [rnpn:uﬂng sun.ranl Iuadsrshlp practicas
can increase employee OCH (S0 Iya i 23\ ey, 2L Armin (019
nevaaled a positive and SIgnlﬁcam rnlatluns-hlp b-rh-'mn wr'.rant |Eﬂd€lr§-hl|:l and QCH,
with pargoived organizational support (POS) as a moderating variatde. vu
L1 found that servant leadership significanthy improwves team GCH.

Sﬁwm'-l leaiershap can playa rolu in sh-anlr\.g, organizational culbure (2ol | &
0 Actordisg ta SOLOY culture is detined as shared values, ways

ofmlnkm,g attitudes, and 5‘|'I'I'|DD|5. that Lrnaran:tenze how organizations carry out their
daily cparations. Every organizationthas a ungee, visible and invisible culture that has
dawaloped overtimeasa rarlachor.'a‘ﬂ-smganizatinn'sidonul-p =1 o I, 20N,
Organgational celture [OC) & the shared basic assumptions tr\at an organzaten
iparns when dealing with the emirmnment and adapting to exderna! demands and
miarnial intagratiun. whicharetaught to nevey Bmplowees as tha night way to sobwe these
problems [Pack o o 04} According to Gupta and Gowndarajan (2000, thee
are s elements nelaied To ofganizational culture: pecple, leadarship, m‘tofmahnn
systemns, processes, reward systems, and organzatonal structure (A Alaw el 2
S Orgamzational culture 5 & dreving, force tor innovation, gees organlzatluns a
competitive advantage, and serves a5 a kay Rctor fer sustainable development (L1
i, 20l

Theme are sewn main -;.haracl:arlslu:-!. tl1aJ: rEﬂIEl:t the cultural nature ol an
organization [Hasak, J0I2; f 20 1 Innowation and risk-taking,
namel',.lencuuraglng emplcﬂ,nee-swbe |nnn-fat|l.rean|:| dare totake risks; 2) Attention fo
datail, namedy getting employess to be ableto show acouracy, ﬂm!rsa's and attanion
fi variows things in detail; 3} Results orsntation, namely getting manwt to focus
mare on results than on the technigees and processes wsed to achieve these results;
4) People cnentation, namely management decisions considering their impact on
arganizational members: 51 Tearm onentation, ramely developing work achivities in
teams more than indridual work activibies; &) Apgressivenass, namaly the aggressive
and competitie attitude of organizational members compared to being relaxed; 7]
Statility, namely srganizaticnal activties that erphasize maintaining the status quo
compared to growth,

E‘ulture alzo shows how employees communicate with each other (0
| '}, and several resoarchers conductad stisdies on the impact of vanous types

ot qxr.g.anlzal!lunal cultwre on OCE, sech as & Blasur 105 revealed 1t clan
culture can increase OCH, Other findings frnm L 201 5) revealed that servant
{eadership increases organizational culfturs [{JC'I anci organizational culture increases
DL, -Satyan (2017 rewsaked  that 5L improves organizational cwlture,

commitment, and QCB. Furthermors, & culturs encouraging knowledges sharing can
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contnbuete toan efficient knowledge managament [KM) network (1 1 it o
Qrrganizational cullure, including trest, |n1¢mla.bon$ystam§ v:r.'lmmunltalror- ruwands.
and organizationgl structurs. Increases K3 (A-Alawi ot al 'L A& libetature review
conducted by Sawarstal (2031 re'.'ealed that nrgar-ﬁatﬂrm r:umnre influsnces KSH,
Soveral previous stu\:hes AR ETIE A i Hiraue S

S0 LA rewealad an increase in KSB causud bv Urgamzmlunﬂ wll!ur&

The results ofthe 2022 E-Govarnment swrvey, released by the United Mations, show
a significant increasa from rank 88 in 2020 arank 77 in 2022, and overall, Indoresia
sconed 071600 in the High EGDI (E-Government Davelopment Index) group in the
United Natons E-Gw&rnment Sn.ll".l'E'jl' 2022 di United Mations E-Gowvernment Survey
20022 (ki aptiba ki L The survey results ane a strong sign that
dlgltcﬂlzatll:ll'l must ba realized rmm;-diahe{v espocally in govarmment, 5o that public
services from the State Ciwal ﬁ.pparaius I:-ﬁ-SN:I to tha village govarnment laviel contines
1o improve. According, to oo JolEn the level of EGDI in Indonesia
raflacts the condition ot E- Emt'rnrnentdwsiunmant In Inclonesia, which has nol been
aptimal, including the loval of public services, there s a lack of uniformity in public
sarvices invillages, support for information technology devices = still limited, thera is
na management of village archives, there is no system that can manage knowledps,
thares s no synengy betveeen village otficials, Many villages still lece several challangas
i prowiding effective and eficient serices 10 the community, and one of the main
factors that influences the quality of public services et the wllaga levalis the capacity
and competence of village officials themsebsas (0ol e ol 2008,

The willage head will be successful i, in hesther Jeade:shq:u practices, the villags
head pays attention 1o the woice of the commumity hefshe leads, namely reflecting
opanness responsibility in making decisions which are based on the results of an
agraamant forthe benetit of the community, and leadership practices that am by these
chargcteristics are transtormatonal leadership {1 ZLLE) The transtormational
leadership practice of Village Heads, including in Magetan distrct, can be realized if 3
Village Head can apply his/her competencies, which can be sean in the Village Head s
ability to mobilize subordinates (village officials), always synthronize the goals of the
willage govarnment organization well, and be open to suggestions/op inions/oriticism,
prioritzing cooperation, ghing freedom to subordinates (village officials) to be creative,
and brying 1o develop thair capacity as lesders wha am recognized and respected. by
{her comamamity they lead. [Fimplemented wall by villags heads in the Magetan district,
transformational leadership practices will increase the OCH and K58 of vilage officials,
=0 the synergy between village officials and the parformance of village gowvernmeant
sennces in the Magetan Regancy can b improved, Raise and transfer krowledge thal
woamportant to improve sevice quality willage government tools to therr residents are
a strategsc step in increasing the capacity of willage government.

Leaders are ona ol the mam aspocts in running and moving the whaetks of bo'lh
private and governmeant organizetions to be sucoessful (Kadareaman & E I
ULy Semvant leaderstep is considerad one of the ideal leadership styles, E.pEl'.IEHlf
1l:|r publc seneceorganizations, becawse it includes the attention of stakeholders (5

Lol 2020y servant leadership increases collaboration, motivates sebordinates 1o
achieve service excellance, andfosters more morality-cantrc self-rafiecticn by leaders.
than any other leadership styla (Fanis & Peschey, 1, Several reasons indicate
that servant leadership is an effective leadership slrla 1'J-EIDB|5.'. mcluding (2) showaing
concern for other people, (b) encouraging a positive crganlzaﬂorsal cuslture, and (c}
improving individual and team performance {5 2k Savaral empm:al
slpdias show senvant leadership can increase nrganlzatlunal anI:ura (Harwin H
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i, 20T Referming to these studies, by taking government ohgcts at the
'q'lllaga lewl thar first hypothesiz tormuation is!

H1:i The prsctios of servant leadarshup al the village haad increases the organizational
culfure at the villages level govarnmant

Leadership is oneof the antecedents of OCE (7 £ al 18; et al,, 206,
5L s a form of leadarship thal etlecively e—stabl:sh?s an organlzatlun 5 l:urnputltlwr
advantage based on mbernal resources. For this reason, organizations naad
cooperation from various resources owmed 1o grow big, strong, resiient, anl:l re-s|lent
wm Facing varous challenges and excalling in competition, Walmbe

revaaled & theory that explains the relaticnship betwesn serant leadarship dﬂd oche:
social exchange theary (SET) when a sub-ordinatz feels that the keader & acting in
e inderests of the subordinate, the subordinate will try to reciprocate by providing,
the assmtance needed by the leader. Senant leaders and tollowers view themsalyes
m terms of sodial exchange. Servant keaders priontize sorvice and provide support
and assistance as the main motvaton by developing similarservice attitudes armong
wnadivaduals in the organeation, enoodraging increased OCH,

Servant leadership = one practics that pays attention to the growth and dynamics
in life that follow the growp. Several views emerged at the unit devel that individuals
whao have setvant leaders tend to imiate the behawor ol thelr leadars, which will
produce QOB 0 every emplowes, Jo0 o 0150 shows a refationship betwesn
leader-member eschangs (LMX) and team memtler exchange (TMX) with servants, as
mediation end helping bethavior occurs when there =5 a pmtuuesersa of mutual trust
beartevean the leader and team membars, Furdhermore, < ool 1111 revealed
ther impact of significantly increasing. [ncrossing sawanl: Ieadt"shﬂﬂ Dra.f:tlms can
have an |n'||:|ar_t an increasing emplnyee OCH LA 197 S yamingaum, 20175l
1t g, 2014 Subhaltyass etal, 0 rong Tu 7 Vondey, 2E10E Sen.'am
.addirra lntamalm the values ol service to the ol ssrwnla {hary @ and imspine
these civil servants to show OCE; namely being willing to contribute beyond duties
and rasponsibilities in their respactive jobr descriptions (o0 =t ul, 2004). Refernng
toseveral of these studees, by taking the object of government at the willage laval, the
segond typothesis ermmlation s:

HZ: Tha practice ol village head serant  leadership signadicantly  increases
arganizational citizenship bebavior of village officiats,

Factors influencing KSB include subjective factors, knowdedge charactenstics, and
organizational and situational Factors [Jooog o 00, Z015), There are tve studies on
KSEB, ramely organizational context, motivatonal fectors, charectenstcs of culture,
charactarstics of interpersonal and team, and charactenistics of the individual (e
BN SOLUE Qultaene, leadership styles, stroctures, and reward systems provide the
sial context for kmmhdge crgation that enables or constrains refationships and

mleractions Bl 11} The relationshipbetween servant leadership and KSE,
a form of LMK, is based onr\:-le theary and SET (Hofmann =t L3 ha

1 1 and Sial of al (2004) revealed that servant leadership |r|l::aasad HSE.
whergas Haiol 0070 wesing the responsible leadership approach, show that

:‘espnnsunle Laadersr.lp increases KSE. Taking these stedies into account, through
studies on govarnance at the village level, the third hypothesis formudation is;

H3: The practice of village head servant leadership significantly increases knowledge
sharing behaviorof village officiak.

The main factors that can increase QCH are internal factors such as personality,
matwes and motivation, job involvement [4ovar B Widode D020 Sismaa 2010
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ph aatlsiactﬂn nrganuzat-ar‘.a{ commitment (5000 & | 1 kit

h Bl 17, -and factors that come from wlsu:lu tux.lemaﬂ w:h as
arganlzatluna.l -:urnmllmantt‘ yanl 4 Widodn, 200 | 201 e

LUy maragement system, leadership sty{e mganlzatlcna] clnmale (Bizmala

Loy, and organizational cultture [ 0 S0} Organzatonal culture

4‘- an impartant factor gstermining OCB {Dosh o o 21% Organeamnal culture
can increase OCE significantly ¢ tal,. 21 EY, |terr 5

Fo0s) revesled that Emplngreeswhn tlelongtn :-ulturalclansnau'e higher QCE

1+|-an matkat clans, Furthermor, Joo (AEH) revedgled that them is a dimc)

rerlationship b-alwasnwgamzamhaln.ltuma'\d{mﬂ Based on these findings, through
a study on goversance &t the willage level, the fourth hypothesis formulation ;

Ha: Organizatoral culture at the village Bvel gowemmaent increases the arganizational
citizenship behayior of village officials.

The importance of srganizational culture 15 that thers s a direct and indirect link
batween strengthaning culters in the organization with knowledge-sharing behavior
among mﬂplnyees and the role of managers' ettiudes toward sharing knowledge

(Wt & F }Harlwsmhertvpusolculhnuthat mluence K5 H ans buraaucrats,
suppurh\'u and Innl:l'natl'ml: 1T 0}, collaborative celture (1o ol o

2030 Le Py '} colisctivism and high wncertainty avoidance {1 A
Hadfnrd ].A hlem‘ture rewiaw conducted by Sewan Btoal 2000 reu'ealedmar

Qrganlzatlunal l:ultura 4n|‘1uunm‘s KSB. Similarky, several pru-.n-uus Shudies [ (]

L4) rewealed that the increase i K56 was l.'.Ed.l'SEd by
mganlzannnal cullbre Refenm@, to these findings, through a stedy of govermance at
1he willage level, the fifth ypothess formulation is:

HS: Grganizatsonal cultere at the village level governmeant Increases the arganizational
knowlsdge sharing bebavior of willage officials.

High OCE inthe public sactor i a force that directs employees tocollaborate toincrease
knowled ge aboul wark imnkﬂnenwlion through sharing their knmadedge to serve the

public imbenest (<A Chen &+ 10) KEB is an activity where agents (individual
tevel, community fewvel, or nrgamzatmnal level) Bmd\ange hnnwledg,e Iiln’rnrmatmn
skills, or expertise) (Musain & Husain, 2018}, Atamad: a0 Rac st (2021 provide

a claanar pacturs toorganizations, aspa-:lalh' tha purblic sector, inidantifying factors that
significantly inthrence KSB, such as organizational support, servant leadership, and
008, whers OCH has a dominant role in shapng KSB compared to servant leadarship
and P05, Fuerthermnore, [o0o Tuan (2017 shows that OCB incresses KSB in public
arganizations. Inraternng these Hndings, through studias on governancs at the villags
fewal, the fifth hypothesis i fermulated as follows:

Hé: Crganizatonal ctizenshap bebavior at the village level government increases the
organizational knewladge sharing behavior of willage officials
OCEI Is hahawurthat has a positive impact an the organzaton or its members (G
19y, 0 the amergence of DCB in the work anvirgamant is highly -mf.pactsd.

OCE can he |rn|:|n:med annugh bath directly and indirectly through organlzatmnal
culture {Canovest & Ming o) and positive organzatonal climate (& 1

1o Sumnllwdurmplmhu hmvmd leaders who provide sarl.rlcusanc!meul: that
maximum needs of the pecpla they kad (Spoore 20100, The behavior of the sarvant
ieader wili create OCH behavior from the fa‘l.mvers Servant [eadership encouragss
positive organzational cultuss {0 | 17), and 1he-r|. organzational culturs
can ncrease QCB (A i e i ot al 1), Servant ieadership
encourages the fcrmatnn of altrsism, m;utr*_f.}r. and r_nnsmntmsness in employass
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through & service cultuere so that this can increase OCH. In referring to thase findings,
through studies on govarnance at the village level, the sicth hypothesis is lormudated
as kallows:

HT: Organational culture at village level govermment mediates servant leadership
redationships with willages with organzational citizenship behawor of village officials

KSE g conseiered a key element in organifational competitivensss and growth;
tharatore, if not, KSB has the potential to hinder erganizational survival (4600

S0k KSE inorganizations can ooccurvertically, namely betwesn different hierarchical
levels (for emmple, the Aow of knowledpe from top to bottom o from bottom 1o
toph, and ootur horizontally, namely the Now of knowledge betwoen collsagues &
the zame hierarchical leval (Sl 1 L2y, Servant keadership is expectad 1
be an effective leadership style in creating the enthusiasm of subordinates so that
subordinates can collaborate with feflow workers and abways shareaxparsncas s6as
12 prudumpra.cl:il:a.l knowledge, ancouraging the desire to cantinue KSB -

Hunyn ~1}.One nfihedetermur\.anﬁmatcane:-tpedltethe kmwledgeahanng
process is crganlzallm:a] culture (oo gl 14). Organizational cultere
Hundes indwidual behavior in sofang DI'DtI|BIT|!> and is hrrnll.r retid m organzabional
boundaries so1hat members of the arganization, incledmg new membaers, wall Tollow
[Lend P, 2 ':| Culture enables K5H oris abarner 1o KSH for even simple informaton
{kinlct & Miche 11 Thes means thatso that cuftere does not become an obstacle to
KSE, craativity, ah-d swcoess, leaders play an important role in facilitating the sharing
el knarevlesdga throwgh eHactive communication and nterastion with membars of the
organization at all levels. Based on these findings, through studies on governance at
tha village level, the seventh iypothess formulation i

Ha: Organizatienal celture at village level govemment mediates senant leadership
relationships wi th villages with knowledge sharing bebavior ot village officals
KSE is important for human resource management in public sector organizations
because it can act as a machanism to Kl keowdledge gaps among public sactor
employaes, where knowdadge, in particelar, can b grows throogh stakeholder
orientation to become a lever for Mmlnahlhty. lmpfnwn.g pubhc services |

i, 2la). The research reswits of » 3ch Z001) provide a
clearar prcture for organizations, n‘spacnalh.l [hB |:|u|:|l|c sactar, in u:IElnnIl.nn,g, lactors that
significantly affect K58, such as arganizational suppart, servant leadership, and OCB,
wheare OCB has & dominant rode in shaping KSB mmpaned to s.emam I.eadership and
organizational support. A stedy in Kenya by 100us and Kb 120010 on leadership
that is drvan by the values of community lesders roveals tha.t valles such as peans,
e, harmany of lite, relygiows values, martial arts, pstice, honesty, and work strongly
influence the vision, misskon, contribution, and handling of the daily problems of the
village elders,

This research examines the relationship between willage head leadership through
the servant leadership approach and KSE of willage officials in & village offices in one
ol the sub-distncts in Magetan Regenty, East Java, through organizational culture and
QCB mediation, The SL ramework is uselul lor assessing the leadership .lal.l.las of
tha nnllage head. The village head leads the government at the wilage laval (1

21 The village head plays a significant feadershap role with the pchenha]
[ Jnﬂusnm villagers il the village head kas similar personal charectenstics to
lodlowers, Village heads who can demonstrate leadership aspects sech as capability,
acceptahility, compatibility, and entreprensurship indiractly form aform of sustainable
leadership (Fahiman et al| 2023,
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2, Methods

Tha design of this research 1= quanttatve research using an assocatve research
medel, namely determining problems and formulating  problems,  conducting
theaetical studses and formulating hypotheses about the influence between varables,
collecting and analyzing data to test wpotheses, and drawing conclesions. All villags
officials inone of the sub-districts in Magestan Regency, namely 60 village othicials, are
1he research population. Becauss the population is less than 100, all members of the
population are sampled {satwated samplingl. A S-point Likert scele was used as a
maasurement scak for all research varables. The 5L measuremant wses the Servant
Leadarship As‘s&ssmanr Inﬁtrurnsnr l:ELF'.[:I by adopting, the measurament indicators
developed by 1 :} oo (2005, covering five dimensaons, namely agaps
e, Ernpnwermem wizion, hum|1|ty and trust. Measurernent nforganlzanonal culture
adopts seven -cultursl characteristes atcording to Pl 2007 and T 1

I . Thie Hua dimensions developed by Crgan, which include altnasm, civic
vnrtme ConsCentiousness, cnurtes;r and sportsmanship, are wsed 1o measure OCE
froem willage officials (Do et al, 2003) The measurement of the KSH varisble uses
the twa dima-nsiuns af KO an-d H{f adopted from the measurement doveloped by v

| . Smart PLS varsion 3 wias used to analyze the data,

'ﬂhch u:clu:!ﬁ measuemeant model evaluation (valdity and reliability testl, model
avaluation (R-sgueare Q-Sguare predictive relevance test], and hypothesis testing,

3. Results and Discussion

3.1, Characteristics of Respondents

Data was coliected through questionnaires distributed diractly to village officials at six
village offices in one of the sub-districts in Magetan Regency, East Java, tolafing 60
people. Data was collected by distributing questionneires after obiaining permisson
trom the hesds of the relavant sub-districts. The tabelated results of the questionnaie
regarding the profile of respondents based on gender, years obwork, and last sducation
arg presented in Tebie 1
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Reterring ta Taboe L, it is known that the mmagority of wilage officials are men {93.33
percant], the magerity of working period = 10 years (60 parcaent], and the majonty of
last pducation iz High School{Vocational High School (71.67 percent)

3.2, Average Value of Variables

Nalso . kit Walm o b LT Hiad 16l wiE
1 Sarunt lessntn a1z i
E O g el Curuen ax ey Hgh
1 Digeniratonsd Ofoeas p Da ko am g
4 ncenige Shring B aX wHp

St (O pesidssa g rnieis, KT

dizplays the average values of village officals’ responses to the venables
testad. OC and KSH scores hiese vary high average values, while sarvant lesdershap and
QCH have high average soores, These sesults roveal that village oMicials respond wall
o the serant lsadership practiced by the village hesd. Likewisa, the crganizational
culture in the work environment is also considered very good. Furthermarne, the GCE
afwillage officials is felt to be good, and the krowdedge shanng among village otficials
= also very goad

3.3, Assessment of Measurement Models
is the result of testing the model at asearly stage, wsing Smart PLS.
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Figrm 1 niial S Bumsrch Hozsl pre & i b =
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Figure 1 shows that tee messurament dimansions have Standardized Loading
Factor (SLF) values far below 0.5, namely the wision dimension in servant leadership
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(0.389) and the genarous dimension in OCH [0.229) so that the mode! s tested again
ty rarmaoving, the vision dimengion and altroistic dimansion. Refesting @& shown in

and To0h
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etesting the model after removing the 3 dimensions that had an 5LF <0500 is

shown in Fiy ! The results of the construct validity and reliability test are presened
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The test results are shown in Tanie 2. There is.an AVE < 0,500 namely AVE on
the servant keadership vanable (04450 and AVE on the crganizational culture variable
10,429} but hasa CR = 0,600, Reterring tothe tast results, thes maeans that all research
wariables have good convergent validity. Feternng to the test results, this means that
all research variahles have good comvergent validiy. CR testing by looking at the
reliahility walus of sach indicator for sach variabie. 4 high CR i abave 00700, bt &
CR value 0.600 is still acceptabie (Her c0 a0, 20100, The test results fouend that the
CR walue was = 0700, so it was conclieded that esch research constroct had a good
relimbility vahse.

3.4, Test Results of Partial Square Inner Model Assumptions

Ini the inner model analysis of Partial Least Squares {(PLS), It is assumed that thers
should be po multicolliseanty problems, namety that thers is astrng intercorrelation
batwaen constructs, Collingariy avaluation is done by keoking at theMariance [nflatien
Factor (W1F). The WIF value must be < & because > & indecates collinearity betwaen
constrects {=a el o A1),

riakls [ B 13
A Le
=5 1888 118
o 1752 a1t i

B DN POIRS g e, XL

Wit Carvelaian Yaks

DL < i oamn
OC- KD buddd
OC - 00 DsEiz
S KSR DSiR
AL 0. LI
S=0r paw

Bedare Dol peaiisdbg nisaim, X0

| shows that there s no VIF value = 5, meaning ne muthcolineanty problem
exists. This is akso supported Dy th e absence of a very strong comelaton betwesn
ndepandont varables {> 0900), as shown in Tabie o

“ariabin AT A shed Rt Inlarmuiize
- (8} [&E ] Vedaas
5L+DO0 misr a1m Mederatn

5L OF, OOH - B nram [[RE7] oy

Soorce

The B2 cntercn, according to Chin & Tood (1995), 15 an R2 vake = 0.67, which
means it & strong; B2 > 0.33 means modarate, and B2 = 019 maans weak, Chin
provides an R2 value criterson ot = 6T (strongl, » 0.3 3 (moderate), and 0.19 (weak),
Adjusted B2 = the R 2 value that has been corrected based on the stendard error valos,
wihich 15 more accurate in describing the ability of exogenowes vanables to explain
endcencus varables than R2Z The msults of caleulating the value of 02 bazed on
Tablo & are: G2 = 1- (71-0.349)  (1-0.357) « (1-0.728)) = 0.086. The results of Q2
calculations show that the model developed is eble to explain knowdedge-sharing
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behavior among village offidals by 88.6 percent, and 114 percent s explaned by
ather variables not studied,

The direct influence tast is presentad in F ) and T5ble 7 which shows that the
A dirgct influenca hypotheses proposed were accepted,
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i rewsals a dimcl positve and significant relatonship betwean servan
leagiership and organizational cultuse, Thisshows that the hypothesis (HL) ssupported,
1hat the practiceof servant leadesship inwllage hesds improves organizaticaal culture
w illage-level government, Testing the second hypothesis (H2) i acoapled, maanng
that tha practice of servant leadership from the willage headcan sigrhcantly increase
the OCE of village officials. The third hypothesis (H3) is not accepted, meaning that
the servant leadarship practice of the village head has not been able to increase the
KSE of village officials. The mmmitment of village officials to the village office can
margass the OB obthe apparatus sothat HAiz accepled, The results of testing the fitth
typothesis (HS were accepted, meaning that arganizational culture in village-lavel
povernmant incfeased the KSH of village officats significantly. The swth hypothesis
{Hi) 15 nol aceepted, meaning that the DCB kel of village officials has not been ahle
te encourage village officals 1o show knowledge-shanng behawor among village
officials themselves.
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Titee B shows the mesults of the mediation test for the seventhiwpathesis (H7)
and the sighth hypothesis (H3), which are accepted. Analysis ol the mediating role
of organzatonal culture on the relationship between servant leadzeship and OCE
showed gignificance (p-value < 0S5} Findings Indicate that organzational culture
partially mediates the relationship batwaen sarvant leadership and OCB, This means
that servant kadership can strongihan organizational culture and, al the same {imag,
increase OCH from village officials. Analysis of the mediating role of erganizational
culturz in the relationship betaeen servant leadership and KSB shows that i s
significant {p-value <0.00L), and If we look at the ralationship between sarvant
tmadarship and KSB belora and afer the role of organizational culture as mediation;
It is knoreon that the direct influence of servant leadérshinion KSB is not significant
[seer Tabile 7, this shows that organdzational cultwe fully medistes the relationship
batwean servant leadershipaand KSB.

The direct relstionship Between servant leadership and afganizational culture is
stahstu:aﬂy positive and significant. This Andmg is in accordance with & !
who revaaled that senant leadership can play & role in shaping m'ganlzal:lonal
r_'ulmre where samvant leadership sncowrages A positive organizational cultune
[ Ysayoh :| The-se Emp|r|cal ne-s.ults arz in al:mfdance with the statement of
I ! that leadershap is
an elem&nt that is rel.atEl:I 1o s.trengmemng nrgamzamnnal culture, Several previous
empirical s.hxdu'—s. are i ling with these findings, sech as Hoomae LFL6) - and
Lyt whorewsalad the positive and slgnlhcanl aﬁett of servan
laamshlu an mganlzatlunal -.‘.ultum Thase empincal results also strengthen the
statement of - 3t 202000 that servant leadership & one of the best leadarship
styles, espemalll,r for puhht service organizations, becawse i pays full attention o
stakeholdsrs,

Empmical firdings reveal that sendant leadership can increase subordinates’ QCE
significantly, These tindings support QCB S0y 14 8t and Crgan et &, (2
which stated that leadership is one of the antecedisnts cd QCB, Servant lesders can
influence subordinates to hemllmgloshnwDCBtn helpsuhcmdlnatﬁ growand suppart
subordinates fo succeed (Fhrnar 2004 1, The 5L relationship
with DCE can be explainad lhruugh EEI' mmq}h' whan an |nt||\'|t|u:'|l [subardinate)
{eals someons tnlsadsr] |sact|ng |Mh-9 mterests of subordinates. Subardinates try to
assist in ratern l: ribneE et al 20000, Followesrs are the primary concemn of serant
lpaders (: 4 Bocames, 24 .J. SnLaJ leaming theory and soclal idenfity theory
I gl 2019 prowide an important basis for the study of 51, whene people can
learn anly h'r nhser-nng and repleating the behavior of othars { t 14,
Zarvant isaders can strengthen service values to owil servants and ingpire civil servants
wihi becomea their subordinates to improve OCB, namealy contributing beyond dutiss
and responsibiities in the job descriptions of thair nespective employeas (Faror o

14}, Thase EII'HDII'|LH| rasuh‘s are cunsstant m1h syl privinus "EISBE".'-h rasults,
auchas.moae L8], S=tvs T{20LT), Sl et al. [R024), Subhaktivaza el
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A 11, Trong 1 L andy L0 wihech revesl that senvant leadership
uﬂ'luunms uusllwuhrSlgrlhc-anl loOEE.

Referring to the hypathess testing, it was revesled that servant l2adership did not
significantly impact increasing K5B, The msults of the hypot h-ems test are inoonsis b
'\-'nlh thu Tasults of the hypothesis test stwdy in Chas il [E0ZE) and 5

1 1 which show a direct positive and sjgmﬁtan[ rela:lnnsh;p betwesn SL
practu:\ﬁ an;l K58, Servant lesdership practloea nﬁen mwolve employees in creative
processes and kpowdedge sharing (Zids o 4 7). The servant leadership and
KSB relationship is @ form ol LMY based on role ﬂ'-norl.r and SET, where a high LMY
= characteroed by mutual trust, responsweness, and respansibility between leaders
and subsrdinates, and in turn, KSB will increase (- haman 14l 207 1) The results of
his stuwdy indciate that the gractice of servant leadership from the village head cannat
directly encourage village officials to implament and improve the knowledge-shanng
process withan thedr raspective village offices. These empircal results ae consistent
with the results of “rong 7 1017 sty which reveaked that serant leadership
did not hawe a significant impact on knowledge-sharing bahavior,

Directly, orgamizationsl cultere wes able to significantly increase KSH,
Organdzational culbure is charsttonzed tny' 3 sot of characterstics donved trom ,g,enl:ral
cultural, administratve, erganizational, and other charsctarstios (0000 €,
Org,a.r\zatm\al culture drives imncwvaton, gives organzatons a mmpemr.'e advantags,
and = a key factor for swstainable developrent (L =1 ol o). Organizational
culfure can incraass knowledgo sharing batwsan Lull-ﬁ@gues Th-s hndlngis cm\sisllzﬁl
with several p-newnus amplncal studles |: admilan, HI1E A
it L, 2014; Sawaretal 21+ Weng & Moe, ; u-]'ﬂ'l'lchpm'.'e-st-hattne
incraassin KEB 1% caused by nrg.]mzailunal culture. Furthermars, variows other typas
ol l:1.|-|l|.FrEI that influence KSB are I:lumaucmtlc 'sunpurluu and lmwatw{ gl

118, oflaborative culture (1 | LY, mll.ectmsmaml
rug'h wncertainty svoidance (Ko Ramka

The resulls of the stedy revealed that OCE could not signibcantly increase KSB.
Thase findings indicate that the prosocial behavior of village officials does not
nmecessarily incregse K5 among village officals, Thes ampirgal analpsis does nol
fl:llll:lw1h'a'r\e-sultsl:dre$a‘am.h condhuctad by Ahimadl and Bachmawat Z0E1) and © -4

hen i =1 (2015 ) whichresealed that OCE has a significant role in increasing the
KSEch 'puJ:uIJ.. nrgamzamns Th=ampircal study is also inconsstent with the resesrch
al Husam B He e (20007 who reveaked that OCE s a good lacilitator thal will increase
the K5B of public servants inasssting the comeanity,

The résults of the mediation test reveal that organizational culture plays a mediating
rele m the @lationzhip between servant leadership and OCB, and organizational
culters also mediates the refationship between servant lesdarship and KSE. These
results indicate that senant leadershipshown towillages can improve celture inllags
dovernmgnt thal supports the knowledga- sharing process of village ollicials but does
il pecassarly increase KSH betause increasing KSB among willage oficials & mane
determined. by the internalization of crganizational cultuse, which strengthans the
dzsire for KSE, for example, personal-onented culture, and tearmwork.

4. Conclusion

The empincal test results revaal: 1) the direct relationship between servant leadership
an organizational culture and organizational citizenship behawvior is significantly
positive: 2} the dinect refationship between organizational culture on organizational
citizenship behavior and knowledge-shanng behawvior is significantly positive; 3} the
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direct redationsip betwsean Organeatonal Citizenship Behavior and Knowledme Sharag
Behavior & not signiicant: Analysis abthe medating role reveals that 1) crganizational
ol e acts Az a partial mediator in the relationship betwesn servant leadership and
OCH; 21 organizationz! cultere plays a full mediating role in the relationship between
sarvant leadership and RSB,

Tha results of this study provide additional empirical literaters on the impact
of servant leadership in forming a cultere of service m village-level government
organizations and in increasing OCB and knowledge-shanng bohavior o village
ofticials, where studies on this thame are still limited to govemmant organizations in
Indonesia. The results of this study provide thecretical suppaort for REY, which reveals
the important role of HRM whers there is vales in every employee because each
employees has knowladge and expenence that s unigue 1o the organization wheans the
amployes warks,

This research was only conductad on willage oficals in 6 village ofices inone of the
sub-districts in Magetan Regency, East Java, to get a more comprehensive picture ol
the relationship between servant leadership from the willage head and erganizaticnal
cultura, OCH of village officials, and knowledge sharing behavior of the village officials.
Villages, then the scope of village-level gavernment areas can be pxpanded. This can
b & considgration for turther research, bor example, by taking research objects fom
athar district governments in Indonesia. Future research could consider measuring
the core value "Bar-AKHLAKT as & work culture for State Ciil Apparatus (35N} with
“Beronentasi Palayanan, skuntabel, #ompaten, Harmonis, Loyal, Adaptif, Kolabaoratit®
dimansions.

Akl edgmant

Tres rugschar woold ke W espracind Sralibake b the wb-chatncl @ernmen  ared wilafe @oesen et in
Hagetan Aegency dor parmiting the ressanch, the vilage offidals muvolad nGling out the guestionnars, as
witlk as fhe writing mambess whao helned facitate the process of weiting this sricin,

Furding

This ressarh recebved noedernal nding
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