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Abstract

The present study aimed to investigate the effect of servant leadership on employees’ self-regulation and to examine the mediating role of organizational
citizenship behavior among administrative staff of the West Azerbaijan Department of Education. This research was applied in purpose and descriptive-
correlational in design using structural equation modeling. The statistical population consisted of 1,650 administrative employees of the Department of
Education in West Azerbaijan Province. Based on stratified random sampling and Krejcie and Morgan’s table, 330 participants were selected, of whom
287 completed questionnaires were suitable for analysis. Data collection instruments included Patterson’s Servant Leadership Questionnaire (2004), Lee
and Allen’s Organizational Citizenship Behavior Scale (2002), and Bouffard’s Self-Regulation Questionnaire (1995). Content and construct validity of
the instruments were confirmed, and Cronbach’s alpha, composite reliability, and average variance extracted values demonstrated satisfactory reliability
and validity. Data were analyzed using SPSS version 28 and SmartPLS version 3 through the partial least squares approach. The structural equation
modeling results indicated that servant leadership had a significant direct effect on organizational citizenship behavior (3=0.78, p<0.001) and employees’
self-regulation (B=0.23, p<0.001). Organizational citizenship behavior also showed a significant positive effect on self-regulation (3=0.61, p<0.001).
Bootstrap analysis further revealed that organizational citizenship behavior significantly mediated the relationship between servant leadership and self-
regulation (=0.47, p<0.001). In addition, model fit indices, including GOF=0.63 and Q?=0.49, confirmed the adequacy and strong explanatory power
of the proposed model. The findings demonstrated that servant leadership can enhance employees’ self-regulation both directly and indirectly through
the promotion of organizational citizenship behavior. These results highlight the importance of supportive and human-centered leadership approaches in
educational organizations and suggest that strengthening servant leadership behaviors among managers can improve employees’ responsibility,
commitment, and self-management capacities. Therefore, institutionalizing servant leadership principles within educational systems may contribute to
improved organizational effectiveness and the development of human capital.
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Extended Abstract

Introduction

In recent years, educational organizations have encountered extensive structural, psychological, and
managerial transformations that have increased the importance of leadership approaches centered on human
development, organizational support, and ethical interaction. Traditional leadership models, which mainly
relied on hierarchical control and formal authority, are no longer sufficient for responding to the complex
demands of contemporary educational systems. As a result, researchers and practitioners have increasingly
focused on leadership styles capable of enhancing employee motivation, psychological well-being, and
voluntary organizational participation (Lee & Kim, 2023; Rao, 2025). Among these approaches, servant
leadership has emerged as one of the most influential value-oriented leadership models because it emphasizes
empathy, trust, empowerment, and prioritizing employees’ needs over personal authority (Peterson, 2004).
Contemporary studies indicate that servant leaders foster supportive work climates in which employees
experience greater organizational commitment, ethical engagement, and psychological security (Al Mansour
& Al Ajmi, 2024; Zhu, 2025). In educational environments, where organizational effectiveness strongly
depends on interpersonal relationships and cooperative performance, servant leadership can play a critical role
in improving both employee functioning and institutional outcomes.

The concept of servant leadership has gained significant attention in educational administration because
schools and educational institutions require collaborative cultures, emotional support, and shared responsibility
among staff members. Servant leaders encourage employees to participate actively in organizational processes,
support their professional growth, and create environments characterized by trust and fairness (Taheri et al.,
2024). According to Wang and colleagues’ meta-analytic review, leadership styles based on participation,
ethical interaction, and employee support significantly strengthen organizational citizenship behavior within
educational institutions (Y. Wang et al., 2024). Likewise, cross-cultural evidence suggests that leadership
behaviors emphasizing empathy and support can increase voluntary organizational contributions among school
staff (H. Wang et al., 2024). These findings demonstrate that servant leadership is not merely a managerial
style but a developmental process through which employees become more committed, collaborative, and
psychologically engaged in their work environments.

One of the most important organizational outcomes associated with servant leadership is organizational
citizenship behavior. Organizational citizenship behavior refers to voluntary and extra-role actions performed
by employees beyond formal job requirements to support organizational effectiveness. Such behaviors include

helping colleagues, showing organizational loyalty, participating in institutional activities, and maintaining



constructive interpersonal relationships. Researchers have consistently identified organizational citizenship
behavior as an essential indicator of organizational health and social capital (Malik & Khan, 2023). In
educational organizations, these behaviors contribute substantially to institutional cohesion, teamwork, and
administrative effectiveness. Empirical findings indicate that servant leadership enhances organizational
citizenship behavior by increasing trust, psychological empowerment, and employees’ sense of belonging (Al
Mansour & Al Ajmi, 2024; Malik & Khan, 2023). Domestic studies conducted within Iranian educational
settings have similarly shown that managerial support and organizational trust are significant predictors of
organizational citizenship behavior among education employees (Ahmadi & Shokri, 2023). Therefore,
educational leaders who prioritize support and service are more likely to cultivate cooperative and responsible
organizational cultures.

Alongside organizational citizenship behavior, self-regulation has emerged as another essential psychological
capability within modern workplaces. Self-regulation refers to individuals’ ability to manage emotions,
monitor behavior, maintain motivation, and direct personal actions toward desired goals. Employees with
higher self-regulation typically demonstrate stronger adaptability, emotional control, and professional
resilience under stressful organizational conditions (McGee et al., 2001). In educational institutions, where
employees often face administrative pressure, role ambiguity, and increasing professional expectations, self-
regulation becomes particularly important for sustaining effectiveness and psychological stability. Recent
evidence suggests that supportive leadership climates and perceptions of fairness significantly improve self-
regulation among public-sector employees (Hussein & Akhtar, 2023). Similarly, research conducted in Iran
has shown that organizational justice and supportive managerial relationships positively predict employee self-
regulation (Rahimi & Hosseinizadeh, 2022). These findings imply that employees’ self-regulatory capacities
are not solely individual characteristics but are strongly influenced by organizational and leadership conditions.
Theoretical perspectives further suggest that organizational citizenship behavior may function as a mediating
mechanism between servant leadership and self-regulation. Servant leaders create supportive environments in
which employees feel psychologically secure and socially valued, thereby increasing voluntary participation
and organizational citizenship behavior (Lee & Kim, 2023). These extra-role behaviors subsequently enhance
self-regulation because employees who feel more connected to organizational goals become more responsible
and self-disciplined in managing their professional conduct. Zhang and colleagues argued that servant
leadership improves employees’ psychological functioning through socio-cognitive mechanisms such as
empathy, trust, and psychological empowerment (Zhang et al., 2024). Likewise, Shafigq and colleagues
demonstrated that servant leadership positively influences work engagement and job performance through
organizational identification (Shafiq et al., 2025). Furthermore, Zafar and colleagues reported that servant
leadership enhances organizational performance through voluntary employee behaviors and psychological

climate development (Zafar et al., 2025). Despite these findings, limited research has simultaneously

examined servant leadership, organizational citizenship behavior, and employee self-regulation within



educational settings, particularly in Iranian contexts. Accordingly, the present study aimed to investigate the
structural relationships between servant leadership, organizational citizenship behavior, and self-regulation
among employees of the Department of Education, while specifically examining the mediating role of
organizational citizenship behavior.

Methods and Materials

The present study employed an applied descriptive-correlational design using structural equation modeling
based on the partial least squares approach. The statistical population consisted of all administrative employees
working within the Department of Education of West Azerbaijan Province. According to organizational
statistics, the population included approximately 1,650 employees. Using stratified random sampling and
Krejcie and Morgan’s sampling table, 330 participants were selected. After eliminating incomplete
questionnaires, 287 valid responses remained for final analysis.

Data collection was conducted using standardized questionnaires. Servant leadership was measured using
Peterson’s Servant Leadership Questionnaire consisting of 19 items assessing dimensions such as altruistic
behavior, humility, trust-building, and service orientation. Organizational citizenship behavior was assessed
using Lee and Allen’s Organizational Citizenship Behavior Scale, which evaluated employees’ voluntary and
extra-role organizational contributions. Self-regulation was measured using the Self-Regulation Questionnaire
developed by Bouffard and colleagues. All instruments were translated and adapted for the Persian-speaking
context through established validation procedures. The validity of the instruments was confirmed through
content and construct validity assessment, while reliability was verified using Cronbach’s alpha coefficients
and composite reliability indices.

Prior to hypothesis testing, descriptive statistics and preliminary analyses were conducted using SPSS version
28. The normality of data distribution was assessed using skewness, kurtosis, and the Kolmogorov—Smirnov
test. Because multivariate normality assumptions were not fully supported, the partial least squares structural
equation modeling approach was selected using SmartPLS version 3.3.3. This method was considered
appropriate due to the moderate sample size, exploratory nature of the conceptual model, and non-normal
distribution of the data.

Measurement model evaluation included examination of factor loadings, composite reliability, average
variance extracted, and discriminant validity. All factor loadings exceeded the acceptable threshold of 0.40,
indicating satisfactory indicator reliability. Composite reliability coefficients exceeded 0.70 for all constructs,
while average variance extracted values surpassed the 0.50 criterion, confirming convergent validity.
Discriminant validity was examined using the Fornell-Larcker criterion and was fully supported. To evaluate
the structural model, bootstrapping with 5,000 resamples was conducted to estimate path coefficients, t-values,
and significance levels.

Findings



The descriptive findings indicated that most respondents were female employees with bachelor’s degrees and
moderate professional experience. Mean scores demonstrated that self-regulation had the highest average
among the study variables, whereas organizational citizenship behavior showed the lowest average. Skewness
and kurtosis indices remained within the acceptable range, indicating approximate normality of data
distribution.

The correlation matrix revealed significant positive relationships among all study variables. Servant leadership
demonstrated a strong positive correlation with organizational citizenship behavior and self-regulation.
Organizational citizenship behavior was also positively associated with self-regulation. The Fornell-Larcker
criterion confirmed discriminant validity, as the square root of average variance extracted for each construct
exceeded inter-construct correlations.

Structural equation modeling results demonstrated that servant leadership had a significant positive direct
effect on organizational citizenship behavior. Employees who perceived higher levels of servant leadership
from their managers reported stronger voluntary organizational behaviors and greater participation in
organizational activities. Servant leadership also exerted a significant positive direct effect on self-regulation,
indicating that supportive and service-oriented leadership behaviors improved employees’ ability to regulate
emotions, manage professional responsibilities, and maintain behavioral control.

In addition, organizational citizenship behavior significantly predicted employee self-regulation. Employees
who demonstrated greater voluntary cooperation, responsibility, and organizational participation also reported
stronger self-management and emotional regulation abilities. The indirect effect analysis further indicated that
organizational citizenship behavior significantly mediated the relationship between servant leadership and self-
regulation. This finding suggested that servant leadership strengthens self-regulation partially through
increasing employees’ organizational citizenship behavior.

The model fit indices confirmed the adequacy of the proposed structural model. The coefficient of
determination indicated that servant leadership and organizational citizenship behavior explained a substantial
proportion of the variance in employee self-regulation. Predictive relevance and goodness-of-fit indices also
supported the overall explanatory power and appropriateness of the conceptual model.

Discussion and Conclusion

The findings of the present study demonstrated that servant leadership plays a substantial role in improving
organizational citizenship behavior and employee self-regulation within educational organizations. Managers
who adopt service-oriented, supportive, and ethical leadership approaches create organizational environments
characterized by trust, empathy, and participation. Such conditions encourage employees to engage in extra-
role behaviors and voluntary organizational contributions while simultaneously strengthening their self-
management abilities.

The positive relationship between servant leadership and organizational citizenship behavior suggests that

employees respond favorably to leaders who prioritize employee welfare, fairness, and professional



development. When employees perceive organizational support and respect, they become more willing to
contribute voluntarily to organizational goals beyond formal role expectations. Similarly, the significant
relationship between servant leadership and self-regulation indicates that supportive leadership environments
enhance employees’ psychological stability, emotional control, and professional responsibility.

The mediating role of organizational citizenship behavior further highlights the importance of social and
behavioral mechanisms in translating leadership influences into psychological outcomes. Employees who
actively participate in collaborative organizational behaviors tend to internalize organizational values more
effectively and demonstrate greater self-discipline in regulating professional conduct. Therefore,
organizational citizenship behavior acts as a bridge connecting leadership practices with employees’ internal
psychological capacities.

The findings also emphasize the practical importance of servant leadership in educational systems facing
organizational pressure, resource limitations, and administrative complexity. Educational organizations require
leaders capable of developing supportive professional climates that encourage cooperation, responsibility, and
emotional resilience among employees. In this regard, servant leadership can function as a strategic managerial
approach for strengthening institutional cohesion and employee well-being.

Overall, the present study confirms that servant leadership directly and indirectly enhances employee self-
regulation through organizational citizenship behavior. The results underscore the importance of human-
centered leadership approaches in educational institutions and demonstrate that promoting servant leadership
behaviors among managers can improve organizational participation, psychological functioning, and

professional effectiveness among employees.
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