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Abstract 

The purpose of the research examining the impact of Servant leadership on organizational 

commitment and organizational citizenship behavior. Since Pakistan is a developing 

county, and to advance a developed country, education needs to be in major and vital focus. 

The top 10 universities, chosen from the Higher Education Commission of Pakistan’s 

current list, were investigated. Pal Scale was distributed to the faculty members of the 

universities (N=322), reporting about their supervisor’s leadership style. Moreover, 

employees were told to address their extra-role behavior, i.e. organizational citizenship 

behavior, by using the scale developed by Welbourne, Johnson, and Erez (1996). In 

addition to this, employees evaluated the overall effectiveness by using the organizational 

effectiveness scale for the Higher Education Institutes of Kwan and Walker. This 

investigation supported the substantial and significant impact of organizational citizenship 

behavior on the relationship between Servant leadership and the effectiveness of higher 

education institutes. Moreover, a direct relationship among variables is also found. Thus, 

the supervisors must recognize, foster and realize the importance of Servant leadership as 

this may eventually influence organizational citizenship behavior and the effectiveness of 

higher education institutes. 

Keywords: Servant Leadership, Organization Citizenship Behavior, Effectiveness 

1 Introduction 

From behavioral to contemporary theories and styles, leadership has been intensely studied and 

researched over the years, as business firms grow with better leaders because they influence 

employee’s mental wellbeing and business growth (Abbas et al. 2022; Iorember et al. 2022). 

Through established leadership theories and appropriate styles, it has provided organizations with 
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an adequate leadership framework to be run in best possible way for better business environment 

as leaders decide to adopt green investments, technology acceptance and employees mental health 

measures (Abbas et al. 2022; Mubeen et al. 2021; Shahzad et al., 2022).  

According to Quick and Cooper (2009) in the field of positive organizational behavior, leadership 

plays a pivotal role to get the employees engaged and organizations thrive. Great leaders crafts 

and articulate vision so their subordinates and create a shared value and build a system and set a 

path to achieve organizational goals (Banutu-Gomez 2007; Kotter 2001; Lysova et al., 2019). The 

recent avoidable financial collapses, mishandled finance related dealings, and corporate greed calls 

for the need of a more ethical leadership that believes in serving its stakeholders instead of pilfering 

them. Although some leadership scholars have been calling for attention towards connection 

between leadership and ethics, but Graham (1991) and Irving (2012) suggest that an emerging 

leadership theory that is linked to virtues, morality, and ethics is servant leadership. Servant 

leadership promotes pro-social behaviors that benefits others and community as a whole which 

encompasses a strong ethical component (Ghasemy et al., 2022; Khan et al., 2022). These aspects 

translates into high moral standards that appeals to committed individuals. 

Although the term "Servant Leadership" was first introduced by Robert K. Greenleaf almost three 

decades ago, it is still relatively understudied area, but has achieved much press coverage in recent 

times. According to Joseph and Winston (2005) the core of servant leadership theory is to place 

the interest of subordinate before their own. A handsome number of scholars believe that servant 

leadership contributes more in development of employee’s citizenship behavior and organizational 

commitment (Aprilda et al., 2019; Sendjaya et al., 2008) and in return followers offer their better 

services to the leadership Winston and Fields (2015). The said services could be translated into 

organizational citizenship behavior. Multifaceted nature of organization commitment determine 

the nature of relationship of employees with their organizations (Ahmad, & Raja 2021; Meyer & 

Herscovitch 2001). Organization commitment is a binding force that make an individual stick to 

their organizations to perform certain actions (Benkarim, & Imbeau, 2021; Meyer & Herscovitch 

2001). Affective commitment confine employees' emotional affection to their organizations, 

continuance commitment is subdivided into two subcomponents (1) the cost of leaving the 

organization (2) lack of alternatives, while normative commitment is in association of sense of 

being obligated to stay with the organization. Affective and normative commitment are directly 

influenced by work socialization experience, while alternative commitment bases upon external 

contingencies (Marcos et al., 2020; Powell & Meyer 2004). As servant leadership are to provide 

their followers with skillful training, emotional support, and have they actively participate in 

decision making process which aims to nurturing followers holistically. The term Organizational 

Citizenship Behavior was first coined in 1970s as a type of worker contribution measured in output 

(Organ et al., 2006; Tsai et al., 2022) and recently became a part of behavioral studies. Helpful 

and compliance behaviors were always a manager's wish to see in his followers. Helping behaviors 

are focused on co-workers and compliance behaviors are more in general sense that benefit the 

whole organization. These behaviors are described as discretionary because these are not a part of 

employee's defined job responsibilities, but they support organizational effectiveness (Moorman 

& Blakely, 1995; Sharafizad et al., 2020). This kind of behaviors can be called citizenship 

behaviors. 
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1.1 Servant Leadership 

Servant leadership is relatively a new phenomenon introduced into leadership literature which has 

not been empirically researched enough Chemers (2000), partly because of self-contradictory 

nature of its terminology "servant and leader" (Sendjaya & Sarros, 2008). Philosophically, servant 

leadership style proposes that they are always concerned about their followers and believe in 

building relationship Owens and Hekman, (2012), put other's needs before their own Greenleaf 

(1977), they deliberately choose to serve (Burns, 1978), helping others on priority basis Cooke and 

Rousseau (1988) they focus on assessing the needs of others and serving them Bass (1999) and 

unequivocally accentuate the needs of the followers (Bayighomog, & Araslı 2019; Patterson, 

2003). In progression Spear (1995) identified ten characteristics of servant leadership. These are 

(1) listening, realizing the importance of communication with people; (2) persuasion, influencing 

others through arguments instead of power; (3) foresight, foreseeing future through intuition; (4) 

healing, ability to help; (5) empathy, understanding and accepting how and what people are; (6) 

awareness, being in state of awake; (7) conceptualization, thinking far ahead of day to day 

activities; (8) commitment to growth of people, helping people to grow professionally and 

spiritually; (9) stewardship, prioritizing others' needs over their own (Reinke, 2004); (10) building 

community, acknowledging the importance of communities in peoples' life.  As a result of above 

characterization, the self-concept of a servant leader emerges and they act according to their self-

concepts (Cogswell et al., 2023; Leonard et al., 1995; Sosik & Dworakivsky, 1998). The self-

concept of servant leaders devises a positive behavior pattern that correspond to a positive move 

towards organizational behavior (Cameron & Spreitzer, 2012; Ukeni, 2021). which causes a 

serving culture within an organization. The serving behavior model earns respect and admiration 

of followers who try to imitate their leaders' behavior Liden et al. (2014) because leaders serve up 

as mentor to their followers (Sosik & Godshalk, 2000) who try to copy their leaders' behavior 

(Lankau & Scandura, 2002). The followership gets even more extensive if a leader possesses 

desirable behavior and qualities (Einola, & Alvesson 2021; Hannah et al., 2011; Lankau & 

Scandura, 2002; Mayer et al., 2012; Neubert et al., 2008) and perseverance of their leader as a role 

model (Mayer et al., 2012). The depiction of servant leadership by Patterson’s (2003) model begins 

with "agapao" love that triggers humility and altruism. The term "Agapao love" is derived from 

Greek which means moral love that translates into doing fair things at the right time and for all the 

right reasons. In consideration of fairness, Mayer et al. (2008) describe multiple reasons why it is 

significant for servant leadership, (1) because their sensitivity towards the needs of the followers 

make them treat their followers interpersonally; (2) servant leaders make sure that their followers 

make ethical decisions; (3) well-being and growth of the followers is expected to be involved for 

fair rewards. Servant leadership is directly related to employee’s job satisfaction through 

organizational justice Mayer et al. (2008) and the same was proved by showed Ehrhart’s (2004) 

study. The leadership styles like rewarding, teamwork and empowering brings about a positive 

impact on worker satisfaction, and worker satisfaction as a result promotes worker loyalty. 

Business organizations are in quest of leadership that is ethical and more responsible towards 

society Karakas and Sarigollu (2013) ever since multiple financial scandals displayed corporate 

greed and selfish management practices (Van Dierendonck, 2011). As every disaster possesses an 

opportunity as well Livitt et al. (2011) and this seems an obvious choice to look for more ethical 

leadership since it is positively related with organizational performance (Brown & Treviño, 2006). 

Watching recent corporate avoidable failures, scholars of leadership domain has shifted their 
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attention from individualistic leadership styles towards more relevant and relational ones (Avolio 

et al., 2009). This shift is quite evident in recent empirical and conceptual research on servant 

leadership (Ehrhart, 2004; Graham, 1991; Hu & Liden, 2011; Schaubroeck et al., 2008). Some 

scholars believe, rightfully so, that the current research on servant leadership emphasize on 

outcomes Neubert et al. (2008) but not on its determinant which is an obstacle for servant 

leadership concept to become a theory 

1.2 Organizational Commitment 

According to Joseph and Winston (2005) the core of servant leadership theory is to place the 

interest of subordinate before their own. A handsome number of scholars believe that servant 

leadership contributes more in development of employee’s citizenship behavior and organizational 

commitment Sendjaya et al. (2008) and in return followers offer their better services to the 

leadership (Winston, 2003). The said services could be translated into organizational citizenship 

behavior. Multifaceted nature of organization commitment determines the nature of relationship 

of employees with their organizations (Ahmad & Raja, 2021; Meyer & Herscovitch 2001). 

Organization commitment is a binding force that make an individual stick to their organizations to 

perform certain actions (Benkarim & Imbeau, 2021; Meyer & Herscovitch 2001). Affective 

commitment confine employees' emotional affection to their organizations, continuance 

commitment is subdivided into two subcomponents (1) the cost of leaving the organization (2) 

lack of alternatives, while normative commitment is in association of sense of being obligated to 

stay with the organization. Affective and normative commitment are directly influenced by work 

socialization experience, while alternative commitment bases upon external contingencies (Al-

Jabari & Ghazzawi, 2019; Powell & Meyer 2004). As servant leadership are to provide their 

followers with skillful training, emotional support, and have they actively participate in decision 

making process which aims to nurturing followers holistically. The term Organizational 

Citizenship Behavior was first coined in 1970s as a type of worker contribution measured in output 

and recently became a part of behavioral studies (Jehanzeb, 2020; Organ et al., 2006). 

1.3 Organizational Citizenship Behavior  

As servant leadership is to provide their followers with skillful training, emotional support, and  

have them actively participate in decision making process which aims to nurturing followers 

holistically. The term Organizational Citizenship Behavior was first coined in 1970s as a type of 

worker contribution measured in output Organ et al. (2006) and recently became a part of 

behavioral studies. Helpful and compliance behaviors were always a manager's wish to see in his 

followers. Helping behaviors are focused on co-workers and compliance behaviors are more in 

general sense that benefit the whole organization. These behaviors are described as discretionary 

because these are not a part of employee's defined job responsibilities, but they support 

organizational effectiveness (Moorman & Blakely, 1995). This kind of behaviors can be called 

citizenship behaviors. According to Organ (1988), Organizational Citizenship Behavior (OCB) is 

the major element in improving organizational efficiency and effectiveness and adaptability of an 

organization. Walz & Niehoff (2000) found that dimensions of OCB enhance organizational 

performance, efficiency and consumer contentment. Furthermore, OCB relates positively with 

employees’ retention, productivity, profitability, and job performance (Podsakoff et al., 2009). The 

term Organizational Citizenship Behavior (OCB) was introduced by Organ and his companions 

(Smith et al., 1983). Organ (1988) defined it as supportive behavior which exceeds the stated job 
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description. According to Lambert (2013) OCB is an act of job performance which is beyond vital 

requirements of job and is not an element of formal reward system. Researchers are of the view 

that organizations hire employees who not only meet their job tasks but also put their time, effort 

and energy willingly to give their best to make the organization flourish (Podsakoff & MacKenzie, 

1997). 

For more than over two decades, OCB has been explored theoretically and empirically in different 

fields and pro-social organizational behavior, contextual performance, extra role behavior and 

organizational spontaneity are its related forms (Lang et al., 2012). Different research studies 

showed that organizational citizenship behavior creates a strong influence in enhancing and 

maintaining long-term organizational performance (Podsakoff & MacKenzie, 1994). In OCB, 

employees represent their job and perform their tasks with loyalty and respect and willingly do 

extra effort to accomplish organizational goals (Abbasi, 2015). Organizational citizenship 

behavior (OCB) describes the thoughtfulness of the employee with the organization. It motivates 

employees to exhibit supportive behavior at their workplace (Zhao et al., 2013). In service 

organizations, OCB is described as the collaboration of the employee for the satisfaction of the 

customers, Jung and Yoon (2015). According to Somech and Zahavy (2004) there are three main 

features of OCB i.e. it is voluntarily based, has multiple dimensions and contributes to the 

organization. According to Organ (1988), OCB also develops coworker or managerial productivity 

which in turn is beneficial for the organization. Organ (1988) proposed many dimensions of OCB 

which incorporate courtesy, conscientiousness, civic virtue, sportsmanship and altruism 

1.4 Servant Leadership Dimensions 

An inconsistent set of servant leadership define this construct which is being offered by current 

literature. Our research has been defined and validates dimensions of servant leadership, originally 

being identified as nine dimensions which were further reduced to seven dimensions. Servant 

leadership & commitment variables have been assessed in the banking industry employees; as 

study has been conducted in Pakistani banking industry (mainly population was from Lahore city 

and some people filled questionnaire online - based multinational and national banks). 

Seven Servant Leadership Dimensions 

1. Emotional Healing: -  An act of personal concerns for others or showing sensitivity 

2. Creating Value for the community: - Concern to help others / communities; a 

consciousness 

3. Conceptual Skills: - Effectively support and assist others by possessing strong 

organizational knowledge 

4. Empowering: - Facilities others or immediate deportees by identifying & solving work 

related problems. 

5. Helping subordinates grow & succeed / Putting subordinates first: - Genuine concern for 

others growth by providing mentoring and assist them when they need help 

6. Behaving Ethically: - Treating others fairly, openly and with empathy 

7. Relationships / Servanthood: - Building long term relationship with immediate followers 

and serve them first, even you have to self-sacrifice for your needs. 

2 Theoretical justifications 

The Social Exchange Theory, as proposed by Blau (1964), offers a theoretical framework that 
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facilitates a comprehensive comprehension of the dynamic interplay among servant leadership, 

organizational commitment, and organizational citizenship behavior. 

According to the Social Exchange Theory, individuals participate in social relationships and 

interactions with the anticipation of receiving reciprocal benefits (Emerson, 1976). The theory of 

servant leadership suggests that leaders who demonstrate behaviors consistent with servant 

leadership, such as providing support, empathy, and empowerment, promote a positive social 

exchange environment. 

As per the theoretical framework, the employees perceive the actions of a servant leader as 

advantageous and encouraging, thereby cultivating a feeling of financial obligation and 

appreciation (Eisenberger et al., 2017). Employees tend to exhibit increased levels of 

organizational commitment in response to the perceived benefits they receive, as they feel valued 

and connected to the organization (Meyer & Allen, 1991). Subsequently, the personnel exhibits 

discretionary actions, commonly called organizational citizenship behavior, as a means of 

reciprocating favorable interactions and showcasing their dedication. 

This theoretical framework suggests that servant leadership is a primary factor that impacts 

employees' perceptions of social exchanges within the organizational context. The perception 

mentioned above leads to the development of organizational commitment. Organizational 

commitment is a mediating variable in the relationship between servant leadership and 

organizational citizenship behavior. This phenomenon can be attributed to employees' loyalty to 

the organization, which motivates them to engage in voluntary activities. 

The Social Exchange Theory provides a comprehensive understanding of the relationships among 

servant leadership, organizational commitment, and organizational citizenship behavior. The 

aforementioned objective is attained by placing emphasis on the reciprocal nature of social 

interactions and the importance of perceived advantages and responsibilities in shaping the 

behavior of employees. 

3 Hypothesis Development 

3.1 Link between Servant Leadership and Organizational Commitment 

The study conducted by Siddiquei et al. (2021) aimed to examine the impact of servant leadership 

on organizational commitment in Chinese organizations. The study's findings revealed a 

significant and positive association between the display of servant leadership conduct and the 

employees' corporate dedication. The study results suggest that leaders who exhibit characteristics 

of servant leadership, such as empathy, humility, and empowering behaviors, are more likely to 

develop a greater level of commitment among their followers. 

A study by Van Dierendonck and Nuijten (2011) investigated the influence of servant leadership 

on employee commitment in the Netherlands. The study's results indicate a good correlation 

between servant leadership and organizational commitment. The study's authors underscored the 

significance of incorporating servant leadership principles, which encompass attributes such as 

altruism, moral conduct, and delegation of power, to foster a favorable impact on employees' sense 

of affiliation with their organization and their inclination to participate in leisure activities. 

Pekerti and Sendjaya (2010) examined the correlation between servant leadership and 



48 Hariguna 
 

 

organizational commitment within a group of Indonesian employees. The study's results suggest 

that the expression of servant leadership behaviors, including empathy, stewardship, and follower 

empowerment, significantly influenced the degree of commitment demonstrated by employees 

towards their respective organizations. This research underscores the importance of servant 

leadership in stimulating organizational commitment by prioritizing followers' growth and well-

being. 

Drawing upon the findings of contemporary research, servant leadership positively impacts the 

level of organizational commitment. 

H1: Servant leadership has a positive impact on organizational commitment. 

3.2 Link between Organizational Commitment and organizational citizenship 

behavior 

Empirical findings suggest that employees' degree of organizational commitment significantly 

influences their engagement in organizational citizenship behavior (OCB). Increased levels of 

organizational commitment positively correlate with a heightened concentration in Organizational 

Citizenship Behavior (OCB). 

Podsakoff et al. (2014) conducted a study to investigate the relationship between organizational 

commitment and organizational citizenship behavior (OCB) across multiple sectors. The findings 

indicate a significant association between an individual's dedication to an organization and their 

proclivity to participate in Organisational Citizenship Behaviour (OCB). Employees who 

demonstrate a heightened commitment to their organization are more likely to engage in 

discretionary behaviors that advance the organization's goals and well-being. 

Eisenberger et al. (2017) conducted a study to examine the relationship between organizational 

devotion and organizational citizenship behavior (OCB) in the healthcare industry. The study's 

results indicate a significant association between organizational commitment and Organisational 

Citizenship Behaviour (OCB). The statement posits that employees who demonstrate a strong 

sense of dedication to their organization are more likely to engage in endeavors that strengthen the 

organization's overall effectiveness and productivity. 

Chiaburu and Thundiyil (2019) conducted a meta-analysis of the existing research and found a 

significant positive association between organizational commitment and organizational citizenship 

behavior (OCB). The analysis results indicate that employees with higher levels of organizational 

commitment are more inclined to exhibit citizenship behaviors, such as aiding colleagues, 

volunteering for additional tasks, and cultivating a favorable work environment. 

Based on the findings of this research, it is plausible to propose that a good association exists 

between organizational commitment and organizational citizenship behavior. When employees 

develop a strong sense of affiliation, dedication, and devotion to their organization, they are more 

likely to engage in voluntary behaviors that exceed their formal job duties and positively impact 

the organization's overall performance. 

3.3 The link between Servant Leadership and organizational citizenship behavior 

Recent research suggests a positive association between servant leadership and organizational 

citizenship behavior (OCB), suggesting that employees who perceive their supervisors as 
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possessing servant leadership characteristics are likelier to engage in OCB. 

The study conducted by Qiu and Dooley (2022). aimed to examine the influence of servant 

leadership on the manifestation of organizational citizenship behavior (OCB) among employees 

in Chinese organizations. The results suggest that a significant and favorable association exists 

between implementing servant leadership and displaying organizational citizenship behavior 

(OCB). The research findings indicate that servant leadership, distinguished by enabling 

employees, offering assistance, and exhibiting attentiveness and empathy, revealed a good 

correlation with cultivating organizational citizenship behavior (OCB) among lower-level 

workers. 

Ehrhart (2020) conducted a research study to examine the influence of servant leadership on 

Organisational Citizenship Behaviour (OCB) within the healthcare context. The study results 

indicate a significant correlation between the practice of servant leadership and the display of 

Organisational Citizenship Behaviour (OCB). Leaders who exhibited servant leadership qualities 

such as humility, empathy, and empowerment were more effective in inspiring and motivating 

employees to engage in voluntary behaviors that ultimately benefit the organization. 

The study conducted by Ja'afaru Bambale (2014) examined the relationship between servant 

leadership and organizational citizenship behavior (OCB) in the context of Chinese hospitality 

employees. The study's results indicate that adopting servant leadership has a favorable influence 

on employees' Organisational Citizenship Behaviour (OCB). The study revealed that leaders who 

demonstrated servant leadership attributes, such as promoting the development of their 

subordinates' personal and professional skills, distributing resources, and fostering a positive work 

environment, were more successful in encouraging employees to engage in Organisational 

Citizenship Behaviour (OCB). 

Recent studies suggest that servant leadership has a favorable influence on organizational 

citizenship behavior. Leaders who adopt a servant leadership approach by emphasizing the welfare 

of their subordinates, enabling them, and fostering a nurturing work atmosphere are more inclined 

to motivate their staff to exceed their prescribed job duties and participate in activities that enhance 

the overall efficiency and operation of the enterprise. 

H3: Servant leadership has a positive impact on organizational citizenship behavior. 

3.4 The link between Organizational Commitment, Servant leadership, and 

Organizational Citizenship behavior 

Drawing upon previous research, it is probable to propose that the correlation between servant 

leadership and organizational citizenship behavior (OCB) is subject to moderation by 

organizational commitment. The research findings indicate that the manifestation of servant 

leadership behaviors has a noteworthy influence on the level of corporate dedication exhibited by 

the workforce. Consequently, this leads to an increase in the level of engagement in Organisational 

Citizenship Behaviour (OCB). 

An empirical investigation conducted by Howladar and Rahman (2021) examined the mediating 

effect of organizational commitment on the relationship between servant leadership and 

organizational citizenship behavior (OCB) among employees in China. The findings of the study 

suggest that servant leadership has a positive impact on both organizational commitment and 

file:///C:/Users/ABDUL%20HADI/Desktop/2.%20Servant%20Leadership%2081-%2091%20-%20Done.docx%23Howladar
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organizational citizenship behavior (OCB). Additionally, the researchers discovered that the 

organization's responsibility partially mediated the correlation between servant leadership and 

Organisational Citizenship Behaviour (OCB). The previously mentioned proposal suggests that 

employees' perception of leaders' practice of servant leadership is positively correlated with their 

level of organizational commitment, which in turn results in heightened engagement in 

Organisational Citizenship Behaviour (OCB). 

Howladar and Rahman (2021) conducted a study to examine the mediating role of organizational 

commitment in the association between servant leadership and organizational citizenship behavior 

(OCB) within South Korean organizations. The study's results indicate that the practice of servant 

leadership was found to have a positive correlation with organizational commitment and 

Organisational Citizenship Behaviour (OCB). The research findings suggest a mediating effect of 

organizational commitment on the relationship between servant leadership and OCB. This implies 

that the level of employees' commitment to the organization significantly impacts their 

engagement in OCB. 

Drawing from the findings of these studies, an explanation can be put forth that organizational 

commitment can mediate the linkage between servant leadership and organizational citizenship 

behavior. Leaders who adopt servant leadership and demonstrate empathetic, supportive, and 

empowering behaviors tend to cultivate a strong sense of commitment among their subordinates. 

This, in turn, motivates employees to engage in discretionary behaviors that are advantageous to 

the organization. 

H4: Organizational commitment mediates the relationship between servant leadership and 

organizational citizenship behavior. 

4 Methodology 

4.1 Research Design 

The research strategy for this paper is quantitative in nature, it inculcates an objective and 

systematic procedure of obtaining information about the real world. It helps to determine the 

relationship among different variables and confirm the findings. In quantitative study, the 

researcher mostly uses post positivist claims for evolving knowledge (i.e., cause and effect 

thinking, reduction to specific variables and hypotheses and questions, and the test of theories), 

employs strategies of inquiry such as experiments and surveys, and collects data on predetermined 

instruments that yield statistical data. The research design used is explanatory, giving explanation 

of why and how questions about the current dilemma. Mode of inquiry for this research is 

deductive as in this approach concept and theories are being tested. Hence, research paradigm 

selected is positivism which is used for theory testing. Ontology keeping in view positivism 

(paradigm) is objective reality and epistemology is that reality is there and it has to find out by 

observation. And the research approach under positivism chosen is Survey method 

(Questionnaire). The collection of data was done through a close – ended questionnaire which is 

used as a survey instrument. Target population for this research is commercial banks of Lahore, 

Pakistan. Sampling frame is the employees of commercial banking sector. Sample Unit of analysis 

Simple random sampling technique would be followed i.e. questionnaire has been been distributed 

randomly to the employees of banks. Sample Size taken is 208 according to the rule of thumb. 
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4.2 Scale Measures 

We used measurement scale for our questionnaire from 1 (strongly disagree) to 5 (Strongly agree). 

To study variables, we used scale score by averaging responses pertaining to each measure. For 

servant leadership measurement scale, an average score has been calculated for every single 

dimension. 

4.3 Items generation 

The idenfication of seven servant leadership has been drawn from the leadership literature.  

(Accordingly, to authors, they assembled and discussed the dimensions which conducted on 

servant leadership scales and develop under observation instrument). To keep this research straight 

& simple, we borrowed already tested instrument and conducted our research by strictly given 

measurement scale, items and dimension in Pakistani banking industry. 

4.4 Participants and Procedure 

This study has been consisted / conducted by adopting certain simple methods i.e. “oneline 

questionnaire”, questionnaire sent through email”, “hard copies were sent by courier /by hand to 

different colleagues, friends. We used social media as well as personal relationship in banking 

sector to fill this instrument. We got 68 online responses and through hard copy 135 responses 

were collected, so total responding numbers were 209. We can’t exactly predict that how many 

people were contacted since we used all available resources to get maximum responses. To make 

this survey / research simple, we have not distinguished our responded by measuring through 

gender, age, salary and experience. 

5 Data Analysis 

The collected data through Questionnaire was statistically and graphically analyzed using software 

SPSS (Statistical Packages for the social sciences) as well as used MS Excel. Reliability would be 

checked through cronbach alpha. For testing the hypotheses regression analysis has been be 

performed.  

5.1 Result  

First of all, we checked the borrowed instrument for its reliability and conducted our first test for 

reliability of overall scale that comprises of 28 items. Then again, we checked reliability of the 

questionnaire after computing it under three variables. 

Table 1: Reliability statistics  

Cronbach's Alpha N of Items 

.975 28 

Cronbach alpha of the entire questionnaire is 0.975 which depict that the reliability of the 

questionnaire used to conduct the research is highly reliable. 

Table 2: Descriptive Statistics  

 Mean Std. Deviation N 

SL 2.95 .695 204 

OC 3.31 .719 204 

OCB 2.82 .848 204 

Descriptive table has shown 2.95, 3.31 and 2.82 mean for SL, OC and OCB respectively. Standard 

deviation for SL, OC and OCB is .695, .719 and .848 respectively. Secondly, we checked the 

correlation between all the variables. 
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Table 3: Correlation   

 SL OC 

OC .921**  

OCB .914** .697** 

Table above shows strong correlation among the variables which are highly significant too. 

Hypothesis 1: SL is positively related to OC. 

Table 4: Normality  

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 .921a .849 .848 .281 1.785 

a. Predictors: (Constant), SL, b. Dependent Variable: OC 

 

Table 5: Anova 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 89.593 1 89.593 1134.748 .000b 

Residual 15.949 202 .079   

Total 105.542 203    

a. Dependent Variable: OC, b. Predictors: (Constant), SL 

 

Table 6: Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) .478 .086  5.557 .000   

SL .956 .028 .921 33.686 .000 1.000 1.000 

a. Dependent Variable: OC 

The tables above show strong relation between SL and OC.  R square of the model is 0.849 that 

represents the strength of the model. Standardized coefficient beta represents the unit change 

effect. Thus, 1 unit change in SL leads to 0.921 or 92.1% rise in OC. 

Hypothesis 2: SL is positively related to OCB 

 

Model R R Square Adjusted R Square Std. Error of the 

Estimate 

Durbin-Watson 

1 .914a .835 .834 .344 1.699 

a. Predictors: (Constant), SL, b. Dependent Variable: OCB 

 

Model Sum of Squares df Mean Square F Sig. 

Regression 120.942 1 120.942 1022.415 .000b 

Residual 23.895 202 .118   

Total 144.837 203    

a. Dependent Variable: OCB, b. Predictors: (Constant), SL 

 

Coefficients 

Model Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 (Constant) -.454 .105  -4.306 .000   

SL 1.111 .035 .914 31.975 .000 1.000 1.000 

a. Dependent Variable: OCB 
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The tables above show strong relation between SL and OCB.  R square of the model is 0.835 that 

represents the strength of the model. Standardized coefficient beta represents the unit change 

effect. Thus, 1 unit change in SL leads to 0.914 or 91.4% rise in OCB. 

6 Discussion 

The results of this research provide evidence in favor of the proposition that servant leadership 

exerts a beneficial influence on organizational commitment. The present finding coincides with 

prior scholarly investigations that have consistently demonstrated a clear correlation between 

servant leadership and organizational commitment, as evidenced by the works of Siddiquei et al. 

(2018) and (Van Dierendonck & Nuijten 2011). Servant leadership involves leaders practicing 

behavior that encompasses empathy, support, empowerment, and a focus on serving others. The 

behaviors mentioned above contribute to developing a work environment that promotes trust, 

mutual respect, and a supportive culture within the organization. The positive correlation between 

employees' perception of leaders who practice servant leadership and their heightened sense of 

value, care, and connection to the organization leads to increased levels of organizational 

commitment. 

The concept of servant leadership functions as a guiding framework that influences the attitudes 

and perceptions of employees regarding their organization. Implementing servant leadership 

within an organization has been found to foster a heightened sense of loyalty, identification, and 

emotional attachment among employees. The heightened level of dedication can be observed 

through the individual's eagerness to allocate their time, energy, and assets towards attaining the 

objectives of the establishment and strengthening its accomplishments. Organizations must 

acknowledge the importance of fostering servant leadership qualities among their leaders. 

Implementing training and development programs that prioritize cultivating servant leadership 

skills can facilitate the creation of a favorable workplace atmosphere that encourages employee 

dedication and involvement. The results of this research provide evidence in favor of the 

proposition that organizational commitment positively impacts organizational citizenship 

behavior. The present discovery coincides with previous studies consistently demonstrating a clear 

correlation between organizational commitment and organizational citizenship behavior 

(Eisenberger et al., 2017; Podsakoff et al., 2014). 

Organizational commitment relates to the emotional connection, identification, and allegiance that 

an employee has towards their employing organization. Enhanced employee commitment is 

associated with voluntary behaviors that surpass the prescribed job duties and strengthen the 

overall efficacy and operation of the organization. Organizational citizenship behavior, a 

discretionary conduct, encompasses various actions such as assisting colleagues, undertaking 

additional tasks voluntarily, and encouraging a constructive work atmosphere. Individuals who 

demonstrate high dedication to their employing organization are inclined to experience a feeling 

of proprietorship and accountability toward the organization's success. The individuals exhibit a 

high level of motivation to contribute more to their time and effort beyond the minimum 

requirements. This is due to their perception of themselves as vital to the organization and its 

objectives. 

Organizational commitment is a motivational factor that encourages employees to participate in 

organizational citizenship behavior. Developing a standard set of values, objectives, and sense of 

self among employees can promote a greater willingness to expend discretionary effort supporting 

the organization and its members. The present study's results provide further evidence in favor of 
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the proposition that servant leadership has a constructive impact on organizational citizenship 

behavior. The present discovery corresponds to prior studies that have underscored the excellent 

correlation between servant leadership and organizational citizenship behavior, as evidenced by 

Howladar and Rahman (2021). 

The leadership style of servant leadership prioritizes serving others and developing a supportive 

work environment and promotes a climate that encourages and facilitates the display of 

organizational citizenship behavior. Leaders who demonstrate servant leadership qualities have 

the ability to encourage and stimulate employees to engage in behaviors that are advantageous to 

the organization voluntarily. Servant leaders promote a psychological safety and trust culture by 

exhibiting empathy, support, and empowerment. This approach motivates employees to exceed 

their prescribed duties and contribute to the organization's overall success. Research suggests that 

employees who perceive their leaders as practicing servant leadership are more inclined to 

experience a sense of value, support, and appreciation, which in turn leads to a greater propensity 

to engage in behaviors that foster a positive work environment, assist colleagues, and contribute 

to the attainment of organizational objectives. 

6.1 Implications 

The results obtained from this research hold significant implications for both organizations and 

individuals in leadership positions. Organizations must initially acknowledge the significance of 

encouraging and developing servant leadership conduct among their leadership cadre. It is 

recommended that leaders receive encouragement and training to demonstrate servant leadership 

qualities, including empathy, support, empowerment, and prioritizing the needs of others. 

Implementing servant leadership principles within organizations can result in increased levels of 

employee commitment and engagement, ultimately leading to a more devoted and efficient 

workforce. 

Subsequently, it is essential for leaders and managers to give attention to creating conducive work 

surroundings that encourage the development of organizational devotion. Leaders may increase 

employees' commitment to the organization by implementing resource provision, recognizing 

employee contributions, and cultivating a positive organizational culture. Consequently, this will 

enhance employees' involvement in organizational citizenship behavior, thereby yielding benefits 

for the organization as a whole. 

Moreover, corporations can integrate principles and behaviors of servant leadership into their 

programs for developing leaders and systems for evaluating performance. Organizations may 

emphasize the significance of servant leadership behaviors and motivate leaders at all levels to 

adopt and implement them in their workplace interactions by emphasizing and encouraging such 

behaviors. 

6.2 Conclusions 

The current research concludes that empirical evidence supports the positive relationships between 

servant leadership, organizational commitment, and organizational citizenship behavior. The 

results suggest that the implementation of servant leadership has a favorable impact on employees' 

organizational commitment. This, in return, results in increased participation in organizational 

citizenship behavior. 

Organizations may encourage employee engagement and freedom of choice by implementing 

servant leadership practices and developing organizational commitment. Implementing servant 

leadership behaviors, such as empathy, support, empowerment, and a focus on serving others, 
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promotes an environment of trust, respect, and support, thereby augmenting employees' dedication 

to the organization. The concept of organizational commitment functions as an intermediary 

mechanism, facilitating the translation of the favorable effects of servant leadership into increased 

involvement in organizational citizenship behavior. When employees experience a sense of 

commitment towards their organization, they display independent actions that surpass their formal 

job requirements, thereby enhancing the overall effectiveness and functioning of the organization. 

The results underscore the significance of servant leadership and organizational commitment in 

encouraging employee engagement, productivity, and organizational effectiveness. Organizations 

that place a strong emphasis on servant leadership and develop a culture of dedication are 

appropriate to enjoy the rewards of a committed and engaged workforce that proactively 

contributes to the organization's prosperity. 
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