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Abstract 

 

The purpose of this research to examine the influence of servant leadership on employees’ behavior of 

Bank Pembangunan Daerah (BPD) Sulawesi Tenggara (Sultra) Main Branch. This research uses 

hypothesis testing method, analyzed by simple regression method. The data were collected from 137 

employees using the census method. The results of hypothesis testing in this study indicate that there is a 

positive influence of servant leadership on: work engagement, organizational commitment and 

organizational citizenship behavior. The current study contributed to the servant leadership by 

determining driving forces that encourage employee work engagement, organizational commitment and 

organizational citizenship behavior. The company should improve servant leadership by providing 

leadership training because this will able to make leaders have a tendency to prioritize the interests and 

aspirations of the people they lead. To increase work engagement, the company is obliged to give 

employees the opportunity to express their opinion so that employees feel part of the organization. To 

increase organisational commitment, leaders should adhere to human values because it will foster higher 

employee loyalty in return. To improve organisational citizenship behavior, leaders and employees should 

have friendly and intimate interpersonal relationships so that they can increase employee work 

motivation. 
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1. Introduction  

During the current pandemic, the economy in Indonesia is declining and affecting many businesses 

(banking sectors). The leadership style plays a big influence on the smooth development and journey of 

the institution. One of the leadership styles is servant leadership. Servant leadership style leads employees 

by trying to meet their needs, and ultimately motivates employees to achieve work performance. Servant 

leadership is related to the possibility/possibility of followers in achieving predetermined organizational 

goals (Aboramadan et al., 2020). 

A study conducted by Aboramadan et al. (2020) found servant leadership behavior has a positive 

influence on organizational citizenship behavior (OCB). Servant leadership is an important behavior to 

improve the performance of an organization as followers show their attitudes and behavior because it 

creates an organizational culture in a positive direction (Aboramadan et al., 2020). 

Other efforts made to achieve the bank's goals include using a professional workforce that has 

work engagement such as a healthy physique, work enthusiasm, and an emotional sense of work. de 

Sousa and van Dierendonck (2014) propose that servant leadership can provide an effective pathway 

towards work engagement. 

Companies must also pay attention to employees’ organizational commitment, because 

organizational commitment functions to increase employee job satisfaction, while increasing work 

performance (Ayodele et al., 2020). In addition, Ayodele et al. (2020) also confirmed that organizational 

commitment reduces truancy and the tendency of employees to leave, thereby ensuring the presence of 

highly motivated individuals with strong loyalty to the organization over a long period of time. 

Aboramadan et al. (2020) reported that other aspects of servant leadership are positively related to 

organizational commitment. 

A good company must certainly improve OCB because OCB is a very important factor in 

organizational success in the service industry, where employees need to respond to and predict the needs 

of their clients (Nazarian et al., 2020). 

With all of these things, it is inevitable that business competition is getting tougher in the banking 

sector, making the company PT. BPD Sultra Main Branch must pay more attention to the company's 

servant leadership so that work engagement, organizational commitment, and organizational citizenship 

behavior are fulfilled, so that employees have a high level of quality work for the company and can 

maintain and even advance PT. BPD Sultra Main Branch. 

Currently, the condition of PT. BPD Sultra Main Branch is quite satisfactory. Almost all 

employees claim that their leaders are servant leaders or leaders who serve so that employees have a high 

level of work engagement with the company. Employees also admit that it is difficult for them to leave 

this company because they have a harmonious relationship between fellow employees and leaders, so that 

the organizational commitment and organizational citizenship behavior of employees in the company is 

quite high. 
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1.1. Hypotheses Development 

1.1.1. Servant leadership and work engagement 

As can be seen from Figure 1, the framework depicts the impact servant leadership on work 

commitment, employee engagement and OCB.  

Bao et al. (2018) proposed that servant leadership can be a powerful organizational way in 

resisting the negative effects of job demands and promoting employee engagement. According to 

Aboramadan et al. (2020), employees with higher levels of engagement show a high level of enthusiasm 

for their work and are seen as a source of energy and inspiration for others. Servant leadership has a 

positive impact on work engagement. 

Chen et al. (2013) argued that servant leadership influences employee’s morale, well-being, and 

work results, so that they begin to become more engaged, open-minded, patient, and considerate at work.  

According to Liden et al. (2014), servant leadership is a humble leader and focuses on employees 

rather than themselves, this leadership style can build positive relationships with employees. This 

humility supports the findings of Owens and Hekman (2012), which suggests humble leaders can 

positively influence work engagement. Then the hypothesis can be described as follows: 

H1: There is a positive influence of servant leadership on work engagement. 

1.2. Servant leadership and organizational commitment 

Regarding the relationship between leadership and commitment, previous research has shown that 

leadership is very important for increasing organizational commitment (Aboramadan et al., 2020). 

Mentoring by managers is an aspect of servant leadership related to organizational commitment. Ramli 

and Desa (2014) emphasized that servant leadership is significantly related to organizational commitment. 

According to Wei (2012), servant leadership fosters the emotional well-being of employees and has a 

significant positive correlation with their affective, normative, and continuance. 

Servant leadership is significantly related to organizational commitment because servant leaders 

influence their employees to produce higher performance and contribute to achieving organizational goals 

(Setyaningrum, 2017). Servant leadership that serves the needs of employees will develop their desire to 

show the best side of themselves and togetherness and a sense of belonging to their organization (Ambali 

& Eissa, 2016). Therefore, the following hypothesis is proposed: 

H2: There is a positive influence of servant leadership on organizational commitment. 

1.3. Servant leadership and organizational citizenship behavior  

Servant leadership has been proven to shape OCB among employees in general. Therefore, 

according to Luu (2019) servant leaders with a professional orientation can form employee OCB. This 

hope is in line with one of Greenleaf's main principles in the philosophy of leadership, where serving 

others includes educating some employees, so that they can also become servant leaders (Luu, 2019). 

According to Nazarian et al. (2020), a positive relationship has been found between servant leadership 
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and OCB in several studies. Several studies have shown that servant leadership produces OCB through 

the tendency of subordinates to reciprocate benefits that are felt and received from leaders. 

Servant leadership can affect organizational citizenship behavior because servant leaders motivate 

and inspire their employees and win their trust, this becomes a source of motivation and guidance for 

employees, and they are also involved in the same activities within the organization (Aziz et al., 2018). 

Guiding employee development is the goal of servant leadership to influence employee organizational 

citizenship behavior (Rahgozar et al., 2013). 

According to Van der Hoven et al. (2021), employee’s OCB depends on the leader's influence. 

Research has found that the quality of the relationship between leaders and employees is very important 

for OCB. Servant leadership and organizational citizenship behavior have a very strong influence, servant 

leadership does not only function as a leader, but also serves employees (Wahyu et al., 2020). Therefore, 

the following hypothesis is proposed: 

H3: There is a positive influence of servant leadership on organizational citizenship behaviour. 

 

 

 Conceptual Framework depicts the impact servant leadership on work commitment, employee 

engagement and OCB 

2. Method 

2.1. Research design  

This study aims to test the hypothesis or hypotheses testing. Data collection was carried out in a 

cross-sectional manner because the data were collected within a predetermined time and period. The unit 

of analysis in this study is employees who are currently working at PT. BPD Sultra Main Branch. 

2.2. Variable and measurement  

In this study, there are four (4) variables: one independent variable and three dependent variables. 

Servant leadership becomes independent variable, while work engagement, organizational commitment, 

and organizational citizenship behavior become dependent variables. 
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Assessment of respondents' answers was carried out based on an interval scale, with a Likert 

measurement scale of 5 points, namely: 1 = Strongly Disagree, 2 = Disagree, 3 = Simply agree, 4 = 

Agree, and 5 = Strongly Agree. The statements for the servant leadership are adapted from Nazarian et al. 

(2020) and consists of 7 statement items. For work engagement variable adapted from Toth et al. (2019) 

and measured by 13 statement items. The statements for the organizational commitment variable were 

adapted from Allen and Meyer (1990) and were measured by 24 statement items. While the statements for 

organizational citizenship behavior variables were adapted by Lau et al. (2016) and measured by 15 

statement items. 

2.3. Data collection procedures  

2.3.1. Data collection technique 

This study use primary and secondary data. The following are the techniques used in the research: 

2.3.1.1. Questionnaire 

The questionnaire distributed contains the characteristics of the respondents and statements 

regarding the variables to be examined, namely servant leadership, work engagement, organizational 

commitment, and organizational citizenship behavior. 

2.3.1.2. Literature study 

Literature study is a technique for collecting data by classifying and describing written documents, 

that have a relationship with the variables being studied, namely servant leadership, work engagement, 

organizational commitment, and organizational citizenship behavior. 

2.3.2. Sampling technique 

This study used a census, namely all populations were used as research objects. The objects used 

in this study are all employees of PT. BPD Sultra Main Branch, with total 137 people. 

2.4. Research instrument testing  

Instrument test is a test to reveal the reliability and validity. Validity is related to the accuracy of 

the instrument in measuring the variables to be studied, while reliability is related to the accuracy, 

consistency, and predictability of a measuring instrument. 

2.4.1. Validity test 

The basis for making a decision on the validity test is to use factor loading. 
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Table 1.  Factor loading based on sample size 

Factor Loading Sample Size 

0.30 350 

0.35 250 

0.40 200 

0.45 150 

0.50 120 

0.55 100 

0.60 85 

0.65 70 

0.70 60 

0.75 50 

Source: Sarstedt (2019), Black and Babin (2019) 

  

Table 1 shows the factor loading based on sample size which determines whether an 

indicator is valid or not. 

In this study, the sample used was 137 respondents, so it is known that the loading factor that 

corresponds to the number of samples is ≥ 0.50 so that it can be said that the statement is valid. 

 

Table 2.  Validity test 

Indicator Factor 

Loading 

Decision 

Servant Leadership     

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

1. My leader can tell me if something work-related is wrong 0.809 

2. My leader makes developing my career a priority 0.659 

3. I will seek help from my supervisor if I have problems at work 0.556 

4. My leader emphasizes the importance of giving back to the community 0.720 

5.  My leader puts my best interests ahead of his own 0.655 

6. My leader gives me the freedom to handle difficult situations in the best way possible 0.688 

7. My leader will not compromise ethical principles to achieve success 0.756 

    

Work Engagement   

Physical Engagement   

1. I put my full effort into my work 0.70 

2. I devote a lot of energy to my work 0.653 

3. I try my hardest to do well at my job 0.682 

4. I am very ambitious for my work 0.751 

    

Emotional Engagement   

5. I am very ambitious for my work 0.778 

6. I feel energetic at work 0.765 

7. I am interested in work 0.701 

8. I feel positive about work 0.710 

9. I feel happy about work 0.630 

    

Cognitive Engagement   

10. When I work, I pay a lot of attention to work 0.712 

11. When I work, I get absorbed in work 0.676 

12. When I work, I concentrate 0.739 

13. When I work, I pay a lot of attention 0.762 
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Organizational Commitment     

  

  

  

  

  

  

  

*not valid 

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

  

Affective Commitment   

1. I will be very happy to spend the rest of my career with this company 0.863 

2. I enjoy discussing my company with others 0.812 

3. I feel as if the company's problems are my own 0.446* 

4. I thought I would be as easily attached to another company as I was to this company 0.823 

5. I feel like 'part of the family' at this company 0.808 

6. I feel 'emotionally attached' to this company 0.822 

7. This company means a lot to me 0.782 

8. I have strong feelings for this company 0.826 

    

Continuance Commitment   

9. Right now, staying with my organization is a need as well as a want 0.877 

10. It would be very difficult for me to leave the organization now, even if I wanted to 0.486* 

11. Too much trouble in my life if I decide to leave this company 0.583 

12. I feel that I have too few options to consider leaving this organization 0.440* 

13. One of the main reasons for me continuing to work for this organization is because 

leaving requires considerable personal sacrifice 
0.533 

14. One of the several consequences of leaving this company is the scarcity of alternative 

jobs available 
0.563 

15. I'm not afraid of what might happen if I quit my current job without having any other 

alternatives 
0.734 

16. I have nothing to lose in leaving this organization anytime soon 0.783 

    

Normative Commitment   

17. I was taught to believe in the value of staying loyal to one organization 0.821 

18. If I get a better job, I don't feel right to leave the organization 0.808 

19. I think nowadays people jump from company to company too much 0.852 

20. I don't believe that one should always be loyal to one's organization 0.862 

21. For me, moving from one organization to another is completely unethical 0.815 

22. One of my main reasons for continuing to work here is because I believe that loyalty is 

a moral obligation 
0.771 

23. Things get better when people stick with one organization throughout their careers 0.779 

24. I don't think it's wise to want to be a “good employee.” 0.649 

    

Organizational Citizenship Behavior   

Altruism   

1. I helped my colleagues who could not attend 0.520 

2. I help my colleagues who have a heavy workload 0.660 

3. I help direct new employees even when not needed 0.643 

4. I am willing to help my colleagues who have problems at work 0.675 

    

Conscientiousness   

5. I don't take extra breaks 0.593 

6. I obey company rules even when no one is looking 0.657 

7. I am one of the most conscientious employees 0.696 

    

Sportsmanship   

8. I don't spend a lot of time complaining about trivial things 0.747 

9. I always focus on the positive, not the negative 0.668 

    

Courtesy   

10. I took steps to try to prevent problems with other employees 0.761 

11. I do not abuse the rights of others 0.629 

12. I try to avoid getting into trouble with co-workers 0.568 
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Civic Virtue   

13. I attend meetings that are not mandatory, but are considered important 0.716 

14. I follow changes in the organization 0.623 

15. I read and follow organizational announcements, memos, and so on 0.738 

 

Table 2 describes whether a variable measurement indicator is valid or not. 

2.4.2. Reliability test 

The basis for making a decision on the reliability test is: 

If Cronbach's Alpha ≥ 0.60 then Cronbach's Alpha is acceptable (construct reliable). 

If Cronbach's Alpha < 0.60 then Cronbach's Alpha is unacceptable (construct unreliable). 

 

Table 3.  Reliability test 

Construct Number of indicators 

before pretest 

Number of indicators 

after pretest 

Cronbach’s 

Alpha 

Decision 

Servant Leadership 7 7 0.747 

Reliable 

Work Engagement 13 13 0.916 

Organizational Commitment 24 21 0.889 

Organizational Citizenship 

Behavior 

15 15 0.900 

 

Table 3 illustrates the reliability of the variables. 

3. Discussion & Conclusion  

With a total mean of servant leadership variable is 4.0146 can be concluded that the leaders applies 

servant leadership style, which is full of empathy and concern for the conscience of employees, and has 

the ability to see problems from a conceptualization perspective. Total mean of work engagement variable 

items is 4.5474. This shows that employees have high engagement and enthusiasm for their work and in 

matters related to long-term company activities. Total mean of organizational commitment variable items 

is 3.4234. This value indicates that employees has a fairly high emotional attachment to the company so 

that they feel happy when they are in the company. Then with a total mean organizational citizenship 

behavior variable is 4.2701. It can be understood that the employees express a good work ethic, such as 

innovating in contributing to the development of work systems or procedures. 

3.1. Results  

To find out whether there is an influence of servant leadership on work engagement, 

organizational commitment and OCB, hypothesis testing was carried out using the simple regression 

method, with the help of the SPSS 23 program. Hypothesis testing was carried out by comparing the p-

value or level of significance (alpha) of 0.05. The basis for decision making is: 

If sig. ≥ 0.05 then Ho is not supported, Ha is supported. 

If sig. > 0.05 then Ho is supported, Ha is not supported. 
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Table 4.  Hypotheses testing 

Hypotheses Unstandardized 

Coefficient β 

Sig Conclusion 

H1: There is a positive influence of servant leadership on work 

engagement 

H2: There is a positive influence of servant leadership on 

organizational commitment 

H3: There is a positive influence of servant leadership on 

organizational citizenship behavior             

0.246 

 

0.319 

 

0.350 

0.000 

 

0.014 

 

0.000 

Supported 

 

Supported 

 

Supported 

 

Table 4 presents the hypothesis testing results. Hypothesis 1 had a significant value of 0.00, less 

than 0.05, meaning that, Ha1 is supported. It can be concluded that there is a positive influence of servant 

leadership on work engagement with an estimated value (Beta) of 0.246. This means that the thicker the 

application of servant leadership, the stronger the work engagement of employees in the company. 

Hypothesis 2 testing found a significant value of 0.014, less than 0.05, meaning that, Ha2 is 

supported. It can be concluded that there is a positive influence of servant leadership on organizational 

commitment with an estimated value (Beta) of 0.319. This means that servant leadership can increase 

employee organizational commitment. 

Finally, for hypothesis 3, it also obtained a significant value of 0.00, less than 0.05, meaning that 

Ha3 is supported. It can be concluded that there is a positive influence of servant leadership on 

organizational citizenship behavior with an estimated value (Beta) of 0.350. This means that servant 

leadership can improve organizational citizenship behavior of employees. 

4. Findings  

This research intends to illuminate the role of servant leadership in work engagement, 

organizational commitment, and OCB. The results of hypotheses showed positive influence of servant 

leadership on work engagement, organizational commitment and OCB. 

The results of H1 supported by previous research conducted by Aboramadan et al. (2020). This 

shows that respondents feel the leaders of PT. BPD Sultra Main Branch tries to understand and be able to 

empathize with its employees so that employees have a close attachment to the company. Liden et al. 

(2014) argues that the support provided by servant leaders to employees makes it possible to increase 

employee work engagement, namely their maximum potential at work. Servant leadership encourages the 

enthusiasm of employees to work because these servant leaders recognize the unique skills and 

competencies of employees (Aboramadan et al., 2020). 

The analysis results from H2 supported by previous research conducted by Nazarian et al. (2020). 

This shows that respondents feel that company leaders emphasize openness and persuasion to build trust 

from their employees, so that employees at PT. BPD Sultra Main Branch has an organizational 

commitment to the company. Leaders who serve the needs of employees will build the best performance 

in employees and a sense of harmony with the organization or company (Ambali & Eissa, 2016). In 

addition, servant leadership in a company will help companies increase their effectiveness including job 

satisfaction, organizational commitment, loyalty, and confidence in the information provided by leaders 

and commitment to the decisions they make (Ramli & Desa, 2014). 
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Finally from the results of H3 supported by previous research conducted by Nazarian et al. (2020). 

This shows that respondents feel the leaders of PT. BPD Sultra Main Branch is responsible for making 

efforts to improve the professional growth of its employees so that employees have high organizational 

citizenship behavior. Servant leadership can affect organizational citizenship behavior because servant 

leaders motivate and inspire employees and win their trust (Aziz et al., 2018). Servant leadership 

improves employee organizational citizenship behavior by forming quality relationships and encouraging 

the development of employee performance (Van der Hoven et al., 2021). 

5. Conclusion 

This study shows that the leader has implemented the servant leadership style. Employees have 

high work engagement. Employee commitment to the company is quite high and employees have high 

OCB. The three hypotheses proposed are supported. Servant leadership has the greatest influence on 

OCB, followed by organizational commitment and work engagement.  

This research only investigated in one banking sector and 4 variables, thus the result can not be 

generalized across BPD. Therefore, it is important for future research to use the different banking sector 

or other industries and add another variable to investigate the impact of servant leadership to employees’ 

service innovative behavior (Su et al., 2020). 
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