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Abstract

Servant leadership, the growing trend in today’s business and the future leadership style is based
on the concept that a healthy business development can be achieved if all employees at all levels
are supported. It is a powerful and energetic factor in creating employees motivation encouraging
employees to work with a higher degree of enthusiasm to achieve some of the best business
results.

The purpose of this research was to examine the impact of servant leadership on employees’
motivation with the mediating role of employees’ job satisfaction.

The structural equation model (SEM) method has been used and the population sample size
consisted of 186 employees working in the petroleum sector in Egypt. The result of this
empirical research is that servant leadership has a significant positive impact on employees’
motivation in the workplace and that employees’ job satisfaction plays a meditating role of 77%
of the total effect between servant leadership and employees’ motivation.

Insights from this study can be used for the achievement of this research line development in
future.

Keywords: servant leadership, employees’ motivation, employees’ job satisfaction, mediating

role.

1. Introduction

As expressed by Pedersen (2021), the concept of leadership has evolved over the years creating
various leadership styles that have different views of leaders’ relationship with employees,
leaders’ role and purpose within a company. It is a lifestyle that promotes values of humility,

empathy, caring for others and prioritizing ethics rather than profits.



As by Team Asana (2021), Robert K. Greenleaf developed the servant leadership model where in
1970 he believed that the servant-leader starts with the willingness to serve first and then the
aspiration to lead.

Servant leadership focuses on the leader serving management, employees, and customers not like
the traditional leadership styles. A servant leader doesn’t consider himself as the highest priority
as he serves rather than being served as mentioned by Becker Logistics (2019).

Servant leadership is not only found in theory anymore as researchers transformed their studies
about it to research findings that are empirically verifiable as mentioned by Athal (2021).

1.1 The Problem of the Study

In today’s business environment employers constantly seek the implementation of ways and
methods that boost productivity and promote a company’s business success while increasing and
improving both employees’ motivation and job satisfaction. Since it is the company’s leader/s
duties to direct their team towards the increasing of their performance efficiency and outcome, it
is essential for any company to apply an appropriate leadership style that provides the employees
with the empowerment and tools to achieve professional success through attributing to the
increased employees’ motivation and job satisfaction.

This research examines the impact of one leadership style; servant leadership on employees’
motivation with the mediating role of employees’ job satisfaction.

1.2 Research Objectives

* RO1: To study the impact of servant leadership on employees’ motivation.

* RO2: To investigate the mediating role of employees’ job satisfaction in relation to servant

leadership and employees’ motivation.



1.3 Research Questions
The study will tend to answer the following research questions:
- What is the role of servant leadership?
- What is the importance of servant leadership?
- What is the impact of servant leadership on employees’ motivation?

- What is the impact of servant leadership on employees’ job satisfaction?

What is the mediating role of employees’ job satisfaction between servant leadership and
employees’ motivation?

1.4 Research Hypotheses

H1: Servant leadership has a positive impact on employees’ motivation.

H2: Servant leadership has a positive impact on employees’ job satisfaction.

H3: Employees’ job satisfaction has a positive impact on employees’ motivation.

H4: Employees’ job satisfaction plays a mediating role between servant leadership and
employees’ motivation.

2. Literature Review

This section will discuss the literature related to servant leadership, servant leader characteristics,
the role and importance of servant leadership, employees’ motivation and employees’ job
satisfaction.

2.1 Servant Leadership

Based on Garibay (2021), the traditional leadership style involves a hierarchy with power at the
top based on intimidation and fear and emphasizing on the leader’s aggregation of power rather

than seeking to become an effective leader. This could lead to devaluation and resentment by the



employees. On the other hand, servant leadership is based on the concept of supporting all
employees at all levels while focusing more on employees’ engagement and less on individual

power.

In accordance with Kenton (2021), servant leadership is a philosophy and a leadership style
where an individual achieves authority through interacting with others. The aim of servant
leadership is to empower employees, promote innovation, develop leadership qualities and move

personnel and management interaction towards a synergistic relationship.

As per Rocco (2020), servant leadership is a revolutionary leadership style as it upturns a
company’s traditional power hierarchy upside down by placing the employees at the top while

leaders serve and empower them.

2.2 Servant Leader Characteristics

Based on Kenton (2021), a servant leader encourages his subordinates to serve others as their
priority and aims at encouraging the development of others and sharing power with them.
Servant leaders seek to fulfill the organization’s needs and are driven by the servant first
perspective without aiming to achieve material benefit or gain control.

As discussed by Team Asana (2021), servant leaders present a clear vision and create an
environment in which their team members flourish. They offer support and a sense of purpose
where team members feel welcomed. The characteristics of servant leaders include listening to
their team members, empathizing and healing as in providing support and resources such as
mentorship program and weekly 1:1 meetings. The characteristics also include self and general
awareness of their strengths and weaknesses and those of their team members. Persuasion,

another characteristic where servant leaders persuade others to make decisions which establishes



a level of trust within a team. Besides these characteristics, conceptualization, foresight,
accountability, commitment to the growth of people and building community are among the
servant leaders’ characteristics.

One of the unique servant leadership characteristics is the courage to accept criticism, to sacrifice
and to put others ahead of self as expressed by Kourteva (2021).

2.3 The Role of Servant Leadership

In accordance with Pedersen (2021), servant leaders function at two levels. The first level
includes providing direction from the top-down such as communicating the company’s strategic
vision down to the team. The second level is empowering employees from the bottom-up such as
sharing decision-making processes, building mutual team trust and confidence.

The servant leadership style operates in business by implementing the servant leadership
approach at all personnel levels and offers guidance to those seeking the improvement of their

leadership skills as mentioned by Garibay (2021).

Besides achieving business results, servant leaders make employees lives better during the

process as they focus on the team’s humanity besides business outcomes as by Randall (2021).

2.4 The Importance of Servant leadership

As mentioned by Kenton (2021), servant leaders consider the employees opinions and look out
for their interests and this makes them feel supported and valued and also encourages them to
advance professionally.

According to Athal (2021), through servant leadership which is concerned for the growth and
well-being of the organization and its employees, employees are empowered and feel like
significant members and this enables them to identify and resolve any problems that may occur

in the organization.



As expressed by Pedersen (2021), servant leadership leads to the creation of employees’ sense of
belonging, moral boost and improved agility with regard to organizational terms. It results into a

more positive work environment and collaborative decision-making.

Servant leadership is important as it creates a nurturing environment and encourages the
employees to be serving, humble and compassionate enabling business to grow as by Spencer
(2020).

Implementing the philosophy of servant leadership in a company establishes a foundation for
growth, trust and limitless potential for the company’s employees and customers as by Becker
Logistics (2019).

Based on Rocco (2018), servant leadership creates an environment of both ethical conduct and
high regard for others which positively influences the company’s customers and stakeholders
besides increasing the customers’ ratings and brand name loyalty. Through the servant leaders’
efforts to support employees training, they facilitate the implementation of the company’s
programs that aim at achieving employees professional and skills development. This leads to
having productive, skilled and knowledgeable employees who are able to positively affect the
company’s reputation in the business market.

2.5 Employees’ Motivation

As explained by Pellikaan (2021), motivation is the willpower and energy required for
employees to present their best performance. It includes two types: intrinsic and extrinsic.
Intrinsic motivation is an internal drive that enables the employees to carry out their work duties
while feeling satisfied such as feeling enthusiastic and proud in their contribution to a goal. On
the other hand, extrinsic motivation includes external short-term such as a prize or long-term

factors such as a promotion or raise that drive an employee.



Motivation promotes employees efficiency and behavior and encourages them to achieve

personal and organizational goals & activities as mentioned by Jahid (2021).

2.6 Employees’ Job Satisfaction
Based on BasuMallick (2021), job satisfaction is a positive emotional response and contentment
that employees experience at work and involves their satisfaction with their duties, management,

colleagues and the company’s policies.

3. Conceptual Framework
The figure demonstrated below was constructed according to the study’s objectives. The
conceptual framework of this research model shows the impact of servant leadership on

employees’ motivation and the mediating role of employees’ job satisfaction.

Employees’ motivation

/

Servant leadership

Employees’ job satisfa

Figure 1: The Impact of Servant Leadership on Employees’ Motivation and the Mediating Role of Employees’ Job
Satisfaction

Source: By researcher



3.1 The Impact of Servant leadership on Employees’ Motivation

As explained by Riggins & Riggins (2021) , since servant leadership is concerned with the desire
of assisting others, appreciating others’ opinions and showing the employees that they are
supported, valued and encouraged, employees feel motivated to contribute to their organization
and to grow as part of it.

Based on Doolittle (2021), due to the increased leader and follower commitment created by
servant leadership, higher levels of intrinsic motivation exists that boost business strategy
benefits and workforce alignment. This results into employees’ higher performance as there is a
positive relation between higher levels of employee intrinsic motivation and work productivity.
The work environment created by servant leadership in the workplace that enhances the
employees feelings of being respected and appreciated, leads to higher employee morale and
engagement and the establishment of a stronger work culture as discussed by Indeed Editorial

Team (2021).

Employees’ motivation, engagement, morale and commitment are fueled by the high support
levels provided by servant leaders to employees and this also improves pride of work such as

allowing employees to freely implement their ideas as discussed by Gomez (2021).

Servant leaders respect and care for all employees and treat each individual employee personally
creating mutual trust-intrinsic motivation between leaders and employees as by Becker Logistics

(2019).



According to Rocco (2018), servant leadership is considered a dynamic factor in increasing the
employees ‘motivational levels. Servant leaders use empowerment and reward as preferred
motivational tools based on their understanding that great long-term business results can only be
achieved through positive reinforcement rather than depending on domination, fear and negative
threat. Through servant leadership, a workplace culture is formed that promotes employees’
motivation and enthusiasm as well as teamwork and the willingness to go the extra mile.

As mentioned by McCuistion (2018), servant leadership enhances employees’ motivation. A
servant leader focuses on the welfare of all employees and aims at making a difference in their
lives through opening lines of communication, accepting the employees with value and worth
and involving them in the decision-making process.

3.2 The Impact of Servant leadership on Employees’ Job Satisfaction

One of servant leadership benefits is employee job satisfaction together with a boosted

performance as expressed by Pedersen (2021) .

The servant leader creates a friendly work environment and a people-focused culture where

employees feel comfortable to ask any questions or express any complaints as by Gomez (2021).

According to Garibay (2021), servant leadership principles in the workplace results into the
transformation of an inactive operation into a collaborative and innovative one. Since servant
leaders are hard working, employees’ job satisfaction increases and they are willing to invest

more in their roles.

As discussed by Rocco (2020), servant leaders value employees, put them first and give them the
freedom to achieve their career performance goals. Additionally, they offer employees

interactive experiences that include various social events creating a second work family and a



welcoming community that employees want to be part of. As a result, employees’ performance

increases exceptionally as well as their job satisfaction.

3.3 The Impact of Employees’ Job Satisfaction on Employees’ Motivation

Based on Bourne (2021), job satisfaction includes physiological, environmental and
psychological circumstances that create favorable or unfavorable feelings with which employees
regard their work. There is a link between employees’ job satisfaction and motivation.
Employees who are satisfied with their job are more motivated to perform their tasks and
produce more efficient outcome.

In accordance with MBA Skool Team (2021), job satisfaction motivates the employees to offer
more contribution to the company and deliver their best which leads to the company’s growth
while the lack of job dissatisfaction results into sluggish employees who are a burden to the
company.

Job satisfaction makes employees more engaged and eager to go the extra mile as by

BasuMallick (2021).

3.4 The Mediating Role of Employees’ Job Satisfaction between Servant Leadership and
Employees’ Motivation

Employees’ job satisfaction is a factor that leads to employees’ motivation as by Heathfield
(2020).

As discussed by Rozman, Treven, & Canée (2017), the more job satisfaction increases in a
workplace, the more employees become motivated to increase their commitment, work and

produce more. Their behavior becomes more energetic and directed towards the achievement of



organizational efficiency and effectiveness and the successful implementation of the successful
implementation of the organizational strategy.

When employees feel more satisfied they become more motivated to show their commitment
towards work and achieve a desired task as discussed by ArunKumar (2014).

4. Methodology

This study analyzes the impact of servant leadership on employees’ motivation with the
mediating role of employees’ job satisfaction.

4.1. Samples

The research objects of this study are employees working in the petroleum sector in Egypt. 250
questionnaires were distributed while 212 with 26 questionnaires contained incomplete
responses, 186 valid questionnaires remained with a response rate of 74.4%.

Table 1 below shows the characteristics of the sample.

Variables Samples Characteristics

Gender Male 126 67.7%
Female 60 32.3%
Age 21-25 62 33.3%
26 - 30 104 55.9%
31-40 20 10.8%
Educational level Diploma 2 1.1%
Bachelor 26 14.0%
Master 124 66.7%
PhD 34 18.3%
Position Basic level employees 156 83.9%
Basic management 26 14.0%
Middle management 4 2.2%
Experience 3 or less 20 10.8%
4-6 62 33.3%

7-10 78 41.9%



11 or more 26 14.0%
Table 1: Characteristics of the Sample

Source: By researcher

4.2 Measuring Instrument

The questionnaire was designed with the aim of reaching the research's objectives and consists of
questions representing all the study’s variables that involve servant leadership, employees’
motivation and employees’ job satisfaction. For the achievement of results consistency, the
questionnaire is based on five point Likert-scaling with 1 standing for strongly disagree, 2
disagree, 3 neutral, 4 agree, and 5 strongly agree. A total of 55 items were measured that involve
1. Servant leadership. This study used the measuring scale of Chinese scholars for instance the
one made by Wang Chunxiao in 2009. As for the original scale, it consists of 11 dimensions and
44 measuring items. The 11 dimensions include: serving all employees, encouraging the
development of all employees, creating a flourishing environment, offering support to all
employees, putting others ahead of self, the courage to accept criticism, willing to sacrifice,
empowering others, empathizing, valuing all employees and offering guidance to all employees.
This research uses the structural equation model and in order to be able to determine the link
between service leadership and employees’ motivation, correlated dimensions were packed into
3 dimensions: company (creating a flourishing environment, more efficient performance
outcomes); employees (encouraging their development, valuing them, supporting and offering
guidance to them); personality (putting others ahead of self, the courage to accept criticism,
willing to sacrifice, empathizing and empowering others). According to the data analysis, also
this scale is in line with the researcher’s expectation; 2. Employees’ job satisfaction. It is mainly

based on MSQ scale that was proposed by Smith, Kendall and Hullin and has 3 measuring items;



3. Employees’ motivation that is divided into 2 dimensions: outcome and behavior and has the
total of 7 measuring items.

4.3. Methods of Data Analysis

Statistical analysis was conducted using the SPSS17.0 to perform basic statistical analysis and
regression analysis. AMOS18.0 was used to perform scale construct validity testing and
structural equation modeling and analysis.

5. Results

5.1. Reliability and Validity Analysis

The reliability and validity of the questionnaire samples was tested first. Table 2 below shows

the reliability statistics.

Variables Cronbach’s a

Servant leadership 0.92
Employees’ job satisfaction 0.87
Employees’ motivation 0.90

Table 2: Reliability Statistics

Source: By researcher

Table 2 above shows that the Cronbach’s a coefficients of servant leadership scale is 0.92,
employees’ job satisfaction scale is 0.87 and employees’ motivation scale is 0.90. All these three
are above the generally accepted level of 0.80 which proves that the samples are of good

reliability for the achievement of the basic requirements for research and surveying.

As for the model evaluation indices, these are demonstrated in table 3 below.

Index CMIN/DF RMSEA GFI AGFI IFI CFI



Value 2231 0.082 0.954 0.903 0.986 0.986

Standard 1~3 <0.10 >0.9 >0.9 >0.9 >0.9

Table 3: Model Evaluation Indices

Source: By researcher

Table 3 demonstrates the following:

CMIN/DF < 3, RMSEA < 0.08, GFI, AGFI, IFI, CFI are greater than 0.9. Based on the usual
standards of management research, CMIN/DF should be between 1 and 3, RMSEA should be
less than 0.08, but less than 0.1 is acceptable, GFI, AGFI, IFI, CFI should be over 0.9.

As shown above, the overall fitness of the model is high. This indicates that the assumption of
the theoretical model structure is reasonable. As for the coefficients in the paths of the model,
load of each item in its factor is between 0.78 and 0.97, all above 0.5 and pass the significance
test. As a result, the factors’ contents are fully reflected in the questionnaire items indicating that
the construct validity of the questionnaire is good.

5.2. Descriptive Statistics and Correlation Analysis of Variables

The means, the standard deviations and the correlation coefficients of servant leadership,
employees’ job satisfaction and employees’ motivation are illustrated in the table below as
follows:

Servant leadership and employees’ job satisfaction are significantly positively correlated (r =
0.75, p < 0.01). Servant leadership and employees’ motivation are significantly positively
correlated (r = 0.76, p < 0.01) while employees’ job satisfaction and employees’ motivation are

significantly positively correlated (r = 0.85, p < 0.01).

Variables Mean Standard

deviation




Servant 384 0.56
leadership

Employees’ 390 0.72
job

satisfaction

Employees’ 3.73 0.74

motivation

#%p < 0.01.

0.75%%*

0.76**

0.85%%*

Table 4: Mean value, Standard deviation, Correlation coefficient (N = 18)

Source: By researcher

5.3. Hypotheses Test in Structural Equation Model

Company —

Employees

Personality

Wﬂ

Servant

leadership

0.85%***

Employees’
job

satisfaction

0.89

Current situation

‘ Seeking ‘

Figure 2: Relationship between the structural equation model variables and the path coefficients.

Source: By researcher

Employees’

motivation

Outcome

Behavior

0.92
-
0.84
0.79* * %
0.88
Perfect




Figure 2 illustrates the relationship between the structural equation model variables and the path
coefficients: The data analysis results in figure 2 support the research assumptions. 1. Servant
leadership has a significant positive impact on employees’ job satisfaction (f = 0.85, p < 0.001)
which reflects that the more the leader assumes the role of a servant leader, the higher
employees’ job satisfaction would be and vice versa. 2. Servant leadership has a significant
positive impact on employees’ motivation (f = 0.20, p < 0.05) which shows that when there is
servant leadership, employees’ motivation becomes higher and vice versa. 3. Employees’ job
satisfaction has a significant positive impact on employees’ motivation (f = 0.79, p < 0.001).
Therefore, increased employees’ job satisfaction leads to increased employees’ motivation and
vice versa. 4. Employees’ job satisfaction plays a mediating role between servant leadership and
employees’ motivation as demonstrated in Table 4with the direct effect 0.199, the mediating
effect 0.665 and the total effect 0.864. The mediating effect covers 77% of the total effect
(0.665/0.864).

6. Discussion and Conclusion

This study has investigated the relationship between servant leadership, employees’ motivation
and employees’ job satisfaction and found out that there is a significant positive correlation
between servant leadership and employees’ motivation. If companies implement leadership
service style in their structure that considers servicing and supporting employees as a priority,
employees’ motivational levels increase.

The study also found out that employees’ job satisfaction plays an intermediary role between
service leadership and employees’ motivation with an intermediary utility ratio of 80%. This
indicates that the impact of service leadership on employees’ motivation relies on the

intermediary variable of employees’ job satisfaction.



In this competitive 21st century and due to the importance of having motivated workforces,
companies that will survive and achieve business success are those willing to adopt servant
leadership in their organizational structure.

7. Recommendation

This study suggests that due to the importance of the servant leadership role in creating a
nurturing and positive work environment of high regard for others that is concerned for the
employees and the company’s growth and well-being; companies should focus their attention
more towards the adoption of servant leadership style in all their different departments to ensure

the existence of a motivated, empowered and productive workforce.



References

MBA Skool Team. (2021, August 29). Job Satisfaction Meaning, Importance, Factors & Example .
Retrieved January 20, 2022, from www.mbaskool.com: https://www.mbaskool.com/business-
concepts/human-resources-hr-terms/4394-job-satisfaction.html

A. A, & Franklin, C. (2009). Statistics: The art and science of learning from data. London: Piarson, INC.

A. E.-D., Hussein, M. M., & Hejase, H. J. (2019). The Role of Human Resources in Change Management:
An Exploratory Study in Lebanon. The Journal of Middle East and North Africa Sciences , 5 (6), 1-13.

A. M. (2016). Armstrong’s Handbook of Strategic Human Resource Management. London: Kogan Page.
Adeoye, A. 0., & Z. F. (2014). Compensation Management and Employee Job Satisfaction:A Case of
Nigeria. J Soc Sci, 41 (3), 345-352.

Akerlof, G. (1982). Labor contracts as partial gift exchange. Quarterly Journal of Economics , 97 (4), 543-
69.

Aljohani, M. R. (2016). Change Management. INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY
RESEARCH, 5 (5), 319-323.

Amortegui, J. (2014, June 26). Why Finding Meaning At Work Is More Important Than Feeling Happy.
Retrieved March 5, 2020, from https://www.fastcompany.com/3032126/how-to-find-meaning-during-
your-pursuit-of-happiness-at-work.

An Introduction to Change Management. Reserach , Prosci, Inc.

Andrew. (2017, May 26). Detrimental Effects of Employee Absenteeism on the Workplace. Retrieved
December 27, 2019, from https://www.actec.com/2017/05/26/detrimental-effects-employee-
absenteeism-workplace/.

Armstrong, M. (2003). A Handbook of Human ResourceManagement Practice (9 ed.). Great Britain:

Aberystwyth, Wales: Cambrian Printers Ltd.



ArunKumar, S. (2014). An Empirical Study: Relationship between Employee Motivation,Satisfaction and
Organizational Commitment. (81-93, Ed.) 4 (2).

Athal, K. (2021, October 2). Why Servant Leadership is Becoming the Leadership Style of the Future.
Retrieved January 14, 2022, from www.entrepreneur.com/article/382326:
https://www.entrepreneur.com/article/382326

Baer, M., & Frese, M. (2003). Innovation is not enough: Climates for initiative and psychological safety,
process innovations, and firm performance. Journal of Organizational Behavior , 24 (1), 45-68.
BasuMallick, C. (2021, March 11). What Is Job Satisfaction? Definition, Factors, Importance, Statistics,
and Examples. Retrieved January 20, 2022, from www.toolbox.com:
https://www.toolbox.com/hr/engagement-retention/articles/what-is-job-satisfaction/

Becker Logistics. (2019, June 11). Servant Leadership. Retrieved January 16, 2022, from
www.beckerlogistics.com/blog/servant-leadership: https://www.beckerlogistics.com/blog/servant-
leadership/

Boehm, J. K., & Lyubomirsky, S. (2008). Does happiness promote career success?. Journal of
CareerAssessment, 16 (1), 101-116.

Boojihawon, D., & Segal-Horn, S. (2006). Unit 1 Introduction: Strategy: study guide for MBA B820. Open
University. Milton-Keynes.

Bourne, J. (2021, December 7). What Is Job Satisfaction and Why Is It Important? Retrieved January 19,
2022, from www.positivepsychology.com: https://positivepsychology.com/job-satisfaction/

Boxall, P., & J., P. (2016). Strategy and Human Resource Management. London: Palgrave Macmillan.
Bucalo, J. (2018, 2 26). Fair and Equitable Compensation: The Foundation for HR Programs. Retrieved
December 29, 2019, from https://www.hrexchangenetwork.com/hr-compensation-

benefits/articles/fair-and-equitable-compensation-the-foundation-for-hr-programs.



Bunderson, J. S., & Thompson, J. A. (2009). The call of the wild: Zookeepers, callings, and the double-
edgedsword of deeply meaningful work. Administrative Science Quarterly , 54, 32-57.

C. B. (2017, May 25). Change in the Workplace Stresses Your Employees Out Most. Retrieved February
10, 2020, from https://www.businessnewsdaily.com/8744-changes-at-work-stress.html.

C. M., & E. M. (2007). An Empirical Study of Performance Measurement Systems in Manufacturing
Companies. Journal of Achievements in Materials and Manufacturing Engineering , 31, 616—621.

C. W, Lee, H,, Kim, C., Lee, S., & Choi, K. (2012). An exploratory study of a multi-expectation framework
for services. Journal of Services Marketing , 14 (5), 411-431.

Carmeli, A., & Spreitzer, G. (2009). Trust, connectivity, and thriving: Implications for innovative behaviors
at work. The Journal of Creative Behavior, 43 (3), 169-191.

Cascio, W. F. (2006). Managing Human Resources: Productivity, Quality of work life, profit. New York:
McGraw — Hill Irwin.

Chang, E. (1999). Career Commitment as a Complex Moderator of Organizational Commitment and
Thrnover Intention. Human Relations , 52, 1257-1278.

Chawsithiwong, B. (2007). Happy workplace. Journal of Social Development, 9 (2), 61-93.

Chinn, D. (2017, September 26). The Importance of Pay Equity to an Employee. Retrieved December 27,
2019, from https://bizfluent.com/info-8236635-importance-pay-equity-employee.html.

Coaching Skills for the Workplace Bring Out the Brilliance in Your People. (n.d.). Retrieved February 28,
2020, from https://nlp-leadership-coaching.com/documents/coaching-skills-for-the-workplace.pdf.
D.T., F. A, H. D, & S. U. (2006). Homo reciprocans: survey evidence onprevalence, behaviour and
success. Bonn: IZA .

Deci, E., & Ryan, R. (2000). The what and why of goal pursuits: Human needs and the self-determination

of behavior. Psychological Inquiry, 11 (4), 227-268.



Definition of 'Equity Theory'. (n.d.). Retrieved December 23, 2019, from
https://economictimes.indiatimes.com/definition/equity-theory.

Dessler, G. (1998). Human Resource Management (Vol. 2). Jakarta: Prenhallindo.

Diener, E. (1984). Subjective well-being. Psychological Bulletin , 95, 542-575.

Doolittle, J. (2021, August 24). What's Servant Leadership? Retrieved January 2022, 16, from
www.organizationaltalent.com: https://www.organizationaltalent.com/post/what-is-servant-leadership
D'Ortenzio, C. (2012). Understanding change and change management processes : a case study.
University of Canberra : Faculty of Business, Government & Law.

Employee Absenteeism. (n.d.). Retrieved December 26, 2019, from
http://www.economicsdiscussion.net/human-resource-management/employee-absenteeism/31919.

F. C., M. G, & L. R. (2014). Managing absenteeism in the workplace: the case of an Italian multiutility
company. Procedia - Social and Behavioral Sciences, 150, 1157 — 1166.

Fishbein, M., & Ajzen, |. (1974). Attitudes towards objects as predictors of single and multiple behavioral
criteria. Psychological Review , 81, 59-74.

Fisman, R., & M. L. (2018 , October 10). How Amazon’s Higher Wages Could Increase Productivity.
Retrieved December 27, 2019, from https://hbr.org/2018/10/how-amazons-higher-wages-could-
increase-productivity.

Frese, M., & Fay, D. (2001). Personal initiative: An active performance concept for work in the 21st
century. Research in Organizational Behavior , 23 (NA), 133-187.

Garibay, C. (2021, August 12). What is Servant Leadership? The Rising Trend in Modern Business.
Retrieved January 18, 2022, from www.valiantceo.com: https://valiantceo.com/what-is-servant-
leadership-the-rising-trend-in-modern-business/

Ghitulescu, B. (2013). Making change happen: The impact of work context on adaptive and proactive

behaviors. The Journal of Applied Behavioral Science , 49 ( 2), 206-245.



Gomez, A. L. (2021, October 29). What are the pros and cons of servant leadership? Retrieved January
19, 2022, from www.betterup.com: https://www.betterup.com/blog/servant-leadership-what-makes-it-
different

GRAHAM, L. J. (2007). Towards Equity in the Futures Market: curriculum as a condition of access. Policy
Futures in Education , 5 (4), 535-555.

Grant, A., & Ashford, S. (2008). The dynamics of proactivity at work. Research in Organizational Behavior
, 28 (NA), 3-34.

Greenberg, A. (2015, April 7). Are You Providing Growth Opportunities for Employees? Retrieved
February 29, 2020, from https://www.contractrecruiter.com/growth-opportunities/.

Greenberg, A. (2015, April 7). Are You Providing Growth Opportunities for Employees? Retrieved
February 29, 2020, from https://www.contractrecruiter.com/growth-opportunities/.

Gupta, V. (2012). Importance of being happy at work. International Journal of Research and
Development, 1 (1), 9-14.

H. W, Pak, J., Kim, S., & Li, L.-Z. (2019). Effects of Human Resource Management Systems on Employee
Proactivity and Group Innovation. Journal of Management , 45 (2), 819-846.

Harvey, T. A. (2002). Professional vitality and the principalship: Construct validity. PhD dissertation,
University of Maine.

Hashim, M. (2013). Change Management. International Journal of Academic Research in Business and
Social Sciences, 3 (7), 685-694.

Hassell, D. (n.d.). 5 Ways To Improve Employee Development At Your Company. Retrieved March 6,
2020, from https://www.15five.com/blog/how-do-i-improve-employee-development/.

Heathfield, S. M. (2020, October 30). How to Foster Employee Satisfaction. Retrieved January 22, 2022,
from www.thebalancecareers.com: https://www.thebalancecareers.com/employee-satisfaction-

1918014



Heery, K., & Noon, X. (2001). An Investigation of the Relationship between Compensation Practices and
Firm Performance in the US Hotel Industry. International Journal of Hospitality Management , 26, 574—
587.

Hoff, N. (2015, December 15). How to think with abundance in the workplace. Retrieved March 5, 2020,
from https://www.huffpost.com/entry/how-to-think-with-abundan_b_8775560.

How to Build a Company Culture of Abundance. (2017 , May 31). Retrieved March 5, 2020, from
https://theworkingcapitol.com/inthecapitol/how-to-build-a-company-culture-of-abundance/.

How to Make Your Employees Feel Recognized (And Avoid Losing Them). (n.d.). Retrieved March 5, 2020,
from https://cmoe.com/blog/make-employees-feel-recognized/.

Howrtz, F. M., Heng, C. T., & Quazi, H. A. (2003). Finders, keepers? Attracting, motivating and retaining
knowledge workers. Human Resource Management Journal, 13 (4), 23-44.

Human Resources. (n.d.). Retrieved December 23, 2019, from
https://www.utsa.edu/hr/Compensation/SalaryActions.html.

Huynh, T., M. H,, T.T,, T. V,, T. T., & K. T. (2019). Team Dynamics, Leadership, and Employee Proactivity
of Vietnamese Firms. Journal of Open Innovation: Technology, Market, and Complexity , 5 (16), 1-16.
Indeed Editorial Team. (2021, June 18). What Is Servant Leadership? 10 Principles of Servant Leadership.
Retrieved January 15, 2022, from www.indeed.com: https://www.indeed.com/career-advice/career-
development/servant-leadership

Iversen, A. (2019, July 25). How To Live And Work With An Abundance Mindset. Retrieved March 5,
2020, from https://www.forbes.com/sites/forbeshumanresourcescouncil/2019/07/25/how-to-live-and-
work-with-an-abundance-mindset/#3439ca13d295.

Jahid, H. (2021, August 22). EMPLOYEE PERFORMANCE MOTIVATION A SYSTEMATIC LITERATURE
REVIEW WITH LINEAR REGRESSION ANALYSIS. 1-25.

Joshi, M. (2013). Human Resource Management (1 ed.). Manmohan Joshi & bookboon.com.



Josserand, E., Teo, S., & Clegg, S. (2006). From bureaucratic to post-bureaucratic: The difficulties of
transition. Journal of Organizational Change Management, 19 (1), 54-64.

Kanji, G., & Moura, E. (2003). Sustaining healthcare excellence through performance measurement.
Total Quality Management & Business Excellence , 14 (3), 269-289.

Kark, R., & Carmeli, A. (2009). Alive and creating: the mediating role of vitality and aliveness in the
relationship between psychological safety and creative work involvement. Journal of Organizational
Behavior, 30 (6), 785-804.

Kelly, J. (1974). Organizational Behavior. Irwin Homewood.

Kenton, W. (2021, March 26). Servant Leadership. Retrieved January 14, 2022, from
www.investopedia.com: https://www.investopedia.com/terms/s/servant-leadership.asp

Khan, S. T.,, Raza, S. S., & George, S. (2017). Resistance to Change in Organizations: A Case of General
Motors and Nokia. International Journal of Research in Management, Economics and Commerce , 7 (1),
16-25.

Kinjerski, V., & Skrypnek, B. (2006). Creating organizational conditions that foster employee spirit at
work. Leadership & Organization Development Journal , 27 (4), 280-295.

Kirkman, B., & Rosen, B. (1999). Beyond self-management: Antecedents and consequences of team
empowerment. Academy of Management Journal , 42 (1), 58-74.

Kitheka, M. (2015). EMPLOYEE ATTITUDES TOWARDS PERFORMANCE BASED COMPENSATIONSYSTEMAT
COOPERATIVE BANK OF KENYA LIMITED. SCHOOL OF BUSINESS. University of Nairobi.

Klongerbo, S. (2019, July 22). Don’t Hold Us Back: Motivate Employees with Opportunities for Growth at
Work. Retrieved February 29, 2020, from https://9clouds.com/blog/dont-hold-us-back-motivate-
employees-with-opportunities-for-growth-at-work/.

Korunka, C., Ulferts, H., & Kubicek, B. (2009). Acceleration of Work — The Development of a

Questionnaire. 14th European Congress of Work. Santiago de Compostela.



Kourteva, S. (2021, March 29). Have You Heard Of Servant Leadership? Retrieved January 17, 2022, from
www.forbes.com: https://www.forbes.com/sites/forbeseq/2021/03/29/have-you-heard-of-servant-
leadership/?sh=7fed643e38b7

Lakhiani, V. (2019, November 4). How To Attract (And Encourage) Brilliance In Your Workplace.
Retrieved March 5, 2020, from https://www.entrepreneur.com/article/341759.

Lepisto, D. A., & Pratt, M. G. (2017). Meaningful work as realization and justification toward a dual
conceptualization. Organ. Psychol , 7, 99-121.

Leslie, S.-J., Cimpian, A., Meyer, M., & Freeland, E. (2015). Expectations of Brilliance Underlie Gender
Distributions Across Academic Disciplines. Science , 347 (6219), 262-265.

Lycke, L. (2003). Team development when implementing TPM. Total Quality Management , 14 (2), 205-
213.

M. A, & White, S. (2006). Employee responses to formal performance appraisal feedback. Journal of
Applied Psychology, 71, 211-218.

M. F., & P. A. (2018). Significant Work Is About Self-Realization and Broader Purpose: Defining the Key
Dimensions of Meaningful Work. Frontiers in Psychology , 9, 1-15.

M. v., & Kemp, L. (2016 , September 2). Resilience and Vitality. Retrieved February 10, 2020, from
https://www.thnk.org/insights/thnk-view-resilience-and-vitality/.

Managing brilliant employees . (2012 , September 1 ). Retrieved February 29, 2020, from
https://www.director.co.uk/16880-2-managing-brilliant-employees/.

Martela, F., & Steger, M. F. (2016). The meaning of meaning in life: coherence, purpose and significance
as the three facets of meaning. Positive Psychol, 11, 531-545.

McCuistion, D. (2018, February 27). 9 Ways to Motivate People Using Servant Leadership. Retrieved
January 17, 2022, from www.aboutleaders.com: https://aboutleaders.com/9-ways-to-motivate-people-

using-servant-leadership/



McGonagle, C. (2015). HAPPINESS IN THE WORKPLACE: AN APPRECIATIVE INQUIRY. A thesis, Dublin City
University, School of Education Studies, Dublin.

Moccia, S. (2016). HAPPINESS AT WORK. Papeles del Psicélogo / Psychologist Papers, 37 (2), 143-151.
Mohsan, F., N. M., K. M., S. Z., & A. N. (2004). Are Employee Motivation, Commitment and Job
Involvement Inter-related: Evidence from Banking Sector of Pakistan. International Journal of Business
and Social Science, 2 (17), 226-233.

Mondy, R. W. (2008). Human Resource Management (10 ed., Vol. 1). Jakarta: Erlangga.

Monforton, C. (2018, February 20). A minimum wage increase leads to reductions in illness-related
absences. Retrieved December 26, 2019, from http://www.thepumphandle.org/2018/02/20/a-
minimum-wage-increase-leads-to-reductions-in-illness-related-absences/#.XgSQthtS_IU.

Moran, J. W., & Brightman, B. K. (2001). Leading organizational change. Career Development
International , 6 (2), 111-118.

Muo, I. (2013). Motivating & Managing Knowledge Workers: Evidences from Diverse Industries &
Cultures. Journal of Management and Sustainability , 3 (2), 119-131.

O. R, & Dunnette, M. D. (1966). The Role Of Financial Compensation In Industrial Motivation.
Psychological Bulletin , 66 , 94-118.

P. )., Engbers, T. A., & Y., J. S. (2009). Back to the future? Performance-related pay, empirical research,
and the perils of Resistance. Public Administration Review , 69 (1), 33-51.

Parker, S., & Bindl, U. (2017). Proactivity at work: A big picture perspective on a construct that matters.
In S. P. Bindl, Proactivity at Work: Making Things Happen in Organisations. London: UK: Routledge.
Pedersen, S. (2021, June 7). How to Practice Servant Leadership and Benefit Your Business. Retrieved
January 16, 2022, from www.buildingbettersoftware.com:
https://www.buildingbettersoftware.com/blog/how-to-practice-servant-leadership-and-benefit-your-

business/



Pellikaan, M. (2021, September 20). Engagement and Motivation: what is the difference? Retrieved
January 20, 2022, from www.effectory.com: https://www.effectory.com/knowledge/why-you-should-
be-thinking-about-engagement-and-motivation/

Pierce, J., & Delbecq, A. (1977). Organization Structure, Individual Attitudes and Innovation. The
Academy of Management Review, 2, 27-37.

Pope, L. (2019, April 23). Employees Weigh in on the Importance of Growth Opportunities. Retrieved
February 29, 2020, from https://learn.g2.com/growth-opportunities.

R, J. (2001). Linking Complaint Management to Profit. International Journal of Service Industry
Management , 12 (1), 60-69.

R. M. (2016). CHANGE MANAGEMENT AND ITS EFFECTS ON ORGANIZATION. Annals of the ,Constantin
Brdncus" conomy Series, (5), 209-212.

Ramlall, S. (2004). A review of employee motivation theories and their implications for employee
retention within organizations. Journal of American Academy of Business, 5 (1/2), 52-63.

Randall, J. (2021, October 28). The Hallmarks And Benefits Of Servant Leadership In Today’s Business
World. Retrieved January 18, 2022, from www.globaltrademag.com:
https://www.globaltrademag.com/the-hallmarks-and-benefits-of-servant-leadership-in-todays-
business-world/

Resource Management, I. (2016, December 8). Fair Employee Compensation — How It Benefits Your
Employees and Your Company. Retrieved December 27, 2019, from https://rmi-solutions.com/fair-
employee-compensation-how-it-benefits-your-employees-and-your-company/.

Riggins, J., & Riggins, T. (2021, June 21). Servant Leadership Is Far More Than a Business Theory.
Retrieved January 15, 2022, from www.dmagazine.com: https://www.dmagazine.com/commercial-real-

estate/2021/06/servant-leadership-is-far-more-than-a-business-theory/



Rivai, V. (2011). Human Resource Management for Companies from Theory to Practice. Jakarta:
PT.Rajagrafindo Persada.

Rocco, M. (2020, February 5). Servant Leadership: An Ideal Approach to Enhance Job Satisfaction in
Employees. Retrieved January 18, 2022, from www.etechgs.com:
https://www.etechgs.com/blog/servant-leadership-enhance-job-satisfaction-in-employees/

Rocco, M. (2018, September 12). The positive motivational influence of servant leadership. Retrieved
January 15, 2022, from www.etechgs.com: https://www.etechgs.com/blog/positive-motivational-
influence-servant-leadership/

Role of Human Resource Management. (n.d.). Retrieved February 15, 2020, from
https://www.brainkart.com/article/Role-of-Human-Resource-Management_5350/.

Rosso, B. D., Dekas, K. H., & Wrzesniewski, A. (2010). On the meaning of work: a theoretical integration
and review. Res. Organ. Behav., 30, 91-127.

RoZman, M., Treven, S., & Cance, V. (2017). Motivation and Satisfaction of Employees in the Workplace.
Business Systems Researc, 8 (2).

Ryan, R., & Bernstein, J. (2004). Vitality. In C. Peterson, & M. Seligman, Character Strengths and Virtues:
A Handbook and Classification (pp. 273-290). New York, NY: Oxford University Press.

S. A. (2011). Vigor as a positive affect at work: Conceptualizing vigor, its relations with related constructs
and its antecedents and consequences. Review of General Psychology , 15 (1), 50-64.

S. R. (1998). Policing performance: The ethics of performance management. Personnel Review , 25 (6),
66-84.

S. U. (2003). Research Methods For Business (4 ed.).

Saad, D. D. (2018). Impact of Employee Motivation on Work Performance. International Journal of

Scientific and Research Publications , 8 (3), 295-308.



Salary Increases and Employee Motivation . (2016, June 4). Retrieved December 27, 2019, from
https://www.svmglobal.com/blog/salary-increases-and-employee-motivation.

Seager, Z. (2015, 7 May ). How to inspire personal brilliance in your workforce. Retrieved February 29,
2020, from https://www.managers.org.uk/insights/news/2015/may/how-to-inspire-personal-brilliance-
in-your-workforce.

Seligman, M. (2003). Authentic Happiness. London: Nicholas Brealey Publishing.

Shirom, A. (2011). Vigor as a positive affect at work: Conceptualizing vigor, its relations with related
constructs and its antecedents and consequences. Review of General Psychology, 15 (1), 50-64.

Singh, A. (2017). Employee Motivation: A Study on Modern Workplace Motivation . International Journal
of Engineering Sciences & Management Reserach , 4 (4), 68-77.

Snell, S., & Bohlander, G. (2010). principles of Human Resource management (10 ed.). London: prentice
Hall.

Souza, B. (2005). Become Who You Were Born to Be. San Diego, CA: Paragon Holdings.

Spencer, A. (2020, April 16). All About Others: Servant Leadership in the Modern Workplace . Retrieved
January 15, 2022, from www.bizlibrary.com: https://www.bizlibrary.com/blog/leadership/servant-
leadership/

Spoelstra, S. (2009). Organizational brilliance: on blinding visions in organizations. Journal of
Organizational Change Management , 22 (4), 373-385.

Szamosi, L., & Duxbury, L. (2002). Development of a measure to assess organizational change. Journal of
Organizational Change Management , 15 (2), 184-201.

Team Asana. (2021, August 4). Servant leadership: How to lead by serving your team. Retrieved January
14, 2022, from www.asana.com: https://asana.com/resources/servant-leadership

The human need  for  significance. (n.d.). Retrieved March 5, 2020, from

https://www.tonyrobbins.com/personal-growth/need-for-significance/.



Ulrich, D., & Ulrich, W. (2010). The why of work: How great leaders build abundant organizations that
win. New York NY: McGraw-Hill.

W. C. (2007). Organizational commitment as a predictor variable in nursing turnover research: Literature
review. Journal of Advanced Nursing , 60 (3), 235-247.

Waryszak, R., & King, B. (2001). Managerial attitudes towards work activities in the hospitality and
service industries. International Journal of Contemporary Hospitality Management , 13, 197-203.

What is change management? A guide for managing organizational change. (n.d.). Retrieved February
7, 2020, from https://www.sodapdf.com/blog/change-management-
guide/#What_is_Change_Management.

Why It’s Important To Make Your Employees Feel Valued. (n.d.). Retrieved March 5, 2020, from

https://www.businessblogshub.com/2018/03/why-its-important-to-make-your-employees-feel-valued/.



