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Abstract: This study intends to examine the relationship and impact between servant
leadership and organizational commitment in the context of bank employees.
Moreover, it intends to discover the differences between bank employees who are
working in the local and foreign banks in the Northern Region of Malaysia.
Questionnaires had been distributed among bankers in local and foreign banks in the
states of the Northern States of Malaysia, namely Penang, Perak, and Kedah. Almost
300 questionnaires were distributed. This paper adapted servant leadership instrument
from Van Dierendonck and Nuijten. Furthermore, the organizational commitment had
been adopted from Meyer and Allen. The study provide a better understanding of the
right leadership in fostering employees commitment, improve the leader-follower
relationship and allow more leaders to realize the benefits of using servant leadership
in increasing their relationship with their subordinates, influencing the subordinates’
positive job behavior as well as increasing their subordinates’ satisfaction and
commitment with their job, department, and organization. Furthermore, this study
urges the human resource department to conduct proper leadership training to their
employees to promote new ideas toward servant leadership to improve the leadership
skills among bank employees that may lead to rising up their organizational
commitment.

Keywords: Servant leadership, organizational commitment, local banks, foreign
banks, financial services sector.

INTRODUCTION

followers [1, 2], which can lead to greater motivation,

Organizations in Malaysia, regardless they are
public or private; they had an important role in striving
the nation’s vision and mission. As for public
organizations, they were entrusted to deliver the
nation’s agenda and aspirations to the public through
their services. On the other hand, private organizations
were entrusted to churn the nation's income through
their operations and businesses that would be taxed by
the government as the nation's income. Nonetheless, the
banking sector in the country had to contribute to help
in the nation building. The contributions can be in
various forms, such as providing various banking
services to their customers. These services were
extended through the bank’s employees.

Moreover, bank employees were expected to
deliver their best to customers. They were needed to
serve with integrity, proficiency, and professionalism.
The banks were needed to seek better ways to maximize
employees' work efforts and motivate them to their
fullest potential. Therefore, this study intends to
understand the servant leadership from the bank
employees' perspective. Servant leadership is known to
be a highly effective style of leadership for empowering

inspiration, commitment, organizational citizenship
behavior and job satisfaction. Furthermore, employees
who were not just actually perform their prescribed
duties but also willing to perform beyond their formal
obligations  will ensure the effectiveness of
organizational performance [3]. An effective leadership
can drive the employees to perform beyond their
official job requirements [4]. This was because the
leaders are known to have a powerful source of
influence on employees' work behaviors [5]. However,
the empirical research on the relationship between
servant leadership and organizational citizenship
behavior are scarce and quite new in Malaysia thus
required more research being conducted to explore in
depth on servant leadership style in this country [6].

Bank employees' commitment toward their
organization was also crucial in order for them to pay
attention and to put their full effort into achieving the
goals of the organization and nation. Scholars had been
reported that the issues on human capital had become
one of the many crises faced by the government today.
It was due to the conflict in values between employees
of different generational groups and lack of strategic
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planning for acquiring and retaining qualified
employees [7].

Various studies had proven the influence of
leadership styles on organizational commitment [8-16].
Among various types of leadership, servant leadership
was known to be a highly effective style of leadership
for empowering followers [1, 2] which can lead to
greater motivation, inspiration, commitment and job
satisfaction. However, research on the relationship
between servant leadership and organizational
commitment was still limited [17-21]. Besides, most of
the researchers were conducted in western countries
among private sector organizations and very few
focuses in a developing country such as Malaysia [22].

This study intends to examine the relationship
and impact between servant leadership and
organizational commitment in the context of bank
employees.  Moreover, it intends to discover the
differences between bank employees who are working
in the local and foreign banks in the Northern Region of
Malaysia.

LITERATURE REVIEW
Servant Leadership

Servant leadership that was formally
introduced by Greenleaf [23] refers to the leaders who
focused on others rather than themselves. Moreover, the
primary attention of the servant leader was meeting the
needs of their followers [24, 23]. Servant leadership
should be considered by the leaders of today’s
organizations [25-28] as servant leadership can fulfil an
organization’s need for an ethical and caring type of
leadership to meet the demands for more ethical and
people-centered management [29].

The studies on servant leadership were
enhanced through the development of leadership
models by Farling et al., [30], Russell and Stone [31],
Page and Wong [32], and Sendjaya and Sarros [33], as
well as through the development of the servant
leadership instruments by Laub [34], Page and Wong
[31], Sendjaya and Sarros [33], and Dierendonck &
Nuijten [29]. This study prescribes servant leadership
based on the dimensions developed by Van
Dierendonck & Nuijten [29] which include
empowerment, humility, standing back, authenticity,
forgiveness, courage, accountability, and stewardship.

First, empowerment is a motivational concept
that aims at enabling people and encouraging personal
development through fostering a pro-active, self-
confident attitude among followers as well as giving
them a sense of personal power. Second, humility refers
to the leader who understands the strong and weak
points of a follower, as well as daring to admit that one
is not reliable and does make mistakes. Third, standing
back is about the extent to which a leader gives priority
to the interest of the others first, and gives them the

necessary support and credit. For example, the leader
always retreats into the background when a task has
successfully —accomplished. Fourth, authenticities
associated with the expressing of one’s true self that is
consistent with inner thoughts and feelings whether
privately or publicly. Fifth, forgiveness is about being
able to forgive when confronted with offences,
arguments and mistakes that may lead to an atmosphere
of trust where people can feel accepted, who are free to
make mistakes and know that they will not be rejected.
Sixth, courage is associated with the action of dare to
take risks and to try out new approaches to problem-
solving and decision-making. Seventh, accountability
refers to giving out responsibilities and holding people
accountable for performance and outcomes to show
confidence in them. And eighth, stewardship relates to
social responsibility, loyalty and teamwork that
represent a feeling of identification with and sense of
obligation to a common good.

Organizational Commitment

Organizational ~ commitment  was  the
psychological relationship between the employees and
their organization, which leads their decision to
continue their membership and makes them less likely
to leave the organization [35]. A commitment exists
when an employee is satisfied enough to remain in the
organization, to attend work on a regular basis and
share the goals of the organization [36]. Employees
with organizational commitment will strongly believe
and agree with the goals and values of the organization,
be willing to work hard and have a strong desire to
maintain membership in the organization [37]. Meyer
and Allen [38] developed organizational commitment
model that consists of three types of commitment,
namely  continuance commitment, normative
commitment and affective commitment.

First, continuance commitment referred to the
employee’s recognition of the costs associated if he or
she leaves the organization. This concept referred to the
employee’s decision of “need (ing) to” remain in an
organization [39]. Second, affective commitment
referred to the employee’s identification with,
involvement in, and emotional attachment to the
organization. This concept referred to the employees’
decision of “want to” remain in an organization [39].
And third, the normative commitment was called moral
commitment as they established a desire to remain in
the organization after receiving support and investment
from the organization. They also felt obliged to stay
with the organization because of the good treatment
from the organization, including from their superiors
and management. Moreover, normative commitment
reflects the level of obligation that the employee feels to
continue within the organization. This concept refers to
the employees’ decision of “feel (ing) they should”
remain in an organization [40].
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The Relationship between Servant Leadership and
Organizational Commitment

The relationship between leadership and
organisational commitment has been shown to be
positive by previous studies [[40-44]. The overall
management style driven by top management team is
strongly related to the degree of employee commitment
[43]. Employees that have a good relationship with their
immediate work group have higher levels of
commitment [40]. Employees who favour their
manager”s style also favour the organisation more.
Eisenberger et al., [42] showed that employees who feel
that they are cared for by their managers are more
innovative and committed to the organisation.
Therefore, organisational commitment may be
enhanced by practising appropriate leadership style.

Servant leadership is positively related to
important individual-level behaviours. It has been
shown to be a possible antecedent to positive
behaviours [38]. Servant leaders significantly influence
followers through service itself [45]. The relationship
between servant leadership and organisational
commitment has been proven to be positive [46].
Organisational commitment, community citizenship
behaviour and in-role performance have been shown to
be positively related to servant leadership [46]. A study
of 501 full-time salespeople carried out by Jaramillo et
al., [47] reported that servant leadership related to
person organisation fit, organisational commitment and
turnover intention. Promotion of servant leadership
style in an organisation may help to enhance
organisational commitment.

Theory

The exchange relationship between the
employees and organisation was greatly significant to
employees as this is one way in which the unspecified
obligations develop for employees through the
perceptions of organisational support. According to
Organisational Support Theory [48], employees
personify the organisation by developing an exchange
relationship that varies in strength and influence on
attitudinal and behavioral reactions. After meeting the
extent of social-emotional needs, the employee will
"incorporate organisational membership into their self-
identify" [49], which strengthens the social exchange
relationship, thus increases employees' commitment. As
a result, various researchers had shown that high levels
of perceived organisational support are associated with
positive work outcomes such as increased affective
commitment [42] and job involvement [50], reduced
absenteeism, and turnover intentions [49].

METHODOLOGY

Questionnaires had been distributed among
bankers in local and foreign banks in the states of the
Northern States of Malaysia, namely Penang, Perak,
and Kedah. Almost 300 questionnaires were distributed
in stages within 3 months. This paper adapted servant
leadership instrument from Van Dierendonck & Nuijten
[29] that comprised of empowerment (EMP), standing
back (STB), accountability (ACC), forgiveness (FOR),
courage (COU), authenticity (AUT), humility (HUM),
and stewardship (STE). Furthermore, the organizational
commitment, namely affective commitment (AC),
normative commitment (NC), and continuance
commitment (CC) had been adopted from Meyer and
Allen [51]. Table-1 shows the number of questions for
components of servant leadership and organizational
commitment.

Table-1: Number of Components for Variables

Variables/Components No of Questions | Cronbach Alpha Source
Servant Leadership (1V)
Empowerment (EMP) 7 0.94
Standing Back (STB) 3 0.92
?g&;?/g;ﬁg';gé’;?c) g 888 Van Dierendonck and Nuijten [29]
Courage (COU) 2 0.91
Authenticity (AUT) 4 0.76
Humility (HUM) 5 0.95
Stewardship (STE) 3 0.87
Organizational Commitment (DV)
Affective Commitment (AC) 6 0.82
Normative Commitment (NC) 6 0.74 Meyer and Allen [51]
Continuance Commitment (CC) 6 0.83

In the theoretical framework, the first
assumption is that servant leadership (empowerment,
standing back, accountability, forgiveness, courage,
authenticity, humility, and stewardship) is associated

with organizational commitment (affective
commitment, normative commitment, and continuance
commitment). Figure-1 depicts the study’s theoretical
framework.
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Fig-1: Theoretical Framework

Thus, the study’s hypotheses are listed as below:
H..: Empowerment has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hy,: Standing back has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hi: Accountability has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hy4: Forgiveness has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hi.: Courage has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
His:  Authenticity has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hig: Humility has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
Hsn: Stewardship has a relationship with the affective
commitment among bank employees in the local and
foreign banks.
H,,: Empowerment has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
Hay: Standing back has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
H,.: Accountability has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
H,q: Forgiveness has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
H,: Courage has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
Hos: Authenticity has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
Hag: Humility has a relationship with continuance
commitment among bank employees in the local and
foreign banks.
Hyn: Stewardship has a relationship with continuance
commitment among bank employees in the local and
foreign banks.

Hs.. Empowerment has a relationship with the
normative commitment among bank employees in the
local and foreign banks.

Hs,: Standing back has a relationship with the
normative commitment among bank employees in the
local and foreign banks.

Ha.: Accountability has a relationship with the
normative commitment among bank employees in the
local and foreign banks.

Hasq: Forgiveness has a relationship with the normative
commitment among bank employees in the local and
foreign banks.

Has.: Courage has a relationship with the normative
commitment among bank employees in the local and
foreign banks.

Has: Authenticity has a relationship with the normative
commitment among bank employees in the local and
foreign banks.

Hsy: Humility has a relationship with the normative
commitment among bank employees in the local and
foreign banks.

Hap: Stewardship has a relationship with the normative
commitment among bank employees in the local and
foreign banks.

RESULTS AND DISCUSSIONS
Demographic

Table-2 illustrates the respondents
demographic, they were inquired on their gender,
ethnic, marital status, age, highest academic
qualification, length with the present bank, present
designation, length of present designation, present
salary, type of bank, and the bank’s locality. Majority of
the respondents were male, which represented by 53.3%
(n=98); and 86 females were represented by 46.7%.
There were three major ethnic groups in Malaysia,
Malay was represented by 109, which is 58.9%;
Chinese were 38, which is 20.5%; and Indian was 38,
which is 20.5%.

Respondents indicated that they were single at
24.3% that comprises of 45 respondents. Sixty-nine
percent indicated that they were married (n=128).
Meanwhile, 12 respondents indicated that they were
separated or divorced with 6.5%. Age wise, 36
respondents indicated that they were aged below 30
(19.5%), 84 respondents indicated that they were
between 31 to 40 years old (45.4%), 52 respondents

Available Online: http://scholarsmepub.com/sjbms/

441


http://scholarsmepub.com/sjbms/

Nasina Mat Desa et al., Saudi J. Bus. Manag. Stud., Vol-3, Iss-4 (Apr, 2018): 438-452

indicated that they were 41 to 50 years old (28.1%), and
13 respondents indicated that they were above 50 (7%).

Academically, respondents with Bachelor and
diploma were almost equal in numbers, which were 65
(35.1%) and 69 (37.3%), respectively. Minimum
qualification of MCE/SPM was represented by 20
respondents (10.8%). Meanwhile, HSC/STP/STPM
holders were represented by 28 respondents (15.1%).
Finally, 3 respondents represented postgraduate
respondents, which is 1.6%. Majority of the respondents
had been working for more than 7 years (n=92, 50%).
Respondents between 1 to 3 years of service were 48,
which is 26.1%. Respondents with 4 to 6 years were 38,
which is 20.7%. Finally, respondents with less than a
year working experience were 6, which is 3.3%.
Respondents were also inquired on their length at the

present designation. The majority had been between 1
to 3 years, which is 36.1%. Respondents who worked
for 4 to 6 years, and 7 years and above were represented
by 53 (29%), respectively. Finally, respondents who
worked below 1 year were 11, which is 6%.
Respondents were asked about their present salary.
Respondents who received RM2,000 to RM3,000 were
40 (21.9%), RM3,001 to RM4,000 were 50 (27.3%),
RM4,001 to RM5,000 were 48 (26.2%), and RM5,001
and above were 45 (24.6%). Majority of the bankers
were working in the local banks, which was represented
by 131 respondents (70.8%). On the other hand, bankers
working with foreign banks were 54 (29.2%).
Moreover, banks in Penang were 129 branches (70.1%),
Kedah were 34 branches (18.5%), and Perak were 20
branches (10.9%).

Table-2: Respondents Demographic

Item n %

Gender

Male 98 | 53.3

Female 86 | 46.7
Ethnic

Malay 109 | 58.9

Chinese 38 | 20.5

Indian 38 | 20.5
Marital Status

Single 45 | 243

Married 128 | 69.2

Others 12| 65
Age (years old)

Below 30 36 | 19.5

31-40 84 | 454

41 - 50 52 | 28.1

Above 50 13] 7.0
Highest Educational Qualification

MCE/SPM 20 | 10.8

HSC/STP/STPM 28 | 15.1

Diploma 69 | 37.3

Bachelor's degree 65 | 35.1

Postgraduate degree (Master/PhD) 3| 16
Length with the Bank (years)

1 and below 6| 33

1-3 48 | 26.1

4-6 38 | 20.7

7 and above 92 50
Length at Current Designation (years)

1 and below 11 6

1-3 66 | 36.1

4-6 53 29

7 and above 53 29
Present Salary (in RM)

2,000 - 3,000 40 | 21.9

3,001 - 4,000 50 | 27.3

4,001 - 5,000 48 | 26.2

5,001 and above 45 | 24.6
Bank Type

Local 131 | 70.8

Foreign 54 | 29.2
Bank Location

Penang 129 | 70.1

Kedah 34 | 185

Perak 20 | 10.9
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Correlations Analysis

The relationship between servant leadership
and organizational commitment were investigated using
the Pearson correlations coefficient. Preliminary
analyses were performed to measure non-violation of

the assumptions of normality, linearity and
homoscedasticity. The ranges for the value of r for the
study's correlation analysis were ranged between very
weak to high as depicted in Table-3.

Table-3: Correlation Values

Value of r Strength of Relationship
-1.0to-0.50r 1.0t0 0.5 | Strong
-0.5t0-0.3 0or 0.3t0 0.5 | Moderate
-0.3t0-0.10r0.1t0 0.3 | Weak

-0.1t00.1 None or very weak

Pearson’s correlation analysis was used to test
the relationship between the servant leadership, namely
empowerment,  standing back, accountability,
forgiveness, courage, authenticity, humility, and
stewardship, and organizational commitment, namely

affective commitment, normative commitment, and
continuance commitment. Correlation analysis on bank
employees for the local bank is depicted in Table 4;
meanwhile, Table 5 depicted bank employees of the
foreign bank.

Table -4: Correlations Analysis on Bank Employees of Local Bank

Variables 1] 2 3 4 5 6 7 8 9 10 11
1. Empowerment 1]0677 054" |-001]0.10 |[044" |063" | 077 |054" |0.22° |025
2. Standing Back 1 [0.327]0.07 [-004 [028 |0447 |051" [036 |[0.14 [0.34"
3. Accountability 1 [003 [006 [0327]046 |056 |0.24 |035 |0.14
4. Forgiveness 1 [0527 007 |-017 |-015 |-0.44" | 021" |-0.23"
5. Courage 1 [0577]023[020 |-036 |0.20° |-0.13
6. Authenticity 1 [0637]0597 [020 [0.19 [0.297
7. Humility 1 |086 |0407 [026 |033"
8. Stewardship 1 [0507 [018 |036
9. Affective Commitment 1 -0.04 | 0477
10. Normative Commitment 1 0.01
11. Continuance commitment 1

**_Correlation is significant at the 0.01 level (2-tailed).
* . Correlation is significant at the 0.05 level (2-tailed).

The relationship between servant leadership
components and affective commitment were analyzed
on employees of local banks. First, a strong relationship
of servant leadership was indicated by empowerment
(r=0.54) and stewardship (r=0.50) toward affective
commitment. Secondly, moderate relationship was
indicated by standing back (r=0.36), forgiveness (r=-
0.44), courage (r=-0.36), and humility (r=0.40) toward
affective commitment. Finally, a weak relationship was
indicated by accountability (r=0.24) and authenticity
(r=0.20) toward affective commitment. The relationship
between servant leadership components and normative
commitment were analyzed on employees of local
banks. First, a moderate relationship of servant

leadership was indicated by accountability (r=0.35)
toward normative commitment. Then, a weak
relationship was indicated by empowerment (r=0.22),
forgiveness (r=0.21), courage (r=0.20), authenticity
(r=0.19), humility (r=0.26), and stewardship (r=0.18)
toward normative commitment. The relationship
between  servant leadership  components and
continuance commitment were analyzed on employees
of local banks. First, a moderate relationship of servant
leadership was indicated by standing back (r=0.34),
humility (r=0.33), and stewardship (r=0.36). Then, a
weak relationship was indicated by empowerment
(r=0.25), forgiveness (r=-0.23), and authenticity
(r=0.29) toward continuance commitment.
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Table-5: Correlations Analysis on Bank Employees of Foreign Bank

Variables 1 2 3 4 5 6 7 8 9 10 11
1. Empowerment 110837095 |-049" [-038" [ 031" |0.84 [088  [079 |0.397 [ 065
2. Standing Back 1 087 |-045" | -029" [035 |0.75 [0.76 [067 |022 |051"
3. Accountability 1 047" | -0377 | 032" [ 0827 [0.88" |[075 |[030 |061
4. Forgiveness 1 077" 012 |-052" [ -057 |-0.81" | 015 |-0.60"
5. Courage 1 036 | -0.23 |-0.33° [-069" |0.16 |-0.27
6. Authenticity 1 048~ 034" [011 [006 |0.26
7. Humility 1 0937 | 076" [021 |071"
8. Stewardship 1 080" [0.18 |0.76"
9. Affective Commitment 1 003 [0.70"
10. Normative

Commitment 1 0.12
11. Continuance 1
commitment

**, Correlation is significant at the 0.01 level (2-tailed).
* . Correlation is significant at the 0.05 level (2-tailed).

The relationship between servant leadership
components and affective commitment were analyzed
on employees of foreign banks. First, a strong
relationship of servant leadership was indicated by
empowerment (r=0.79), standing back (r=0.67),
accountability (r=0.75), forgiveness (r=-0.81), courage
(r=-0.69), humility (r=0.76), and stewardship (r=0.80)
toward affective commitment. The relationship between
servant leadership components and normative
commitment were analyzed on employees of foreign
banks. A moderate relationship of servant leadership
was indicated by empowerment (r=0.39) toward
normative commitment.  The relationship between
servant leadership components and continuance
commitment were analyzed on employees of foreign
banks. A strong relationship of servant leadership was
indicated by empowerment (r=0.65), standing back
(r=0.51), accountability (r=0.61), forgiveness (r=-0.60),
humility (r=0.71), and stewardship (r=0.76). A low
relationship of servant leadership was indicated by
courage (r=-0.27).

In summary, the correlations comparison
between local and foreign bank employees implied that
employees of foreign banks had a higher correlations
value as compared to the employees of local banks.
Almost every component of servant leadership of
foreign bank employees was a high value of
correlations as correlated with components of
organizational commitment. This was not portrayed by
local bank employees based on the correlations result.
These differences in values could be associated with the
foreign banks’ top management appreciation on their
bank employees through salary ranges, promotions, and
fringe benefits.

Regression Analyses
Regression analyses were used to measure the

individual influence of the independent variables,
servant leadership, on the dependent variables,
organizational commitment. These analyses were

employed to determine whether the developed
hypotheses are supported or rejected as a comparison
between local and foreign banks according to
components of organizational commitment.

Regression Analysis on Servant Leadership and
Affective Commitment between Local and Foreign
Banks

In Table-6, the regression analyses were
conducted on servant leadership and affective
commitment between employees of local and foreign
banks. Local bank employees had the R?value showed
58% for the dependent variable of affective
commitment, which was explained by servant
leadership. This means that 42% of the variance for
affective commitment was explained by other unknown
additional variables that have not been explored. The
regression model (F=20.97, p<0.00) was proven to be a
significant model due to the F ratio being significant in
predicting affective commitment. Overall, the F ratio
result presented that the combination of servant
leadership was a good fit in predicting affective
commitment. Looking at the individual predictor,
namely empowerment ($=0.42, p<0.00), accountability
(p=-0.13, p<0.10), forgiveness (p=-0.16, p<0.05),
courage (p=-0.51, p<0.00), authenticity (p=0.28,
p<0.00), and stewardship (p=0.29, p<0.05) were
significant predictors for affective commitment among
bank employees of local bank. Moreover, these
explained that servant leadership was positively related
to affective commitment among bank employees of the
local bank. Therefore, hypothesis Hi, Hie Hig Hie Hig,
and Hy5 were accepted to bank employees of the local
bank.

On the other hand, foreign bank employees had
the R?value showed 90% for the dependent variable of
affective commitment, which was explained by servant
leadership. This means that 10% of the variance for
affective commitment was explained by other unknown
additional variables that have not been explored. The
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regression model (F=47.37, p<0.00) was proven to be a
significant model due to the F ratio being significant in
predicting affective commitment. Overall, the F ratio
result presented that the combination of servant
leadership was a good fit in predicting affective
commitment. Looking at the individual predictor,
namely empowerment ($=0.36, p<0.05), forgiveness
(B=-0.23, p<0.05), and courage (p=-0.37, p<0.00) were
significant predictors for affective commitment among
bank employees of the foreign bank. Moreover, these
explained that servant leadership was positively related

to affective commitment among bank employees of the
foreign bank. Therefore, hypothesis Hi, Hiq and Hye
were accepted to bank employees of the local bank.

In summary, the R? value bank employees of
the foreign bank (R?=90%) was higher as compared to
the local bank (R’=58%) between components of
servant leadership and affective commitment. In terms
of accepted hypotheses, bank employees of local banks
indicated 6 hypotheses as compared to 3 hypotheses by
bank employees of the foreign bank.

Table-6: Comparison of Regression Analysis on Servant Leadership and Affective Commitment between Local
and Foreign Banks

Servant Affective Commitment
Leadership Local Bank Foreign Bank
B Sig. B Sig.
Empowerment 0.42 0.00 0.36 0.04
Standing Back -0.06 0.45 0.04 0.71
Accountability -0.13 | 0.09 -0.25 0.21
Forgiveness -0.16 0.05 -0.23 0.03
Courage -0.51 | 0.00 -0.37 0.00
Authenticity 0.28 | 0.00 0.07 0.32
Humility -0.12 | 0.35 0.17 0.29
Stewardship 029 | 0.05 0.25 0.15
R? 0.58 0.90
Adjusted R? 0.56 0.88
F — change 20.97 47.37
Sig. 0.00 0.00

Regression Analysis on Servant Leadership and
Normative Commitment between Local and Foreign
Banks

In Table-7, the regression analyses were
conducted on servant leadership and normative
commitment between employees of local and foreign
banks. Local bank employees had the R? value showed
22% for the dependent variable of normative
commitment, which was explained by servant
leadership. This means that 78% of the variance for
normative commitment was explained by other
unknown additional variables that have not been
explored. The regression model (F=20.97, p<0.00) was
proven to be a significant model due to the F ratio being
significant in predicting normative commitment.
Overall, the F ratio result presented that the
combination of servant leadership was a good fit in
predicting normative commitment. Looking at the
individual predictor, namely accountability ($=0.34,
p<0.00), humility (p=0.47, p<0.05), and stewardship
(B=-0.47, p<0.05) were significant predictors for
normative commitment among bank employees of the
local bank. Moreover, these explained that servant
leadership was positively related to normative
commitment among bank employees of the local bank.
Therefore, hypothesis H;¢, Hyg and Hy, were supported
by bank employees of the local bank.

On the other hand, foreign bank employees had
the R?value showed 45% for the dependent variable of
normative commitment, which was explained by
servant leadership. This means that 55% of the variance
for normative commitment was explained by other
unknown additional variables that have not been
explored. The regression model (F=4.46, p<0.00) was
proven to be a significant model due to the F ratio being
significant in predicting normative commitment.
Overall, the F ratio result presented that the
combination of servant leadership was a good fit in
predicting normative commitment. Looking at the
individual predictor, namely empowerment (p=1.32,
p<0.00), courage (p=0.41, p<0.10), authenticity (p=-
0.32, p<0.05), and stewardship (p=-0.77, p<0.10) were
significant predictors for normative commitment among
bank employees of the foreign bank. Moreover, these
explained that servant leadership was positively related
to normative commitment among bank employees of
the foreign bank. Therefore, hypothesis Hy, Hie His and
Hi, were supported to bank employees of the foreign
bank.

In summary, the R? value bank employees of
the foreign bank (R°=45%) was higher as compared to
the local bank (R?=22%) between components of
servant leadership and normative commitment. In terms
of accepted hypotheses, bank employees of local banks
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indicated 3 hypotheses as compared to 4 hypotheses by

bank employees of the foreign bank.

Table-7: Comparison of Regression Analysis on Servant Leadership and Affective Commitment between Local
and Foreign Banks

S ¢ Normative Commitment
Leaedr;/fs%ip Local Bank Foreign Bank
B Sig. B Sig.
Empowerment 0.11 | 0.45 1.32 0.00
Standing Back 0.01 | 0.97 -0.19 0.45
Accountability 0.34 | 0.00 -0.03 0.95
Forgiveness 0.15| 0.18 0.14 | 0.55
Courage 0.12 | 0.38 0.41 0.07
Authenticity -0.06 | 0.62 -0.32 | 0.05
Humility 0.47 0.01 029 | 042
Stewardship -0.47 | 0.02 -0.77 | 0.06
R® 0.22 0.45
Adjusted R 0.17 0.35
F — change 4.32 4.46
Sig. 0.00 0.00

Regression Analysis on Servant Leadership and
Continuance Commitment between Local and
Foreign Banks

In Table-8, the regression analyses were
conducted on servant leadership and continuance
commitment between employees of local and foreign
banks. Local bank employees had the R? value showed
28% for the dependent variable of continuance
commitment, which was explained by servant
leadership. This means that 72% of the variance for
continuance commitment was explained by other
unknown additional variables that have not been
explored. The regression model (F=5.91, p<0.00) was
proven to be a significant model due to the F ratio being
significant in predicting continuance commitment.
Overall, the F ratio result presented that the
combination of servant leadership was a good fit in
predicting continuance commitment. Looking at the
individual predictor, namely courage (f=-0.30, p<0.05),
authenticity (=0.36, p<0.00), and stewardship ($=0.34,
p<0.10) were significant predictors for continuance
commitment among bank employees of the local bank.
Moreover, these explained that servant leadership was
positively related to continuance commitment among
bank employees of the local bank. Therefore,
hypothesis Hi, Hi; and H;q were supported by bank
employees of the local bank.

On the other hand, foreign bank employees had
the R? value showed 70% for the dependent variable of
continuance commitment, which was explained by
servant leadership. This means that 30% of the variance
for continuance commitment was explained by other
unknown additional variables that have not been
explored. The regression model (F=12.60, p<0.00) was
proven to be a significant model due to the F ratio being
significant in predicting continuance commitment.
Overall, the F ratio result presented that the
combination of servant leadership was a good fit in
predicting continuance commitment. Looking at the
individual predictor, namely forgiveness (f=-0.60,
p<0.00), courage (p=0.34, p<0.00), and stewardship
(B=0.74, p<0.05) were significant predictors for
continuance commitment among bank employees of the
foreign bank. Moreover, these explained that servant
leadership was positively related to continuance
commitment among bank employees of the foreign
bank. Therefore, hypothesis Hjyq Hi, and Hj, were
supported by bank employees of the local bank.

In summary, the R value bank employees of
the foreign bank (R*=70%) was higher as compared to
the local bank (R?=28%) between components of
servant leadership and continuance commitment. In
terms of accepted hypotheses, bank employees of local
banks and foreign banks indicated 3 hypotheses,
respectively.

Available Online: http://scholarsmepub.com/sjbms/

446


http://scholarsmepub.com/sjbms/

Nasina Mat Desa et al., Saudi J. Bus. Manag. Stud., Vol-3, Iss-4 (Apr, 2018): 438-452

Table-8: Comparison of Regression Analysis on Servant Leadership and Continuance Commitment between
Local and Foreign Banks

s t Continuance Commitment
Leaedr;/fs%ip Local Bank Foreign Bank
B Sig. B Sig.
Empowerment -0.23 0.11 0.34 0.24
Standing Back 0.27 0.15 -0.24 0.19
Accountability -0.08 0.44 -0.13 0.69
Forgiveness -0.08 0.45 -0.60 0.00
Courage -0.30 0.02 0.34 0.04
Authenticity 0.36 0.00 0.11 0.5
Humility -0.08 0.61 -0.27 0.32
Stewardship 0.34 0.08 0.74 0.01
R® 0.28 0.70
Adjusted R? 0.24 0.64
F — change 591 12.6
Sig. 0.00 0.00
Overall, the total accepted and rejected study, the employees of local banks had indicated their

hypotheses were compared between local and foreign
banks. The local banks had 12 total accepted
hypotheses, namely 6 on affective commitment, 3 on
normative commitment, and 3 on continuance
commitment; and 12 total rejected hypotheses, namely
2 on affective commitment, 5 on normative
commitment, and 5 on continuance commitment.
Meanwhile, the foreign banks had 9 total accepted
hypotheses, namely 3 on affective commitment, 4 on
normative commitment, and 2 on continuance
commitment; and 15 total rejected hypotheses, namely
5 on affective commitment, 4 on normative
commitment, and 6 on continuance commitment. The
list of accepted and rejected hypotheses is depicted in
Table 9.

The results of this paper suggested that wisdom
was the only significant individual predictor of affective
commitment. Leaders with strong wisdom ability are
aware of the surrounding and able to anticipate the
consequences and implications of their observation
[52]. Moreover, leaders are also able to promote
positive working experience among the followers. This
is consistent with the findings of Meyer and Allen [53]
that showed that positive work experience positively
related to affective commitment. Meanwhile, servant
leadership was poor predictors of affective
commitment, although Pearson's correlation analysis
showed a positive relationship between the variables.
This showed that although the independent sub-
variables related to affective commitment, their
individual influence on affective commitment was not
significant. Although servant leadership may enhance
emotional attachment of followers towards the
organization, the effect might be too low to impose a
significant effect on affective commitment. They only
exert their effects when they were used in combination
with other dimensions of servant leadership. In this

factors that explain their affective commitment was
motivated by empowerment, accountability,
forgiveness, courage, authenticity, and stewardship. On
the other hand, employees of foreign banks indicated
their factors that explain their affective commitment
was motivated by empowerment, forgiveness, and
courage. In comparison between those employees in the
local banks and foreign banks, local bank employees
had an extra three factors as compared to foreign bank
employees on their affective commitment.

Normative commitment associated with the
obligation to remain in an organization [38]. The
findings of this study showed that the combined effect
of various dimensions of servant leadership (altruistic
calling, emotional healing, wisdom, persuasive mapping
and organizational stewardship) was a significant
predictor of normative commitment. Normative
commitment arises from the feeling of obligation that is
built up from the internalization of normative pressures
[53]. The feeling of obligation may begin with
observation of role models [38]. Servant leader whose
principal aim is to serve the needs of the others may act
as a good model for the followers. Normative
commitment may be enhanced through the service of
role modelling. Meanwhile, servant leadership was
neither positive predictor nor the negative predictor of
organizational commitment. Moreover, the employees
of local banks had indicated their factors that explain
their affective commitment was motivated by courage,
authenticity, and stewardship. On the other hand,
employees of foreign banks indicated their factors that
explain their affective commitment was motivated by
forgiveness and courage. In comparison between the
local banks and foreign banks’ employees, local bank
employees had an extra one factor as compared to
foreign bank employees on their normative
commitment.
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Table-9: Hypotheses Summary

Local Bank Foreign Banks
Hypotheses Results Hypotheses Results
Hi, | Empowerment has a relationship with Accepted | H;, | Empowerment has a relationship with Accepted
the affective commitment among bank the affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hy, | Standing back has a relationship with Rejected | Hjp, | Standing back has a relationship with Rejected
the affective commitment among bank the affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hi. | Accountability has a relationship with Accepted | Hi. | Accountability has a relationship with Rejected
the affective commitment among bank the affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
H.q | Forgiveness has a relationship with the Accepted | Hyy | Forgiveness has a relationship with the Accepted
affective commitment among bank affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hi. | Courage has a relationship with the Accepted | Hj. | Courage has a relationship with the Accepted
affective commitment among bank affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hi¢ | Authenticity has a relationship with the | Accepted | Hys | Authenticity has a relationship with the Rejected
affective commitment among bank affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hyg | Humility has a relationship with the Rejected | Hyg | Humility has a relationship with the Rejected
affective commitment among bank affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hy, | Stewardship has a relationship with the | Accepted | Hy, | Stewardship has a relationship with the Rejected
affective commitment among bank affective commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
H,, | Empowerment has a relationship with Rejected | H,, | Empowerment has a relationship with Accepted
the normative commitment among bank the normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
H,, | Standing back has a relationship with Rejected | H,, | Standing back has a relationship with Rejected
the normative commitment among bank the normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hy. | Accountability has a relationship with Accepted | H,. | Accountability has a relationship with Rejected
the normative commitment among bank the normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hyq | Forgiveness has a relationship with the Rejected | Hyy | Forgiveness has a relationship with the Rejected
normative commitment among bank normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
H,e | Courage has a relationship with the Rejected | H,. | Courage has a relationship with the Accepted
normative commitment among bank normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
Hy: | Authenticity has a relationship with the Rejected | Hys | Authenticity has a relationship with the | Accepted
normative commitment among bank normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.
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H,g | Humility has a relationship with the Accepted | Hyy | Humility has a relationship with the Rejected
normative commitment among bank normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hy, | Stewardship has a relationship with the Accepted | Hy, | Stewardship has a relationship with the Accepted
normative commitment among bank normative commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hs, | Empowerment has a relationship with Rejected | Hi, | Empowerment has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Ha, | Standing back has a relationship with Rejected | Hai, | Standing back has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hs. | Accountability has a relationship with Rejected | Hs. | Accountability has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hsg | Forgiveness has a relationship with Rejected | Hsy | Forgiveness has a relationship with Accepted
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hse | Courage has a relationship with Accepted | Hs. | Courage has a relationship with Accepted
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hs: | Authenticity has a relationship with Accepted | Hj; | Authenticity has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Hsy | Humility has a relationship with Rejected | Hsqy | Humility has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Ha, | Stewardship has a relationship with Accepted | Hgz, | Stewardship has a relationship with Rejected
continuance commitment among bank continuance commitment among bank
employees in the local and foreign employees in the local and foreign
banks. banks.

Continuance commitment associated with the
cost of leaving an organization [38]. The findings of
this study suggested that the combined effect of servant
leadership had no significant relationship with
continuance commitment. All of the individual
predictors except emotional healing were not
significantly related to continuance commitment.
Hence, the influence of servant leadership on
continuance commitment was too small to be
significant. Moreover, employees whose primary bond
with the organization is continuance commitment
remain in the organization because they need to do so
[38]. Whithey [54] showed that continuance
commitment correlated more highly with an availability
of alternatives, a measure of sunk cost and skill
specificity. Compared to affective commitment and
normative commitment, the relationship between

servant leadership and continuance commitment is
weaker. Moreover, the employees of local banks had
indicated their factors that explain their affective
commitment was motivated by accountability, humility,
and stewardship. On the other hand, employees of
foreign banks indicated their factors that explain their
affective commitment was motivated by empowerment,
courage, authenticity, and stewardship. In comparison
between the local banks and foreign banks' employees,
foreign bank employees had an extra one factor as
compared to local bank employees on their continuance
commitment.

CONCLUSION

This study hoped to provide a better
understanding of the right leadership in fostering bank
employees” commitment, especially in the banking
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sector. The results of this study also hope to improve
the leader-follower relationship and allow more leaders
to realize the benefits of using servant leadership in
increasing their relationship with their subordinates,
influencing the subordinates’ positive job behavior as
well as increasing their subordinates’ satisfaction and
commitment with their job, department, and
organization.

Furthermore, this study also aims at assisting
the human resource department of local and foreign
banks to conduct proper leadership training to their
employees. This would promote new ideas for them to
apply servant leadership training to improve the
leadership skills among leaders that may lead to rising
up bank employees’ organizational commitment. In
addition, due to the little empirical research on servant
leadership in Malaysia especially in the public sector
organizations, it is hoped that the findings of this study
are able to open ways for future research to be
conducted in a related or similar area.

ACKNOWLEDGEMENT

The author would like to acknowledge the
funds provided under the Short Term Grant (No.
304.PJJAUH.6313046) by Universiti Sains Malaysia.

REFERENCES

1. Greenleaf, R. K. (2002). Servant leadership: A
journey into the nature of legitimate power and
greatness. Paulist Press.

2. Russell, R. F. (2001). The role of values in servant
leadership, Leadership & Organization
Development Journal, 22(2), 76-84.

3. Katz, D.,, & Kahn, R. L. (1978). The Social
Psychology of Organizations, 2ed. New York: John
Wiley & Sons.

4. Taleghani, M., & Mehr, R. R. (2013). The
relationship  between servant leadership and
organizational citizenship behaviour in executive
organizations of Guilan Province. Journal of Basic
and Applied Scientific Research 3(1), 910-917.

5. Yukl, G. (2002). Leadership in organizations (5
ed.). Englewood Cliffs, NJ: Prentice-Hall.

6. Al-Haj, B. K., Sarimin, R., Nasir, N. H. M., &
Yusof, M. Z. (2012). Servant leadership style: A
case study of government agency in Malaysia,
UMT 11" International Annual Symposium on
Sustainability Science and Management,
Terengganu, Malaysia, 9-11 July 2012.

7. Douglas, V., Grizzell, B., & Burrell, D. (2008). A
Phenomenological Study of Self Identified Servant
Leaders, Journal of Business & Leadership, 4,
12pp.

8. Kraut, A. I. (1970). The Prediction of Employee
Turnover by Employee Attitudes, American
Psychological Association, Boston, MA.

9. Newman, J. E. (1974), "Predicting absenteeism and
turnover: a field comparison of Fishbein's model

10.

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

and traditional job attitude measures”, Journal of
Applied Psychology, 59, December, 610-15.

Alley, W., & Gould, R. B. (1975). Feasibility of
estimating personnel turnover from survey data: A
longitudinal study, Air Force Human Resources
Laboratory, Brooke Air Force Base, TX, October.
Dubinsky, A. J., & Hartley, S. W. (1986). A path-
analytic study of a model of salesperson
performance. Journal of the Academy of Marketing
Science, 14(1), 36-46.

Glisson, C., & Durick, M. (1988). Predictors of job
satisfaction and organizational commitment in
human service organizations. Administrative
Science Quarterly, 33(1), 61-81.

Savery, L. K. (1994). The Influence of the
Perceived Styles of Leadership on a Group of
Workers on their Attitudes to Work, Leadership &
Organization Development Journal, 15(4), 12-18.
Zeffane, R. (1994). Patterns of Public and Private
sector employees, Human Relations, 47(6), 977-
1010.

Wilson, P. A. (1995). The effects of politics and
power on the organizational commitment of federal
executives, Journal of Management, 21(1), Spring,
101-18.

Brian, D. B. (2010). Servant-leadership and
coaching, The Pacific Northwest Regional
Conference on Servant Leadership.

Hoveida, R., Salari, S., & Asemi, A. (2011). A
study on the relationship among servant leadership
(SL) and the organizational commitment (OC): A
case study. Interdisciplinary  Journal  of
Contemporary Research in Business, 3(3), 499-
509.

Cerit, Y. (2010). The effects of servant leadership
on teachers’ organizational commitment in primary
schools in Turkey. International Journal of
Leadership in Education, 13(3), 301-317.

Drury, S. L. (2004). Servant Leadership and
Organizational Commitment: Empirical Findings
and Workplace Implications, Servant Leadership
Research Roundtable — August 2004.

Washington, R. R. (2007). Empirical relationships
between theories of servant, transformational, and
transactional leadership. Academy of Management
Proceedings, 1-6.

Barnes, L. L. (2011). Job satisfaction and
organizational ~ commitment: an  empirical
investigation of the effects of servant leadership in
distance  education  programs.  (Unpublished
doctoral  dissertation).  Capella  University,
Minneapolis, MN.

Addae, H. M., Parboteeah, K. P., & Velinor, N.
(2008). Role stressors and organizational
commitment: public sector employment in St
Lucia. International Journal of Manpower, 29(6),
567-582.

Greenleaf, R. K. (1977). Servant leadership.

Available Online: http://scholarsmepub.com/sjbms/

450


http://scholarsmepub.com/sjbms/

Nasina Mat Desa et al., Saudi J. Bus. Manag. Stud., Vol-3, Iss-4 (Apr, 2018): 438-452

24.

25.

26.

217.

28.

29.

30.

31.

32.

33.

34.

35.

36.

37.

38.

Greenleaf, R. K. (1969). Leadership and the
individual: The Dartmouth lectures. 1996), On
becoming a servant leader, 284-338.

DePree, M. (1995). Forward. In L. C. Spears (Ed.),
Reflections on leadership: How Robert K.
Greenleaf's theory of servant-leadership influenced
today's top management thinkers. New York: John
Wiley and Sons, Inc.

Senge, P. M. (1997). The Fifth Discipline,
Measuring Business Excellence, 1(3), 46-51.
Blanchard, K. (2002). Foreward: The Heart of
Servant -Leadership. In L. C. Spears & M.
Lawrence (Eds.), Focus on Leadership: Servant-
Leadership for the Twenty-First Century, New
York: John Wiley & Sons, Inc., 9-12.

Covey, S. (2002), Servant-leadership and
community leadership in the twenty-first century,
in Spears, L. (Ed.), Focus on Leadership: Servant
Leadership for the 21st Century, Wiley, New York,
NY, 27-34.

Dierendonck, V. D., & Nuijten, I. (2011). The
servant leadership survey: Development and
validation of a multidimensional measure. Journal
of Business and Psychology, 26(3), 249-267.
Farling, M. L., Stone, A. G., & Winston, B. E.
(1999). Servant leadership: Setting the stage for
empirical research. The Journal of Leadership
Studies, 6, 49-72.

Russell, R.F. & Stone, A.G. (2002). A review of
servant leadership attributes: Developing a
practical model. Leadership & Organizational
Development Journal, 23(3), 145-147.

Wong, P. T. P, & Page, D. (2000). Servant
leadership: An Opponent-Process Model and the
Revised Servant Leadership Profile, Servant
Leadership Roundtable, October 2003, 1-13.
Sendjaya, S., & Sarros, J. C. (2002). Servant
leadership: Its origin, development, and application
in organizations. Journal of Leadership and
Organization Studies, 9(2), 57-64.

Laub, J. (1999). Assessing the servant organization:
development of the servant organizational
leadership  assessment  (SOLA) instrument,
Dissertation, Florida Atlantic University.

Allen, N. J., & Meyer, J. P. (1996). Affective,
continuance, and normative commitment to the
organization: an examination of construct validity,
Journal of Vocational Behavior, 49, 252-276.
Whyte, W.H. (1956). The Organization Man,
Simon & Shuster, USA.

Mowday R., Porter L. & Steers R. (1982).
Employee- organization Linkages: The Psychology
of Commitment, Absenteeism, and Turnover,
Academic Press, New York, NY.

Meyer, J. P. & Allen, N. J. (1991). A three
component conceptualization of organizational
commitment. Human Resource Management
Review, 1, 61-89.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

Meyer, J. P., & Allen, N. J. (1997). Commitment in
the workplace, theory, research and application.
California: Sage.

Searle, T. P. (2011). A Multilevel Examination of
Proactive Work Behaviors: Contextual and
Individual Differences as Antecedents, Theses,
Dissertations, & Student Scholarship: Agricultural
Leadership,  Education &  Communication
Department. Paper 20. Available at:
http://digitalcommons.unl.edu/aglecdiss/20
DeCotis, T., & Summers, T. (1987), A path
analysis of a model of the antecedents and
consequences of organizational commitment,
Human Relations, 40(7), 445-70.

Eisenberger, R., Fasolo, P., & Davis-LaMastro, V.
(1990). Perceived Organizational Support and
Employee Diligence, Commitment, and Innovation,
Journal of Applied Psychology, 75, 51-59.

Niehoff, B. P., Enz, C. A., & Grover, R. A. (1990).
The impact of top-management actions on
employee attitudes and perceptions. Group &
Organization Studies, 15(3), 337-352.

Koopman, P. L. (1991). Between control and
commitment: management and change as the art of
balancing. Leadership and OD Journal, 12, 3-7.
Stone, A. G., Russell, R. F., & Patterson, K. (2004).
Transformational versus servant leadership: A
difference in leader focus. Leadership &
Organizational Development Journal, 25(3/4), 349.
Liden, R. C., Wayne, S. J., Zhao, H., & Henderson,
D. (2008). Servant leadership: Development of a
multidimensional ~ measure and  multi-level
assessment. The Leadership Quarterly, 19(2), 161-
177.

Jaramillo, F., Grisaffe, D. B., Chonko, L. B., &
Roberts, J. A. (2009). Examining the impact of
servant leadership on salesperson's turnover
intention. Journal of Personal Selling and Sales
Management, 29(4), 351-366.

Eisenberger, R., Cummings, J., Armeli, S., &
Lynch, P. (1997). Perceived organizational support,
discretionary treatment, and job
satisfaction. Journal of applied psychology, 82(5),
812.

Eisenberger R., Huntington, R, Hutchison, S., &
Sowa D. (1986). Perceived Organizational Support,
Journal of Applied Psychology, 71, 500-507.
34Rhoades, L., & Eisenberger, R. (2002).
Perceived organizational support: A review of the
literature. Journal of Applied Psychology, 87, 698-
714.

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993).
Commitment to organizations and occupations:
Extension and test of a three-component
conceptualization. Journal of Applied Psychology,
78, 538-551.

Barbuto, J. E., & Wheeler, D. W. (2002).
Becoming a servant leader: Do you have what it
takes? NebGuide G02-1481-A. Lincoln: University
of Nebraska, Nebraska Cooperative Extension.

Available Online: http://scholarsmepub.com/sjbms/

451


http://scholarsmepub.com/sjbms/

Nasina Mat Desa et al., Saudi J. Bus. Manag. Stud., Vol-3, Iss-4 (Apr, 2018): 438-452

53.  Weiner, Y. (1982). Commitment in Organization:
A Normative View, Academy of Management
Review, 7, 418-28.

54.  Whithey, M. (1988). Antecedents of value based
and economic  organizational commitment.
Proceedings of the annual meeting of the
administrative sciences association of Canada-
organizational behaviour division, 9, 124-133.

Available Online: http://scholarsmepub.com/sjbms/ 452



http://scholarsmepub.com/sjbms/

