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Abstract.
BACKGROUND: Servant leadership plays a crucial role in fostering employees’ affective commitment within organizations.
However, understanding the underlying mechanism through which servant leadership influences affective commitment is
important to provide valuable insights into organizational research and practice.
OBJECTIVE: This study aims to examine the mediating and moderating role of work engagement on the relationship
between servant leadership and affective commitment in social exchange theory (SET).
METHODS: Using the quantitative data via the completion of an online survey derived from employees in Indonesian
public health institution, 154 useful data were analyzed using partial least squares structural equation modelling (PLS-SEM).
Additionally, SmartPLS version 3.2 was utilized for testing the proposed hypotheses.
RESULTS: The results of the study show that servant leadership has no significant effect on affective commitment, but
significant on work engagement. Also, the finding confirmed that work engagement has a significant effect on affective
commitment. Furthermore, the empirical findings highlighted that work engagement fully mediates the link between servant
leadership and affective commitment. However, regarding the moderation effect, work engagement does not moderate the
relationship between servant leadership and affective commitment.
CONCLUSION: Servant leadership, rooted in the philosophy of serving others first, is theorized to have a significant impact
on work engagement through the lens of SET. Servant leaders, by prioritizing the needs and development of their employees,
foster a supportive work environment characterized by trust and empowerment. In return, employees reciprocate by investing
more effort and energy into their work, leading to higher levels of work engagement.
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1. Introduction

Public sector hospitals, also known as government
hospitals, are healthcare institutions that receive their
funding and ownership from governmental entities,
including federal, state, or local governments. These
hospitals play a crucial role in providing healthcare
services [1, 2] to the public. However, public sector
hospitals often face tight budgets, and leaders must
find ways to allocate limited resources effectively
while maintaining the quality of patient care. Also,
public sector hospitals can be burdened by bureau-
cratic processes, which can slow decision-making
and hinder innovation. Leaders need to find ways
to streamline operations and reduce administrative
inefficiencies. Therefore, strong leadership, efficient
management practices, and a commitment to contin-
uous improvement in healthcare delivery are required
in public sector hospitals.

Among various leadership styles, servant leader-
ship is considered effective in healthcare, promoting
openness, transparency, and empowerment [3]. The
servant leader focuses on serving the needs of oth-
ers and nurturing the growth of employees to create
positive work environments [4]. Thus, the Veterans
Health Administration has adopted servant leader-
ship as their model, demonstrating its relevance in
the largest US healthcare system [5]. Additionally,
Mostafa and El-Motalib [6] found that servant lead-
ership positively relates to proactive behaviors among
employees.

Bai, Zheng [7] acknowledged that servant lead-
ership for hospitals promotes higher and better
employee affective commitment. Similar to the pre-
vious studies, Aboramadan, Dahleez [8], Dahleez,
Aboramadan [9], Ghasemy and Frömbling [10],
Ngah, Abdullah [11] found that servant leader-
ship has a positive effect on affective commitment.
Franco and Antunes [12] further revealed that servant
leadership strongly boosts affective commitment,
inducing higher levels of organizational commitment.
However, other studies demonstrate that servant
leadership has no significant effect on affective com-
mitment [13] and overall organizational commitment
[14, 15]. Servant leadership fails to encourage vol-
unteer satisfaction to contribute positively to the
organization because they find it too difficult to meet
their needs and work experience [16].

This study, therefore, endeavours to address the
gaps in existing studies by presenting a fresh perspec-
tive derived from the social exchange theory (SET).
Additionally, this study aims to investigate the role
of work engagement as a possible intermediary fac-
tor in the relationship between servant leadership and
affective commitment.

2. Literature review

2.1. Social exchange theory

The social exchange theory (SET) is a theoreti-
cal framework used in organizational psychology and
sociology to improve organizations by understand-
ing the relationships between individuals within the
organization [17]. SET is based on the idea that indi-
viduals engage in social interactions with others with
the expectation of receiving certain profits, benefits
and rewards in return [18] for their contributions.
SET emphasizes the well-being of individuals within
the organization. Supporting employee well-being
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through initiatives like work-life balance programs,
mental health support, and a positive work environ-
ment can enhance the overall exchange of resources.
Additionally, organizations should ensure that
exchanges are transparent, impartial, fair, and aligned
with ethical standards. By applying SET, organiza-
tions can create a more productive work environment
[19], enhance employee engagement, and ultimately
achieve better organizational outcomes.

2.2. Affective commitment

Affective commitment, a concept primarily used in
the context of organizational psychology, refers to the
emotional attachment and a strong sense of identifi-
cation that employees feel toward their organization.
This type of commitment is one of the components
of organizational commitment, with the other two
being continuance commitment (based on perceived
costs of leaving the organization) and normative com-
mitment (based on a sense of moral obligation to
stay with the organization) [20]. Affective commit-
ment is particularly important for creating a better
organization because it is associated with higher job
performance [21] and increased willingness to go
beyond [22] in one’s role. When employees have
a high level of affective commitment, they feel a
strong sense of belonging [23], loyalty, and enthu-
siasm toward their organization.

2.3. Work engagement

Work engagement refers to the fulfilling and enthu-
siastic state of mind that employees experience when
they are fully absorbed in their work. Work engage-
ment is characterized by three key components [24]:
(a) dedication refers to a sense of significance and
pride in one’s work. Employees who are dedicated to
their work feel a deep sense of meaning to their job
and the organization. They are emotionally commit-
ted to their work and are willing to go the extra mile;
(b) vigor represents high levels of energy and mental
resilience while working. Employees who experience
vigor are strongly willing to invest effort in their tasks
and can persist even in the face of challenges; (c)
absorption reflects a state of being fully concentrated
and happily engrossed in one’s work. When employ-
ees are absorbed in their tasks, they lose track of
time and are completely immersed in what they are
doing. Thus, highly engaged employees are deeply
involved in their tasks, passionate about their jobs,
and feel a strong connection to their organization

[25]. Additionally, cultivating work engagement is
essential for creating a productive and better orga-
nization, as engaged employees are more committed
and satisfied [26].

2.4. Servant leadership

In contemporary organizations, servant leadership
is growing in significance and being increasingly
appreciated. Servant leadership, as popularized by
Greenleaf [27] in his essay “The Servant as Leader,”
is a leadership style that leaders prioritize the well-
being and development of their employees. Servant
leadership, at its core, is a values-based approach that
prioritizes the needs of others, such as team members
or employees, above the leader’s self-interest. Servant
leaders are deeply committed to the personal and pro-
fessional growth of those they lead and are driven by
a genuine desire to serve others [28]. This ultimately
philosophy is rooted in a culture of ethics, humility,
and empathy within the organization.

Servant leaders focus on serving others first and
create organizations characterized by inclusivity,
engagement, innovation, and ethical conduct [29].
Servant leadership stands out from other leadership
styles due to a unique set of principles that define
its distinctive nature. These principles, according to
van Dierendonck [30], include: (a) self-awareness
i.e., leaders have a profound grasp of their strengths,
weaknesses, and values. This self-awareness enables
them to make ethical decisions and to be authentic in
their interactions with employees; (b) empathy i.e.,
leaders possess a deep sense of empathy and com-
passionate, which enables them to understand their
employees’ emotions, thoughts and experiences. This
profound empathy informs their decision-making
process, leading to choices that take into account
the individual impact; (c) service i.e., leaders giv-
ing precedence to the needs of others and proactively
searching for chances to support their employees.
This unselfish dedication is not a mere strategy but
a sincere commitment to fostering the well-being
of others; (d) humility i.e., leaders openly acknowl-
edge their own limitations and show appreciation
for the contributions of others. They are not driven
by the pursuit of personal glory but are content in
their role as enablers of their employees’ success; (e)
commitment to growth i.e., leaders are dedicated to
fostering the growth and progress of their employ-
ees. They actively create avenues for learning, skill
enhancement, and career advancement; (f) steward-
ship i.e., leaders are entrusted with the responsibility
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to develop the potential of their employees. This stew-
ardship extends to the organization as a whole, as
servant leaders seek to ensure the long-term well-
being of the organization.

Servant leaders further promote a culture of con-
tinuous improvement [31, 32]. They encourage their
employees to seek ways to enhance processes, inno-
vate, and adapt to changing circumstances. Also,
servant leaders empower their employees by giving
them autonomy and decision-making authority. This
helps employees feel more engaged in their work,
leading to increased commitment and a supportive
work environment.

3. Hypotheses development

3.1. Impact of servant leadership on affective
commitment and work engagement

Servant leaders often prioritize building trust [33]
and showing respect for their employees. Also,
servant leaders focus on sustainable organizational
growth and the well-being of employees. In SET,
this behavior fosters a positive exchange relationship.
When employees perceive that their leader genuinely
cares about their well-being, they are more likely to
reciprocate with increased affective commitment to
the organization [9, 34]. Thus,

H1: Servant leadership a direct and significant
effect on affective commitment.

Servant leaders are known for providing support,
mentorship, and development opportunities to their
employees [35]. This support can lead to increased
work engagement because employees feel valued and
appreciated [36]. In return, they may invest more of
their energy and effort into their roles. In SET, when
employees feel they can trust their leaders and openly
share their concerns without fear of retribution, they
are more likely to engage fully in their work [37].
Thus,

H2: Servant leadership has a direct and significant
effect on work engagement.

3.2. Impact of work engagement on affective
commitment

Work engagement involves employees investing
their physical, emotional, and cognitive energy into
their work roles [38]. When employees are engaged
and give their best effort, they often experience
positive outcomes such as recognition and personal

growth. In SET, individuals tend to reciprocate pos-
itive actions with favorable treatments [39]. When
employees experience high levels of work engage-
ment, they often perceive that the organization is
investing in their well-being by providing them with
a fulfilling work experience. In response, they may
reciprocate by developing a strong affective commit-
ment to the organization [40]. Thus,

H3: Work engagement has a direct and significant
effect on affective commitment.

3.3. Work engagement as a mediator and
moderator variable

Work engagement refers to the level of enthusiasm,
dedication, and energy employees invest in their work
[41]. When employees experience servant leadership,
it often leads to higher levels of work engagement,
which, in turn, fosters higher levels of affective com-
mitment among employees [42]. Servant leaders pri-
oritize the well-being and growth of their employees.
They lead by serving, showing empathy, providing
support, and empowering their employees [43]. These
leadership behaviors create a positive work envi-
ronment. In SET, employees may feel a sense of
reciprocity when they experience servant leadership.
They reciprocate the leader’s supportive behaviors
by fully engaging in their work and becoming emo-
tionally committed to the organization. Therefore,
organizations that promote servant leadership behav-
iors can indirectly enhance employee commitment by
fostering higher levels of work engagement [44, 45].
Employees who are highly engaged are more likely to
perceive servant leadership positively, which in turn
strengthens their affective commitment. Conversely,
if engagement is low, the positive effects of servant
leadership might not translate into increased affective
commitment as effectively. Therefore,

H4: Work engagement mediates the relationship
between servant leadership and affective commit-
ment.

H5: Work engagement moderates the relationship
between servant leadership and affective commit-
ment.

4. Research methods

4.1. Sample and procedure

This empirical study was conducted in Indonesian
public health institution in Central Java from March to
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June 2023. Using purposive sampling for collecting
the quantitative data of 255 employees (e.g. nurses
and administrative staff), 154 filled-in questionnaires
are returned (with a 60.4% response rate). Among the
validly returned questionnaires, 68.8% respondents
are women and 31.2% are men. In addition, the survey
data shows that the work experience of 1–3 years, 4–6
years, and over 7 years are 29.9%, 37%, and 33.1%
of respondents, respectively.

4.2. Measurement

Servant leadership. Servant leadership is assessed
using a 13-item scale adapted from Jaramillo,
Grisaffe [46], Choudhary, Akhtar [47]. An illustra-
tive item from this scale is: “I experience a sense of
‘responsibility’ towards my supervisor”.

Work engagement. Work engagement is evaluated
through a set of 6 items, which have been adjusted
from Fletcher [48], Udin, Dananjoyo [49]. One of the
items as an illustration reads: “I experience a robust
and energetic demeanor in my job”.

Affective commitment. Affective commitment is
gauged via a series of 5 items, adapted from the
works of Vandenberghe, Bentein [50], Astuty and
Udin [51]. One of the sample items reads as follows:
“I take pride in being a meaningful contributor to the
organization”.

The questionnaire employs a 5-point Likert scale
for respondents to provide their ratings. This scale
encompasses a spectrum from 1, signifying “strongly
disagree”, to 5, denoting “strongly agree”.

4.3. Technique for data analysis

Partial least squares-structural equation modeling
(PLS-SEM) is a statistical technique used for mod-
eling and analyzing relationships between observed
variables and latent in social sciences, business
research, and other fields. PLS-SEM is employed for
data analysis in this research, utilizing SmartPLS 3.2
software. The selection of SmartPLS software aligns
with the recommendations of Sarstedt, Ringle [52]
for effective PLS-SEM implementation. PLS-SEM
is a widely accepted approach in the field of business
management research [53] for examining intricate
relationships. Hair, Sarstedt [54] recommend using
power analysis for determining sample size. For the
medium effect size (f2 = 0.15) at the significance level
of 0.05, G*Power suggest that around 80–100 sam-
ples are sufficient. By satisfying this criteria, 154
employees involved in the present study not only

meet the heuristic guidelines but also the rigorous
statistical standards.

5. Results and discussion

PLS-SEM was used in this study to test and vali-
date theoretical model by examining both the direct
and indirect effects among investigated variables.
SmartPLS, specifically, is known for its user-friendly
interface and its ability to handle complex models
with latent variables [53], making it a valuable tool for
researchers in understanding intricate relationships
within the data.

Table 1 showed the results of assessing the reliabil-
ity and validity of constructs in the proposed model,
particularly in the context of SEM including factor
loading, variance inflation factor (VIF), Cronbach’s
alpha (CA), composite reliability (CR), and average
variance extracted (AVE). All of the constructs, as
shown in Table 1, had loading values higher than 0.5
[55] and VIF values lower than 5. Additionally, the
values of CA and CR were higher than 0.7 [53]. More-
over, the value of AVE for all of the constructs was
higher than 0.3. Fornell and Larcker [56] noted that
even if the AVE for a construct is below the com-
monly recommended threshold of 0.5, it can still be
considered acceptable if the CR for the construct is
greater than 0.6. Therefore, these findings support the
validity and reliability of the measurement model in
this study.

To assess discriminant validity in this study,
Fornell-Larcker criterion and Heterotrait-Monotrait
Ratio (HTMT) were used. The square root of the AVE
for each construct, as shown in Table 2, was greater
than the correlation between that construct and any
other construct in the model. Additionally, the HTMT
ratio for all of the constructs in the same column
and row was less than 1, demonstrating discriminant
validity.

The results of the study in Table 3 and Fig. 1
show that the direct effect of servant leadership on
affective commitment is not significant (� = 0.121;
SD = 0.099; t-statistics = 1.222; ρ > 0.05), failing to
support H1. However, the statistical analysis revealed
that servant leadership positively and significantly
affects work engagement (� = 0.341; SD = 0.108;
t-statistics = 3.157; ρ < 0.05); consequently, H2 is
accepted. Additionally, the finding confirmed that
work engagement has a positive and significant effect
on affective commitment (� = 0.607; SD = 0.069;
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Table 1

Construct reliability and validity

Constructs Items Loading VIF CA CR AVE

Servant leadership SL1 0.555 1.345 0.809 0.851 0.344

SL4 0.532 1.337

SL5 0.524 1.421

SL6 0.606 1.567

SL7 0.574 1.298

SL8 0.634 1.388

SL9 0.670 1.754

SL10 0.542 1.471

SL11 0.549 1.340

SL12 0.702 1.596

SL13 0.532 1.283

Work engagement WE1 0.627 1.432 0.741 0.819 0.393

WE2 0.710 1.562

WE3 0.619 1.366

WE5 0.613 1.518

WE6 0.577 1.482

WE8 0.587 1.292

WE9 0.646 1.355

Affective commitment AC1 0.591 1.201 0.724 0.820 0.479

AC2 0.727 1.483

AC3 0.794 1.571

AC4 0.722 1.478

AC5 0.605 1.273

Note: CA = Cronbach’s Alpha; CR = Composite Reliability; AVE = Average Variance Extracted.

Table 2

Discriminant validity

Constructs Affective

commitment

Moderating effect

(SL * WE)

Servant

leadership

Work

engagement

Fornell-Larcker criterion

Affective commitment 0.692

Moderating effect (SL * WE) 0.211 1.000

Servant leadership 0.330 0.409 0.587

Work engagement 0.649 0.254 0.341 0.627

Heterotrait-monotrait ratio (HTMT)

Affective commitment

Moderating effect (SL * WE) 0.243

Servant leadership 0.435 0.441

Work engagement 0.883 0.295 0.432

t-statistics = 8.804; ρ < 0.05); therefore, H3 is sup-
ported.

To verify if work engagement really becomes
a mediator and moderator between servant lead-
ership and affective commitment, this study relied
on Hayes’ recommendation Hayes [57]. The find-
ings confirmed that the indirect effect of servant

leadership on affective commitment through work
engagement is significant (� = 0.207; SD = 0.072;
t-statistics = 2.874; ρ < 0.05); consequently, H4 is
supported. This result indicated that work engage-
ment fully mediates the link between servant
leadership and affective commitment. However, the
study found no significant effect regarding the
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Table 3

Path coefficients

Hypothesis � SD T Statistics P Values

Direct effects

Servant leadership → affective commitment 0.121 0.099 1.222 0.223

Servant leadership → work engagement 0.341 0.108 3.157 0.002

Work engagement → affective commitment 0.607 0.069 8.804 0.000

Indirect effect

Servant leadership → work engagement → affective commitment 0.207 0.072 2.874 0.004

Moderating effect (SL * WE) → affective commitment 0.004 0.038 0.097 0.923

Note: � = Original Sample; SD = Standard Deviation.

Fig. 1. Research framework.

moderation effect of work engagement (� = 0.004;
SD = 0.038; t-statistics = 0.097; ρ > 0.05). Thus, H5 is
unsupported, indicating that work engagement does
not moderate the relationship between servant lead-
ership and affective commitment.

The results of this study indicated that servant
leadership, often praised for its emphasis on serv-
ing others, may only sometimes significantly impact
affective commitment within an organization. While
servant leaders prioritize the needs of their employ-
ees and aim to build trust, individual differences,
job characteristics and organizational dynamics, also
play pivotal roles in shaping affective commitment. In
certain organizational cultures where hierarchy and
authority are deeply entrenched, servant leadership
may face challenges in gaining traction and impacting
commitment levels [58]. Additionally, employees’
perceptions of servant leadership behaviors and their

alignment with organizational goals can vary, affect-
ing the degree to which affective commitment is
influenced [13, 59]. Furthermore, while servant lead-
ership may promote work engagement and employee
well-being, these outcomes do not always translate
directly into affective commitment. Employees may
appreciate servant leadership but still lack a strong
emotional connection to the organization, especially
if they perceive limited opportunities for recognition,
career advancement, or alignment with personal val-
ues.

The result also depicted the significant influence
of work engagement on affective commitment. Work
engagement, characterized by vigor, dedication, and
absorption in one’s work, plays a crucial role in fos-
tering affective commitment within an organization.
In SET, employees who are highly engaged in their
work are more likely to experience a sense of ful-
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fillment, purpose, and satisfaction from their roles.
This positive emotional state forms the foundation for
affective commitment, as employees develop a strong
emotional attachment to the organization based on
their enjoyment and enthusiasm for their work [39].
Furthermore, engaged employees are more resilient
in the face of challenges, maintaining their com-
mitment to the organization even during periods of
adversity. Moreover, empirical research consistently
demonstrates a positive association between work
engagement and affective commitment [40, 60], high-
lighting the significant impact of work engagement
on emotional attachment towards the organization.

The result further demonstrated that work engage-
ment serves as a mechanism through which the
positive effects of servant leadership are transmit-
ted to affective commitment. Engaged employees
are more likely to experience a strong emotional
attachment to the organization, driven by their enthu-
siasm, dedication, and absorption in their work.
Furthermore, servant leaders exemplify values such
as empathy and humility, which are conducive to
building strong interpersonal relationships and fos-
tering a positive work engagement [37, 61]. In SET,
employees who perceive their leaders as caring and
authentic are more likely to feel emotionally con-
nected to the organization [4] and committed to
its goals. Moreover, empirical research supports the
mediating role of work engagement [62, 63] in the
relationship between servant leadership and affective
commitment, highlighting the importance of foster-
ing employee engagement as a pathway to enhancing
organizational commitment.

The result also revealed that while work engage-
ment undoubtedly plays a crucial role in influencing
affective commitment, it may not always be a mod-
erator in the relationship between servant leadership
and affective commitment. For these reasons, firstly,
work engagement is not solely determined by ser-
vant leadership but is also influenced by various
individual and organizational factors, such as job
characteristics, personal values, and organizational
dynamics. While servant leadership may create a
conducive environment for fostering work engage-
ment [37], other factors may mitigate or enhance
its effects on affective commitment independently
of work engagement. Secondly, servant leaders, by
virtue of their empathetic and supportive behaviors,
foster employees to invest cognitively and emotion-
ally in their tasks [64], leading to high levels of work
engagement irrespective of individual differences in
affective commitment.

6. Conclusion

The results of the study show that servant
leadership has no significant effect on affective
commitment, but significant on work engage-
ment. Additionally, the finding confirmed that work
engagement has a significant effect on affective com-
mitment. Furthermore, the findings indicated that
work engagement fully mediates the link between ser-
vant leadership and affective commitment. However,
regarding the moderation effect, work engagement
does not moderate the relationship between servant
leadership and affective commitment.

Servant leadership, rooted in the philosophy of
serving others first, is theorized to have a significant
impact on work engagement through the lens of SET.
According to SET, employees engage in reciprocal
relationships where they exchange resources [18],
such as support, trust, and respect, with their lead-
ers. Servant leaders, by prioritizing the needs and
development of their employees, foster a supportive
work environment characterized by trust and empow-
erment. In return, employees reciprocate by investing
more effort and energy into their work, leading to
higher levels of work engagement.

The theoretical and practical implications of this
relationship are profound. Firstly, servant leader-
ship can be seen as a facilitator of positive social
exchanges within the workplace. By emphasizing
altruism and empathy, servant leaders cultivate a cul-
ture of reciprocity and mutual trust [17], which are
fundamental to the exchange of resources among
employees. Moreover, servant leaders inspire their
employees by empowering them, providing mean-
ingful work, and fostering personal growth and
development. As a result, employees feel a stronger
sense of fulfillment in their roles, leading to height-
ened levels of work engagement. Therefore, this
highlights the importance of servant leadership in
shaping the social dynamics of the workplace and
influencing employee attitudes and behaviors.

One limitation of this study is the potential for
common method bias and response bias due to the
reliance on self-reported data. The study’s narrow
focus on a specific industry and region may limit the
generalizability of the findings to broader contexts.
Additionally, the cross-sectional design restricts the
ability to establish causal relationships between ser-
vant leadership, affective commitment, and work
engagement. Therefore, future research could ben-
efit from longitudinal studies to establish causality
between servant leadership, affective commitment,



U. Udin et al. / Servant leadership impacts 9

and work engagement. Exploring the moderating
role of contextual factors, such as organizational
ambidexterity or industry type, could provide a more
comprehensive understanding of these relationships.
Moreover, investigating the influence of individual
differences, such as personality traits, on the effec-
tiveness of servant leadership in promoting affective
commitment and work engagement would offer valu-
able insights. Additionally, exploring the impact of
alternative leadership styles such as agile, authen-
tic, and inclusive leadership on affective commitment
and work engagement could provide a comparative
perspective on the effectiveness of servant leadership.
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[38] Hakanen JJ, Seppälä P, Peeters MCW. High Job
Demands, Still Engaged and Not Burned Out? The
Role of Job Crafting. International journal of behavioral
medicine. 2017;24(4):619-27. DOI: 10.1007/s12529-017-
9638-3

[39] Ampofo ET. Mediation effects of job satisfaction and work
engagement on the relationship between organisational
embeddedness and affective commitment among frontline
employees of star–rated hotels in Accra. Journal of Hos-
pitality and Tourism Management. 2020;44:253-62. DOI:
10.1016/j.jhtm.2020.06.002

[40] Nagpal P. Organizational commitment as an outcome of
employee engagement: A social exchange perceptive using
a SEM model. International Journal of Biology, Pharmacy
and Allied Sciences. 2022;11(1):72-86. DOI: 10.31032/IJB-
PAS/2022/11.1.1008

[41] Bakker AB, Leiter MP. Where to go from here: Integration
and future research on work engagement. In: Bakker AB,
Leiter MP, editors. Work engagement: A handbook of essen-
tial theory and research. New York, NY: Psychology Press;
2010. p. 181-96.

[42] Aseanty D, Andreas A, Lutfiyani I, editors. The Effect of
Servant Leadership on Work Engagement and Affective
Commitment Mediated by Job Satisfaction on Education
Staff at Private Universities in West Jakarta. First Lekantara
Annual Conference on Public Administration, Literature,
Social Sciences, Humanities, and Education; 2022: Euro-
pean Alliance for Innovation.

[43] Liden RC, Wayne SJ, Liao C, Meuser JD. Servant Lead-
ership and Serving Culture: Influence on Individual and



U. Udin et al. / Servant leadership impacts 11

Unit Performance. Academy of Management Journal.
2014;57(5):1434-52. DOI: 10.5465/amj.2013.0034

[44] Aboramadan M, Hamid Z, Kundi YM, El Hamalawi E.
The effect of servant leadership on employees’ extra-role
behaviors in NPOs: The role of work engagement. Non-
profit Management and Leadership. 2022;33(1):109-29.
DOI: 10.1002/nml.21505

[45] Carter D, Baghurst T. The Influence of Servant Leadership
on Restaurant Employee Engagement. Journal of Business
Ethics. 2014;124(3):453-64. DOI: 10.1007/s10551-013-
1882-0

[46] Jaramillo F, Grisaffe DB, Chonko LB, Roberts JA.
Examining the Impact of Servant Leadership on Sales
Force Performance. Journal of Personal Selling & Sales
Management. 2009;29(3):257-75. DOI: 10.2753/PSS0885-
3134290304

[47] Choudhary AI, Akhtar SA, Zaheer A. Impact of Trans-
formational and Servant Leadership on Organizational
Performance: A Comparative Analysis. Journal of Business
Ethics. 2013;116(2):433-40. DOI: 10.1007/s10551-012-
1470-8

[48] Fletcher L. Training perceptions, engagement, and per-
formance: comparing work engagement and personal role
engagement. Human Resource Development International.
2016;19(1):4-26. DOI: 10.1080/13678868.2015.1067855

[49] Udin U, Dananjoyo R, Isalman I. The Effect of Transac-
tional Leadership on Innovative Work Behavior: Testing
the Role of Knowledge Sharing and Work Engagement
as Mediation Variables. International Journal of Sustain-
able Development & Planning. 2022;17(3):727-36. DOI:
10.18280/ijsdp.170303

[50] Vandenberghe C, Bentein K, Stinglhamber F. Affec-
tive commitment to the organization, supervisor, and
work group: Antecedents and outcomes. Journal of Voca-
tional Behavior. 2004;64(1):47-71. DOI: 10.1016/S0001-
8791(03)00029-0

[51] Astuty I, Udin U. The Effect of Perceived Organizational
Support and Transformational Leadership on Affective
Commitment and Employee Performance. Journal of Asian
Finance, Economics and Business. 2020;7(10):401-11.
DOI: 10.13106/jafeb.2020.vol7.no10.401

[52] Sarstedt M, Ringle CM, Smith D, Reams R, Hair JF.
Partial least squares structural equation modeling (PLS-
SEM): A useful tool for family business researchers.
Journal of Family Business Strategy. 2014;5(1):105-15.
DOI: 10.1016/j.jfbs.2014.01.002

[53] Hair JF, Risher JJ, Sarstedt M, Ringle CM. When to use
and how to report the results of PLS-SEM. European
Business Review. 2019;31(1):2-24. DOI: 10.1108/EBR-11-
2018-0203

[54] Hair JF, Sarstedt M, Hopkins L, G. Kuppelwieser V.
Partial least squares structural equation modeling (PLS-
SEM). European Business Review. 2014;26(2):106-21.
DOI: 10.1108/EBR-10-2013-0128

[55] Chin WW. Issues and Opinion on Structural Equation Mod-
eling. MIS Quarterly. 1998;22(1):7-16.

[56] Fornell C, Larcker DF. Structural Equation Models
with Unobservable Variables and Measurement Error:
Algebra and Statistics. Journal of Marketing Research.
1981;18(3):382-8. DOI: 10.1177/002224378101800313

[57] Hayes AF. Introduction to mediation, moderation, and con-
ditional process analysis a regression-based approach. New
York City: Guilford Press; 2013.

[58] Miao Q, Newman A, Schwarz G, Xu LIN. Servant Lead-
ership, Trust, And The Organizational Commitment Of
Public Sector Employees In China. Public Administration.
2014;92(3):727-43. DOI: 10.1111/padm.12091

[59] McCune Stein A, Ai Min Y. The dynamic inter-
action between high-commitment HRM and servant
leadership. Manage Res Rev. 2019;42(10):1169-86. DOI:
10.1108/MRR-02-2018-0083

[60] Orgambı́dez A, Benı́tez M. Understanding the link between
work engagement and affective organisational commitment:
The moderating effect of role stress. International Journal of
Psychology. 2021;56(5):791-800. DOI: 10.1002/ijop.12741

[61] Eva N, Robin M, Sendjaya S, van Dierendonck D, Liden
RC. Servant Leadership: A systematic review and call for
future research. The Leadership Quarterly. 2019;30(1):111-
32. DOI: 10.1016/j.leaqua.2018.07.004

[62] Ozturk A, Karatepe OM, Okumus F. The effect of servant
leadership on hotel employees’ behavioral consequences:
Work engagement versus job satisfaction. International
Journal of Hospitality Management. 2021;97:102994. DOI:
10.1016/j.ijhm.2021.102994

[63] Kaya B, Karatepe OM. Does servant leadership bet-
ter explain work engagement, career satisfaction and
adaptive performance than authentic leadership? Interna-
tional Journal of Contemporary Hospitality Management.
2020;32(6):2075-95. DOI: 10.1108/IJCHM-05-2019-0438

[64] Nauman S, Musawir AU, Malik SZ, Munir H. Servant
Leadership and Project Success: Unleashing the Missing
Links of Work Engagement, Project Work Withdrawal,
and Project Identification. Project Management Journal.
2022;53(3):257-76. DOI: 10.1177/87569728221087161


