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This paper presents a research study exploring whether the effects of servant leadership on follower satisfaction with the leader can be moderated by some situational variables.  It builds a  model constituting of five theories, namely servant leadership as the independent variable, satisfaction with the leader as the criterion variable, job demands, fairness in pay and perceived organizational support as situational variables. It employs a cross-sectional survey from a combination of five questionnaires pertaining respectively to each variable under investigation to collect data from 123 employees working in five small organizations in northern Haiti. Using regression analysis, the results indicate that only the first hypothesis is supported and that none of the situational variables yield significant moderating effects. The paper explains what may cause such results and suggests further investigators test the model with leader-member exchange relationship as a situational variable.









Follower satisfaction with the leader is vital to organizational success (Scarpello & Vandenberg, 1987). Such satisfaction is contingent upon several factors among which figure the relationship between the leader and the follower (Graen & Cashman, 1970) and the assumptions the latter makes about the former (Eden & Leviatan, 1975). These assumptions are part of and explained by implicit leadership theories that are beliefs and suppositions followers hold about the characteristics of good and effective leaders (Eden & Leviatan, 1975). Followers logically and naturally show satisfaction with leaders who are perceived to be good and effective (Yukl, 2010). (It has been shown) they use performance, actions and intentions to judge leaders’ goodness and effectiveness (Yukl, 2010). Leaders that make service their primary goal, who seem to show unconditional dedication, who appear to be highly concerned about followers and seek to empower subordinates are more likely to benefit from the latter’s approval and appreciation (Yukl, 2010). Such leaders are called in leadership literature servant leaders (Greenleaf, 1977). The question is: will the effects of servant leadership on followers’ satisfaction with the leader remain the same when the work is demanding? Additionally, will employees’ satisfaction with leaders who appear to be servants be positive and higher when the former believe they are paid with fairness and perceive they work in an organization that supports them?




The starting point for the present research is the concept that when employees perceive that their leaders exhibit integrity and concern about them, they are more likely to trust such leaders, to like them, and consequently to show satisfaction with them (Yukl, 2010). However, some situational aspects of the job may have the potential to moderate followers’ satisfaction in the sense that they can increase or decrease it (Ivancevich, Konopaske, & Matteson, 2008). Employee satisfaction with the leader can be decreased by the pressure of the work (Panatika, O’Driscollb, & Anderson, 2011) and increased with perceived fairness in pay (Wu & Wang, 2008) and organizational support (Wayne, Shore, & Liden, 1997). A pattern for explaining these phenomena is provided by the following five leadership theories: (a) Servant Leadership (Greenleaf, 1977), (b) Follower satisfaction with the leader (Scarpello & Vandenberg, 1987; Yukl, 2010), (c) Job Demands (Karasek, 1979), (d) Fairness in Pay (Heneman & Schwab, 1985), and (e) Perceived Organizational Support (Eisenberger, Huntington, Hutchinson, & Sowa, 1986). This model in figure 1 is new in that it explores the effects of servant leadership theory on follower satisfaction with the leader while moderating such effects by situational aspects of the work environment such as job demands, fairness in pay and the organization support to employees.
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Figure 1. Model showing the relationships between the five variables.



Literature Review




This section reviews the literature pertaining to the model. It provides the theoretical explanation for it, and additionally presents the logical establishment for the hypotheses. It explains not only the relationship between variables in the model, but also presents the rationale behind the inclusion of the control variables.




Servant Leadership




The concept of servant leadership was proposed about four decades ago by Greenleaf (1977) who advanced that the primary responsibility of leaders is to serve their followers (Yukl, 2010). Servant leadership, as it was defined, is more than a mere management technique. It is a lifestyle embedded in and led by the natural feeling that the leader not only wants to serve but to serve first (Parris & Peachey, 2013). As Parris and Peachey recall, many scholars consider Jesus Christ’s life and teachings as constituting the ultimate example of servant leadership. On the opposite of some leadership theories that are defined and assessed only by what leaders do, servant leadership calls for consistency between leaders’ character and acts, and their complete commitment to serve others (Parris & Peachey, 2013).




A servant leader’s goal is to help followers become healthier, wiser and more willing to accept their responsibilities (Yukl, 2010) and to motivate such followers to perform to their fullest capacity (Bambale, 2014). Reaching such a goal will be contingent upon two equally important steps. First, servant leaders seek to develop a one-on-one relationship with followers through good and effective communication (Bambale, 2014). In this first step, leaders listen to followers in order to determine the latter’s needs, aspirations, and potential (Bambale, 2014; Yukl, 2010). The second step consists of using the information amassed in the first step to better serve the followers (Bambale, 2014). Among the behaviors that servant leaders show in their relationship with their subordinates figure the following: (a) integrity, (b) altruism, (c) humility, (d) empathy and healing, (e) personal growth, (f) fairness and justice, and (g) empowerment (Yukl, 2010). Servant leadership has the potential to increase organizational commitment (Yukl, 2010). Research also indicates that servant leadership increases followers’ trust, loyalty and satisfaction with the leader (Yukl, 2010). Among the factors followers utilize to gauge their leader’s effectiveness lies in figuring the leader’s intentions (Yukl, 2010). Consequently, followers are more likely to appreciate and be satisfied with leaders who are perceived to show concern about their needs and well-being, which are aspects of servant leadership (Yukl, 2010). The first hypothesis will then be:




H1: Servant leadership is predicted to yield positive effects on followers’ satisfaction with their leaders.




Follower Satisfaction with the Leader




Employees’ satisfaction regarding their job and their leader is vital to organizational outcomes, notably performance (Scarpello & Vandenberg, 1987). Employee satisfaction is a feeling and an attitude that workers have about their job that results from their opinion of the job and their perception of their superior (Ivancevich, Konopaske, & Matteson, 2008). Notwithstanding an attitude is an intrinsic part of employees’ personality, yet it determines their behavior at work (Ivancevich, Konopaske, & Matteson, 2008). Attitudes, which center satisfaction, are determined by three elements, namely cognition, affect, and behavior (Roe & Ester, 1999). Cognition refers to what employees know about themselves and the work environment. Affect is the emotional element of the attitude. Cognitive dissonance occurs when there are discrepancies between attitudes and behaviors (Ivancevich, Konopaske, & Matteson, 2008).




One of the determinants of employees’ satisfaction with the leader is affect that refers to their feeling about such leader (Ivancevich, Konopaske, & Matteson, 2008). Employees’ feeling has both antecedents and consequences (Roe & Ester, 1999; Scarpello & Vandenberg, 1987). Followers’ feeling regarding effective leaders is contingent upon the latter’s performance, but also their attitudes and behaviors (Eden & Leviatan, 1975; Yukl, 2010). One of the theories that explain the positive outcome of follower satisfaction with the leader is that of referent power according to which employees pleasingly carry out responsibility leading to high performance simply because they admire the leader (Yukl, 2010).




The Moderating Variables




Sharma, Durand and Gurarie (1981) inform that moderators usually belong to two categories. The first category of moderating variables is called homologizer. They influence the strength of the relationship between the predictor and the criterion, but do not interact with the dependent variable. The second category includes pure and quasi moderator variables. They interact with the dependent variable and also influence the strength of the relationship in that they basically modify the forms of such relationship. The three moderating variables employed in this study, namely job demands, fairness in pay and perceived organizational support belong to the second category in that they all interact with the dependent variable and their presence is expected to modify the effects of servant leadership on follower satisfaction with the leader.




Job demands. According to Panatika, O’Driscollb, and Anderson (2011), job demands designate the physical, psychological, social, or organizational aspects of the job that require constant physical and/or psychological effort or skills from employees to complete the task. Notwithstanding job demands are not necessarily negative, however to meet these demands or expectancies, employees may need to make tremendous efforts that can turn to be hectic and stressful (Meijman & Mulder, 1998). Job demands have the potential to affect employee’s well-being (Panatika, O’Driscollb, & Anderson, 2011). Researchers have utilized the stressor-strain perspective as the theoretical basis to explain the negative effects of job demands on both employees’ well-being and attitudes (Panatika, O’Driscollb, & Anderson, 2011).




Although employees evaluate stressful situations as either potentially threatening or potentially stimulating efforts that will lead to growth, mastery, or even to future benefits and consequently show different types of attitudes and behaviors to different types of stressor (Lazarus & Folkman, 1984; Panatika, O’Driscollb, & Anderson, 2011), yet all stressors have, in a sense, the potential to generate pressure and strain (Podsakoff, LePine, & LePine, 2007). That is, in general job demands affect employees’ emotions not only toward the organization, but also toward the leader whose responsibility is to insure that those demands are effectively met (Podsakoff et al., 2007). Leadership literature shows that job demands are associated with several psychological outcomes including strain, turnover intentions and job satisfaction that are related to employees’ mood (Panatika, O’Driscollb, & Anderson, 2011). Yukl (2010) purports that the follower’s mood has the potential to affect their perceptions of a leader to the point that these perceptions may be positive when they are satisfied with the work and the leader, and negative when they are under stress and unsatisfied. Consequently, the following hypothesis will be:




H2: Job demands are predicted to moderate the effects of servant leadership on employees’ satisfaction with a servant leader to the point that (such effects will be negative with job demands.




Fairness in pay. It has been demonstrated that when rewards distribution is connected with pay, it yields remarkable impacts on employees’ attitudes and behaviors (Porter, Bigley, & Steers, 2003). Consequently, the way pay is administrated within organizations has been highly discussed and explored in organizational leadership literature and studies (Diekmann, Samuels, Ross, & Bazerman, 1997; Lawler, 1987). Pay unquestionably remains one of the most vital outcomes for employees in an organization (Gupta & Shaw, 1998; Shaw & Gupta, 2001). Since pay is central in the work lives of so many employees (Shaw & Gupta, 2001), much research has been conducted in order to examine employees’ attitudes about it (Lawler & Jenkins, 1992; Miceli & Lane, 1991). Most of this research investigates the consequences of pay on employees’ attitudes, and that is related to these employees’ mood (Miceli & Mulvey, 1998). Undeniably, it is humanly natural and demonstrated in research that most, if not all, employees would prefer to receive more pay than less (Shaw & Gupta, 2001). Leadership literature has revealed evidence of existing relationship between pay fairness and some job attitudes including satisfaction leading to citizenship behaviors (Lee, 1995) and commitment (Cohen & Gattiker, 1994). Pay fairness is related to pay satisfaction in leadership literature (Wu & Wang, 2008) and is considered as the overall positive or negative feelings or perception employees hold concerning their pay. Research has indicated that employees’ perception of justice is highly contingent upon their satisfaction with pay (Wu & Wang, 2008). Research efforts and results on perceived justice and pay satisfaction have led to combined results. That is, it yields evidence relating to both the role of pay fairness dimensions and their impacts on pay satisfaction that naturally lead to organizational outcomes (Wu & Wang, 2008).




When employees see themselves in conditions of social exchange, such as receiving fair pay, they become more involved in the organization and are willing to exhibit affective commitment which includes greater loyalty to this organization, consequently to the leader as well (Blau, 1964; Wu & Wang, 2008). Additionally, Robbins, Summers, and Miller (2000) explain how perceived justice effects performance and the related exchange relationship. It can be concluded that fairness in pay plays a key role in enhancing employees’ loyalty and performance in an organization that are, according to Yukl (2010), antecedents of these employees’ satisfaction with the leader. Consequently, the third hypothesis will be:




Hypothesis 3: Fairness in pay is predicted to moderate the effects of servant leadership on employee satisfaction with the leader to the point that the effects will be positive with perceived fairness in pay.




Perceived organizational support. This is the organizational leadership theory that refers to the perception of employees apropos the commitment of the organization to them (Noruzy, Shatery, Rezazadeh, & Hatami-Shirkouhi, 2011). It relates to employees’ general feelings and beliefs regarding how the organization acknowledges, appreciates and values their work, and consequently shows concerns about them (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhodes, 2002). As Noruzy et al. suggest, the existing definitions of perceived organizational support in leadership literature insinuates that it creates among employees the implicit feeling that they owe their support to the organization in return.




Perceived organizational support produces positive results in both employees’ attitudes (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhodes, 2002), and behaviors (Noruzy, Shatery, Rezazadeh, & Hatami-Shirkouhi, 2011). It increases employees’ commitment to the organization to the point that they feel obligated to care about the organization’s well-being (Wayne, Shore, & Liden, 1997). It also increases employees’ loyalty to the organization and consequently to the leader who is perceived to be instrumental in creating and maintaining such support (Wayne, Shore, & Liden, 1997).




Literature has shown that employees’ opinion of organizational support is highly shaped by their perceptions of their leaders’ intentions and actions. In this regard, Conklin, Lambert, Brenner, and Cranage (2009) have remarked that employees often view the actions taken by leaders as indications of the organization’s intention and not simply as these leaders’ personal motives. Consequently, employees with perceived organizational support will more likely hold good images and make positive attributions about not only the organization, but also their leaders to such a point that they will show high satisfaction with both the organization and the leader (Conklin, Lambert, Brenner, & Cranage, 2009). The fourth hypothesis will then be:




Hypothesis 4: Perceived organizational support is predicted to moderate the effects of servant leadership on follower satisfaction with a servant leader to the extent that the effects will be positive when employees perceive organizational support.




Control Variables




The present research includes two control variables. The first one is the time the follower has spent working with the leader. A follower satisfaction with a leader is highly contingent upon the exchange relationship between the two (Graen, Novak, & Sommerkamp, 1982). The exchange relationship leading to follower satisfaction is developed through three stages (Graen & Scandura, 1987): (a) the initial stage in which followers evaluate leaders’ attitudes and motives, (b) the second stage in which followers show loyalty, respect and admiration based on the evaluation made in the first stage, and (c) the third stage in which followers show commitment to both the organization and the leader (Yukl, 2010). Satisfaction with leaders is progressive and can be affected by the time followers have been working with such leaders (Graen & Scandura, 1987); Yukl, 2010). The second control variable that can also affect follower satisfaction with the leader is gender differences between the former and the latter (Malangwasira, 2013). Consequently, gender differences were controlled for in the analysis as well.




Method




This study employed the quantitative research method of survey questionnaire with the purpose of generalizing from the sample to a population (Creswell, 2009). The research was cross-sectional in that data were collected at one point in time (Creswell, 2009). Since the participants do not speak English, the questionnaires were translated into Creole and French, the two official languages of Haiti where the research was conducted. The questionnaires were self-administered. This was more convenient for the respondents and kept their time commitment low for this research since they work on a daily basis and did not have much extra time.




Population, Sample, and Participants




This study employed a random sample in order to provide each individual in the targeted population an equal chance to be selected or to fill out the questionnaire (Creswell, 2009). Participants were recruited from five small organizations in the north area of Haiti: a) three high schools, b) a radio station, and c) a small hospital. Based on Hair, Black, Babin, Anderson, & Tatham (2006) suggesting 20 respondents for each independent variable to effectively conduct hierarchical regression analysis, the study planned for 180 participants to fill out the questionnaire, yet only 132 questionnaires were filled out and returned, among which 123 were found to be suitable for analysis.




Instrumentation 




The research survey is a combination of five questionnaires: a) Servant Leadership, which is a single scale with ten items developed by Winston and Field (2015), with a Cronbach’s alpha coefficient of .96 (b) Satisfaction with my Supervisor, a single eighteen-item scale with a Cronbach’s alpha coefficient of .96 developed by Scarpello and Vandenberg (1987),




(c) the seven-item subscale of job demands with α =. 88 of Job Demands and Decision Latitude questionnaire, created by Karasek (1979), (d) Pay Satisfaction Questionnaire, developed by Heneman and Schwab (1985) with α =. 88, constituting of 18 items measuring a single dimension and (e) Perceived Organizational Support designed by Eisenberger, Huntington, Hutchinson, and Sowa (1986), with α = .95, including 17 items measuring a single construct. Notwithstanding the validity and reliability of these scales were already established in the literature, a factor analysis test was conducted with the sample to reassess their evidence for the present study. For this particular study, Servant Leadership shows a Cronbach’s alpha coefficient of .85, Satisfaction with Supervisor, .96, Job demands, .82, Pays Satisfaction, .96, and Perceived Organizational Support, .86. Demographic questions pertaining to gender differences between leaders and followers as well as the time since followers have been working with the leader were also added to the survey questionnaire.




Results




This section presents the research findings from the analyses performed to test the four hypotheses. The study proposed to examine how servant leadership would predict follower satisfaction with the leader and whether such prediction would be moderated by three situational variables, namely job demands, fairness in pay, and perceived organizational justice. The purpose was articulated with more details through the hypotheses.




Assessing the Effects of Servant Leadership on Satisfaction with the Leader




To test whether servant leadership would yield positive effects on followers’ satisfaction with their leaders as anticipated in hypothesis 1, hierarchical regression analysis was conducted while controlling for gender and the number of years working with the leader. Gender and the number of years working with the leader were entered at Step 1, and they explained 1 % of the variance in satisfaction with the leader with F (2, 100) = .62, p = .54 > .05. After entering servant leadership, which is the independent variable at Step 2, the total variance explained by the model became 42%, F (3, 99) = 23.65, p =.00 < .05. Servant leadership explains an additional 41% of the variance in satisfaction with the leader, after gender and tenure with the leader have been controlled. This is indicated by the R2 change which is .41, F change (1, 99) = 68.88, p = .00 < .05. The coefficients table for model 2 shows that servant leadership (b = .64, p = .00 < .05) yields some significant effects on satisfaction with the leader. These results support hypothesis 1, which predicted significant effects of servant leadership on satisfaction with the leader.




	Variables	b	p
	Gender	.09	.25
	Year with the Leader	-.12	.12
	Servant Leadership	.64	.00

Table. Effects of servant leadership on satisfaction with the leader when controlling for gender and tenure



Assessing the Moderating Effects of Job Demands




In order to explore whether job demands would moderate the effects of servant leadership on follower satisfaction with the leader, another hierarchical regression analysis was conducted, but this time with three steps. Gender and the number of years with the leader were entered at Step 1, and they explained 1 % of the variance in satisfaction with the leader with F (2, 93) =. 57, p =.57 > .05. The independent variable, namely servant leadership, and the moderating variable, job demands, were entered at Step 2, and the total variance explained by the model became 43 %, F (4, 91) = 16.94, p = .00 < .05. The independent variable and the moderator put together explain an additional 42% of the variance in follower satisfaction with the leader, after gender and tenure have been controlled. This is indicated by the R2 change=.42, F change (2, 91) = 32.91, p = .00 < .05. The interaction product of the independent variable and the moderating variable was entered in Step 3. The total variance explained by the whole model remains 43 %, F (5, 90) = 13.82, p =.00 < .05. The coefficients table for model 3 shows that servant leadership remains significant (b =.93, p = .00 < .05) and job demands are not (b = .74, p = .22 > .05). It additionally indicates that the moderating effects of job demands are not present, with b = -.70, p = . 28 > p = .10, as recommended by McClelland and Judd (1993). Therefore, hypothesis 2 is not supported.




	Variables	b	p
	Servant Leadership	.93	.00
	Job Demands	.74	.22
	Servant Leadership*Job Demands	– .70	.28

Table. Moderating Effects of Job Demands on the Effects of Servant Leadership on Employee Satisfaction with the Leader



Assessing the Moderating Effects of Pay Satisfaction




A hierarchical regression analysis similar to the one conducted to assess the moderating effects of job demands on the effects of servant leadership on employee satisfaction with the leader was performed, but this time with pay satisfaction as the moderating variable. The two control variables were entered at Step 1, and they explained, as in the previous test, 1 % of the variance in satisfaction with the leader with F (2, 87) =. 54, p = .60 > .05. Servant leadership and pay satisfaction, the moderating variable, were entered at Step 2, and the total variance explained by the model became 56 %, F (4, 85) = 52.54, p =.00 < .05. These two variables together explained an additional 55% of the variance in follower satisfaction with the leader. This is indicated by the R2 change=. 55, F change (2, 85) = 52.54, p = .00 <. 05. The interaction product of servant leadership and pay satisfaction was entered in Step 3. The total variance explained by the entire model remains 56%, F (5, 84) = 21.23, p = .00 < .05. The coefficients table for model 3 shows that servant leadership remains significant (b =. 50, p = .03 < .05) and pay satisfaction is not (b =.46, p = .40 > .05). The coefficients table also indicates that the moderating effects of pay satisfaction are insignificant, with b = -.05, p = .94 > p = .10. Hypothesis 3 is then not supported.




	Variables	b	p
	Servant Leadership	.50	.03
	Pay Satisfaction	.46	.40
	Servant Leadership*Pay Satisfaction	  – .05	  .94

Table. Moderating Effects of Pay Satisfaction on the Effects of Servant Leadership on Employee Satisfaction with the Leader



Assessing the Moderating Effects of Perceived Organizational Support




A fourth hierarchical regression analysis was conducted to test the moderating effects of perceived organizational supported as articulated in hypothesis 4. As for the aforementioned hierarchical regression tests, the two control variables were entered at Step 1, and they explained 1 % of the variance in satisfaction with the leader with F (2, 95) =. 58, p = .56 > .05. Servant leadership and perceived organizational support, which is the moderating variable for this time, were entered at Step 2, and the total variance explained by the model became 53%, F (4, 93) = 26.10, p = .00 < .05. These two variables explain an additional 52% of the variance in follower satisfaction with the leader. This can be seen in the R2 change =. 55, F change (2, 92) = 51.10, p =.00 < .05. The interaction product of servant leadership and perceived organizational support was entered at Step 3. The total variance explained by the entire model remains 53%, F (5, 92) = 20.7, p = .00 < .05. The coefficients table for model 3 does not reveal servant leadership as significant (b = .37, p = .22 > .05), and a similar result was found for perceived organizational support (b =.32, p = .47 > .05). The same table also shows that perceived organizational support does not moderate the effects of servant leadership on employee satisfaction with the leader, with b = .12, p =. 85 > p = .10. Consequently, hypothesis 4 is not supported either.




	Variables	b	p
	Servant Leadership	.37	.22
	Perceived Organizational Support	.32	.47
	Servant           Leadership*Perceived Organizational Support	  .12	  .85

Table. Assessing the Moderating Effects of Perceived Organizational Support



Discussion




The results of the first regression analysis show that servant leadership yields positive effects on employee satisfaction with the leader (b =.64, p = .00 < .05). This theoretically indicates that employees are more likely to experience satisfaction with a leader who shows servant leadership behavior. This supports the first hypothesis and is consistent with the literature that indicates that servant leadership increases followers’ trust, loyalty and satisfaction with the leader (Yukl, 2010). Servant leaders’ main focus is not the organization, but the follower whose needs the former strive to attend (Greenleaf, 1977). It then becomes natural for followers to develop and show their appreciation for such leaders.




The first regression analysis run to test whether job demands would moderate the effects of servant leadership on employee satisfaction with the leader records no effects. Moderating effects occur in regression analysis when the variable called the moderator has the ability to change the form of the relationship between the independent variable and the dependent variable (Hair et al., 2006). Since no effects are registered, this theoretically indicates that even with the presence of job demands as a moderator, the effects of servant leadership on employee satisfaction with the leader are not altered at all. Job demands usually yield negative effects on employees’ attitudes (Panatika, O’Driscollb, & Anderson, 2011). However, it seems that employees feel so comfortable with servant leaders that the stress produced by job demands does not alter their appreciation for such leaders.




The second hierarchical regression analysis that was performed to test whether fairness in pay would moderate the effects of servant leadership on employee satisfaction with the leader does not show any such effects either. This theoretically signifies that the fact that employees believe they receive fair pay or not, such perception does not affect their appreciation for a servant leader. Satisfaction and fairness, when it comes to pay, are highly related (Wu & Wang, 2008). Servant leaders are perceived to want the best for their employees including providing them with the pay they deserve (Yukl, 2010). Consequently, the satisfaction employees would experience from their pay may have already been immersed in their satisfaction with the leader who is highly instrumental in distributing pay.




The third hierarchical regression test conducted to examine the moderating effects of perceived organizational support on the effects of servant leadership on employee satisfaction with the leader indicates no effects. Theoretically, this means that employees’ perception of an organization that is supportive to them does not significantly modify their satisfaction with their leader who appears to show servant behaviors. The theory of perceived organizational support explains the general feelings and beliefs employees hold regarding an organization that shows concerns about them (Eisenberger, Stinglhamber, Vandenberghe, Sucharski, & Rhodes, 2002). In a sense, perceived organizational support is similar to servant leadership except for the fact that for servant leadership it is the individual leader that shows such concern while for perceived organizational support it is the organization as a whole that exhibits the concern. Additionally, and as Wayne, Shore, and Liden (1997) explain it, leaders are the ones that are perceived to create and maintain such support. Consequently, employees’ appreciation or satisfaction with the leader may be almost the same as their appreciation with the organization.




However, the study presents some limitations. First, it should be noted that the sample size and the number of questionnaires returned were not sufficient to adequately test the model with all its variables. So, a greater number of completed and returned questionnaires would allow to test the hypotheses with greater confidence. Second, because of the relatively high level of analphabetism coupled with the fact that research is at its early stage in Haiti, the respondents are not really comfortable with participating in research, even less with the method of survey questionnaire. Third, most participants are high school teachers and the concept of organization is limited to their experience within the classroom and their relationship with the principal. A more diverse population would enhance the research.




The study can be replicated in other countries where perhaps people are more accustomed to research and with larger and more diverse samples. Additionally, the theory of leader-member exchange relationship may be included as a situational variable in the model. On the opposite of job demands, fairness in pay and perceived organizational support whose measures are unidirectional, leader-member exchange relationship can be low or high. Its inclusion in the model may offer a good opportunity to test whether it would moderate the effects of servant leadership on employee satisfaction with the leader.




Conclusion




The research proposed to explore the effects of servant leadership on employee satisfaction with the leader and the influence of some situational variables, namely job demands, fairness in pay and perceived organizational support, on these effects. The results of the first regression test support the first hypothesis, which expected servant leadership to yield positive effects on employee satisfaction with the leader. Interestingly, none of the proposed moderators was found to yield significant effects on the predicted relationship between servant leadership and employee satisfaction with the leader.




Nevertheless, notwithstanding its limitations, the study confirms that servant leadership is of a high level of importance for organizations. Servant leadership puts the emphasis on the welfare of the subordinate rather than the glorification of the leader (Hale & Fields, 2007). Servant leaders’ concern for employees is likely to augment their trust, loyalty and satisfaction with such leaders (Yukl, 2010). Notwithstanding servant leadership focus is the employee, it indirectly yet highly benefits the organization as a whole, particularly in that it contributes to the employee-oriented culture that has the potential to attract and retain talented and committed employees (Yukl, 2010). However, the absence of the moderating effects in the study may also be explained by the fact that some of the behaviors of servant leadership are also included in other leadership theories. Consequently, and as Yukl suggests, still more research is needed to assess the uniqueness of scales of this construct.
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We may use cookies and technologies to record sessions and collect data to improve user's experience. You understand and agree to our Privacy Policy. Ok
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				Privacy Overview
				
					This website uses cookies to improve your experience while you navigate through the website. Out of these, the cookies that are categorized as necessary are stored on your browser as they are essential for the working of basic functionalities of the website. We also use third-party cookies that help us analyze and understand how you use this website. These cookies will be stored in your browser only with your consent. You also have the option to opt-out of these cookies. But opting out of some of these cookies may affect your browsing experience.
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								Always Enabled
													

						
							
								
									Necessary cookies are absolutely essential for the website to function properly. These cookies ensure basic functionalities and security features of the website, anonymously.
	Cookie	Duration	Description
	cookielawinfo-checkbox-analytics	11 months	This cookie is set by GDPR Cookie Consent plugin. The cookie is used to store the user consent for the cookies in the category "Analytics".
	cookielawinfo-checkbox-functional	11 months	The cookie is set by GDPR cookie consent to record the user consent for the cookies in the category "Functional".
	cookielawinfo-checkbox-necessary	11 months	This cookie is set by GDPR Cookie Consent plugin. The cookies is used to store the user consent for the cookies in the category "Necessary".
	cookielawinfo-checkbox-others	11 months	This cookie is set by GDPR Cookie Consent plugin. The cookie is used to store the user consent for the cookies in the category "Other.
	cookielawinfo-checkbox-performance	11 months	This cookie is set by GDPR Cookie Consent plugin. The cookie is used to store the user consent for the cookies in the category "Performance".
	JSESSIONID	session	Used by sites written in JSP. General purpose platform session cookies that are used to maintain users' state across page requests.
	viewed_cookie_policy	11 months	The cookie is set by the GDPR Cookie Consent plugin and is used to store whether or not user has consented to the use of cookies. It does not store any personal data.
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									Functional cookies help to perform certain functionalities like sharing the content of the website on social media platforms, collect feedbacks, and other third-party features.
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									Performance
								

													

						
							
								
									Performance cookies are used to understand and analyze the key performance indexes of the website which helps in delivering a better user experience for the visitors.
	Cookie	Duration	Description
	_gaexp	2 months 1 day 10 hours	This cookie is used to determine a user's inclusion in an experiment and the expiry of experiments a user has been included in.
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									Analytical cookies are used to understand how visitors interact with the website. These cookies help provide information on metrics the number of visitors, bounce rate, traffic source, etc.
	Cookie	Duration	Description
	_ga	2 years	This cookie is installed by Google Analytics. The cookie is used to calculate visitor, session, campaign data and keep track of site usage for the site's analytics report. The cookies store information anonymously and assign a randomly generated number to identify unique visitors.
	_ga_6WZ9KRCLRP	2 years	This cookie is installed by Google Analytics.
	_gat_UA-324882-1	1 minute	This is a pattern type cookie set by Google Analytics, where the pattern element on the name contains the unique identity number of the account or website it relates to. It appears to be a variation of the _gat cookie which is used to limit the amount of data recorded by Google on high traffic volume websites.
	_gid	1 day	This cookie is installed by Google Analytics. The cookie is used to store information of how visitors use a website and helps in creating an analytics report of how the website is doing. The data collected including the number visitors, the source where they have come from, and the pages visited in an anonymous form.
	_uetsid	1 day	This cookies are used to collect analytical information about how visitors use the website. This information is used to compile report and improve site.
	CONSENT	16 years 4 months 10 hours	These cookies are set via embedded youtube-videos. They register anonymous statistical data on for example how many times the video is displayed and what settings are used for playback.No sensitive data is collected unless you log in to your google account, in that case your choices are linked with your account, for example if you click “like” on a video.
	iutk	5 months 27 days	This cookie is used by Issuu analytic system. The cookies is used to gather information regarding visitor activity on Issuu products.
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									Advertisement
								

													

						
							
								
									Advertisement cookies are used to provide visitors with relevant ads and marketing campaigns. These cookies track visitors across websites and collect information to provide customized ads.
	Cookie	Duration	Description
	_fbp	3 months	This cookie is set by Facebook to deliver advertisement when they are on Facebook or a digital platform powered by Facebook advertising after visiting this website.
	fr	3 months	The cookie is set by Facebook to show relevant advertisements to the users and measure and improve the advertisements. The cookie also tracks the behavior of the user across the web on sites that have Facebook pixel or Facebook social plugin.
	IDE	1 year 24 days	Used by Google DoubleClick and stores information about how the user uses the website and any other advertisement before visiting the website. This is used to present users with ads that are relevant to them according to the user profile.
	mc	1 year 1 month	This cookie is associated with Quantserve to track anonymously how a user interact with the website.
	MUID	1 year 24 days	Used by Microsoft as a unique identifier. The cookie is set by embedded Microsoft scripts. The purpose of this cookie is to synchronize the ID across many different Microsoft domains to enable user tracking.
	sp	1 year	This cookie is set by the host c.jabmo.app. This cookie is used to serve the content based on user interest and improve content creation.
	TDCPM	1 year	The cookie is set by CloudFlare service to store a unique ID to identify a returning users device which then is used for targeted advertising.
	TDID	1 year	The cookie is set by CloudFlare service to store a unique ID to identify a returning users device which then is used for targeted advertising.
	test_cookie	15 minutes	This cookie is set by doubleclick.net. The purpose of the cookie is to determine if the user's browser supports cookies.
	VISITOR_INFO1_LIVE	5 months 27 days	This cookie is set by Youtube. Used to track the information of the embedded YouTube videos on a website.
	YSC	session	This cookies is set by Youtube and is used to track the views of embedded videos.
	yt-remote-connected-devices	never	These cookies are set via embedded youtube-videos.
	yt-remote-device-id	never	These cookies are set via embedded youtube-videos.
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									Other uncategorized cookies are those that are being analyzed and have not been classified into a category as yet.
	Cookie	Duration	Description
	_bc_uuid	11 years 8 months 15 days 13 hours 5 minutes	No description available.
	_ce.cch	session	No description
	_ce.gtld	session	No description
	_tq_id.TV-18456327-1.0f4b	2 years	No description
	_uetvid	1 year 24 days	No description available.
	barometric[cuid]	1 year	No description available.
	barometric[idfa]	past	No description
	BIGipServer~VCC-WEB-INFRASTRUCTURE~defaultV10UIPool	session	No description available.
	cg_uuid	1 year	No description available.
	guid	2 years	No description
	monsido	1 month	No description available.
	rt	2 years	No description available.
	SMSESS	session	No description available.
	Sreferrer	1 month	No description available.
	sstrack	1 year	No description available.
	TS01a861d0	session	No description available.
	tt	2 years	No description available.
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