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organizational performance through employee development. This study employed a

qualitative approach using semi-structured interviews. The participants included 26

managers and employees from various organizations in Tehran, selected through

purposive sampling. Data collection continued until theoretical saturation was

reached, and the data were analyzed using NVivo software. The data analysis —

process followed an inductive content analysis approach, including initial coding, acoess article under the terms of the
theme identification, and conceptual pattern extraction. The results revealed that creaive Commons  Attribution-
servant leadership influences organizational performance through three main NonCommercial 4.0 International
categories: servant leaders’ personal characteristics, employee development, and (CC BY-NC 4.0) License.
organizational performance improvement. In terms of personal characteristics,

humility, honesty, empathy, and commitment to employee growth were key elements.

In employee development, career planning, employee empowerment, and soft skills

enhancement played crucial roles. Finally, servant leadership contributed to

increased organizational commitment, optimized work processes, and improved

service and product quality. The findings indicate that servant leadership not only

fosters employee growth and development but also has a direct impact on improving

organizational performance. Therefore, organizations can enhance their productivity,

employee commitment, and service quality by strengthening servant leadership.

Keywords: Servant leadership, employee development, organizational commitment,

organizational performance, organizational culture
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Extended Abstract
Introduction

Servant leadership is an emerging managerial approach that has gained increasing attention from
researchers and organizational leaders in recent decades. This leadership style emphasizes
principles such as serving others, empathy, transparency, and employee empowerment, with the
goal of fostering individual development among employees and enhancing organizational
performance (Alipio et al., 2023). Unlike traditional leadership styles that focus primarily on control,
authority, and hierarchical structures, servant leadership prioritizes the creation of a supportive and
human-centered organizational culture in which leaders act as servants to their employees
(Creighton-Randall, 2024). This leadership approach not only increases employees’ organizational
commitment but also contributes to a more positive organizational culture and the development of
social capital (Alipio et al., 2024).

Previous studies have extensively examined the impact of servant leadership on both employee and
organizational performance. For instance, research by (Artawan et al., 2024) demonstrated that
servant leadership positively affects employee job satisfaction, ultimately leading to increased
productivity and higher-quality services in organizations. Additionally, some studies have identified
mediating variables such as organizational commitment and organizational culture in this
relationship. Research by (Hafid, 2024) indicated that organizational culture serves as a mediating
variable that strengthens the impact of servant leadership on employee performance. Similarly,
findings from (Dahlin et al., 2024) in the field of sports management showed that servant leadership
can enhance athlete performance through the lens of self-determination theory, highlighting its broad
applicability in various management fields.

One of the most critical aspects of servant leadership is its effect on employee development. Servant
leadership supports employees' professional growth by enhancing individual skills, motivating
learning, and providing career development support (Pratiwi & Nawangsari, 2021). Research by
(Fakhri et al., 2024) specifically examined the role of this leadership style in developing the potential
of female employees and found that servant leadership fosters constructive interactions and a sense
of responsibility, leading to the career advancement of women in the workplace. Additionally,
(Ayuningtyas et al., 2022) reported that servant leadership significantly contributes to improved
employee performance by increasing organizational commitment. Likewise, research by (Ilyas et al.,
2022) found that integrating servant leadership with human resource competencies and
organizational citizenship behaviors can improve the management of infrastructure projects and
enhance managerial efficiency.

Another important dimension of servant leadership is its influence on organizational performance.
Organizations led by servant leaders often exhibit a more positive organizational culture, higher
levels of employee commitment, and improved productivity (Saharui et al., 2024). Research by (Ram
et al., 2024) showed that in the education sector, servant leadership has a positive impact on teacher
performance and fosters organizational citizenship behaviors among educators. Similarly, (Kartono
et al., 2023) emphasized that this leadership style enhances employee performance by improving
leader-member interactions and strengthening organizational citizenship behaviors. Findings by
(Jannah et al., 2024) further revealed that person-organization fit plays a crucial role in reinforcing the
relationship between servant leadership and organizational performance.

Beyond its positive impact on employees and organizational culture, some studies have explored
the role of servant leadership in improving service and product quality. For example, (Ni Komang
Putri Mirah et al., 2024) found that organizations in the aviation industry that adopt this leadership
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style are better equipped to deliver high-quality services and achieve greater customer satisfaction.
Similarly, findings from (Theng et al., 2021) demonstrated that combining servant leadership with
digital transformation initiatives can lead to increased organizational innovation and improved
performance in the digital era. On the other hand, research by (Kawimbe & M., 2024) highlighted that
the effects of leadership styles on organizational performance are also evident in small and medium-
sized enterprises (SMEs), where servant leadership plays a pivotal role in fostering growth.

Despite the numerous benefits of servant leadership, its implementation in organizations presents
certain challenges. One of the main challenges is the need for a shift in managerial attitudes from
traditional leadership styles to more supportive approaches (Tabara et al., 2023). Additionally, studies
have shown that the effectiveness of this leadership style is highly dependent on the cultural and
social context of an organization (El-Bayaa et al., 2024). For instance, in organizations with strong
hierarchical structures, the adoption of servant leadership may encounter resistance.

Given the importance of this topic, the present study aims to identify the components of servant
leadership in improving organizational performance through employee development.

Methods and Materials

This study employed a qualitative research approach with a descriptive-analytical methodology. The
objective of the study was to identify the key components of servant leadership that contribute to
improved organizational performance through employee development. The participants included 26
managers and employees from various organizations in Tehran, selected through purposive
sampling. The inclusion criteria required participants to have experience in organizational leadership
or management and familiarity with the concept of servant leadership. Data collection continued until
theoretical saturation was achieved.

Semi-structured interviews were conducted to collect data. The interview protocol included open-
ended and flexible questions designed to allow participants to share their experiences and
perspectives on the impact of servant leadership on organizational performance and employee
development. Each interview lasted between 45 and 60 minutes, and all interviews were recorded
and transcribed with participants’ informed consent.

Data analysis was conducted using NVivo software. An inductive content analysis approach was
applied, which involved repeated reading of the interview transcripts, initial coding, identification of
major themes, and extraction of conceptual patterns. To enhance the study’s validity, participant
feedback and peer debriefing techniques were employed.

Findings

The study findings revealed that servant leadership significantly influences both employee
development and organizational performance through three main categories: servant leaders’
personal characteristics, employee development, and organizational performance improvement.
Regarding personal characteristics, humility was identified as a crucial attribute of servant leaders.
Participants indicated that leaders who actively listen, acknowledge mistakes, and respect
employees’ perspectives create a secure environment that fosters open communication. One
participant stated, “Our manager always listens carefully to us and even admits mistakes when
necessary, which has increased our trust in him.” Additionally, commitment to employee growth
emerged as another key characteristic, encompassing efforts to provide learning opportunities,
encourage personal development, and support employees’ career paths.

In terms of employee development, career planning was found to be an essential factor, as servant
leaders help employees identify their talents, provide career guidance, and set professional goals.
One interviewee remarked, “My manager always helps me discover my strengths and plan my career
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path effectively.” Employee empowerment was another significant theme, with servant leaders
promoting autonomy in decision-making, encouraging innovation, and increasing employees' sense
of responsibility. Furthermore, the study highlighted the importance of developing soft skills such as
communication, teamwork, and emotional intelligence in employees, which were reported to
enhance overall workplace efficiency.

Servant leadership also contributed to improved organizational performance. Participants reported
higher levels of organizational commitment among employees, leading to a stronger sense of
belonging and long-term collaboration. Another major outcome was the enhancement of
organizational culture, with servant leaders fostering team cohesion, reinforcing organizational
values, and encouraging participative decision-making. Moreover, findings showed that servant
leadership optimized work processes by reducing resource wastage, increasing operational
efficiency, and utilizing technology for productivity enhancement. Additionally, participants
expressed that servant leadership improved job satisfaction by reducing workplace stress, fostering
a sense of value among employees, and promoting a healthy work-life balance.

Discussion and Conclusion

The results of this study demonstrate that servant leadership plays a pivotal role in improving both
individual and organizational outcomes. The findings indicate that servant leaders create a
supportive work environment by exhibiting humility, empathy, transparency, and a strong
commitment to employee growth. Employees working under servant leadership exhibit higher levels
of job satisfaction, commitment, and motivation for continuous learning and professional
development.

The study also highlights that organizations that adopt servant leadership benefit from enhanced
teamwork, improved work processes, and a culture of trust and collaboration. The alignment
between servant leadership and organizational values further strengthens organizational
performance and overall efficiency. Additionally, findings suggest that this leadership style
contributes to higher-quality services and products by fostering employee engagement and
promoting a customer-oriented approach.

While the study acknowledges the positive impact of servant leadership, it also recognizes the
challenges associated with its implementation, particularly in rigid, hierarchical organizations. Future
research should explore strategies to facilitate the transition to servant leadership and investigate its
impact across different industries and cultural contexts. By embracing servant leadership principles,
organizations can cultivate an environment that promotes employee development, enhances
organizational performance, and fosters long-term success.
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