wbile Jsou g (655 anw g

S S gy ) el b OLS IS &l 50 6 b, elul p L1 55eds g, R b

Q)l};ﬁjbm P db)\.w (SS90 astan) ‘;’l.o)‘.w :Jﬂnﬁﬁbi J;UJ

(Ol ,‘y\g,p Ol O]

NPT S VE S PCIR R [ SR PP
2 )\/-,f;,a.la‘ R3] 6)§J1 b (0 ) e 5
S le sy 3l eslizad L OUS,IS Gyl 5, alul
Wwino Glosle 163 50 axlllze) J'L»)'Lﬂ )JSL;& » ol Y
5535 r s (Ol o 5 Ol Ol S jlns 5 Ome

AVl jlr S

Tsin deme 55 TR )5 e e
R FIS W N SR P RPN SR P PRTCIVVR PP QPP SN P e b P
Ol Al (Ol sy 5 Ol ol K15 (151 ke lail 0aSLils ¢y 31,18 05,8 Slskiul ¥

Ol gl colaly cOliwar sb 5 Ol Sls g ylsl ().La 5 slaml ouSiils « Jas Sy e 05,8 sliul ¥

ham_aramesh@eco.usb.ac.ir :J s saiey 5 Lol #

VEY 50 el b
VEF ol 2 V8 g KL &b

VEeY Cliges,l Y odl @)U

BRI L §© BY NG

O sty dlis ol olisl el el 4 Glase s ol
(CC BY-NC 4.0) I8 L gl oI5 2

.&.«\k‘éﬁ&)}m

S
O 6 5 S 513 a5l eslial b OUS,IS €515 sy b o 15K gy oS b s ol
Solasl Gl e WS i 5s 5 (Meta-Synthesis) s 515 51 aS iy js.catlb, Sllv s Ske
A oslizad LISREL AA 1530 o 5 b s Slag e Bl (2gs 0 SEM) g kil ¥sles oL Jbe 255 51 Joke
Gy Jdi sl IS e ANl a2 5l s el 3 s BB Sime Sl 5 bl @ 4o L
o skie 40 Ll (b alie ST slaed cad sl Ve 053 Ol 51 AFY LB AYAL LB, oYY
ceslael ke 4 g Igme Lo b, 5 QIS E bl ge 5 slul el LS5 eealie (oo SV
ol g £l eolind O 5 OLE Colo Sl ol [ pd b s Bl ) 5l el gl sl alis
A Gt Sy e Sy 5 OB (S5 es s S Glsln (S Jold NiSaeas (5, 1850
g 53 5 QSIS (Shs acopde (Sis e 5 300 L 230 cp it (o) S 8 0ls 0L Llse sy 45
Dy bl St (g ey slaadl o S 31 LIS 4 b a3l 51 ol il cpimen b e Glesle (S
a5l (g a1 I Dl gl 5 Ol Sl )l 5 Dk cnins Ololar 3 Sy OLSLIS @l 50 5
Slgeg 558 Glosle s Shes 35 5 Sosl5 sl QLSS slazel (o8l Corse 15 o 2 e S K 050
WS e Sl el s 1 35 5 sladie oy a5 usTs K s sl s ol 555 e

ol s Sloe i oS il,5 il ol by Gl SCeodst (5 pmny 1083 508



http://creativecommons.org/licenses/by-nc/4.0
http://creativecommons.org/licenses/by-nc/4.0

Personal Development and Organizational Transformation

Designing a Servant Leadership Model Based on Employees’ Innovative Behavior
Using the Meta-Synthesis Method and Its Impact on Organizational Performance
(Case Study: Industry, Mining, and Trade Organization of Sistan and Baluchestan

Province)

Seyed Meysam Torabi', Hamed Aramesh?*, Nour Mohammad Yaghoubi®

1. Ph.D. Candidate, Department of Management, ZAH.C., Islamic Azad University, Zahedan, Iran
2. Assistant Professor, Department of Entrepreneurship, Faculty of Economics and Administrative
Sciences, University of Sistan and Baluchestan, Zahedan, Iran
3. Professor of Public Administration Department, Faculty of Economics and Administrative Sciences,
University of Sistan and Baluchestan, Zahedan, Iran

*Corresponding Author’'s Email: ham_aramesh@eco.usb.ac.ir

How to cite: Torabi, S. M,
Aramesh, H., & Yaghoubi, N. M.

(2025). Designing a Servant
Leadership Model Based on
Employees’ Innovative Behavior

Using the Meta-Synthesis Method
and Its Impact on Organizational
Performance (Case Study: Industry,
Mining, and Trade Organization of
Sistan and Baluchestan Province).

Personal Development and
Organizational Transformation,
3(3), 1-19.

Abstract

This study aimed to design a servant leadership model based on employees’ innovative behavior using
the meta-synthesis method and to investigate its impact on organizational performance. In the qualitative
phase, the meta-synthesis approach was employed, while in the quantitative phase, structural equation
modeling (SEM) was used for model validation through the Partial Least Squares (PLS) method in LISREL
8.80 software. By reviewing reliable documents and accessible records on official websites and analyzing
English-language sources from 2010 to 2024 and Persian sources from 2011 to 2025, a total of 63 relevant
articles were identified from an initial large pool. To analyze the selected articles, content analysis was
utilized to extract underlying concepts, dimensions, and influential components. The validity of these
extracted concepts was assessed using the Delphi panel method with the participation of experts and
scholars in the field. The analysis identified four main components influencing servant leadership:
organizational characteristics, leadership style, employee characteristics, and management
characteristics. The ranking of these factors revealed that leadership style had the highest impact, followed
by management characteristics, employee characteristics, and finally organizational characteristics.
Additionally, hypothesis testing results confirmed that the components of servant leadership, based on
employees’ innovative behavior, significantly affect the performance of the Industry, Mining, and Trade
Organization of Sistan and Baluchestan Province. Servant leadership, as a managerial style, can enhance
employee trust, strengthen innovation, and improve organizational performance. It is recommended that
organizations align their leadership models with this style to foster a culture of innovation and
competitiveness.
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Extended Abstract
Introduction
In today’s competitive and innovation-driven organizational environments, leadership has become a
critical determinant of sustainable performance and employee-driven innovation. Among various
leadership paradigms, servant leadership has emerged as a value-centered and transformative
approach that emphasizes the growth and well-being of employees while promoting organizational
excellence. This leadership style prioritizes service to others, empowerment, trust, and the ethical
development of employees, thereby creating an environment conducive to innovative behaviors.
According to Liden et al., servant leadership fosters trust, engagement, and creativity, enabling
organizations to thrive in dynamic contexts (Liden et al., 2023). The impact of this leadership style is
particularly salient in public organizations, which often struggle with bureaucratic rigidity and
resistance to change.
Employee innovative behavior refers to the intentional generation, promotion, and realization of novel
ideas within a work role or organization to benefit performance and effectiveness. Scholars
emphasize that fostering such behavior is essential for long-term organizational sustainability (Nazari

& Hormozizadeh, 2024). Servant leadership, by promoting employee engagement, autonomy, and
psychological safety, provides fertile ground for innovation (Emamifard & Imani, 2016). Research
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shows that servant leaders enhance job satisfaction and commitment, which in turn elevate
employees’ motivation to engage in innovation (Ghafari et al., 2021). Furthermore, such leadership
promotes proactive behavior and voluntary initiative-taking, which are critical to achieving
competitive advantage (Khan et al., 2024).

Scholars such as Zafar et al. underscore the role of servant leadership in green innovation and
organizational environmental performance through mechanisms like green psychological climate
and employee creativity (Zafar et al., 2025). Moreover, leadership style is consistently identified as
the most influential predictor of innovation-supportive behaviors among employees (Sarvari et al.,
2023; Uroumi & Hosseini, 2024). The role of managerial attributes such as conscientiousness, ethical
orientation, and interpersonal skills in strengthening servant leadership has also been highlighted by
recent studies (Khalil & Khalil, 2024).

However, servant leadership does not operate in isolation. Organizational features such as flexibility,
participatory culture, and innovation climate also shape the effectiveness of leadership in driving
innovation (Dorta-Afonso et al.,, 2025). In this context, integrating individual, managerial, and
organizational characteristics into a comprehensive servant leadership model becomes essential.
Despite the growing attention to servant leadership, there remains a lack of holistic models that
consider these multidimensional influences within the Iranian public sector. Moreover, the use of
rigorous qualitative synthesis combined with quantitative validation is scarce in existing literature.
To address this gap, the present study aimed to design a servant leadership model based on
employee innovative behavior using a meta-synthesis approach and to examine its impact on
organizational performance in the context of the Industry, Mining, and Trade Organization of Sistan
and Baluchestan province. This research builds on foundational theories of leadership and
innovation behavior (Bairami et al., 2025; Peterson et al., 2023), while aligning with applied studies in
educational, governmental, and hospitality sectors (Mughal et al., 2024; Oftadeh, 2024). The
proposed model seeks to contribute both theoretically and practically by offering a contextualized
leadership framework that can support innovation and performance enhancement in public
organizations.

Methods and Materials

This research employed a mixed-methods design consisting of a qualitative phase using meta-
synthesis and a quantitative phase utilizing structural equation modeling (SEM). In the qualitative
phase, a systematic review of relevant literature was conducted, analyzing both Persian sources
(published between 2011 and 2025) and English sources (from 2010 to 2024). A total of 63 relevant
studies were selected through purposive sampling based on inclusion criteria. Content analysis was
used to extract core concepts, themes, and components related to servant leadership and employee
innovative behavior. To ensure construct validity, the Delphi method was applied involving a panel
of subject-matter experts.

In the quantitative phase, the derived model was tested using partial least squares (PLS) SEM
through LISREL 8.80. The sample included managerial and staff participants from the Industry,
Mining, and Trade Organization of Sistan and Baluchestan province. Data collection was carried out
through validated questionnaires aligned with the theoretical model. The measurement model and
structural relationships were assessed based on reliability indices, factor loadings, path coefficients,
and model fit indicators.

Findings

The qualitative synthesis revealed four main dimensions influencing servant leadership in the context
of innovation: leadership style, managerial characteristics, employee characteristics, and
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organizational characteristics. Within these dimensions, several subcomponents were identified. For
leadership style, traits such as empathy, ethical behavior, and supportiveness were prominent. For
managerial characteristics, strategic thinking, interpersonal communication, and conscientiousness
were key elements. Employee-related factors included psychological readiness, intrinsic motivation,
and proactive behavior. Organizational factors comprised innovation climate, structural flexibility,
and participatory decision-making.

Ranking of these dimensions indicated that leadership style exerted the strongest influence on the
formation of servant leadership, followed by managerial characteristics, employee characteristics,
and finally organizational characteristics. Structural equation modeling results showed a significant
positive relationship between the components of servant leadership (as shaped by employee
innovative behavior) and organizational performance. The model demonstrated strong construct
validity and explanatory power.

Discussion and Conclusion

The findings of this study underscore the central role of servant leadership in enhancing employee
innovative behavior and, consequently, organizational performance. By placing service to others at
the core of leadership practice, servant leaders foster a climate of trust, empowerment, and ethical
engagement, which directly encourages innovation. These results align with the conclusions of Liden
et al., who identified servant leadership as a comprehensive style capable of driving both employee
development and organizational outcomes. Furthermore, the influence of employee-related factors
such as intrinsic motivation and mental agility confirms prior findings that innovation stems not only
from external incentives but also from internal psychological readiness.

The prominent role of leadership style in shaping the servant leadership model is consistent with
Khalil's research, which emphasizes the moderating impact of personal traits such as
conscientiousness on leadership effectiveness. The current study extends this by empirically
validating that managerial traits—especially strategic thinking and interpersonal skills—substantially
enhance the influence of servant leadership on innovation. This supports the idea that leadership
development programs should not only train behaviors but also cultivate cognitive and ethical
competencies in leaders.

The relatively lower but still significant impact of organizational characteristics suggests that while
structural and cultural enablers matter, their effectiveness depends largely on leadership quality.
This is echoed in the work of Dorta-Afonso et al., who argue that high-performance work systems
only become impactful when guided by value-driven leadership. Therefore, policy-makers and
administrative bodies should prioritize leadership transformation as a catalyst for wider
organizational change.

The practical implication of the results is that public sector organizations, particularly in resource-
constrained or bureaucratic environments like those in regional Iran, can benefit immensely from
implementing servant leadership principles. Doing so can shift employee attitudes toward innovation,
improve service delivery, and enhance stakeholder trust. The model developed in this study serves
as a blueprint for such transformation, integrating individual, managerial, and systemic factors into a
cohesive framework.

In conclusion, this research presents a validated and contextually grounded model of servant
leadership that is specifically designed to enhance employee innovative behavior and organizational
performance. By combining qualitative synthesis with quantitative modeling, the study offers both
conceptual clarity and empirical evidence for the application of servant leadership in the Iranian
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public sector. As organizations face growing complexity and demands for innovation, adopting
servant leadership may provide a sustainable and ethically sound path forward.
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