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Abstraction

One of the important points here is that Servant leadership begins with the leader. In short, a leader
can carry out Servant Leadership with a genuine passion for being at the forefront of service. In other
words, leading by example is also an important factor in the success of the Servant leadership model.
This article describes and explains, based on the Systematic Literature Review (SLR) approach
regarding Servant Leadership providing management knowledge that stimulates the good
performance of all employees by increasing the facilitation of responsibility, participation, and
allocation of all individuals is one of the characteristics of employee company leadership performance.
This article recognizes that building on the review in the description of Servant Leadership.
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Introduction

According to Descartes (in the book Management and Leadership, 2012), Leadership is
based on a comprehensive social influence process in behavioral forms. Indications of success in
economics, politics, and organizational systems are based on effective and efficient guidance from the
construction of Leadership. Descartes also mentions that an important factor in understanding the
success of an organization finally gives rise to a perception in the form of a theory, namely identifying
its Leadership. Leadership is based on a skill used to influence followers in an organization to form an
efficient and effective work environment by meeting specific goals identified based on assumptions in
the common good. Further identification is in the form of the assumption that leaders with expertise
and prowess in showing their members in raising the vision of an organization that builds and
organizes the mass in guiding for the achievement of his vision. According to Rosseau (1858), the
most important part of building an organization is the psychological influence on the generation of
leading success. It is explicit that the leader tries to protect and jointly build on the nature of
Leadership so that the leader determines the direction in which the organization is headed.

According to Rousseau (1858), the basis of leadership theory can be assumed to explain and
regulate the complexity of the nature of Leadership and determine policies based on the nature and
form of its consequences. The development of leadership theory increasingly directs that there is
implicit relativity in the form of leadership ethics and development, which is associated with the
morality of Leadership based on the field of the organization. Thus, Servant Leadership emerged as
the development of theories related to the forms of morality, ethics, and virtue in the realm of public
service. The emphasis on Servant Leadership theory, based on the writings of Robert K. Greenleaf
(1970), focuses on organizations in the field of public service, recognizing that organizations are
created from people who develop a shared form of morality. An organization forms a unified
perception based on the nature and identification of serving and solving an issue together. The theory
of Servant Leadership written by Greenleaf (1970) is still relevant and has received full attention from
several scientific publications as one of the theoretical reviews in identifying forms of Leadership,
especially in the perspective of government democracy. Other writings such as Max Depree (1989),
Stephen Covey (1990), Peter Senge (1989), and Margaret Wheatley (2995) have in common in
conceptualizing Servant Leadership that Leadership as a form of morality in life has slowed down in
development the specifics of Servant Leadership. The criticism raises that the dynamic theory of
Servant Leadership is very difficult to operationalize because most research underlies that Leadership
is only stagnant without any specific measurement tools.

In this article, Servant Leadership theory will be identified by utilizing a systematic
literature review (SLR) based theory study involving several findings from a leadership perspective
involving the synthesis of mechanisms from outcomes and impacts. The SLR approach in reviewing
Servant Leadership is still lacking, and the need for further empirical investigation in finding the
context of Servant Leadership and the organization being led. The research questions in this article
are (1) What is the description of Servant Leadership in the empirical integration of antecedents? Fous
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in this article will summarize hierarchically from above based on the history of the formation of
Servant Leadership theory with a review as a form of discussion on theory development in identifying
new research area sectors. Furthermore, a summary method based on the results of articles obtained
on the SCOPUS portal (www.scopus.com) as a credible portal that has been indexed internationally as
a review of methodological contributions in the field of management science in identifying research
results systematically and holistically. So that in the future, we can implement Servant Leadership
theory in new research object areas.

Method
Search terms

The keyword Servant Leadership is the basis for searching the Scopus database. Database
collection, We do not use a year limit. This development of research on resilience, in addition to
wanting to know how the literature has evolved from grand theory to the latest research data, allows
us to analyze overall research trends over time. We also choose the highest citation category with a Q1
scoring index in this case.

Inclusion and exclusion criteria

The procedure for improving the capability literature review is expected to understand the
components that add to the creation and implementation of Human Resources in mechanical,
hierarchical, and market development. Knowing the details of the business sector is proper
internationalization through different modalities, sending, authorization, diversification, joint
ventures, and direct foreign speculation. The executive framework is established as a regular
occurrence of the organizational cycle by recognizing how to create and oversee casual organizations
identified with accomplices and state regulations with educational enhancements.

Study selection process
Figure 1: Study Selection Process
Source: (Self-Processed)
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The literature study collected this data from the subject area based on the Scopus search
(www.scopus.com). To see the bibliometric relationship on an object, it is necessary to analyze the

subject of the document. Scopus has provided material about the algorithm and will be analyzed in
depth.

This study uses search keywords taken from a total of 41 articles. This process is carried out
to ensure that nothing is missed, not only in articles that use the term Entrepreneurship skills. The
initial search results on the Scopus database with searches using the words Servant Leadership,
Academy Management Journal obtained 8,239 articles (n = 8239). The next step is to limit the
database search on Scopus to 2021 so that we get 1116 articles (n = 1116). To make it easier for us to
get references, we limited our search to Q1 indexed articles, and we managed to get 41 articles (n =
41). Of the 41 articles, we will explore the contents of the articles as our reference for conducting a
literature review. The next step is to read and code all the remaining articles.

Characteristics of included studies

Bibliometrics, as one of the literature review methodologies, has a special analytical handler
(Zupic & Ater, 2015). The bibliography is associated with the same literature link and has similarities
in research. Description of the document at least one document that is related to other documents and
can be linked indirectly (Zupic & Ater, 2015). A practical perspective is that the references are listed
together in the reference list and are referred to as bibliographic pairs (van Eck & Waltman, 2014).
The number of accompanying documents has the same coupling strength or trend. The more related
documents, the greater the frequency of bibliographic links and the higher the pairing strength
between documents.

The relationship between bibliographic or bibliometric pairs is based on three document
subject relationships: bibliographic pairs, co-citations, and document subjects (Mongeon & Paul-Hus,
2016). After connection, there will be a description, namely:

1. The higher the frequency/strength in the bibliographic pair, the closer the subject relationship
between the two documents is.

2. The higher the co-citation frequency, the closer the subject relationship between the two documents
is.

3. The higher the frequency/strength of the bibliographic pair, the higher the co-citation.

The literature study collected this data from the subject area based on the Scopus search
(www.scopus.com) (Mongeon & Paul-Hus, 2016). To see the bibliometric relationship on an object, it
is necessary to analyze the subject of the document. Scopus has given the subject of the algorithm
provided and will be analyzed in more depth based on the VosViewer tool (van Eck & Waltman, 2014).

The literature study collected this data from the subject area based on the Scopus search
(www.scopus.com). To see the bibliometric relationship on an object, it is necessary to analyze the
subject of the document. Scopus has provided material about the given algorithm and will be analyzed
more deeply based on the VosViewer helper

Figure 2: Vosviewer
Source: (Self-Processed)
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This systematic approach is carried out to identify, select, and assess the relevant literature.
This systematic process is reproducible, objective, transparent, unbiased, and rigorous. The initial
process carried out in this study was to conduct a complete literature search using We. This was done
because the Scopus database has a wider data coverage than other databases, and SCOPUS has stricter
methodological criteria for database coverage.

The keyword Servant Leadership is the basis for searching the Scopus database. The
database collection does not use a year limit. The development of this research on resilience, in
addition to wanting to know how the evolution of the literature from grand theory to the latest
research data on Servant Leadership, allows us to analyze overall research trends from time to time.
In this case, we also choose the highest citation category.

Each article is in-depth, then initial coding is carried out by identifying definitions and
conceptualizations of Leadership as a theoretical reference, the level of analysis of the research
objectives and questions as well as the methods used and the results and conclusions, and the main
research findings. In this case, the emphasis is on three dimensions - drivers, processes, and outcomes
- with several sub-codes for each dimension.

The picture above shows the development of journal publishing in 2021, the development of
Servant Leadership research which is increasing, namely in 2005 which increased to its peak in 2021,
the number of articles discussing Leadership is still relatively small even though this theme is very
important. In the face of recent global changes.

Figure 3: Document by Subject
Source: (www.scopus.com)

.

Furthermore, the picture shows Servant Leadership by field of study, where the largest number of
research is in the business and management fields, which is 100% of the total research published in
the Academy Management Journal.

Figure 4: Document by Country per Territory
Source: (www.scopus.com)

Research on Servant Leadership is mostly done in Pakistan. The keyword Servant
Leadership has been widely used in research or articles related to Keyword Servant Leadership with
index Q1.

A company with human resources and great potential, but if the company does not have
managers who have the skills, it will not be able to use its employees or resources effectively. The
company cannot maintain its capabilities in the long term (Chaudhary et al., 2014). Therefore, the
capability is one of the important strategies for the continuity and competitive advantage of the
company (Ziemba et al., 2011).

Based on the above perspective, the business capability is related to human resources if
human resources have the management ability to become a manager who can manage finances and
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market skills in supporting the achievement of company goals and will achieve the desired results
(Bayarcelik & Tasel, 2018).

Table 1: Document per year by Source

Source: (www.scopus.com)

Year |20 {20 |20 |20 {20 |20 |2 |20|20 |20 |20|20|2 |20 |20 |20 |20
05 |06 |07 |08 |09 |10 |01 |12 |13 |14 |15 |16 |01 |18 |19 | 20 | 21
1 7

Total | o 0] o) o) o) 0] o |o 0] 0] o) 0] o) o) 0 17 | 24
Publi
shed

Attributes of Servant Leadership

The differentiated attributes are why building a Servant Leadership development model
appropriate to the size. Specializing in Servant Leadership skills incorporates specific talent ideas,
techniques, and work arrangements. Servant leadership system to accept in the organization, quantify
the scope and determine the main goals and capacity to complete important choices in organizational
settings on leadership skills in different subjects. Therefore, visionaries in Servant Leadership must
increase organizational success targets, which incorporate techniques to be applied by the
organization, additional items and benefits, company overview, executive framework, and formal and
casual design of the organization.

Table 2: The Executive Frameworks by per Keyword

Source: (Self-Processed)

No. | Keyword Author

1 (1], [4], [9], [17], [15], [21], [23], [24], [29], [28], [32],
Servant Leadership [35], [371[33], [38], [41]

2 Transformational Leadership [10], [14], [18], [27], [38], [40], [6], [12], [13]

3 Authentic Leadership [16], [17], [20], [25], [33]

4 Creativity (3], [7], [16], [22], [5]

5 Ethical leadership [2], [11], [19], [39]

6 Psychological Empowerment [3], [11], [14]

7 Psychological Safety [3], [26], [28]

8 Work Engagement [4], [8], [21]

As support in understanding Servant Leadership theory, this article will provide an
empirical preview in investigating Servant Leadership. A comprehensive empirical study exploring
Servant Leadership's theory in determining the Leadership of an organization provides a gap based on
the context of the findings in the research results. The emergence of criticism in the review of Servant
Leadership theory provides a critical assessment that there is a gap in the adoption of Servant
Leadership theory. The need for specification and additional identification in forming a review of the
theory of Servant Leadership provides a systematic organization in the specified literature.

The use of Servant Leadership theory, both quantitative and qualitative approaches, must
critically examine the object of research in the form of a traditional narrative. This raises a gap,
especially in management science, due to long adoption and requires theory in other disciplines to
narrow research bias. The preview is that the organizational context in the study provides an
exception to the research focus on developing or testing a model that the Servant Leadership theory
requires conceptualization in other scientific aspects as a measurement in research.

The framework of Servant Leadership

Figure 5: Framework
Source: (Self-Processed)
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Discussion
Basic Theory of Servant Leadership

The definition of Leadership is the ability of a person to influence others by motivating
them to work towards generally accepted goals and objectives. As a manager or leader, it is generally
known that the leadership style practiced significantly impacts how the Behavior of
employees/subordinates works to achieve a goal or goal. Leaders do more than just practice their
skills. Even though he did, he also used influence to move others. Leaders must deal with all types of
personalities, Behavior, and maturity of their subordinates in their roles. The Basic Theory of Servant
Leadership, written by Robert Greenleaf (1970), defines that Leadership as based on the perception of
service. A leader's basic instinct for conscientious service is to prioritize the needs of employees,
recognize the honor and importance of value to others, and help others achieve common goals.

The concept of Servant Leadership as a leadership model was developed to overcome
organizational crises in support of a holistic view of accepting customer-oriented orientation and
bureaucratic aspirations [1]. Service-minded leaders need the training to achieve service and the
doctrine that their choices are responsible for bureaucratic aspirations that influence the behavior of
their members. In addition to influencing employee behavior, managers overcome complexity by
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setting rules through formal planning, designing tight organizational structures, and monitoring
results. You need to learn what kind of stuff you need. Servant Leadership is an implementation in
management science with guidance and service in harmony with environmental interactions [17]. A
servant leader is someone who has the power to serve and lead. More importantly, the two can be
combined to reinforce each other. Therefore, the main feature distinguishing Servant Leadership from
other leadership models is that the desire to serve precedes the desire to lead. In addition, people with
leadership qualities become leaders. Employee leadership is a top priority for developing subordinates
who add value to their customers but create customer satisfaction for sustainable success [9].
Transformational Leadership in Servant Leadership

Transformational Leadership is a set of actions that motivate followers to achieve
performance that exceeds basic expectations by changing their attitudes, beliefs, and values.
Transformational Leadership is described as a process in which leaders act as role models, foster
creativity, provide inspirational motivation, and pledge to support and guide their followers. Track to
achieve your organization's overall vision and goals. Transformative Leadership refers to an
innovative leadership style in which leaders care about individuals, direct followers, and use
traditional motivations to drive growth. In an organization within a company, leaders must be able to
manage the resources available in the company. Therefore, the role of the leader is one of the most
important things to encourage each employee's progress so that it can be useful for the company.
Trace transformational leadership skills to motivate employees to be better than they can be; in other
words, influence performance improvement, modulate motivation, inspire and influence rational
Behavior and purposeful ideas [14]. You can increase the self-confidence and self-confidence of the
subordinates you assign. Personal interests of customers and customers. Allows individual customers
to express their concerns through intellectually stimulating Behavior. Second, organizational
transformation leaders can facilitate an environment where organizational members interact and set
common goals. In addition, transformational leaders can exchange ideas and find solutions to meet
their organization's or business's needs. Second, according to Jyoti and Dev (2015), transformational
Leadership helps followers by sharing information, increasing employees' vision, knowledge, skills,
and learning efforts, thereby increasing creativity.

Furthermore, transformational leaders not only accept and promote new ideas but also
share knowledge and encourage followers to think from different angles when looking for solutions to
their problems [10]. Employees perceive that transformational leadership behavior is associated with
better employee performance. Leadership assumes improving team performance by creating an
emotional, goal-oriented team atmosphere. Leaders who use transformational Leadership can develop
employees' creative thinking to achieve success, and leaders increase their engagement at work by
developing the positive energy they need.

The impact of transformational Leadership has made followers more creative and
innovative in carrying out implementation activities and the importance of the results achieved by
doing hard work. Followers can recognize it. Identify common goals. In addition, transformational
leaders can exchange ideas and find solutions to meet the needs of their organization or business [40]

Transformational Leadership in Servant Leadership helps followers by sharing information,
enhancing employees' vision, knowledge, skills, and learning efforts, thereby enhancing creativity.
Furthermore, transformational leaders not only accept and promote new ideas [6] but also share
knowledge and encourage followers to think from different angles when looking for solutions to their
problems.

Employees perceive transformational leadership behavior to be associated with better
employee performance—transformational Leadership in Servant Leadership improves team
performance by creating a goal-oriented and passionate team atmosphere. Leaders who use
transformational Leadership can develop employees' creative thinking for success, and leaders
increase their engagement by creating positive energy without needing it. The influence of
transformational Leadership increases the creativity and innovation of followers in implementing
implementation activities and the importance of the results achieved through hard work activities

[13].

Authentic Servant Leadership in Servant Leadership

Leadership in the organization is very necessary for individuals in the organization.
Therefore, a leader must be able to understand the behavior of members of his organization so that he
can find the right leadership style for his organization. The only way to increase the effectiveness of
leaders is to provide aspects of technical and conceptual skills [16]. Regarding individual skills, the
effectiveness of management activities and their impact on organizational performance is highly
dependent on the Leadership's sensitivity to using individual skills. These personal skills include the
ability to understand individual and group behavior that contributes to organizational dynamics, the
ability to modify behavior, the ability to understand and motivate, and the ability to understand
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process awareness. The ability to understand the relationship between Leadership and the concept of
political power in an organization, the ability to understand the sources of conflict and its
negotiations, and the ability to build an ideal organizational culture, including the formation of
effective communication [17].

Creativity is important for decision-makers, who can recognize and better understand
problems, such as seeing problems that other people cannot. Nevertheless, in reality, many leaders are
involved. A decision that ignores the Behavior of a good leader.

The high level of involvement is influenced by the extent to which the leader becomes a
leader. The involvement of all staff in program management and participation in program preparation
affects employee participation in each program. However, even though all leaders share the same
basic goals, it is still important to understand that they are different individuals. So no wonder all
leaders have different ways. This is what we usually call Leadership. Authentic Leadership has gained
momentum and has been studied extensively based on the adoption of Servant Leadership theory and
Spiritual Leadership. The concept of authentic Leadership was initially studied in the fields of
sociology and education. Educational leadership context and scaled Seeman by adding new elements.
In contrast to the initial emphasis on authenticity, authentic Leadership reflects the conceptual roots
of positive psychology and emphasizes the development of more positive leadership traits [25].

Authentic Leadership is known to have a positive impact on organizational performance.

The positive impact of authentic Leadership is known not only to increase the positive Behavior of
leaders and followers as individuals and groups within the organization but also to reduce negative
behavior. Authentic Leadership has been shown to positively impact employee leadership satisfaction,
which can increase an organization's positive Behavior of an organization.
From the perspective of Servant Leadership, Authentic Leadership is relatively old (authentic
Leadership emphasizes authenticity as an important trait of leaders that helps them become authentic
through "self-awareness, self-acceptance, self-awareness, independence, and self-confidence,"
Behavior and relationships, promotion of authentic relationships with believers and their partners are
supported by transparency, trust, integrity, and high ethical standards.[20]

Creativity in Servant Leadership

Creativity Leadership, or the nature of giving to employees, is expected to make a clear
demand for fulfillment and fulfillment that is lacking in determining decisions [3]. It is expected that
an employee who faces conflicting demands from a role will experience a lack of clarity about the best
way to behave. Resilience can be understood as capacity building in an individual's ability to adapt to
an issue.

The relationship between Creativity and Servant Leadership is a form of self-evaluation of
quality results or self-esteem [5]. Creativity Leadership is also a model of positive feelings by giving
expression to the individual. Individual satisfaction is a valuable thing, so it can be expected to respect
other individuals. Personal relationships with low Creativity Leadership have superior characteristics
with unstable feelings and. This relates to frequent self-rescue in response to an issue. There are three
aspects of Creativity Leadership. Performance Creativity Leadership is an intellectual ability in an
individual profession, which is related to performance, academic background, self-capacity, self-
confidence, self-agency, and Creative Leadership in Servant Leadership. Social Creativity Leadership
relates to individuals believing based on the perspective of other individuals [7]. Significance in
understanding and respecting other individuals by shaping social ethics into high social creativity
leadership. This Social Creativity Leadership will be opposite to feelings of worry with negative brand
models towards other individuals.

Creativity Leadership in Servant Leadership is the development of Creativity Leadership. It
is defined as a form of assessment based on self-perception, namely the results of their obligations and
how appropriate they are in the position occupied by the individual. Creativity Leadership in Servant
Leadership becomes a self-assessment as a form of good or bad action or artistry following the
conditions. Cognitive on Creative Leadership in Servant Leadership becomes an illustration in self-
assessment [22].

Creativity Leadership in Servant Leadership is the result of a derivative of cognitive, social
theory that answers how the individual's perspective in assessing himself. Components are generally
associated with individual Behavior, environment, and cognitive factors that have a high correlation.
There is a classification that is broadly divided into two forms. Namely, Individuals who have high
creativity tend to be selective and do all their obligations. Obligations such as heavy tasks will still be
carried out despite high risks. Developing these activities and goals is a form of commitment to
determining these goals. Individuals with high creativity leadership in Servant Leadership can feel
satisfied with the achievement of success and perceive failure as a lack of harder effort and the need
for skill improvement [17]. So that individuals in this group tend to be persistent and follow the
procedures in each process. However, the opposite happens; if it is considered low, it can be classified
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as individuals who doubt their ability to fulfill their obligations. Individuals classified as low in
creativity leadership in Servant Leadership have high ideals, but aspirational applications are low and
often avoid things that have the potential to fail. Trust that is felt lacking in nature cannot fulfill the
desire to achieve achievement. Characteristics that are slow to improve and face failure will be
pessimistic.

Creativity Leadership in Servant Leadership in self-belief in creative Leadership is not only

through constructive argumentation on what is happening. Individual beliefs in individual abilities are
determined by describing how individuals act, logical patterns, and emotional reactions in dealing
with an issue. Four factors influence Creativity Leadership in an individual's Servant Leadership,
among others: Determination of action is the first factor that becomes a source of Creativity
Leadership in an individual's Servant Leadership based on actualizing a person's success in carrying
out his obligations. The selection of actions or decisions can affect a belief beyond the ability of
individuals and adaptive activities. Individual judgments are based on abilities or actions that are
logical or thought patterns when faced with obstacles. In problem-solving, individuals who tend to be
high in Creativity Leadership in their Servant Leadership can contribute failure to a lack of effort and
determine a good systematic.
Furthermore, related to the results of logical patterns, individual psychological control, namely
emotional reactions, must be balanced and able to respond to positive things in any way the issues are
faced. Individuals with high Creative Leadership in Servant Leadership can control their emotions to
stay well. Coping or problem-solving strategies of an individual academically influential individual in
the face of an obligation to determine each step that is estimated to be a problem-solving strategy.
From the academic level to the experience formed in Creative Leadership, high Servant Leadership
can sort problem-solving strategies.

Ethical Leadership in Servant Leadership

The ethical climate is a topic that has attracted much attention from business ethics
researchers [2]. Ethical Climate refers to a shared perception of an organization's policies, practices,
and procedures, both formal and informal. An ethical climate is a type of organizational Climate that
reflects employees' perceptions of the organization's ethical policies, practices, and procedures.
Although there is evidence that perceptions of organizational Climate within an organization and its
subunits or workgroups may have different climates, in this study, the ethical Climate was
conceptualized as an organizational-level construct representing resentment towards employees'
shared perceptions of the ethical corporate Climate. Since the Behavior of company employees is
determined by the same company policies, procedures, and code of ethics, they tend to have the same
perception of performance towards their ethical Climate. Furthermore, the company's ethical Climate
determines its ethical values and Behavior and influences the ethics of its employees. Therefore,
ethically, employees tend to be more affected by the organization's Climate than their work group
's Climate [19].

Various organizations from various ethical climates characterize the ethical Climate. An
ethical work climate is important because it greatly influences employees' Ethical Behavior. The
efficiency of the ethical Climate becomes the perception of organizational practices and procedures
embedded in the organization. An ethical work climate involves the perception of right or wrong in the
organization's work environment and establishing norm values. Includes employee commitment to
the company or organization and emotional level to play a role and serve its employees.

Ethics in the work climate is very important in organizations engaged in sales. Previous
research has shown that the public has a low perception that the ethical standards of employees in the
field of sales are below average [33]. Cardboard in the sales field faces this situation indirectly and
creates a paradoxical dilemma in ethics. Paradoxical dilemmas in practice often arise when employees
working without direct supervision are particularly vulnerable to behavioral and ethical neglect.
Ethics in the work climate has pressures that have a quota quantity and impact employees to behave
unethically.

Ethics in the work climate is based on organizational identification derived from derived
social identification theory [33]. The opinion is that the classification of a group itself is based on
social categories such as gender or religion [33]. An individual will identify its other members based
on similar characteristics and have something in common. The nature of this kind of reaction will
produce the same expression or Behavior and create an affinity group that belongs to the class order
of ethical theory.

An individual in the process of becoming an organizational leader is based on the idea that
the individual will adapt to the social environment by observing [25]. Individual values and Behavior
will be seen from the results of these observations because they inadvertently lead to the construction
of the individual's attitude through ethical guidance. Ethical leaders are likely to be a source of guiding
credibility in attracting attention and modeling individual Behavior. An individual's greatest appeal to
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perceived Leadership is power and status. Leadership will have authority because it can occupy a
relative position and is followed by members of the organization. Of course, this is subjective and
needs to be a moral characteristic [20].

Leadership ethics are very influential in the corporate environment. Charismatic style and
giving value to organizational members are very important. However, the essence and essence of
Leadership can be lost. Issues like this eventually become a form of prevention by focusing on ethics
in the form of honest communication and leaving ethical messages. Ethical standards must be applied
to a high degree and followed by members of the organization. The definition of punishment and
reward is applied in the ethical leadership model as a reference in shaping the discipline of
organizational members. A literature-based comparison between these concepts and theories can
identify that situational influences and individual characteristics can increase the attractiveness and
credibility of leaders. Leadership ethics is very influential in the corporate environment [2].
Charismatic style and giving value to organizational members are very important. However, the
essence and essence of Leadership can be lost. Issues like this eventually become a form of prevention
by focusing on ethics in the form of honest communication and leaving ethical messages. Ethical
standards must be applied to a high degree and followed by members of the organization. The
definition of punishment and reward is applied in the ethical leadership model as a reference in
shaping the discipline of organizational members.

An individual in the process of becoming an organizational leader is based on the idea that
the individual will adapt to the social environment with individual values and Behavior that will be
seen from these observations because it inadvertently leads to the construction of the individual's
attitude through ethical guidance. Ethical leaders are likely to be a source of guiding credibility in
attracting attention and modeling individual Behavior. An individual's greatest appeal to perceived
Leadership is power and status. Leadership will have authority because it can occupy a relative
position and is followed by members of the organization. Of course, this is subjective and needs to be a
moral characteristic.

Psychological Empowerment in Servant Leadership

Psychological Empowerment is to build motivation from four cognitions formed by the
work environment, namely meaning, competence, self-determination, and impact [3]. Psychological
Empowerment is a process that begins with the interaction between the work environment and
individual personality characteristics, and these environmental interactions form four cognitive
empowerments, namely meaning, competence, self-determination, and impact, which will ultimately
motivate individual Behavior. Based on this understanding, it can be concluded that psychological
Empowerment is a form of individual intrinsic motivation in the work environment. It is formed from
four cognitions to produce job satisfaction. Psychological Empowerment reflects an active work
orientation, where individuals can determine their role in work, not just convey ideas. Dimensions of
Psychological Empowerment are [11]: 1. Meaning Meaning is the suitability between one's job role
needs and Behavior, one's belief that he or she has the skills and abilities needed to perform a task or
job well. 2. Self-determination Self-determination is a person's belief that the person has the freedom
or autonomy and control about how to do their work. 3. Competence Proficiency is a person's belief or
belief that he or she has the skills and abilities needed to perform a task or job well.

There are nine efforts in Empowerment, namely [14]: 1. Understanding the vision and
mission so that individuals will feel empowered if the organization provides understanding to
individuals about the vision and mission of their organization so that individuals can contribute to
their organization because they have clear goals. 2. Helping develop individual skills is very important
for leaders to help individuals develop their staff's skills. The staff can do the easy jobs and then do the
difficult tasks until they gain experience. 3. Role models in empowering their staff, leaders act as
models according to the desired Behavior, or senior staff can be role models for junior staff. 4.
Providing support in empowering staff needs to be given support such as giving awards, praise, and
feedback on the work that has been done. 5. Building positive emotions, leaders can eliminate
negative emotions such as fear and anxiety by building positive emotions such as joy and a sense of
togetherness in completing staff tasks. 6. Providing the required information is one of the power tools
in empowering its staff. Leaders must provide information relevant to the tasks their staff will carry
out to foster a sense of Empowerment in the Leadership. 7. Provide the necessary resources, in
addition to information other sources will be able to help complete staff tasks, for example, providing
training and experience to help empower staff. 8. Creating staff self-confidence through mutual trust,
honesty, caring, openness and competence. The benefit of psychological Empowerment is that it can
make individuals not easily discouraged in the face of difficulties or threats. Psychological
Empowerment can be a resource and help individuals to bounce back from the adversity of the
situation they are experiencing. In addition, individuals are diligent in their work and can facilitate the
hope that things will improve in the future.

novateurpublication.com 33



Novateur Publication, India
Strengthening Society in Grounding National Values in Indonesia

Psychological Empowerment is useful in improving performance; individuals become more
effective, increasing productivity and motivation to work more [14]. Thus, psychological
Empowerment provides many benefits to every individual who wants to change his life for the better,
which of course, must be supported by the Leadership, so that there are no obstacles to improving
performance and productivity. Psychological Empowerment can influence individuals, organizations,
and society. The research results in England found that psychological empowerment dimensions of
Meaning, self-determination, and impact influence physical and mental health and majorly influence
job satisfaction. Therefore, to overcome the impact caused by the powerlessness of employees, it is
necessary to involve the Leadership in empowering its employees.

Psychological Safety in Servant Leadership

Psychological Safety is a form of employee behavior comprising work safety components
[26]. Forms of work safety behavior, such as using work safety equipment and actively participating in
work safety program activities in the organization. Neal and Griffin also added that the concept of
safety performance is employee behavior in the workplace related to organizational safety.
Psychological Safety is also defined as a form of employee safety behavior at work, including
compliance and participation [28]. Compliance is defined as employee safety behavior and
maintaining safety at work; participation is described as voluntary employee behavior to develop the
organization's work safety [6]. It can be concluded that Psychological Safety is a form of employee
behavior at work that includes the prevention of work accidents utilizing employee behavior that
complies with established safety rules and procedures and voluntarily participates in improving work
safety in the company.

There are two aspects of Psychological Safety. Namely, Safety compliance is a behavior
carried out by individuals to maintain safety. In this case, safety compliance is an employee's safety
compliance. To maintain the safety applied in the work environment. These behaviors include
following standard work safety procedures and wearing personal protective equipment. Safety
Participation (participation) is the Behavior of individuals to participate in safety activities [6]. Safety
participation is safety participation which is seen in the Behavior of employees in participating in
safety activities that are applied in their work environment. These behaviors include voluntary
participation in work safety activities, reminding coworkers of work safety, and participating in
various safety pieces of training.

Factors that affect the occurrence of safety performance include the first factor, the ability
of workers to observe the presence or absence of danger in the work location. Not all workers have the
ability to recognize hazards in the work area. The ability to observe various hazards depends on the
knowledge or experience of workers in the area or work process they are doing. After workers can
observe or identify potential hazards in the workplace, then workers must identify these hazards.
Many workers can identify workplace hazards but cannot identify the types of hazards that can occur.
Even though workers can observe and recognize hazards, accidents can still occur if workers do not
make the right decisions to prevent accidents. The ability to make the right decisions to avoid
accidents is strongly influenced by culture, Climate, and safety behavior. If the culture, Climate, and
Safety Behavior that develops within the organization is a culture, Climate, and risk behavior, workers
will tend to take risks rather than avoid risks. The last factor that influences the occurrence of
accidents is the ability to avoid hazards that have been identified, recognized, and decided to be
avoided. Workers may have decided to avoid potential accidents that could occur. However, accidents
can be avoided if the worker can properly avoid the hazard or risk, knows how to avoid the hazard, or
knows how to do the job safely. The ability to avoid will be seen in the safe Behavior of the worker is
doing his job.

Work Engagement in Servant Leadership

Work engagement is a business management concept that says that an employee who has
high engagement is an employee who has full involvement and has a high enthusiasm for work in his
work as well as in matters relating to the company's activities in the long term [8]. In other words, this
definition of work engagement can refer to employees' involvement, satisfaction, and enthusiasm at
work. This work engagement also develops from various surrounding concepts such as motivation, job
satisfaction, and organizational commitment.

Work engagement in a job can be conceptualized as organizational members who carry out
their roles in their work [21], work and express themselves physically, cognitively, and emotionally
during work. Employee engagement like that is needed to encourage employee morale.

Work engagement is also explained as an interaction in two directions, namely between
workers and those who provide work [4]. Engaged workers can be characterized by covering several
factors, including focusing on motivation, job satisfaction, commitment, finding Meaning in work,
pride, and having a relationship with an organization's overall vision and mission. More specifically,
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work engagement can be defined as motivation and becomes a center of positive thinking related to
work, characterized by vigor, dedication, and absorption.

There is another view of engagement as opposed to burnout [21]. Engaged employees can
have enthusiasm and effective relationships in their work, and they feel they value themselves as
capable of handling the demands of their work. That engagement and burnout are two opposite things
regarding work-related well being, with burnout representing a negative thing and engagement as a
positive.

The conclusion that can be drawn from the theory above regarding work engagement is the
attitude and behavior of a person at work by expressing himself physically, cognitively, affectively, and
emotionally. Employees find meaning in their work and a sense of pride to have been part of the
organization where they work, achieving the overall vision and mission of an organization. So that
makes employees have a sense of enthusiasm and have effective relationships in their work, and can
handle the demands of their work.

Work engagement is also a positive thing, related to a state of mind characterized by vigor,
dedication, and absorption. Vigor or enthusiasm reflects a readiness to devote effort to one's work, an
effort to keep the spirit at work, and a tendency to keep trying in doing a task, difficulty, or failure.
Dedication refers to a strong identification with one's work and includes feelings of enthusiasm,
inspiration, pride, and challenge. The third dimension of this work engagement is absorption (Liu et
al., 2020). Absorption can be characterized when a person becomes completely immersed in his work
for a certain time and finds it difficult to get away from his work.

Factors that affect work engagement include job demands (job demands), work resources
(job resources), and personal resources (personal resources). Job demands refer to the physical,
psychological, social, and organizational aspects of work that require physical and psychological effort
(cognitive or emotional) that are continuously associated with certain physiological or psychological
expenses. Factors related to this work demands are working with excessive workload, emotional
demands, emotional incompatibility, organizational change, high work pressure, unpleasant physical
work environment.

Job resources can be interpreted as physical, social, or organizational aspects of work,
reducing job demands that achieve a work goal and stimulating individual growth, learning, and
development [8]. Source of work has a positive relationship with work engagement. Six factors are
included in the Source of Work: autonomy, performance feedback, social support, supervisory
coaching, perceived organizational support, and development opportunities. Social support factors in
work resources can be in the form of appreciation support. This award can be classified into two
broader categories, namely extrinsic and intrinsic [4]. In the extrinsic category, there are financial and
interpersonal rewards. These financial rewards include salaries, wages, and benefits such as child care
centers, fitness centers, and medical care. Interpersonal rewards in the form of status and recognition.
While in the intrinsic category, there is completion (completion), achievement (achievement),
autonomy (autonomy), and personal growth (personal growth). Completion is the ability to start and
finish a job or project is important for some people.

For them, it is a reward for themselves. This achievement is self-appreciation obtained
when someone achieves a challenging goal. In that sense, autonomy can result in the freedom to do
what the employee considers best in a given situation. Whereas in personal growth in the form of
opportunities and encouragement given to the company to employees who are useful for employees to
develop and grow

Conclusion And Limitation

There are eight antecedent components in Servant Leadership, namely Transformational
Leadership, Authentic Leadership, Creativity, Ethical Leadership, Psychological Empowerment,
Psychological Safety, and work engagement. . Serving, which is a fundamental component of
Behavior, is always related to a person's internal attitude or attitude object, in this case, it can be seen
when he involves himself individually with the Behavior of someone who is dedicated to him so that
when the individual carries out a task in his work, he will give all the potential with hope. Moreover,
the purpose of getting an award is self-actualization. At the same time, the third component is
cognitive, a component of information related to attitude objects and all information organized to
respond to attitudes. In this component, it can be seen that if a person is already involved in his work,
he will use a pattern of thinking to create a creative idea, trying to find innovation so that doing work
feels light and fun. It will provide an attitude of enthusiasm, dedication, and absorption, which can be
analyzed applicatively.

Although this article summarizes a total of 41 articles that cover the Servant Leadership
sector, the researcher is aware of the study's limitations. In the 41 publications of articles that have
been indexed internationally on the Q1 scale, they still have not identified the cause or object of
research in a significant way. The literature review perspective tries to avoid bias to a minimum in
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describing the theory. Thus, further research provides actual implementation in statistical approaches
and qualitative case studies in applying the Servant Leadership theory model.
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