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Abstract

The study of leadership has taken a paradigm shift from vision to
execution due to increased competition in the globalized market. It has
been analyzed that companies adopting Servant leadership continue to
grow out of the various kinds of leadership. This paper analyses the
studies on Servant leadership for the past 30 years, from 1991 to 2021.
The papers published in SCOPUS indexed journals have been analyzed
through bibliometric analysis using VOS viewer and Biblioshiny. This
study is about the evolutionary history of Servant leadership from
conceptual to scale development to model formation in the past 30 years.
Further bibliometric analysis included descriptive analysis, cluster and
thematic analysis. The study showed presently servant leadership
research is limited to specific sectors like health and education, more
research on servant leadership is needed in other fields. Majority of the
scholars are working on employee level outcomes of servant leadership.
The study showed gap in identification of servant leadership
applications at organizational level across industries.
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Introduction

The leadership is a critical aspect for running a dynamic and complex
business. Globalization results in the emergence of international level
competitive forces. There are changes in the technology we use,
asymmetric and non-uniform market changes, overproduction in some
industries, manipulated stock market actions, and employee
demography changes. Hence, the competition in the globalized market
has made a paradigm shift from leadership vision to execution. Global
and multinational organizations are considering servant leadership as a
form of ethical, people-centered and caring type of leadership in an
organization (Blanchard, 2002; Covey, 2002; Cowan, 1996; Kumar,
2018; Senge, 1997; Van Dierendonck, 2011). Servant leadership's
principles and practices can bring a new sense of community and
organizational focus (Brownell, 2010).

Servant leader bring out the best in the employees and cater to the

www.pbr.co.in



community feeling and their sense of organizational
belongingness (Ambali et al., 2011). According to various
studies, servant leaders have a positive impact on their
followers, leading to enhanced organizational
performance, satisfaction, and effectiveness (Farling et al.,
1999; Laub, 1999; Nyhan, 2000; Shockley-Zalabak et al.,
2000). The servant leadership approach fosters higher
levels of inspiration, motivation, job satisfaction, and
organizational commitment (Russell, 2001). Eva et al.
(2019) also found that organizations that implement servant
leadership practices experience ongoing growth. A
company like Google, which had a very modest start,
starting in a garage, prioritized its employee's first and
practiced Servant leadership even when conditions were
unfavorable for the company. Google presented a
significant difference in its capacity to attract and retain
human potential. Such instances give us more substantial
reasons to expand our horizons in Servant leadership.

A servant leader prioritizes the well-being of others by
supporting their career aspirations and promoting the value
of giving back to society. This mindset can instill a sense of
responsibility towards humanity in those who follow this
leadership style. According to Robbins etal. (2013), servant
leadership can be characterized by five key behaviors,
including listening, persuading, actively developing
followers, empathizing, and accepting stewardship. Van
Dierendonck and Nuijten (2011) also identified eight
dimensions of servant leadership, such as empowerment,
accountability, humility, authenticity, courage,
interpersonal acceptance, and stewardship, which can be
used to measure this leadership approach as a latent
construct. By understanding the complexities of an
organization, a servant leader can prioritize the concerns of
their followers and act as a mentor to help individuals reach
their full potential and become self-sufficient (Rowe &
Guerrero, 2012).

As a Servant leader, one motivates the employees to fulfil
the leader's targets and goals and wants their employees to
improve and develop for their good rather than merely
fulfilling the organizational goals. (Ehrhart, 2004) Hence,
to practice Servant leadership, one should surpass the
leader's ego and enable them to build an organizational
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climate fostering employee empowerment. Servant
leadership crosses the organizational barriers and instils in
the followers the idea of serving the organization and the
community at large (Liden et al., 2008). When a leader
qualities liked and appreciated by the followers, the
followers try to copy and behave like the leader (Mayer et
al., 2012). Thus, the virtue, the concern and care servant
leaders have for their followers make them more
trustworthy and liked, enabling followers to model their
leaders (Schaubroeck et al.,, 2011). Though there are
different reactions from the followers to the Servant
leadership style, most of the followers appreciate and are
favourable toward their leaders engaging in Servant
leadership behaviour (Meuser et al., 2011). Servant leaders
act as role models for their followers, support them in every
possible way, engage their followers in the organization's
decision-making process, and understand that they
eventually have to serve the community (Reed et al., 2011;
Stoneetal., 2004).

Studies have found that servant leaders create a positive
work environment that leads to higher levels of follower
satisfaction, commitment, engagement, and performance
(Carter and Baghurst, 2014; Liden etal., 2008; Mayer etal.,
2008; Neubert et al., 2008). According to Spears (2002),
servant leadership is a model of leadership that prioritizes
serving employees, customers, and the community. It
involves building ethical and humble relationships with
followers and focuses on developing and empowering
stakeholders (Lemoine, 2015). Servant leadership is also
about promoting learning in the organization (Bass, 2000).
The term "Servant leadership™ was first introduced by
Greenleaf (1970) in his book "The Servant Leader".
Although Greenleaf did not provide a formal definition of
servant leadership, he described it as a phenomenon that
prioritizes serving others. Though Greenleaf did not state a
formal definition of Servant leadership, he described the
phenomenon of Servant leadership as: “Servant leadership
begins with the natural feeling that one wants to serve. Then
conscious choice brings one to aspire to lead. The
difference manifests itself in the care the Servant takes —
first to ensure that other people's highest priority needs are
served. The best test is: Do those served grow as persons; do
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they, while being served, become healthier, wiser, more
accessible, more autonomous, and more likely themselves
to become servants?” (Adopted from the study of
Greenleaf).

According to Barbuto and Wheeler (2006), servant
leadership involves prioritizing and promoting the interests
of followers. This approach emphasizes individual
presence and creating positive societal change,
representing a transformative perspective on work and life
(Spears, 2004). The effectiveness of servant leadership can
be measured by the well-being, mental health, and positive
emotional state of followers (Page & Wong, 2000). Servant
leaders create a psychologically safe environment where
followers can share their concerns for others (Schaubroeck
et al., 2011). Yukl (2013) incorporated servant leadership
into ethical leadership, with increased interest in this
approach stemming from scandals, decreased confidence,
and unethical practices. According to Walumbwa et al.
(2010) the Servant leadership is different from any other
kind of leadership in the following aspects:

 Servant leaders are categorized with high interest and
concern of the followers are also concerned with the
organizational stakeholders' success.

 Unlike other leadership styles, Servant leadership has a
moral component not found in any other leadership
style.

« Servant leaders exhibit the trait of having a mirror
reflection of themselves to stay realistic and avoid
excessive pride. (Graham, 1991).

The concept of Servant leadership involves two contrasting
terms, "servant" and "leader", which have different
meanings, roles, and responsibilities. However, the Servant
leadership approach explains how these seemingly
different roles can be integrated and executed as one
leadership concept. This approach emphasizes the
importance of serving and leading at the same time,
whereby the leader serves their team while the team also
looks up to the leader for direction. Despite the seemingly
opposing nature of these roles, they are actually
complementary and work together effectively. Many
scholars have explored this paradoxical yet complementary
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aspect of Servant leadership (Bass, 2000; Farling et al.,
1999; Graham, 1991; Russel, 2001; Senge, 1997; Spears,
1995). In today's corporate world, ethical and moral
concerns have become increasingly prevalent, highlighting
the need for leaders to establish clear guidelines for their
subordinates.

Antecedents and Consequences of Servant
Leadership

Antecedents and consequences of servant leadership have
been widely studied in the past few decades. The
antecedents of servant leadership can be classified into
three categories: individual, organizational, and cultural
factors. Individual factors refer to the personal traits and
characteristics of the leader that make them inclined
towards servant leadership. According to Stone, Russell,
and Patterson (2004), such traits include empathy, humility,
listening skills, and a desire to serve others. Similarly,
Spears (2002) suggested that the leaders who possess the
qualities of kindness, honesty, and a commitment to
personal growth are more likely to exhibit servant
leadership. Organizational factors refer to the
organizational culture and practices that support and
promote servant leadership. For instance, a culture that
values teamwork, collaboration, and employee
empowerment is likely to foster servant leadership (Liden
et al.,, 2008). Moreover, organizations that provide
leadership development programs and encourage
leadership at all levels are more likely to have servant
leaders (Ehrhart, 2004). Cultural factors refer to the societal
values and beliefs that promote servant leadership. For
example, in collectivist cultures, where group harmony and
cooperation are highly valued, servant leadership is more
likely to be exhibited (Hofstede, 2011). Similarly, in
cultures that emphasize spirituality and social
responsibility, servant leadership is more likely to be
embraced (Fry, 2003). Understanding these antecedents
can help organizations develop and promote servant
leaders.

The effects of servant leadership can be divided into three
categories: individual, organizational, and societal
outcomes. Individual outcomes refer to how servant
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leadership affects the employees being served, and it has
been shown to have a positive impact on their job
satisfaction, engagement, and performance (Liden et al.,
2008; Walumbwa et al., 2010). Additionally, servant
leaders tend to mentor their employees, leading to their
personal and professional growth. Organizational
outcomes refer to how servant leadership affects the
organization as a whole, and it has been linked to positive
outcomes such as organizational citizenship behavior,
innovation, and financial performance. Servant leadership
also fosters a positive organizational culture that values
trust, collaboration, and employee empowerment (Ehrhart,
2004).. Societal outcomes refer to how servant leadership
affects the broader community, and servant leaders are
more likely to engage in socially responsible activities that
benefit the community (Sendjaya & Sarros, 2002). They
also promote social justice and equity, leading to a fairer
society. Understanding the effects of servant leadership can
help organizations recognize its value and promote a
culture that encouragesiit.

Servant Leadership during COVID-19

The COVID-19 pandemic has had a significant impact on
various aspects of society, including businesses and
organizations. In times of crisis, leadership plays a crucial
role in steering organizations through uncertainties and
challenges. Servant leadership, characterized by empathy,
humility, and concern for others' well-being, has emerged
asavaluable approach for guiding organizations during this
crisis.

Empathy is a crucial aspect of servant leadership,
particularly during a crisis. Leaders who practice empathy
can understand their followers' perspectives and needs,
leading to appropriate responses. According to Van
Dierendonck and Patterson (2015), servant leaders who
demonstrate empathy create a sense of psychological safety
and trust among their followers, which can enhance their
motivation and resilience in difficult times.

Humility is another vital trait of servant leadership during
the COVID-19 pandemic. Leaders who show humility can
recognize their limitations and mistakes and seek input and
feedback from their followers. This approach can help
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leaders make better decisions, foster trust and respect
among their followers, and promote a culture of continuous
learning (Van Dierendonck & Patterson, 2015).

During the pandemic, servant leaders have focused on
supporting and empowering their followers to overcome
the challenges they face. Some organizations have offered
financial aid to employees impacted by the pandemic or
provided flexible work arrangements to accommodate their
needs. By demonstrating support and empowerment,
servant leaders can help their followers feel valued and
motivated to contribute to the organization's success (Liden
etal., 2008).

Several examples illustrate how servant leadership has
been applied during the COVID-19 pandemic. For
instance, Tim Ryan, the U.S. chairman of PwC, prioritized
his employees' health and safety by providing them with the
resources and support necessary to work from home. He
also supported the firm's clients by offering advice and
guidance on how to navigate the crisis. Similarly, Jacinda
Ardern, the Prime Minister of New Zealand, emphasized
empathy and compassion in responding to the crisis and
implemented policies to support vulnerable populations,
businesses, and workers affected by the pandemic
(McGuireetal., 2020).

Criticism of Servant Leadership

This paper asserts that while servant leadership has
benefits, it is essential for leaders to recognize its
limitations and drawbacks. The criticisms of servant
leadership, including the potential for creating an unhealthy
power dynamic, promoting groupthink, and limitations in
achieving organizational goals. Liu (2019) found that
servant leaders who prioritize serving their followers can
paradoxically increase their own power and influence over
them, which can be problematic if the leader is using this
approach to control their followers (Mittal and Dorfman,
2012). Additionally, servant leadership has been criticized
for potentially promoting groupthink. Servant leadership
emphasizes the importance of collaboration and consensus-
building, but in some cases, this can lead to a lack of diverse
perspectives and ideas. This can result in groupthink, where
individuals prioritize harmony and consensus over critical
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thinking and independent decision-making. Cai et al.,
(2018) revealed that servant leadership can hinder group
creativity and innovation due to the emphasis on
collaboration and consensus, which may limit diverse
thinking and discourage challenging the status quo.
Additionally, servant leadership has been criticized for
neglecting organizational goals, potentially causing harm
to the organization. Servant leadership had a negative
correlation with organizational performance in some
contexts, particularly in highly competitive environments.
Itis important to adjust one's leadership style appropriately
and consider the context when utilizing any leadership
approach.

Study objectives and approach

Parris and Peachey (2013) have recognized servant
leadership as the ethical foundation and leadership
structure that is essential for tackling the challenges of the
21st century. Different societies and cultures may perceive
Servant leadership differently. It is based on the idea that
leaders should first desire to help, thus providing leadership
to serve the group's needs. This statement may be
understood with different notions among the different
cultural groups. Hence, it becomes crucial to understand if
the effect of Servant leadership varies among different
cultures. Hence, this paper has an objective of addressing
the following areas of research with the help of bibliometric
analysis:

The evolution of Servant leadership in the past 30 years,
from 1991 to 2021.

e The critical areas of research in the field of Servant
leadership and understanding of which area of study
(authors and their citations, countries, journals,
different organizational concepts associated with the
study of Servant leadership, organizations and
institutes) has a significant contribution towards the
study of Servant leadership

e To understand the prevalence of Servant leadership
worldwide by connecting the network formed by
authors and organizations from different countries
working together in Servant leadership.

The above areas have been explored, as bibliometric
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analysis can bring us to a structured, quantitative, and
objective analysis (Najam and Mustamil, 2020). These
areas, when put together, give a holistic understanding of
the concept and usage of Servant leadership in today's
world. This paper shall use bibliometric analysis, a
quantitative, structured and objective analysis (Donthu et
al. 2021).

Methodology

Since this is a bibliometric analysis that focuses on
guantitative data, the paper shall use descriptive analysis to
understand the studies/research done in Servant leadership.
For the same, the paper shall outline the studies on servant
leadership focusing on: evolutionary history of Servant
leadership and thematic evolution, clustering and factorial
maps of servant leadership. Hence, we shall inferentially
conclude the concept and execution of Servant leadership
understood by different authors. The review process was
divided into three stages:

«  ThePlanning Phase: List down the journals recognized
by SCOPUS for the past 30 years.

e The Working Phase: Conducting the review of the
papers listed in the planning phase.

« The Concluding Phase: This stage includes the
findings of the review.

Software

VOS Viewer and Biblioshiny are the software used for
bibliometric analysis in this paper. VOS Viewer and
Biblioshiny can create maps such as journal maps,
publication maps, and country maps based on a network
(co-citation) visualizing and exploring scientific
bibliometric maps  (Van Eck & Waltman, 2010).
Biblioshiny is used for clustering, thematic analysis and
factorial analysis of bibliometric data.

Database

This paper studied the articles published in SCOPUS
indexed journals for the past 30 years, starting 1991 to
2021. In order to ensure precision and relevance, keywords
used to search the papers were "servant leadership" and
"servant leader". A total of 1217 valid publications were
used in the study.
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Evolutionary history of Servant Leadership in
the past 30 years, 1991-2021

The evolution of servant leadership can be divided into
three phases. The first phase, which lasted until 1999, was
focused on the conceptualization of servant leadership.
During this phase, scholars like Graham (1991), Spears
(1993, 1995), Lloyd (1996), Wilson (1998, 1999) explored
the theoretical basis of servant leadership and its potential
application in organizations. Although the term "servant
leadership" was coined by Greenleaf in 1970, it was during
this period that organizations and researchers began to
consider it as a novel leadership approach. The focus was
on how servant leadership could be used to promote
employee growth and commitment during organizational
reengineering and reorganization. The second phase (2005-
2015) of servant leadership was characterized by a focus on
scale development, with researchers like Liden et al. (2008)
and Dennis & Bocarnea (2005) developing
multidimensional measures and assessment tools for
servant leadership. The third phase (2015-2021) of servant

Authorsand their Citations

The first area of study in the paper is to understand the
contribution of authors and the co-authorship that they have
with other authors and the number of citations. The
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leadership is marked by the development of models.
Researchers like Bao, Li, & Zhao (2018) and Elche, Ruiz-
Palomino, & Linuesa-Langreo (2020) have explored the
relationship between servant leadership and organizational
outcomes, highlighting the mediating effects of empathy
and service climate. Further, the year-wise publications on
Servant leadership is given below (see Figure 1).

No. of Publication

150
100

50
/

P
0

1985 199 1995 2000 2005 2010 2015 2020 2025

-50
Year(s)

Figure 1. Evolutionary history based on the year wise publication.
Source: SCOPUS Source list

prominent authors and co-authorship are shown in Figure 2,
which is overlay visualization. There are 5 different
clustering of co-authorship. The top authors who have
contributed to the study of Servant leadership are given in
Table1.

Table 1. Top 10 Authors contribution/citations

S. No. Authors Documents Author Citations
1 Robert C Liden 29 D Van Dierendonck 1912
2 A Newman 28 Robert C Liden 1883
3 R F Russell 27 S J Wayne 1252
4 G Schwarz 27 S Sendjaya 1000
5 K Patterson 25 R F Russell 896
6 D Van Dierendonck 24 A Gregory Stone 736
7 M J Neubert 22 M J Neubert 684
8 S Sendjaya 22 K Patterson 607
9 S J Wayne 21 Lawrence B Chonko 583
10 B Cooper 20 James A Roberts 547

Source: SCOPUS Source list
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Figure 2 represents the top authors contributing to the
Servant leadership study. Different colors represent five
clusters. The green cluster represents the authors working
on servant leadership study around the year 2010 and has
authors like Patterson, Russell, Gregory Stone, Winston
and Field working around it. Then we have a purple cluster
where we have Van Dierendonck as the significant
contributor to the Servant leadership study during 2014;
Dierendonck has worked with other authors like Liden,
Patterson, Sendjaya, and N Eva. We then have the red
cluster where R C Liden is the major contributor to the
Servant leadership studies around 2016. This cluster also
has other contributors like Henderson, Z Wang, S J Wayne
and Cao. The blue cluster represents researchers like
Cooper, Newman and Miao. The yellow cluster highlights
the most recent contributors to the Servant leadership study
like N Eva and M Robin, who have worked with authors
like Sendjaya, Liden and VVan Dierendonck. The second part
presents a relationship between authors and their citations
with a minimum of 50 citations as the benchmark. The
author citation is represented in network visualization in
Figure 2. There are atotal of 71 itemsin 5 clusters.

Figure 2. Authors' citations clusters-servant leadership
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Countries across the globe working on Servant
Leadership

The second area of study was to analyze the countries
contributing to the study of Servant leadership. This
analysis has been represented in network visualization with
a minimum of 10 documents for each country. It has been
found that the United States has the maximum number of
articles (549) and citations (2997), respectively. It leadsto a
substantial difference in the study of Servant leadership in
the United States compared to any other country. The
United States is followed by China, the United Kingdom,
Australia, Canada, Netherlands, South Africa, Spain and
India in the ninth position. There are 5 clusters identified.

Cluster 1: the United States, United Kingdom, New
Zealand and Canada.

Cluster 2: China, Hong Kong and Taiwan.

Cluster 3: South Korea, South Africa, Pakistan, Malaysia
and Iran.

Cluster 4: Australia, India and Indonesia.

Cluster 5: Belgium, Germany, Italy, Spain, Netherlands and
Turkey.

However, the linkage of a particular country is not just
limited to the cluster it belongs. We can see that most
countries worldwide are working in collaboration with the
United States, including countries like China, India, the
Netherlands, South Korea, and Spain. Hence, this is a critical
analysis that helps us understand that many countries
worldwide have taken up the study of Servant leadership.
People from different countries are coming together to study
and analyze Servant leadership. The contribution of different
countries to the study of Servant leadership is represented asa
network visualization form in the Figure 3.

Figure 3. Top countries working on Servant leadership

pdneiel
:.lria:a — m!ﬂm—
T pakean | -'&;-"_ a\_n'_a_j
@) gy (Uit states = o
) unteg kngdom
ety
ittty

Source: SCOPUS Source list

www.pbr.co.in



Top Sources/Journals published the Servant
Leadership research

The third area of the study is analyzing the SCOPUS

Volume 16 Issue 7January 2024

indexed journals publishing the servant leadership/servant
leader research. Hence, the visualization of journals
publishing the work in the said area is represented in the
Table 2.

Table 2. Top 5 Journals published on Servant leadership

S. No. | Source/Journals Document | Citations SJR | CiteScore
1 Leadership and Organization Development Journal 38 739 0913 | 4.9

2 Journal of Business Ethics 34 1679 2438 | 10.8

3 International Journal of Sports Science and Coaching 19 9 0.631 | 3.2

4 International Journal of Contemporary Hospitality Management 14 417 2.288 | 11.1

5 Frontiers in Psychology 14 89 0.873 | 4.0

Source: SCOPUS Source list

Keywords Associated with the Servant
Leadership

The next area of the study is to analyze the different
keywords used in the study of Servant leadership. It is to
understand the different areas in which the concepts of
Servant leadership have been used. Employee job
performance, job satisfaction, trust, ethical leadership and
the hospitality industry seem significantly associated with
Servant leadership. The linkage of Servant leadership with
other keywords is given in figure 4 in the form of network
visualization. The minimum number of occurrences of a
keyword was taken as 10, so out of 3313 keywords used,
278 keywords met the threshold. It has been found that the
Servant leadership studies are being linked with job
performance, job satisfaction, trust, ethical leadership,
organizational commitment, corporate social responsibility
and the hospitality industry. The linkage of Servant
leadership with other keywords is given in figure 6 in the

form of overlay visualization.
Figure 4. Overlay visualization
of keywords in servant leadership
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However, there were other keywords with a higher number
of occurrences; the keywords which seemed to have higher
relevance to the study of Servant leadership have been
listed. From our country-wise analysis, the United States
has the highest number of Servant leadership studies. The
occurrence of the United States in the list of keywords
further reaffirms the same. The keywords have a significant
linkage with the concept of Servant leadership. It also gives
us further directions of permutations and combinations of
different aspects/areas in which the study of Servant
leadership can be further explored.

Organizations/Universities

The Figure 5 presents the organizations/universities
working on Servant Leadership Studies. Some of the
influential organizations/universities working on Servant
leadership were analyzed as co-authors and organizations.

Figure 5. Network Visualization of
Co-authors and Organizations

witt, |2, Uniggriy of hous

penney, L.m. @iversity of ho
tolenting, r.ggoffice of the

weinberger, gpunivarsity of

Dérmy, s . unlgersity of hou

8, VOSviewer

Source: SCOPUS database

91



Pacific Business Review (International)

A minimum threshold of five papers per organization was
considered. Baylor University had 32 documents under two
different authors, i.e. Hunter and Neubert, with a count of
16 for each author. Emory and Henry College also had a
count of 16 documents. There were 77
Universities/Organizations, which had a count of 8
documents per organization. Sixteen
Universities/Organizations had a count of 7 documents
each, and 2 Universities/Organizations had five documents
each under them for Servant leadership. Besides the top
two, some other vital universities are Widener
University(US), Oklahoma State University(US),
University of Central Florida (US), University of
Quebec(Canada), Regent University (US), University of
Johannesburg (South Africa) to name a few.

Thematic Evolution of Servant Leadership

The thematic evolution of the servant leadership theory in
organizational context is divided into different time zones.
In the last century the thematic focus was on leadership
mainly in the United States. In 2001-2010 the thematic
evolution enters mainly into health care industry to access
the quality aspects. Leadership in nursing roles with their
social behaviour was explored as main themes. From 2011-
2021 servant leadership studies were aligned to various
organizational and management factors of burnout and
workplace management (see Figure 6).

Figure 6. Thematic Evolution of Servant Leadership

Source: Biblioshiny
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Clustering

The Figure 7 shows authors coupling. The clustering shows
four major areas. The coupling strength is higher in
leadership and low in the niche area of job satisfaction,
health and behavioral research. The article on servant
leadership stated the gender applications. The behaviour
research is significantly adopting servant leadership as a
critical theme.

Figure 7. Clusters by Authors Coupling

Clustars by Authors Coupling

Source: Biblioshiny

Figure 8. Cluster Dendrogram

Topie Bendrogram

Source: Biblioshiny

The dendrogram in Figure 8, represents relationships and
hierarchical order through clustering various items and
concepts of servant leadership. The associations are
presented in two main categories. First category presents
the ‘healthcare’ and 'review'. In the second category,
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employee, gender, workplace, occupation, psychology,
wellbeing, perception, attitudes were weighted under sub
categories. The second cluster deals with employee and
human aspects. The sub-categories show interpersonal
relationships, psychological aspects in healthcare
employees. The servant leadership studies are significantly
contributing toward employee motivation, social
behaviour, empowerment and organizational culture
theory.

Conceptual Structure Map

The contextual structure map presents the common words
used in servant leadership studies. The red area and blue
area present two different conceptual clusters.

Figure 9. Conceptual Structural Map
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Source: Biblioshiny

In the red area various sub contextual structure can
identified. The United States presents work on
organizational culture, humans, and personal management
and motivation aspects. China is associated with
leadership, social behaviour, perception, ethics and
employment aspects. Servant leadership concepts are
revolving more around healthcare, nursing, empathy and
employee psychology (see Figure 9).

Discussion and Conclusion

In the past 30 years, organizations have shown a gradual
shift in the adoption of Servant leadership. From 1991 to
1998, studies depict it as a new approach to leadership. The
year 1999 onward focus shifted toward empirical studies
presenting model development and Servant leadership
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measures. Servant leadership is explored across different
cultures and analyzed its impact on followers' needs and
work. The year 2011 to 2021 sees the study of Servant
leadership with mediation and moderation effect; it
analyzed the effect of Servant leadership on culture,
employee performance, firm performance, and
organizational citizenship behaviour. Hence, there are
different organizational aspects from which we can study
and explore the concept and applicability of Servant
leadership.

The Study of Servant leadership in India is still in the
nascent stage. The contribution of Indians to the field of
Servant leadership is less compared to countries like the
United States, United Kingdom, China, Canada, South
Africa and Australia. More than 20% of the Fortune
magazine top 100 companies have asked for guidance from
the Greenleaf Centre for implementing Servant leadership.
Some of these companies are Starbucks — which believes
that valuing its employees can only lead to shareholder
values, Vanguard Investment Group, and Southwest
Airlines (Parris & Peachey 2013). Companies that have
adopted Servant leadership are Balfour Beatty, which
focuses on its employees' personal and professional
success, and Marriot International, which has a culture of
serving its customers and employees. Nordstrom, a famous
departmental store, places its sales and floor staff at the top
(Sivasubramaniam J, 2017).

Unlike the earlier understanding that Servant leadership
only focuses on boosting employee morale, it has been
proved that Servant leadership also helps increase the
company's profit, according to the research from Emlyon
Business School in France. This study was conducted on 55
stores of the same company in France. The growth of these
stores was rated negatively. However, out of the 22 stores
with a positive growth rate, 18 have Managers scoring
higher on Servant leadership (Percy, 2020). In India, we
have leaders like Shri Narayan Murthy, who implemented
the concept of Servant leadership in Infosys, which makes it
a CMM Level 5 company. Shri Azim Premji, the Chairman
of Wipro, was an exemplary Servant leader who brought
about professional excellence and economic success to the
company. The Tata Group, led by Shri Ratan Tata, also has
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the Servant leadership style adapted to its organizational
culture, making the company what it is today (Mishra and
Mahapatra, 2018). Hence, in India, we can target more
empirical research on Servant leadership to see its impact
on organizations, employees, and profit margins. Servant
leadership has applications in the actual work environment,
which has already been seen in the western part of the
world. Hence, in the new era of business, our focus should
be on leaders leading the followers to the best by serving
them in the truest sense of Servant leadership. Servant
leadership is gaining acceptance in modern organizations.
The problems in contemporary leadership styles are finding
solutions in the aura of servant leadership.
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