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ABSTRACT
This research is a literature review between Servant
Leadership, Organizational Commitment, Organizational
Culture to Employee Satisfaction, Employee Engagement,
and Employee Performance. Variations in employee
behavior that are influenced by implementing leadership
styles, implementing consistent organizational
commitment, and developing organizational culture are
believed to foster job satisfaction among employees,
including employee engagement towards performance
achievement. This research hopes that it can provide
insights for entrepreneurs and scientists to develop these
concepts both in practical and scientific studies.
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INTRODUCTION
The view encourages the increasing importance of
people-oriented leadership is given by Wong and Davey
(2007). They argue that the focus of leadership must shift
from process and results to people and the future. The
main challenge for management and leadership is how to
develop talented people in the organization by creating a
positive work climate and providing opportunities for
innovation, and taking risks to face uncertainties in the
future.
Greenleaf (1970), through his writing on servant
leadership, is seen as one of the pioneers of a new
revolution in leadership thinking. Spears (1994) states
that this revolution caused many people in companies,
universities, non-profit organizations, and other
organizations to seek new and better ways to integrate
work with their personal and spiritual growth. They seek
the best combination of leadership elements based on
service to others.
Washington (2007) states that servant leadership will be
able to create organizational commitment in employees.
Committed employees work as if they have a bond with
the organization. This gives the organization more power
to pursue its goals. Commitment is one of the variables
that is widely known to have a close relationship with
Employee Engagement. According to Robbins (2003: 104);
Employees who can be relied on by the company are

employees who have high discipline, so they have a high
Employee Engagement with the company, which can
provide more performance for the company.
In addition to employee discipline, companies must also
have loyal employees to the company, namely employees
who try to help the company achieve its goals. Attitudes
that reflect employee loyalty to the organization, and
success and continuous progress are called
organizational commitment (Luthans, 2006: 249).
Brahmasari (2004: 16), citing Marcoulides and Heck's
(1993) statement, states that organizational culture is a
concept that can be a means of measuring the
appropriateness of organizational goals, strategies, and
task organizations, as well as the resulting impact. A
strong will and determination, and consistency of the
leader are needed to create a strong organizational
culture that further guarantees organizational success.
Variations in employee behavior that are influenced by
implementing leadership styles, implementing consistent
organizational commitment, and developing
organizational culture are believed to foster job
satisfaction among employees, including employee
engagement towards performance achievement.

LITERATURE REVIEW
Servant Leadership
Greenleaf (1970) in De Sousa and Van Dierendonck (2010)
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defines Servant leadership as “a practical altruistic
philosophy which supports people who choose to serve
first and then lead as a way of expanding service to
individuals and institutions. Servant leadership
encourages collaboration, trust, foresight, listening, and
the ethical use of power and empowerment. This means
Servant Leadership as a practical altruistic philosophy
that supports people who choose to serve first, and then
lead to extend services to individuals and institutions.
Servant Leadership encourages collaboration, trust,
foresight, listening, and ethical use of power and
empowerment.
Liden, Wayne, Zhao, and Henderson's (2008) proposed a
conceptual framework for measuring servant leadership
consisting of 7 dimensions, namely
1. Emotional healing, namely behavior that shows

personal concern for employees.
2. We are creating value for the community, namely

behavior that consciously shows concern for helping
the community.

3. Conceptual skills, namely knowledge about the
organization and tasks, can support the existence of
employees.

4. Empowering, namely, behavior that facilitates
employees or encourages them to solve problems and
how to complete assignments.

5. Helping subordinates grow and succeed, a behavior
that shows concern for employee career development
by providing mentorship and support.

6. Putting subordinates first, a behavior that puts
employees as a top priority.

7. It was behaving ethically, behavior that shows
openness, fairness, and honesty to employees.

Organizational Commitment
Organizational commitment is one of the behaviors in
organizations widely discussed and researched, both as
the dependent variable, the independent variable, and the
mediator variable. This is partly because organizations
need employees who have high organizational
commitment to continue to survive and improve the
services and products it produces. According to
Greenberg and Baron (2008), employees who have high
organizational commitment are more stable and
productive. In the end, they are also more profitable for
the organization.
According to R.T.Mowday, R.M Steers, and L. W. Porter
(Luthan, 2006; Sulaiman et al., 2020; Usak et al., 2019; Ul-
Hameed et al., 2019), organizational commitment can be
measured by 15 indicators, as follows:
1. The willingness of employees to try hard and as best
as possible in increasing the company's success.

2. The willingness of employees to state to other parties
that their organization is an excellent place to work.

3. The willingness of employees to remain in the
organization even though there are significant
changes.

4. The willingness of employees to accept all kinds of
tasks to maintain organizational membership.

5. The willingness of employees to refuse to work in
other places even though they have the same job.

6. Employee awareness that the decision to work in this
organization is the right one.

7. Employee loyalty to the organization.
8. The same values and views of employees with the
organization.

9. Employee concern for the fate of the organization.
10. Pride of employees to declare to other parties that

they are part of the organization.
11. Employee awareness that this organization provides

good inspiration in producing a good performance.
12. Employee happiness to work in this organization

when deciding to join.
13. Employees' awareness that there are many benefits to

be gained if they maintain membership in this
organization in the long term.

14. Awareness of employees to have feelings of
agreement with organizational policies relating to
workers.

15. Employee awareness that the organization where he
works is the best possible place to work.

Organizational culture
Schein (1991) in Tika (2006: 18) explains that
organizational culture is a pattern or set of basic
assumptions that are created, discovered, or developed
by certain groups as learning to overcome problems of
external adaptation and internal integration that are
official and well implemented and by because it is taught
or passed on to new members as an appropriate way of
understanding, thinking, and feeling related to the
problem.
Organizational culture is operationally measured using
the dimensions of work patterns contained in the
organizational culture characteristics of Robbins'
research (2003: 721), namely:
1. Innovation and risk-taking are work patterns

developed by the company to encourage employees to
think innovatively and take risks at the right time and
when needed.

2. Attention to work detail is a work pattern created and
developed as an incentive for employees to think, act
carefully, and perform a detailed analysis of the work
for which they are responsible.

3. Result orientation is a work pattern that is oriented
towards achieving results.

4. Team orientation is a work pattern created and
developed to foster a sense of responsibility in
completing work teamwork.

Job satisfaction
Wekley and Yukl (2005: 129) say job satisfaction is how a
worker feels about his job. Job satisfaction is a
generalization of attitudes towards work based on
various aspects of the job.
Employee job satisfaction is operationally measured by
using the dimensions of the factors that affect employee
job satisfaction, which is adopted from the two-factor
theory of Herzberg (1959) in Kreitner and Kinichi (2005:
262), namely:
1. Company policy.
2. Working conditions or climate.
3. Responsible.
4. Promotion as a form of achievement.

Employee Engagement
A public consulting company, Mencer, defines employee
engagement as commitment or motivation, which refers
to a psychological condition in which employees feel they
are interested in the company's success and perform
tasks with high standards that exceed the assigned
requirements. (source: pernHR.com, quoted in Truss et al.,
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2014; Siddiqi et al., 2019).
Anitha J. (2014) (GRG School of Management Studies,
Coimbatore, India) states that there are seven dominant
factors in influencing employee engagement with the
company, namely:
1. Work environment
2. Leadership
3. Team and Coworker Relationships
4. Career Development and Training
5. Compensation
6. Organizational Policy
7. Work Welfare.

Employee performance
The definition of performance (quoted in Ramadhan &
Sembiring 2014) is the quality and quantity of work

achieved by an employee in carrying out his duties
following the responsibilities assigned to him.
According to Mathis and Jackson (2006 p.378 in
Ramadhan & Sembiring 2014; Shabbir et al., 2019; Shahid
et al., 2019), the indicators used to measure employee
performance are as follows:
1. Work Quantity
2. Quality of Work
3. Timeliness
4. Attendance
5. Cooperative Ability

Research Conceptual Framework
The conceptual research framework that explains the
effect of the independent, mediated, and dependent
variables are shown in Figure 2.1.

Figure 1. Research Conceptual Framework

CONCLUSION
The research design starts with the formulation of the
problem and the research objectives based on the
problem's background. After that, the design of data
collection methods and data analysis techniques that will
be used is carried out, then conduct a discussion that
explores the research findings by confirming the
relationship with previous research, after which decision
making is carried out.
This research is categorized as correlational and survey
research, with the following explanation:
1. Correlational research explains the evidence of a

causal relationship between independent variables
and intermediate variables, and the dependent
variable.

2. Survey research is research conducted by direct
observation at the research site

Research variable
The results of the identification of several research
variables based on the background of the problem and
the formulation of the problem obtained the following
variable groups:
1. Independent variables, namely, variables that are

believed to affect other variables. This independent
variable is given the symbol "X," which consists of the
variables:

a. Servant Leadership (X1)
b. Organizational Commitment (X2)
c. Organizational Culture (X3)
2. Intermediate variable, namely the variable that lies

between the independent variable and the dependent
variable, is believed to be a variable that can connect
between the independent and dependent variables so
that there is an influence called indirect influence.
This intermediate variable is given the symbol "Z,"
which consists of the variables:

a. Employee Job Satisfaction (Z1)
b. Employee Engagement (Z2).
3. The dependent variable, which is a variable whose

existence is highly dependent or influenced by other
variables. This variable is given the symbol "Y,"
namely the Employee Performance variable (Y)

Data collection technique
The data taken in this study is in the form of primary data
and secondary data, with data collection methods carried
out by questionnaires, which are given directly to the
respondents.

Data analysis technique
Data processing techniques use SEM (Structural Equation
Modeling) through the Analysis of Moment Structure
(AMOS) application.
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