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Abstract 

The study was an examination of the role of servant leadership in worker's commitment to the 

Xander church (Pseudonym). In Xander church, workers' commitment is shallow, as reflected in 

attendance and service. A cross-sectional design was used to study 38workers using 

nonprobability purposive sampling. The hypotheses were: H1 Is there a statistically significant 

relationship between servant leader behaviors and workers' commitment? H2: Is there a 

statistically significant relationship between the servant leadership behavior of empowerment 

and church workers' reported commitment due to the length of stay? The eight dimensions 

servant leadership survey instrument measured servant leadership, while workers' commitment 

was measured with the 15-item Organizational Commitment Questionnaire. The data were 

analyzed with Spearman’s Rho correlation because of a small sample size. The results revealed 

that servant leadership predicted commitment, and the servant leadership survey element, 

behavior empowerment, was not predicted by the worker's length of stay. I recommend that 

further research be conducted to ascertain reasons for a low commitment since servant leadership 

behavior impacted commitment. 

Keywords: Servant leadership, commitment, church workers, empowerment, and leadership 

behavior. 

Introduction 

The Role of Servant Leadership in Church Workers’ Commitment 

Servant leadership is a multidimensional leadership theory that starts with a desire to 

serve (Greenleaf, 1998), followed by an intent to lead and develop others (Spears, 2010), and to 

ultimately achieve a higher purpose objective to the benefit of individuals, organizations, and 

societies (van Dierendonck, 2017). Although Greenleaf created servant leadership in 1998, its 

original principles can be found in the Bible (Coetzer et al., 2017). For example, Jesus said,  
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You know that those who are regarded as rulers of the Gentiles lord it over them, and 

their high officials exercise authority over them. Not so with you. Instead, whoever wants 

to become great among you must be your servant. (King James Bible, 2021, Mark 10:42-

45).  

Servant leadership cuts across a variety of leadership theories (Coetzer et al., 2017). 

However, it is unique in the sense of its philanthropic characteristics, leadership intent, focus, 

and other dimensions of leadership attributes. In addition, it focuses on serving people first 

(Stone et al., 2004). Over the years, servant leadership has developed from its conceptual and 

philosophical origins in the 1970s to become a theory reinforced by a growing number of stout 

empirical studies, dependable and valid instruments. Servant leadership has generated 

considerable attention in recent years (Singfiel, 2017). Practitioners of servant leadership have 

increased from a trickle to a river during his study (Spears, 2010). 

Servant leadership is seen as Jesus' leadership style and His prescription of leadership for 

intending leaders (Ebener & O'Connell, 2010; King James Bible, 2021, Matthew 20:27). The 

servant leader defines the leader's inner nature, character, and spirit, while the leader in servant 

leader describes the job at hand. A leader makes the intentional effort to influence attitudes, 

atmosphere, and actions that will bring about change within another person, a group of people, or 

an organization (Agee, 2001). 

Servant leaders possess a special call, and they manifest humility, peace, proclaim a clear 

vision while attending carefully to those with whom they work. They demonstrate a convincing 

interior strength not uncommonly displayed through authentic weakness (Holst, 2001). Holst 

admonished that the entire congregation must be engaged in the servant leadership process, in 

the heart of a church's renewed mission, with a commitment to change among groups of people 

as well as within individuals. Examining the impact of servant leadership and transformational 

leadership in the church, servant leadership demonstrated positive relationships with outcomes 

such as leader effectiveness, church health perceptions, trust in leader, trust in the organization, 

follower satisfaction, with marginal support for affective commitment. Moreover, servant 

leadership independently predicted normative commitment (Scuderi, 2014). Many great 

preachers provide good sermons, but they do not call for commitment (Warren, 2018). What I 

aimed to achieve in this study was to demonstrate how servant leadership has impacted church 

workers' commitment in Xander church since servant leadership has also been researched in the 

context of the local church (Martin, 2001). 

Statement of the Problem, Purpose, and Significance of the Study 

In Xander church, the leaders claimed that church workers' commitment is shallow, as 

reflected in worship services and serving in the church. There was, therefore, a need to embark 

on a study to ascertain the reasons for this experience. The purpose of the study was to determine 

whether servant leadership style impacted workers' commitment. In Shiloh, 5000 committed 

individuals were studied on its eventual collapse. It was reported that congregants engendered in 

their priorities and life choices (Goldman, 1995). So, with signs of non-commitment evident in 

Xander church, it was essential to take this study. Below is the hypotheses for the study: 
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Hypothesis 1: Is there a statistically significant relationship between defined servant 

leader behaviors and workers' commitment? 

Hypothesis 2: Is there a statistically significant relationship between the servant 

leadership behavior of empowerment and church workers' reported commitment due to the 

length of stay? 

Literature Review 

Servant leaders first "make sure that other people's highest priority needs are being 

served. It has to do with the feelings to serve others first, and the consciousness then results to 

one aspiring to lead" (Greenleaf, 1977, p. 27). There are 10 characteristics of the servant leader: 

listening, empathy, healing, awareness, urging, conceptualization, foresight, stewardship, 

commitment to the growth of people, and building community. The best test of servant 

leadership would be that those being served would "grow as persons" (Spears, 2010 p. 27) and 

"become healthier, wiser, freer, more independent, and more likely themselves to turn out to be 

servants" (Greenleaf, 1977 p. 27). 

Servant leadership in the workplace is about helping others accomplish shared objectives 

by facilitating individual development, empowerment, and collective work consistent with the 

health and long‐term welfare of followers. A servant leader must attend to the needs of followers 

and help them become healthier, wiser, and more willing to accept their responsibilities. Other 

roles include nurturing, defending, empowering followers, listening to followers, learning about 

their needs and aspirations, and being willing to share in their pain and frustration (Yukl, 2013). 

Another position of the servant leadership theory is that the servant leader must stand for what is 

good and right, even when it is not in the financial interest of the organization (van Dierendonck, 

2017). 

Servant leadership has grown remarkably over the last half-century. Though it was 

primarily considered an intuitive or philosophical approach to leadership for many years, 

researchers have recently subjected it to stringent quantitative analysis (Singfiel (2017). Research 

has shown that the servant leadership model is a good way to move ahead in an organization 

(Bamdale et al., 2017). Servant leadership style possesses increasingly important values where 

people can achieve power because of their values, ideals, and ethics (Melchar & Bosco, 2010). It 

is an approach to leadership with strong altruistic and ethical overtones that asks and requires 

leaders to be attentive to the needs of their followers and empathize with them; they should take 

care of them by making sure they become healthier, wiser, freer, and more autonomous so that 

they too can become servant leaders (Northouse, 2004). 

Servant leadership includes the principles of empowerment, team building, total quality, 

and participating management. (Shekari & Nikooparvar, 2012). Servant leaders are known for 

bringing integrity, humility, and servanthood into caring for, empowering, and developing others 

in carrying out the tasks and processes of visioning, goal setting, leading, modeling, team 

building, and shared decision-making (Parolini, 2004). 
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Servant Leadership in Nonprofits 

Servant leaders demonstrate to the spiritually discerning a convincing interior strength 

not uncommonly displayed through authentic weakness. Servant leadership can help provide 

clarity of vision, drive, commitment, and encouragement to congregants. It is a leadership style 

that one can recommend for the entire congregation(church). At the heart of a church's renewed 

mission, there must be a commitment to change among groups of people as well as within 

individuals (Holst, 2001). 

The people in a parish with a culture of stewardship (servant leadership) behave as if they 

are owners of the church in the sense that the church is a precious gift from God. People treat the 

church like their home. They help each other as a healthy family does. They greet each other, 

welcome newcomers, and give generously. They also listen, understand, and respond to each 

other's needs and interests. They contribute to the success of others. They are actively engaged in 

parish activities. They take their personal development seriously as disciples of Christ (Ebener, 

2011). 

In work on the leading servant, which employed the story of Saul and his servant, there is 

a claim that it has many implications for Christian leaders. Every Christian is fundamentally a 

servant; therefore, every Christian leader is fundamentally a servant. They are only leading 

servants but leading servants who have a spiritual focus; they seek and expect to find the solution 

to life's challenges in the providence of God, even in mundane challenges. Leading servants are 

the ones who find fulfillment in meeting the needs of people. Christian organizations can 

functionally categorize leaders and followers; both have the same value because both are 

servants of God who seek to obey their Master's voice. Also, the ministry of leading servants is 

an ongoing task. Many leaders want to ascend because of their achievements. However, leading 

servants are content to remain in their original position or go back to their original position after 

times of unique contribution. Just as Jesus keeps his ministry after his ascension, leading servants 

continue their ministries until the end of their lives. Christian leadership is exemplified in the 

leading servant. All the success and failure of the church depends on the understanding and 

practice of leading servants at every level of the church. Although leading servants' humble 

attitude makes them seem inferior, they are leaders who draw people to God (Gyeongchun, 

2014). 

Servant Leadership and Church Workers Commitment 

Commitment is allegiance, a trait of sincerity, steadfastness, dedication. A committed 

workforce consists of self-motivated staff that can function without supervisory orders and 

managerial control (Alan, 2011). Allen and Meyer's three-dimensional conceptualization of 

organizational commitment adapted to team commitment. The dimensions of team commitment 

are,  

1. Affective commitment, which refers to an employee's emotional attachment to, 

identification with, and involvement in, the team,  

2. Continuance commitment, which indicates commitment based on the costs that an 

employee associates with leaving the team and  
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3. Normative commitment, which refers to an employee's feelings of obligation to 

remain with the team. (Merritt, 2012). 

In the world of work, those who sanctify their jobs are more satisfied, more committed to their 

organization, and at the same time are likely to intend to leave. Sanctification of work is 

positively related to positive outcomes in job satisfaction, organizational commitment, and intent 

to leave a job (Walker et al., 2008). 

Servant leadership is a better predictor in explaining the attitudes and commitment of 

service organization members than transformational leadership. While perceptions of 

transformational leadership and servant leadership styles were highly correlated, servant 

leadership was identified as a better predictor of the voluntary club members' commitment, 

satisfaction, and intentions to stay. Club members' perceptions of empowerment mediated the 

relationship between servant leadership and satisfaction, commitment, and intentions to stay in 

the volunteer service organizations. Practical implications - Leaders of service clubs may wish to 

adopt a servant leadership style. These servant leaders may find it practical to provide 

empowering experiences to encourage volunteers to perform service club activities effectively 

(Schneider & George, 2011). 

Leaders in nonprofit organizations should implement servant leadership principles and 

behaviors in their respective organizations, with increased job satisfaction and positive 

organizational outcomes. A cross-cultural study of the impact of servant leadership also showed 

that there is a significant relationship between workers and servant leaders. Servant leadership as 

positively related to followers' self-ratings of psychological capital in both Cambodian and 

American samples. However, those relationships were more important in the Cambodian setting 

(Coggins & Bocarnea, 2015). 

Theoretical Framework 

The work of Scuderi was used as a theoretical foundation for the study. It is a study based 

on servant leadership (Scuderi, 2014). It had to do with the employed Organizational Leadership 

Assessment (OLA) developed by Laub (2005). The work examined the relative effectiveness of 

servant leadership and transformational leadership. It sought to provide empirical evidence of 

each model's independence and unique contributions, as well as their shared contributions. 

Leaders of church organizations were invited to participate in this survey study, beginning with 

identifying and assessing servant and transformational leadership styles. Staff members and lay 

leaders in each church organization later set their pastor's leadership style and leadership 

effectiveness, in addition to providing evaluations of their church's organizational health. Servant 

and transformational leadership behaviors were expected to relate positively to the leader, 

organizational, and follower outcomes (Yukl, 2013). In addition, each leadership style was 

expected to contribute uniquely to the explanation of leader, organizational, and follower 

outcomes, supporting the independence of the servant leadership and transformational leadership 

constructs. These hypothesized relationships were supported by majority of the study variables 

(Scuderi, 2014). 

When considered together, both servant and transformational leadership demonstrated 

independent, positive relationships with many of the outcomes examined, including leader 
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effectiveness, church health perceptions, trust in leader, trust in the organization, and follower 

satisfaction, with marginal support for affective commitment. Also, servant leadership 

independently predicted normative commitment, and transformational leadership independently 

predicted faith maturity, with no significant findings for either predictor on continuance 

commitment, follower giving, church health statistics, change in church size over time, or change 

in church finances over time. This study became of great relevance for the study of servant 

leadership and workers' commitment in Xander church. 

Methodology 

I used a survey methodology to study relationships among variables and how attitudes 

and behavior change over time (Cozby & Bates, 2015). The appropriate sampling technique for 

the study was nonprobability purposive sampling, and a quantitative cross-sectional design. The 

research relied on the research questions generated and lend themselves to investigation using a 

deductive approach. The study population included all the adults who are workers between the 

ages of 19 to 70 in Xander church who have been in the church for at least one year. The 

participants' gender and length of stay were also considered. It is also important to state here that 

only the workers in Xander church headquarters, Lekki, were considered for this study in 2018. 

A purposive sampling of 38 workers from Xander church was chosen out of 120 worshipers. The 

sample size was arrived at using a sample size calculator with a confidence interval of five, a 

confidence level of 95%, and a population of 142. These respondents were studied out of the 

entire population in Xander church due to observed commitment and loyalty apprehensions. 

Individuals who met the commitment criteria were selected for this study. They could be called 

the information-rich workers for this research (Patton, 2015). 

I used the servant leadership survey (SLS) to study servant leadership and the 

Organizational Commitment Questionnaire (OCQ) to measure workers' commitment. The 

instrument for the study is the servant leadership survey for eight behaviors (van Dierendonck & 

Nuijten, 2011). The outlined eight dimensions of servant leadership were empowerment, 

accountability, standing back, humility, authenticity, courage, interpersonal acceptance, and 

stewardship. The impact of what these behaviors have on each respondent was studied. 

Questionnaires that reflect the servant leaders' behavior as it impacts church workers' 

commitment were developed for data collection. 

Results 

The Organizational Commitment Questionnaire (OCQ) by Porter and Smith relates to the 

measurement of affective commitment (Mowday et al., 1979). The 15-item self-report survey 

asked participants how they agree or disagree with statements that measure their commitment to 

their organization. Items are scored using a 7-point Likert-type scale. The Cronbach's Alpha 

values lie between .82 and .93. The questionnaires were given to the participants and who 

indicated their responses. The data received were analyzed using non-parametric correlation 

analysis. Spearman’s Rho correlation was used to measure the association between the two 

variables (servant leadership and workers' commitment). Spearman correlation was preferred for 

the measurement because of the small sample size of 40 (Williams & Monge, 2001). 
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Participants in the study comprised 40 individuals recruited from Xander church workers 

from a convenience sample. The population included 47.4% male and 52.6% female. Overall, 38 

people returned qualifying questionnaires, and two individuals returned incomplete 

questionnaires. The data from the qualifying questionnaires equated to a 95% success rate. The 

tables highlight participant demographics for the 38 participants (see Table 1). 

Table 1. Frequency Distribution of Gender Distribution 

 f % Valid % Cumulative % 

Male 18   47.4   47.4   47.4 

Female 20   52.6   52.6 100.0 

Total 38 100.0 100.0  

Table 2 provides some important and relevant information, such as the number of 

participants (N) shown for servant leadership (SL) is 37, while for commitment (CM)is 38. In the 

SPSS analysis, for SL, the mean is 1.5034, while that of CM is 2.0491 and the standard deviation 

for SL and CM are 0.37 and 0.29 respectively. 

Table 2. Descriptive Statistics of Servant Leadership and Workers’ Commitment 

 N Minimum Maximum M SD 

Age 38 1.00 4.00 2.4737 0.89252 

Gender 38 1.00 2.00 1.5263 0.50601 

Length 38 1.00 3.00 2.0789 0.78436 

SL 37 1.00 2.13 1.5034 0.37672 

CM 38 1.13 2.67 2.0491 0.29559 

Valid N (listwise) 37     

 

Table 3 shows the implication for the Spearman’s Rho results. Looking at the significance 

(2-tailed) value, since the significance (2-tailed) value is less than 0.05, p = 0.031<0.05; thus, the 

hypothesis, Is there is a statistically significant relationship between defined servant leader 

behaviors and workers commitment? is statistically significant. A relationship exists between the 

role of Xander church servant leadership and workers commitment. This relationship indicates 

that hypothesis (H1) is supported. 

Table 3. The Spearman’s Rho Correlations Analysis Results 

     CM SL 

Spearman’s Rho CM Correlation Coefficient 1.00    0.355 

    Sig (2-tailed)  0.031* 

   N 38 37 

  SL Correlation Coefficient 0.355 1.00 

    Sig (2-tailed) 0.031  

    N 37 37 

Note: Correlation is significant at the 0.05 level (2-tailed). 
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Table 4 shows that the significance value is greater than 0.05, p = 0.60 > 0.05. Thus, the 

hypothesis, Is there a statistically significant relationship between the servant leadership 

behavior of empowerment and church workers' reported commitment due to the length of stay? 

Reveals there is no significant relationship. The hypothesis is not supported, implying the servant 

leadership behavior, empowerment, does not impact commitment due to length of stay. 

Table 4. Spearman’s Rho Correlations Analysis Results 

     SLI Length 

Spearman’s Rho SLI Correlation Coefficient 1.00   0.089* 

    Sig (2-tailed)  0.600 

   N 37 37 

  Length Correlation Coefficient 0.089 1.00 

    Sig (2-tailed) 0.600  

    N 37 38 

Note: *Correlation is significant at the 0.05 level (2-tailed). 

Discussion 

My goal conducting this study was to ascertain a statistically significant relationship 

between defined servant leader behaviors and workers' commitment. The results indicate that the 

relationship between servant leadership behaviors and workers' commitment is substantial. This 

finding agrees with Scuderi (2014), who studied staff members and lay leaders in church 

organization assessment of their pastor's leadership style and leadership effectiveness and found 

servant leadership independently predicting normative commitment in the staff members and lay 

leaders (workers). 

Also, I found this study confirming Schneider and George's (2011) work that found 

servant leadership as a better predictor in explaining the attitudes and commitment of service 

organization members than transformational leadership. In addition, this study tally with the 

work of Parris and Peachey, who provided systematic and evidence-based insight into how 

servant leadership could be a crucial success factor in helping nonprofits. Their results indicated 

that the founder was a servant leader who influenced volunteer motivation through a shared 

vision dedicated to helping others, building a caring, loving community, creating the freedom 

and resources for followers to become servants themselves (Parris & Peachey, 2013). 

On the other hand, the results meant to determine a statistically significant relationship 

between the servant leadership behavior of empowerment and church workers' reported 

commitment due to the length of stay showed that the relationship was not significant. This 

implies that the leader's servant leadership behavior in Xander church to empower workers was 

not dependent on how long they have stayed in the church. So, one can say that the 

empowerment part of the leadership behavior is beneficial to every worker irrespective of how 

long they have worked in Xander church. The result can be displayed to show the non-

discriminatory servant leadership behavior of Xander church leaders. The results revealed that, 

irrespective of workers' length of stay, they are bound to be empowered to work. 
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Limitations of the Study 

The study involved only individuals from Xander church as a solitary church in Lagos. 

The time available was a constraint to extend the study to more than one church in Lagos and 

other churches in Nigeria. In the future, scholars might consider extending research to more 

churches in Nigeria, or beyond, to involve more qualified subjects. 

Conclusion 

One can conclude that tremendous and successful organizations consist of leaders and 

workers. It is, therefore, essential to study the relationship that exists between them. Knowing 

from this study that servant leadership can predict workers' commitment behavior in the church, 

the church management should improve all the servant leadership behaviors. The study results 

will help any church consider what leadership style to adopt to enhance workers' commitment. 

Empowerment did not depend on the length of stay of Xander church workers; it is also 

an excellent lesson for church leaders. However, in solving the research problem of Xander 

church workers' low commitment, I recommend that further research should focus on 

discovering what is responsible for employee’s length of stay, since the workers are satisfied 

with the church's servant leadership style. 
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