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ABSTRACT

Servant leadership is a mindset structured on the leaders’ desire to serve their followers. Servant lead-
ership is not just a type of leadership; it is a paradigm, a way of life, and an ontological stance that
determines the behaviour patterns of leaders. For this reason, when examining servant leadership, it
is not enough to talk only about the benefits of leadership. In this study, servant leadership in service
industries was evaluated. As a result of this study, which can be considered a non-systematic literature
review, theoretical suggestions were made for the future of servant leadership research.

INTRODUCTION

The concept of servant leadership was first used by Greenleaf in leadership research (Spears, 1996; Sing-
fiel, 2018). Greenleaf combines the roles of the servant and the leader in a single concept, emphasizing
that every leader is also a follower. In this concept, the servant role outweighs the leadership, and for
this reason, the desire to serve lies at the basis of servant leadership (1977). Theories other than servant
leadership do not involve leaders’ serving desire to their subordinates. The concept of service is used to
define a framework: the leader supports his subordinates and struggles in every matter in their favour.
Servant leadership includes suggestions to meet subordinates’ needs and leaders’ support for subordinates
to participate in decision-making. Servant leaders start from service behaviour, which is a different way
of describing the leader’s responsibilities (Vargas & Hanlon, 2007; Savage-Austin & Honeycutt, 2011).
Servant leaders have the instinct to serve, and consciously choose to lead (Bass, 2000).

Servant leadership is a new-generation leadership approach that brings about serious changes in
the roles of the leaders (Yildirim, 2019). While many other leadership models focus primarily on the
mission and then on empowering followers to achieve that mission, servant leaders focus primarily on
developing the abilities of individuals. The success of the mission is put on focus after the empowerment
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of individuals (Gandolfi & Stone, 2018). Servant leaders are more able to identify the primary needs
of their followers and put more effort into meeting them (Farling et al., 1999). Apart from the desire to
serve, the servant leader has other remarkable features such as taking initiative, listening, understanding,
imagination, acceptance, empathy, intuition, foresight, awareness, perception, persuasion, conceptual-
ization, and community-building skills (Joseph & Winston, 2005). In addition to these, features such
as creating a vision, being honest, acting ethically, empowering staff, altruism, emotional healing, and
helping the development and success of followers are also attributed to servant leaders (Wong & Page
2003; Patterson 2003; Winston 2003; Liden et al., 2008; Baldonado, 2017).

Individuals are affected by the attitudes, thoughts, and behaviours of the ones they take as role models
and internalize their positive behaviours (Bandura, 1977). Servant leaders can influence their followers
by acting as role models in the workplace (Hunter et al., 2013), and followers can internalize their lead-
ers’ behaviour by modelling them (Liden et al., 2014). There is scientific evidence that a leader-follower
relationship that emerges as a result of servant leadership increases employee satisfaction, performance
and organizational commitment (Liden et al., 2014; Muller et al., 2018; Schwarz et al., 2016). Servant
leaders are influential throughout the organization, affecting both individuals and groups (Hu & Liden,
2011).

In this section, the concept of servant leadership will be examined under the headings of servant
leadership dimensions, the characteristics of servant leaders and servant leadership in the hospitality
industry. Thus, it is aimed to give an overview of the servant leadership practices encountered in hos-
pitality businesses.

DIMENSIONS OF SERVANT LEADERSHIP

Considering the dimensions of servant leadership, it has been seen that various approaches have been
used by different researchers. Eva et al., (2019) identified 16 different measurement tools that included
the dimensions of servant leadership. Within the scope of this study, the nine-dimensional structure used
by Liden et al., (2008) and Liden et al., (2015); and the six-dimensional structure used by Sendjaya et
al., (2008), Sendjaya & Cooper (2011), and Sendjaya et al., (2019) were evaluated.

Liden et al., (2008) interpreted some of the taxonomies made before [such as Page & Wong (2000),
Spears & Lawrence (2002), and Barbuto & Wheeler (2006)], and defined servant leadership under 9
dimensions. These dimensions are; (1) emotional healing, (2) creating value for the community, (3)
conceptual skills, (4) empowering, (5) helping subordinates grow and succeed, (6) putting subordinates
first, (7) behaving ethically, (8) relationships and, (9) servanthood. The emotional healing dimension is
defined as the act of showing sensitivity to the personal concerns of other individuals. Creating value
for the community dimension is the leaders’ conscious, genuine concern for helping the community. Em-
powering dimension is the act of encouraging and facilitating others in identifying and solving problems
while determining how to complete tasks. Helping subordinates grow and succeed is the dimension that
defines a leader’s genuine concern for others’ career development by providing support and mentoring.
The dimension of putting subordinates first can be defined as leaders’ use of actions and words to make
it clear to others that satisfying their work needs is a priority. Behaving ethically dimension expresses
how open, fair, and honest are leaders in their relationships with others. The relationships dimension can
be defined as the genuine efforts of leaders to know, understand, and support others in the organization,
with an emphasis on building long-term relationships. The servanthood dimension is defined as the way
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