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SERVANT LEADERSHIP

AND ORGANIZATIONAL
PERFORMANCE: MEDIATING ROLE
OF ORGANIZATIONAL CULTURE

Abstract

Servant leadership positively influences the performance of organizations since it fo-
cuses on developing the most critical capital of organizations — human beings. The
study aims to analyze the influence of servant leadership on organizational perfor-
mance mediated by organizational culture focusing on administrative staff in Peru. It
uses a quantitative approach and non-experimental design. The data were obtained
transversally from 465 union members-administrative staff through a virtual survey
with a 20-item Likert-type questionnaire, verifying the data for compliance with the
underlying assumptions. For data processing, the SPSS AMOS program was chosen,
subjecting the data to confirmatory factor analysis and using the structural equation
model to test the proposed hypotheses. The results show that, for administrative staff,
organizational culture partially mediates the influence of servant leadership on organi-
zational performance at 0.127. While servant leadership positively influences organi-
zational performance (f = 0.341, p < 0.01), it also positively influences organizational
culture (8 = 0.492, p < 0.01). Furthermore, organizational culture positively influences
organizational performance (8= 0.262, p < 0.01). The study confirms the importance
of servant leadership in the performance of organizations. Also, it provides evidence
to affirm that organizational culture is fundamental in explaining this influence, thus
filling the research gap.

Keywords servant leadership, culture, performance, organization,

management, structural equations

JEL Classification M12, 125, M14

INTRODUCTION

Society has been slowly emerging from a catastrophic phenomenon
such as the COVID-19 pandemic (Ledn et al.,, 2022). This phenome-
non has affected all types of organizations, which have been making
the necessary efforts to improve their performance (Dobni & Wilson,
2023). In this new scenario, organizations should change their cen-
tral strategies to recover their performance levels (Lin, 2023). To do
this, they must resort to factors such as human resources, whose
work methods have been changed after the pandemic, making remote
work more widespread, which implies new forms of management
(Bouzakhem et al.,, 2023), and the incorporation and massification
of technology, which imply new designs of organizational processes
(Avecillas et al., 2023). Factors that imply changes in the culture of or-
ganizations to face new challenges are also widely discussed (Oleksa-
Marewska & Tokar, 2022).

In these scenarios, it is crucial to appeal to leadership, which is respon-

sible for designing the organizational vision, aligning organizational
objectives, and motivating employees to achieve better performance
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(Holten et al., 2020). Servant leadership advocates that the leader, before being a leader, must be a ser-
vant: he must serve his colleagues so that they then choose him as their leader (Greenleaf, 1977). This
leadership style stands out from the others since it allows people to first achieve high levels of com-
mitment to the organization due to the treatment they are given and then give their all, which leads to
achieving better employee performance (Hashim et al., 2019; Hutabarat et al., 2021; Khan et al., 2022;
Peng & Chen, 2021). Various researchers have suggested continuing to investigate the relationships of
servant leadership with different variables to build a model that clearly explains this connection (Eva et
al., 2018, 2019; Hai & Van, 2021; Mcquade et al., 2021). Research associates it with various variables: an-
tecedents, consequents, mediators, and moderators (Hartnell et al., 2020; Kimakwa et al., 2023; Langhof
& Giildenberg, 2020; J. D. Politis & D. J. Politis, 2018). However, there are very few studies that address
organizational culture in the role of mediator of the relationship of servant leadership and organization-
al performance. Such an analysis becomes significant because organizations have cultures, generally
quite consolidated, which in many cases have established leadership, and implementing new leadership
will be difficult to achieve, which prevents further progress in increasing the performance of the orga-

nization (Virgiawan et al., 2021).

1. LITERATURE REVIEW

AND HYPOTHESES

Servant leadership is being studied a lot; this style
provides a solution to the crisis of leadership prac-
ticed worldwide, which has become very complex,
challenging, and multifaceted (Gandolfi & Stone,
2016). This style states that a servant becomes a
leader, just as from being a leader, he becomes a
servant. However, in practice, it seems compli-
cated to accept this (Russell & Stone, 2002). This
leadership usually shares power, adequately estab-
lishes the needs of others, translates into common
values, gives support to people for mutual growth,
and thus manages to enhance the commitment
that ultimately leads to achieving personal and or-
ganizational objectives (Hai & Van, 2021).

Different authors have defined servant leadership.
One of the most accepted is Eva et al. (2019), who
define it based on motivation, the way of doing it,
and the leader’s mentality. Motivating the leader is
being able to address others and move away from
self-direction, bringing out altruism to a greater
extent. As it is done, it implies that followers are
people with needs, different limitations, and dif-
ferent goals; in that sense, they should be encour-
aged to bring out the best version of themselves
and achieve what they set out to do. At the same
time, the leader’s mentality is how he orients him-
self toward others and empowers them.

Organizational performance, for its part, is com-
peting in the market for clients, inputs, and capital.
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It is becoming the fundamental element of the sur-
vival of organizations, enshrining this construct
in the central axis of current organizational activ-
ity (Qalati et al., 2021). Measuring it is of utmost
importance since it allows researchers to evaluate
the actions of companies and managers to assume
control over competitors, growth, development,
and long-term behavior (Edeling & Himme, 2018).
The final objective of research on this topic is fo-
cused on explaining how the performance of the
organization can be improved, shaped, and main-
tained in order to increase its profitability and
sustainability in the long term (Singh et al., 2016).
Among the definitions, there is the one proposed
by Kaplan and Norton (1992), who consider that,
to measure organizational performance, financial
and non-financial indicators are needed that allow
evaluating the degree of achievement of proposed
goals and objectives. It has also been defined in
terms of the well-being of stakeholders (Dyer &
Reeves, 1995).

Organizational culture is a construct that does
not have consensus in its definition. It is rooted
in values and fundamental beliefs and is durable
in the organization (Chatman & O’Reilly, 2016).
These values, beliefs, and methods are learned
through experience, which the organization has
developed in its life history. They are evident when
management per se is carried out and in the be-
havior of its members (Sapta et al., 2021). It is the
link that brings everything together through pat-
terns that are shared and have meaning, as well as
dual knowledge of work practices in the organiza-
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tion and a set of symbols, as well as shared myths
(Ouchi, 1981). It is focused on the organization
as a whole and not on particularities; it includes
norms of collaboration, openness, and innovation;
therefore, it may be vital for some dimensions and
weak for others (Schein, 1992).

Undoubtedly, servant leadership is positively re-
lated to organizational performance since it in-
fluences the trust of the organization’s followers
(Bobbio et al., 2012; Lemoine & Blum, 2021; Peng
& Chen, 2021). Studies have shown that servant
leadership significantly influences employee per-
formance (Amah, 2018; Farrington & Lillah, 2019),
strongly predicts subordinates’ task performance
(Saleem et al., 2020), and positively impacts the
performance of sellers (Jaramillo et al., 2015).
The relationships between the characteristics of
servant leadership in teacher and student perfor-
mance in the people values subscale were statisti-
cally significant (Gultekin & Dougherty, 2021). On
the other hand, servant leadership provides bet-
ter results when implemented and dominated by
teams of women (Lemoine & Blum, 2021). Servant
leadership also influences family performance (Li
etal., 2021).

Leaders design the vision of the organization and
contribute to the construction or modification of
the organizational culture, guiding the fulfillment
of the mission and the achievement of goals and
objectives (Holten et al., 2020). They must trans-
mit confidence and enthusiasm to employees to
maintain or develop the company’s organization-
al culture, which will become the driving force of
the organization (Sugiartha et al., 2021). Effective
leaders must understand the organizational mis-
sion to achieve success or change the culture to
support the proposed vision. Although it is diffi-
cult and takes time, it is often necessary to achieve
what they propose (Farrell, 2018). Leaders are the
ones who build the culture, which becomes essen-
tial for achieving goals, in addition to how the or-
ganization is desired to be in the future (Mierke
& Williamson, 2017). It has been found that, in
craft clients, through structural equation model-
ing, servant leadership was significantly correlated
with organizational culture (Setyaningrum, 2017).
Likewise, servant leadership is positively associ-
ated with organizational culture of employees in
large companies (Muhtasom et al., 2017).
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Organizational culture is fundamental in the
management of any organization because it is
what shapes the actions of workers. Therefore, it
has a direct relationship with organizational per-
formance (Tarba et al., 2019). The literature main-
tains that different cultures have diverse effects on
organizational performance (Zeb et al., 2021). The
culture of adhocracy, hierarchy, and clans had a
positive relationship with low-performance levels
(Deshpandé et al., 1993). In comparison, market-
oriented cultures are associated with higher lev-
els of performance. In the university context, or-
ganizational culture significantly impacts perfor-
mance (Abdullahi et al., 2021). On the other hand,
culture is significantly related to the performance
of organizations (Alghamdi, 2018). In compara-
tive studies, clan and adhocracy are the qualities
that can best be applied to achieve effectiveness in
Russian companies, while market culture prevails
in the American context (Fey & Denison, 2003).

Various studies have considered that the organiza-
tional culture could mediate the relationship be-
tween leadership and performance (Kaur Bagga
et al., 2023; Ur Rehman et al., 2019; Alabdullah
& AL-Qallaf, 2023). People learn to behave by ob-
serving or imitating the behaviors of leaders; that
is, they show higher levels of performance by imi-
tating the leader’s performance (Bandura, 1971).
Employees follow the values leaders develop to
achieve better performances, for which culture is
essential (Abrell-Vogel & Rowold, 2014). Empirical
evidence has also been found that organizational
culture plays a mediating role by associating lead-
ership and organizational performance, achieving
favorable results (Zehir et al., 2011).

The literature is abundant in the study of variables
and their relationships; however, no serious studies
have been found about the mediating role of cul-
ture for the association between servant leadership
and organizational performance. However, it is es-
sential to address this issue because servant leader-
ship is a style that is being imposed in new work
and organizational scenarios and that, in many cas-
es, influences the modification of the culture within
organizations that must adapt to the new normal to
continue achieving better performance.

Thus, the purpose of this study is to analyze the
influence of servant leadership on organizational

http://dx.doi.org/10.21511/ppm.21(4).2023.26
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Figure 1. Proposed conceptual model

performance mediated by organizational culture
sampling administrative staff in Peru. Based on
the literature review, research hypotheses and a
theoretical model have been proposed and are pre-
sented in Figure 1:

HI: Servant leadership is positively associated
with organizational performance of admin-
istrative staff.

H2: Servant leadership is positively associated
with organizational culture of administra-
tive staff.

H3: Organizational culture is positively associat-
ed with organizational performance of ad-
ministrative staff.

H4:  Organizational culture plays a mediating
role between servant leadership and organ-
izational performance as perceived by ad-
ministrative staff.

2. METHOD

The research has been conducted under the quan-
titative research approach. Hypotheses were tested
through the data obtained via the survey technique
using an item questionnaire with a Likert-type
scale spread among Peruvian administrative staft.

Three measurement instruments have been used,
one for each construct. The three main variables
are servant leadership, organizational culture, and
organizational performance. The survey used a

http://dx.doi.org/10.21511/ppm.21(4).2023.26

Likert scale, with five alternatives, ranging from 1
“completely disagree” to 5 “completely agree.”

Servant leadership was evaluated through the
scale adapted from Van Dierendonck et al. (2017),
from which 9 items were selected. This scale has
been validated in 8 countries and shows solid psy-
chometric properties in different sectors. An ex-
ample of the items is: “My boss offers me abundant
opportunities to learn new skills.”

Organizational culture was measured using
a 6-item scale, adapted from the proposal of
Cameron and Quinn (2006), which is widely ac-
cepted for measuring organizational culture in
the business sector in general, in addition to hav-
ing high factor loadings. A sample question is:
“My organization is a very dynamic and entrepre-
neurial place. People are willing to put their chests
forward and take risks.”

Organizational performance was measured using
a 5-item instrument, which was adapted from Luo
et al. (2012). This scale is widely accepted for its
broad approach to measuring performance at the
organizational level. A sample question is: “Does
the company have an adequate marketing system?”

The following control variables have been includ-
ed: gender, age, educational level, and work ex-
perience. These variables have been controlled
because they are essential to measure variables
associated with organizational performance in dif-
ferent research (de Waal & Sivro, 2012; Han, 2020;
Hartnell et al., 2020).
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2.1. Respondents and data collection

The data were collected after the approval of the un-
ion of administrative staff of Peru. The scales were
adapted from published open-access instruments,
which were translated into Spanish and then in-
to English by two professional translators of the
English language and Spanish speakers; they were
also validated by five university professors and re-
searchers in the administration field. The comments
made by the validators were taken into account to
improve the instruments and guarantee their ade-
quate understanding by the research participants.
The surveys were administered in Spanish, using
the online survey through Google Forms. The da-
ta were collected in two rounds, separated by one
month each. For this purpose, convenience sam-
pling was used. The emails were provided by the
institution’s administrators, letting them know that
the survey was for research purposes only and that
there was no obligation to respond, so their partic-
ipation was completely voluntary. The data were
handled with total discretion, confidentiality, and
anonymity. The participants were all profession-
als affiliated with the professional association and
worked in different organizations, whether public,
private, or social. The surveys were carried out in
the second half of 2022. The pilot test was carried
out in one of the 24 regional professional associa-
tions, which has more than 800 members. Bourque
and Fielder (2003) suggest that adapted question-
naires must be subjected to pilot tests in order to
measure their reliability and viability of the appli-
cation of said instruments prior to applying the fi-
nal survey. A total of 75 completed questionnaires
were obtained in the pilot survey.

The survey containing the three main constructs
was given to the participants. The sample includ-
ed 425 members who were current and who main-
tained contact with the institution in the first
round. A month later, another group of 387 ad-
ministrative staff was referred. 465 questionnaires
were returned and completed correctly, which
gives a valid participation rate of 57.27%. Of the
total, 271 (58.3%) were women, while 194 (41.7%)
were men, which indicates a greater participation
of female professionals, which is also represent-
ative of the total population in this professional
branch. The predominant age group was people
between 30 and 39 years old, with 47.5% of cases,
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followed by a young population between 29 years
old and younger with 25.8%. Most participants
have undergraduate studies, 75.5%, while 24.5%
have completed postgraduate studies. Regarding
their work experience, 45.2% stated they had 6
to 10 years, and 28.6% stated they had 5 or fewer
years.

2.2. Data review

After having obtained the data, a selection was car-
ried out in order to guarantee that they were accu-
rate in terms of what was expected to be measured
and that they met all the necessary underlying
statistics. First, the analysis of missing values was
performed. For this, the Little Missing Completely
at Random (MCAR) test was used, which indicat-
ed that there were no missing data. The normality,
linearity, homoscedasticity, and multicollinearity
tests showed no issues.

First, the results related to the asymmetry and
kurtosis of the items were between the values -1
and +1; these values indicate that the data do not
have important normality problems. Second, in
the case of linearity, variables that were previous-
ly tested to be normally distributed showed plots
with elliptical or oval scatter, demonstrating non-
linearity. Third, it has been found that the distri-
butions of standardized type residuals in the scat-
ter diagrams all formed approximately rectangu-
lar patterns, which demonstrates that there is ho-
moscedasticity in the data collected. Finally, 3.903
was obtained as the highest value of variance infla-
tion factors (VIF), which is below 10, which is the

highest accepted threshold, thus demonstrating
no multicollinearity of the independent variables.

2.3. Data analysis

The study has examined the variables’ common
method variance, construct validity, and reliabil-
ity. The means, standard deviations, and interre-
lationships between the variables were obtained
through the IBM SPSS 26 program. A confirmato-
ry factor analysis (CFA) was conducted to test the
model and confirm the measures. Likewise, the
structural equation model (SEM) has been used to
test both the relationships and mediating effects of
organizational culture. SPSS AMOS program was
used for SEM, which allowed testing of the pro-
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posed hypotheses using the maximum likelihood
(ML) estimator. Due to the mediation effect test,
the paper used a bootstrap of 2000 replacements.

2.4. Calculation of reliability
and biases

Table 1 shows the level of reliability for the measured
constructs. Cronbach’s alpha values were calculated
above 0.90; this indicates excellent values for all the
questionnaires applied. The single-factor test, pro-
posed by Harman, was used in order to identify bi-
ases in common methods. Likewise, an exploratory
factor analysis (EFA) was carried out, restricted to 1
extracted factor. A variance of less than 50% was ob-
tained in that single factor; it follows that, although
there may be common method bias in the processed
data, it does not mean a significant problem.

Table 1. Reliability results

Variable Items a
........ SL f 9 ; 0.902
........ oc ) 6 0.905
op : 5 0.909

Note: SL = Servant leadership. OC = Organizational culture.
OP = Organizational performance.

3. RESULTS

3.1. Descriptive statistics

Table 2 shows the mean and standard deviation for
the control and latent variables. Adequate values
for these measures are evident in all variables.

Table 2. Descriptive statistics of control
and latent variables

Variable . M | SD
Gender {158 | 0493
Age. . . 210 | 0925
Educaton 1.23 0430
Work experience 2.07 0937
Servant Ieadersﬂh‘iup‘ sy 3.77 0.762
Organizational culture (OC) 3.89 0.724
m(.jur'éé‘nizaﬁonal bué‘ruformance(dl‘?’u)u 3.73 0.856 .

3.2. Measurement model results

Confirmatory factor analysis (CFA) has been
used to measure the independence of the varia-
bles (Hair et al., 2014). For this, the SPSS AMOS

http://dx.doi.org/10.21511/ppm.21(4).2023.26
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program was used. Three items were eliminated
from the servant leadership variable because they
did not exceed the threshold of 0.5 in the factor
loadings (Beckett et al., 2018). The fit indices ob-
tained for the model are: x2 = 378.991; df = 116; p
= 0.000; x2/df = 3.267; GFI = 0.915; AGFI = 0.887;
NFI = 0.925; TLI = 0.937; IFI = 0.947; CFI = 0.946;
RMSEA = 0.070; SRMR = 0.025; so, the model is
acceptable.

Table 3 shows the composite reliability (CR) of
each latent variable; the values are greater than
0.7, ranging between 0.903 and 0.909, indicating a
very high composite reliability. Convergent valid-
ity was measured using the average variance ex-
tracted (AVE), obtaining values greater than 0.5;
the minimum was 0.514 and the highest was 0.667,
demonstrating adequate indicators for convergent
validity. It was also possible to determine that the
values along the main diagonal of the three latent
variables are above the rest of the values off the
diagonal. This indicates that the variables repre-
sent a greater proportion than the items of each
variable. There is discriminant validity considered
strong, demonstrating that the model has discri-
minant and convergent validity within the accept-
ed parameters.

Table 3. Validity and reliability of the model

Variable iCRIAVE: 1 : 2 : 3
Servant leadership (SL) ~ 0.903:0514. 0717 :

Organizational culture (OC) |0.906: 0,616 0.613**

Organizational

0.909:0.667: 0.558** 0.505** 0.817
performance (OP) : : : : H

Note: (a) The diagonal results the results of the square roots
of the average variance extracted (AVE); these are greater
than the other elements that are off the diagonal. (b) The
AVE results are above 0.5 and the CR are above 0.7. **<0.05.

3.3. Structural model

Four models were compared: a model with three
factors, two models with two factors each, and a
single-factor model (see Table 4 and Figure 2). The
three-factor model was made up of servant lead-
ership, organizational culture, and organizational
performance, which has quite acceptable results:
X2 = 188.472, df = 111, p < 0.01; RMSEA = 0.039,
SRMR = 0.024; CFI = 0.984, TLI = 0.981, consid-
ered adequate for model adjustment (Hair et al.,
2014). In the two-factor models, servant leader-
ship was combined with organizational culture as
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f=0.492** (0.072)

Servant

Organizational
culture

B=0.262**(0.057)

Organizational

leadership

Note: **<0.05.

F=0.341** (0.088)

performance

Figure 2. Structural model

Table 4. Main model fit indicators

Model X2 df RMSEA CFI TLI SRMR
Three-factor model (SL-OC-OP) 188.472 111 0.039 0.984 0.981 0.024
Two-factor model (SL+OC-0P) 248625 112 0051 09872 . 0966 _ 0023
Two-factor model (SL-OC+OP) ¢ 321.033 113 0.063 © 0958 0.949 0.025
D AT MO EEORON B e PO B e o

Note: SL = Servant leadership. OC = Organizational culture. OP =

a single factor and organizational performance as
another factor. In contrast, servant leadership as
a single factor was related to culture and perfor-
mance both at the level as another factor. In the
single-factor model, the three variables studied
were combined. The two-factor models and the
one-factor model show important but lower re-
sults than the three-factor model.

The structural model allows testing of the pro-
posed hypotheses, demonstrating significance for
H1, H2, and H3. The values obtained in the trajec-
tories confirm that servant leadership is associat-
ed with organizational culture. Likewise, servant
leadership is positively and significantly associat-
ed with organizational performance. Furthermore,
organizational culture is positively associated

Organizational performance.

with organizational performance. The standard-
ized effects found for servant leadership indicate
that they influence the organizational culture at
a value of p = 0.492, SE = 0.072, p < 0.01. In the
case of servant leadership, an influence was found
on organizational performance with B = 0.341, SE
= 0.088, p < 0.01; organizational culture influenc-
es organizational performance at p = 0.262, SE =
0.057, p < 0.01, as seen in Figure 2.

3.4. Mediating role of organizational
culture

The total effects, direct and indirect, were deter-
mined using the bootstrap method. Table 5 shows
the results. A direct effect of servant leadership
on organizational performance was found, which

Table 5. Mediation of organizational culture through the bootstrap method

Bootstrap
Hypothesis Route B SE BCa 90 %Cl - Supported
i Lower Superior
Total (without mediator) ___SL—>op 033 : 0.081 {0253 0442 ¢
Direct effect (with mediation) _SL>op 029 ¢ 0088 i 0.197 0402 ¢
Indirect effect of OC SL->0C - 0P © 0127 @ 0033 @ 0071 0181 Si

Note: SL = Servant leadership. OP = Organizational performance. OC = Organizational culture. BCa = bias-corrected and

accelerated. Cl = Confidence level.
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was significant, and the indirect effect of servant
leadership on organizational performance via or-
ganizational culture was significant. This implies
that servant leadership influences organization-
al culture and organizational performance. Thus,
the study demonstrates a partial mediation of or-
ganizational culture between servant leadership
and organizational performance. In this way, H4
is verified.

4. DISCUSSION

From the results obtained, the great importance
of servant leadership in achieving better organiza-
tional performance in the private, public, or social
sectors continues to be corroborated. Therefore,
strategies must be implemented that allow this
leadership style to be incorporated into organi-
zations. This will lead to more humanizing man-
agement since this style focuses on people as hu-
man beings and enhances their different abilities.
Liden et al. (2014) found that followers emulate
the good actions of leaders and thus better perfor-
mance is generated in restaurants. It has also been
found that servant leadership has positive effects
on organizational culture. This means that servant
leadership actions can help consolidate the cul-
ture within the organization or modify it to adapt
to the existing contexts. These results support
Setyaningrum (2017), who, in a study with arti-
sans, showed that servant leadership has a signifi-
cant influence on organizational culture. It allows
the modification of the culture according to the
new proposals from servant leaders; that is, the
culture becomes a culture of service, which brings
great benefits to organizations.

Likewise, it was empirically corroborated that
organizational culture positively affects organi-
zational performance. Strong cultures allow for
better results than weak cultures; cultures that
are service-oriented allow for better levels of per-
formance toward external customers. The results
align with Abdullahi et al. (2021), who targeted
university teachers and demonstrated that culture
at the organizational level positively influences
performance within universities. Organizations
use management theories, which are implement-
ed through strategies that allow them to gener-
ate value and sustainability over time; this is on-
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ly achieved if performance is adequate. The study
has also shown that servant leadership through
organizational culture positively impacts organi-
zational performance. Hence, implementing serv-
ant leadership as a management strategy achieves
better organizational performance. Also, it is nec-
essary to highlight the mediating role of organi-
zational culture in the process of adoption of new
leadership styles. As demonstrated by Virgiawan
et al. (2021) in the construction sector, organiza-
tional culture is essential when studying the rela-
tionship between transformational leadership and
organizational performance.

From the literature review, few studies were car-
ried out on the mediation of organizational cul-
ture for servant leadership and organizational
performance. The results have found that medi-
ation is partial and significant, showing that cul-
ture plays an important role, not only with oth-
er leadership styles but also with servant leader-
ship, which is oriented toward the empowerment
of the human being rather than achievements.
Therefore, with people with high potential and
commitment, greater advantages can be achieved
for organizations.

The obtained results confirm the validity of the
theory of social learning, where followers learn
from leaders and then model their actions accord-
ing to how they are guided, achieving greater per-
sonal and organizational performance. Servant
leadership is a style that promotes learning more
effectively since the leader becomes a guide at the
service of his followers, who first serves and is
then elected as a leader. In addition, the theory of
servant leadership advocates that servant leaders
are experts in teaching their followers, providing
them with empowerment and security, strength-
ening authenticity, improving responsibility, and
increasing commitment and a culture of service
within the organization.

The results contribute to an understudied field,
such as the mediating role of organizational cul-
ture, when servant leadership and organizational
performance are associated, thus demonstrating
that organizational culture becomes essential to
obtain better results whether at the business, gov-
ernment or social entity level. In this way, this
study contributes to the literature on the relation-
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ships of servant leadership with other variables,
antecedents, consequents, mediators, or modera-
tors, responding to the calls of various researchers
(Eva et al., 2019; Liden et al., 2014).

The study found a positive relationship between
the variables studied. The main relationships cor-
roborate what was found by previous research,
demonstrating that servant leadership has great
potential, both for adaptation or change in culture
and for improving organizational performance.
Thus, organizations must implement, as part of
their strategic management, this leadership style,
which is aimed at the development of the person
as a human being rather than as a resource, which
will bring great benefits to organizations. Likewise,
organizational culture should not be neglected in
these leadership change processes since it is a fun-
damental lever for its consolidation.

The surveys were applied to administrative staff on
a single occasion, who are members of a profes-
sional association, who work in different organi-
zations, in management and middle management,
so they have extensive knowledge of the organi-
zation and their perceptions can be clear regard-
ing the variables studied. The results establish that
servant leadership is a style that can provide better
results for organizations and, therefore, benefits
external and internal clients and other interested
parties. Therefore, it is expected that if organiza-
tions implement servant leadership, they will im-
prove their organizational culture and organiza-
tional performance. The results will allow organ-
izational decision-makers to implement policies
and actions aimed at improving leadership, which
will motivate all employees to improve their com-
mitment to the organization, increase their em-
powerment, and turn their efforts to achieve the
organization’s objectives.

The research has several limitations. The first is
that it has been carried out with data collected
cross-sectionally. Although no significant differ-
ences have been found in the different age groups,
it has been possible to show, for example, differ-
ences in the perceptions of men and women in
relation to the style of studied leadership. In this
way, it is suggested to conduct more in-depth re-
search based on gender. It is also necessary to con-
duct a longitudinal study that helps clarify the
behavior of relationships over a long time, which
would undoubtedly lead to a generalization of the
results. The second limitation was that the model
was tested with the perceptions of administrative
staff, who are generally in management positions.
In this sense, investigations must be implemented
that include other workers. To do this, items that
measure their perceptions must be increased.

As the third limitation, the data obtained are
self-perception. Therefore, knowledge of the con-
structs could be improved with more in-depth
research strategies such as interviews or focus
groups. As the fourth limitation, the respondents
were professionals working in different organiza-
tions, so there may be certain levels of common
method bias in the responses. To this end, it was
planned to reduce this limitation by randomly
placing the items in the questionnaire preparation.
Furthermore, the survey has been maintained
with the corresponding anonymity to reduce bi-
ases related to social desirability. At the same time,
participation in responding to the questionnaire
was voluntary, thus guaranteeing biases related
to non-response. Even so, there may be bias be-
cause the technique was the survey, and the results
should be used with some caution. Finally, “I do
not know the answer” had not been included as
an alternative within the item alternatives, which
could have caused the surveys to not be completed.

CONCLUSION

The study analyzes the influence of servant leadership on organizational performance mediated by or-
ganizational culture targeting administrative staft in Peru. The results demonstrate that servant lead-

ership influences the performance of organizations.

This is essential, especially in post-pandemic sce-

narios, dominated by information and communication technologies and by more independent, more
trained workers, competent in their work and, in many cases, who do not hold on to a job or submit to

strict schedules.
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It has also been found that leadership significantly influences organizational culture, demonstrating its
great importance for strengthening or changing culture. Likewise, it is vitally important to point out
that organizational culture positively influences performance. It is worth highlighting the mediation of
organizational culture in the relationship between servant leadership and organizational performance,
demonstrating the great importance that culture has in implementing this leadership style to achieve
better organizational performance in various sectors.
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