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Abstract 

The study focused on 

servant leadership style 

for significant job 

satisfaction in employee 

job performance within 

ten (10) public higher 

institutions in six (6) 

local governments of 

Adamawa state. 

Disproportionate 

stratified random 

sampling techniques 

was used to drawn 378 

employees from the said 

institutions, exploiting 
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INTRODUCTION  

  Employees job 

performance has been 

identified as a 

significant key for 

organizations to gain 

competitive advantage 

and superior 

productivity (Bahmani, 

Muzafari & Mowlaie, 

2016; Mislim, 2015). 

Employee job 

performance is 

operationally defined 

as a job-related activity 

carried out by 

employees of an 

organization and how 

well the employees 

execute the activities 

Gyamfi (2015) or the 

effort given by 

employees on the jobs 

Seng & Arumugam, 

(2017). Employee’s job 

performance is then 

seen in terms of 

employee productivity 

and output which 

affects or helps the 

organization to be 

efficient and effective in 

achieving its goals 

Asiedu & Darko, (2017). 

The total organizational  
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Quantitative closed-

ended questionnaires to 

generate primary data 

and analyzed on five 

Likert scale. Correlation 

and regression 

techniques on SPSS V.22 

analyzes the data. 

Findings discloses that 

employees’ leadership 

style have positively 

impacted job 

performance among 

employees within the 

selected public higher 

institutions. Findings 

equally reveals job 

satisfaction significantly 

effects the relationship 

among employees’ 

leadership and job 

performance within the 

institutions. In attempts 

to promote objectivity 

the study recommended 

that policy makers and 

administrators in higher 

institutions need to 

priorities on employees’ 

satisfaction to improve 

job performance among 

workforces for overall 

productivity of higher 

institutions in the 

mentioned scope. 

 

performance depends on the efficient and effective performance of individual 

employees of the organization Olcer (2015). These employees’ performance may 

include performing defined responsibility, accomplishing targets, team input, 

employee competency, effectiveness and efficiency in doing work Iqbal, Anwar & 

Haider, (2016); Seng & Armugam, (2017).    

Organizations are set to achieve some basic objectives hence the need for 

effective leader to coordinate and motivate the workers, leaders or managers 

may be an important component, or a powerhouse, of any organizational system, 

but they are not operating or exercising their vital roles in a vacuum, they need 

the contributions and inputs of their followers or ruled and other employees of 

their organizations to succeed and their companies to stay competitive. Indeed, 

leader and led, ruler and ruled, or manager and managed are dyadic; and in 

between them is the most important component that makes or mars, builds or 

destroys their relationship, and which determines the performance of both: 

Leadership style.  Leadership style is, therefore, a potent tool used by leaders, 

rulers and managers in influencing others toward accomplishing desired 

organizational goals. Infract, this researcher totally agrees with the legend, Sir 

Richard Brads as in (Senduk, 2017) Who authoritatively asserts that “Clients 

don’t come first. Employees come first if you take care of your employees they 

will take care of your clients.” 

However, Servant leadership theory (SLT) is characterized by honesty, 

trustworthiness, people-centric, service-oriented, ethics, virtues and morality 

Avolio, Walumbwa, &Weber (2009), This study is, therefore, specifically, 

concerned with examining “the Perceived effects of servant leadership style on 

employees’ performance. in Adamawa state public higher institutions. 
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Statement of the Problem   
Servant leadership style (SLS) is an understudied leadership style bereft with the 
paucity of empirical studies and yet to be a commonly practiced leadership style 
all over the world. For instance, in a recent review (Eva, Robin, Sendjaya, van 
Dierendonck, & Liden, 2018) integrated comprehensive literature of 285 articles 
which reveals that empirical research on servant leadership was conducted in 39 
countries between 1998-2018.  Although their review revealed the emergence, 
in empirical research on servant leadership, in countries such as Turkey, Spain, 
and South Africa (8, 8, and 7 studies respectively), only a few studies were 
conducted in Nigeria.  In the same vein, (Yigit & Bozkurt, 2017) found that the 
concept of servant leadership was usually discussed and examined in the context 
of Western culture.  They found that 56.3% of articles about servant leadership 
published between 2000 and 2016 were from the United States of America. The 
second country was China that has 8.35% of the articles published.  Concerning 
the practice of SLS in organizations, although Eva,Robin, Senjaya, Vandiredonk 
and Liden (2018) identified the practice of servant leadership in some high 
performing companies, such as Starbucks, Southwest Airlines, Ritz-Carlton, 
Service Master, TD Industries, SAS, Zappos.com, Container Store, Intel, Marriot, 
Synovus Financial, most of which are certainly in the USA, its practice is virtually 
non-existent in other parts of the world, especially in Africa. 
Several researches, Guillaume, Honeycutt and Austin (2013), Farrington and 

Liillah (2018), Ding, Lu, Song and Lu (2012) McCann, Graves and Cox (2014), Eva, 

Sandjaya and Prajogo (2013) investigated on impact of servant leadership style 

on employees job performance and have found a mixed finding in terms of the 

relationship. Specifically, Hussain &Ali's (2012) studies on the effects of servant 

leadership on job performance reveal a non-significant relationship. 

Inconsistently, Guillaume., Honeycutt and Austin (2013), Farrington and Lillah's 

(2018) studies indicated a strong positive relationship between the variables. 

Thus this current study will introduce Job satisfaction as a mediator in the 

relationship between servant leadership and job performance to make it unique 

from the previous studies and also to answer the clarion calls by the previous 

studies suggesting the incorporation of job satisfaction as a mediator. The thrust 

of this study is to investigate the perceived effects of servant leadership on 

employee job performance through the mediating role of job satisfaction in the 

relationship between servant leadership and performance in selected tertiary 

institutions in Adamawa State.   
 

Objective  

The research aimed at determining effects of perceived servant leadership style 
on job performance, as the mediating role of job satisfaction in selected tertiary 
institutions in Adamawa state, with view of promoting objectivity the study 
provides responses to the following questions: 
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• What are the effects of perceived servant leadership style on 

employee job performance in Adamawa State public higher 

institution?  

• Does perceived servant leadership style have an effect on 

employee job satisfaction in Adamawa State public higher 

institution? 

• What are the effects of employee job satisfaction on job 

performance in Adamawa State public higher institution? 

• Does job satisfaction have an effect on job performance in selected 

tertiary institutions in Adamawa State? 

 

Literature review  

Review of relevant literature related to theoretical exploration related to servant 

leadership style on job performance for significant job satisfaction. Specifically, it 

covers concept of servant leadership (SL), employee’s job performance, (JP) and 

job satisfaction (JS).  

 

Servant leadership (SL) 

The Academic Concept and Theory: The phrase servant leadership was coined by 

Robert K. Green leaf (1977). He proposed servant leadership as a novel approach 

to solving the problem of American social turmoil of the 1960s-1970s 

(Bambale,2013). Greenleaf strongly believes that the fundamental aspect of 

leadership is the leader’s notion that he/she is a servant first before any other 

consideration. True leadership emerges, out of a deep-seated desire to serve 

others. Liden and Graham, (1991) of Loyola University of Chicago, through a 

theoretical exploration, titled: Servant-leadership in organizations: inspirational 

and moral, introduced servant leadership (SL) to academic researchers.  

However, it was Ehrhart, (2004) of San Diego State University that kicked off 

scientific research on S-L.  Since then, different scholars have labored in trying to 

define, characterize and measure what gradually became an academic Servant 

Leadership theory (SL), but there is no single definition, characteristics and 

measurement for it, as it all depends on the focus or perceptive from which one 

is defining, characterizing, and measuring it.  We shall now review scholars’ 

definitions of a servant leader and the leader’s humility and devotion for others. 

In 2018, in describing a servant leader, Khuma (2013) pinpoints leader’s humility 

and devotion for others and the servant leaders’ leadership style centers on the 
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development of team complementarity to overcome weakness at individual and 

organization levels.  

To define Servant Leadership (SL), Coetzer, Bussin, Geledenhya (2017) 

combined RKG (1970), Spears's (1996) character and servant leadership ten 

characteristics of an effective, caring leader (2010).  

Similarly, Vaniderendonck, (2011) definitions stated that Servant Leadership 

(SL) is a multidimensional leadership theory, which starts with the desire to 

serve followed by an intent to lead and develop others to ultimately achieve a 

higher purpose objective to the benefit of individuals, organizations, and society. 

 

Employee Job Performance (EP) 

An employee is a worker hired by a company to perform specific duties in 

exchange for a fee, typically in the form of hourly or monthly wages. Quick Books 

Resource center, (2019). In the views of (Heathfield, 2018), “an employee is an 

individual who was hired by an employer to do a specific job,” and an employer, 

“an organization, institution, government entity, agency, company, professional 

services firm, non-profit association, small business, store, or individual who 

employs or puts to work, a person who is called an employee or a staff member.”  

(Heathfield, 2019). 

From the stands of (Black, 1991), an employee is “a person in the service of 

another under any contract of hire, express or implied, oral or written, where the 

employer has the power or right to control and direct the employee in the details 

of the material of how the work is to be performed.” However, in most 

Employment Laws, Labour Acts or Laws, and other Acts related to, employees, 

employee’s and workers, the definitions of employee or worker are often adapted 

to the purpose of the Act or Law (Dau-Schmidt & Ray, n.d.) and most often 

characterize themselves with their vagueness (Rubinstein, 2012).  For instance, 

in the United States of America, an independent contractor is not an employer 

(Muhl, 2002), in its Employment Rights Act (ERA), 1996, S.230(1) and (2), an 

employee means “an individual who has entered into or work under (or, where 

the employment has ceased, worked under) a contract of employment,” and 

contract of employment’ means a contract of service or apprenticeship, whether 

express or implied, and (if it is express whether oral or in writing.” S.94(1) of the 

US’ ERA provides “an employee has the right not be unfairly dismissed by his 

employer.”  This connotes the only employee, excluding workers, has the right 

not to be unfairly dismissed (https://clerksroom.com). 

In India, Sbai, (2019), as in (Community for Human Resource Management, 

2008), cited various definitions of employee from Indian’s Employment 



 

INTERNATIONAL JOURNAL OF MGT. SCIENCE & ENTREPRENEURSHIP 

(VOL. 11 NO.7) DECEMBER, 2019 EDITIONS 

 

 

 

 
272 

Exchanges (Compulsory Notification of Vacancies) Acts, 1959; Employees 

Provident Fund Scheme, 1952; Employee State Insurance Act, 1948; Minimum 

Wages Act, 1948; Payment of Bonus Act, 1965; Payment of Gratuity Act, 1972; 

The Sales Promotion Employees (Conditions of service) Acts, 1976; and 

Miscellaneous Provisions Acts, 1955.   

Although Nigeria Labor Statutes in the Trade Union (Amendment) Act (2004), 

Trade Disputes Act (2004), National Minimum Wage Act (2004), Employee 

Compensation Act (2004), Factories Act (2004), National Housing Fund Act 

(2004), Pension Reform Act (2004), Employees Housing Scheme  

(Special Provision) Act (2004) and Local Content Act (2004), the principal Act 

that supposes to be regulating employment issues is the Labor Act (LA), Cap L1 

LFN (2004).   

 

Job Satisfaction   

Servant leadership is a virtues theory, which compels the Servant leadership (S-

L) as an understanding and practice of leadership that places the good of those 

led over the self-interest of the leader (Patterson 2003). Job satisfaction is a 

concern with the “feelings of pleasure and achievement which we experience in 

our job when you know that your work is worth doing or the degree to which 

your work gives you these feelings.” (Advanced Learner’s Dictionary, 2008). 

However, Guillaume, Honeycutt, Savage-Austin (2013) investigated the Impact 
of Servant Leadership on Job Satisfaction. Their research found that Servant 
Leadership contributed to a satisfied workforce. The total organizational 
performance depends on the efficient and effective performance of individual 
employees on the organization (Olcer, 2015). Consistently, Eva, Sandjaya, and 
Prajago (2013) conducted a study on servant leadership and job satisfaction: the 
Mediating role of decision-making process and structure. Their study result 
reveals that organizational behaviors are likely to produce a high level of job 
satisfaction among their employees. Similarly, Farrington and Lillah (2018) 
investigated on Servant leadership and job satisfaction within private health care 
practices. Their study reveals that private health care practitioners display the 
dimensions of servant leadership and also there is a significant positive 
relationship between job satisfaction factors and employee performance. The 
study found that there is a positive and statistically significant relationship 
between developing others and job satisfaction. 
 

MATERIALS AND METHODS 

Servant leadership and job performance can better be understood against the 

background that focus on leadership responsibilities is the promotion of 

performance and satisfaction of employees. Servant leaders trust followers to act 
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in the best interest of the organization and focus on those followers rather than 

the organizational objectives (Stone Russel & Patterson, 2004). 

Employees performance does not occur in a vacuum (Dean, 1999). This signified 

that we have to take care of our employees if you take care of your employees 

they will take care of your clients (Senduck, 2017). This implies that when 

employees are satisfied with the job they do, then they will be more committed 

to their job.  

This study adopted the use of social learning theory Bandura (1977). The theory 

emphasized that individual’s employees learned by observing others behaviour. 

In addition, individuals learn acceptable, normative behaviour by imitating, 

modelling and observing how others around them behave. Bandura (1977) 

explains that the theory encompasses attention, memory, and motivation. This 

theory is related to the focus of the current study because it variables (Servant 

leadership, job satisfaction and job performance relate directly to the cardinals 

of the theory. That is if employees observe their leader's building community, 

mentorship, stewardship, developing, valuing people and sharing leadership 

with subordinates they will, in turn, imitate and become servant leaders in future 

and their leaders will be a role model for them. The proposed model for this study 

is shown in Figure 1:  

 

Figure 1: Proposed Model 

 
   

The study would be cross-sectional in design, the structured questionnaire would 

be used for data collection, regression and correlation was adopted for analysis 

with the help of SPS S (V22). A total of three hundred and seventy-eight 

employees from the participating institution as depicted in Table 1 was selected 

using Yaro Yamani formula for sample size determination. For the purpose of this 

study probability sampling technique would be used, in probability sampling, the 

elements in the population have some known chance of probability of being 
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selected as sample subject (Sekeran, 2003) Thus, the Yamani formula is given in 

equation (1). 

 

MEASUREMENT OF VARIABLES 

This study has three major variables to be measured using three instruments 

adopted from different authors which include: Ehrhart, (2004) ;) Welbourne & 

Eriz (1997); and Davis 2014 measuring scale. Servant leadership was measured 

using Ehrhart leadership assessment questionnaire, job performance variable 

was measured by Davis measuring scale and employee  

Table 1: Disproportionate Stratified Random Sampling 

Institution  Population Disproportionate 

Adamawa State College of Health & Tech., 

Michika 

Adamawa State Polytechnic Yola 

Adamawa State University Mubi 

127 

650 

714 

13 

42 

47 

Federal Polytechnic, Mubi 1992 88 

Federal College of Education, Yola   

College of Education Hong 

554 

458 

35 

32 

College of Agriculture, Ganye 

College of legal studies Yola 

School of Nursing and Midwifery Yola 

MauTech Yola 

256 

156 

98 

1755 

30 

18  

10 

63 

Total                                                                                                         6760 378 

Source: Fieldwork, 2019 

 

𝑛 =
𝑁

1 + 𝑁(𝑒)2
                                             (1) 

𝑛 =
6760

1 + 6760(0.05)2
 

𝑛 =
6760

1 + 16.9
 

𝑛 =
6760

17.9
 

𝑛 = 377.65 

𝑛 = 378 

 Where  

n = Sample size 
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N = Population Size 

e = Error term of regression model 

Job performance variable by Welbourne & Eriz (1997). The following 

subchapters describe the measurement scales that were used to collect data for 

different variables of the studies in details. 

 

Servant Leadership Variable   

There are many measuring instruments developed by researchers 

(egVanderedunk and Nuijteen 2011; Liden et al; 2008, 2015, Vanderedunk et al., 

2017). This study adopted fourteen items Servant Leadership (SL) variables 

developed by Ehrhart (2004). Ehrhart measurement scale was adopted because 

it proves to be highly reliable and mostly use in an academic environment with a 

Cronbach alpha of 0.91. 

 

Job Satisfaction Variable 

Although a considerable account of job satisfaction (JS) Theories-Abraham 

Maslow’s Need hierarchy theory (1943); Clayton Alderfer’s Existence, 

Relatedness and Growth (ERG) Theory (1969); Fredrick Herzberg Two Factors 

Theory (1959); Douglas Mcgregor X and Theory Y (1960) and David McClelland 

Needs theory are available in literature. This study adopted twenty items of job 

satisfaction measurement scale developed by Davis, (2014) for the measurement 

of job satisfaction variable. This particular instrument was adopted because it 

was reliable with Cronbach alpha of .98, the scale is conservative but is reliable 

and recent. 

 

Employees Performance Variable 

To measure employee job performance variable, Role-based performance scale 

(RBPS) developed by Welbourne Johnson & Eriz (1997) was adopted in this 

study using a five-point Likert scale ranging from 1 representing strongly 

disagree to 5 representing strongly agree. The RBPS have five dimensions to 

include job, career, Team, Innovator, and organization with four items measuring 

each dimension, job; means doing things specifically related to one’s job 

description.  

Example of items concerning job includes: “Quantity of work output” “Accuracy 

of work.” Career: means obtaining the necessary skills progresses through one’s 

organization, Examples of items concerning career include: obtaining a personal 

career goal”. Making progress in your career”. Team means working with co-

workers and team members towards the success of the firm. Example of items 
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concerning team includes “working as part of team or workgroup”. Responding 

to the needs of others in your workgroup”. Innovator: means creativity and 

innovation one’s job and the organization as a whole. Example of items 

concerning innovator behaviour includes; “coming with new ideas.” “findings 

improved ways to things” organization means going above the call of duty in 

one's concern for the firm. Example of items concerning organization Includes 

“doing things that help others when it’s not part of your job”. Working for the 

overall good of the company.”  

 

METHOD OF DATA ANALYSIS 

The data collected from primary source was to check for necessary correction 

and editing. For the analysis of data Statistical Package for Social Science (SPSS 

V. 20) was used. Correlation and Regression were used for the analysis of servant 

leadership style and job employee’s performance in order to measure the 

variance between the observed (the actual field result) and the expected (the 

hypotheses) with a view to arriving at a deduction to validate (reject or 

confirmed) research hypotheses. Model specification is given as follows: 

Model specification = a + b1X1+b2X2+ b3X3+…+BnXn+                                                          

Where: 

 Y= Job Performance 

 Xi= Servant Leadership Style   

X2= Job satisfaction  

 = Error term of Regression Model  

 

Reliability Analysis 

In almost every case, Cronbach ‘s alpha is an adequate test of internal consistency 

reliability (Sekaran, 2003). Cronbach alpha is a reliability coefficient that 

indicates how well the items in a set are positively correlated to one another.  The 

test proceeds by associating each measurement item with every other 

measurement item and obtaining the average Interco elation of aa the paired 

associations. The reliability of a measure indicates the extent to which it is 

without bias (error-free) and hence ensures consistent measurement across time 

and across the various items in the instrument. The reliability of scores on 

instruments leads to meaningful interpretations of data (Creswell 2011). The 

internal consistency of measures is indicative of the homogeneity of the items in 

the measure that tap the construct. In other words, the items should hang 

together as a set, and be capable of independently measuring the same concept 

so that the respondents attach the same overall meaning to each of the items. 
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This study used the Cronbach alpha coefficient to estimate the internal 
consistency of the survey instrument in order to have a meaningful 
interpretation of data. Therefore, the reliability tested for this study is based on 
individual items measuring each of the constructs under investigation. The closer 
Cronbach ‘s alpha is to 1, the higher the internal consistency reliability of the 
instrument (Sekaran 2003). Reliabilities less than (.60) are considered to be 
poor, those in the (.70) range, acceptable, and those over (.80) good (Sekaran 
2003). However, this study reliability result demonstrated that Cronbach value 
of (.835) belonging to servant leadership is the least reliability value for all the 
variables under investigation but also falls within the good acceptable range as 
noted by (Sekaran 2003; Hair, Anderson, Talham and Black 2010, Al- Sawidi and 
Al Hosam 2012). The highest Cronbach alpha value for this study reliability is 
(.915) belonging to job satisfaction, followed by (.891) job performance, (.961) 
belonging to the general reliability of the instrument. Thus indicating that the 
instrument used for this study was highly reliable. The instrument had good and 
acceptable reliability as far as internal consistency is concerned. That is the 
instrument can give consistent results on the perceived effects of servant 
leadership styles on job performance among employees of selected tertiary 
institutions in Adamawa State, Nigeria. 
 

Table 2: Summary of Reliability Analysis of Variables  

Results of Correlation Analysis 

Correlation analysis was performed to explain the relationships among all the 

variables in the study. Specifically, Pearson correlation was used to examine the 

correlation coefficient among the variables. A positive relationship has been 

revealed between the measures of servant leadership, job satisfaction, and job 

performance variables. 

 

Table 3: Correlation between servant Leadership, job satisfaction, and job     

Performance 

Correlations Servant_ 

Leadership 

Job 

Satisfaction 

Job Performance 

Servant Leadership Pearson Correlation 1 .890** .898** 

Sig. (2-tailed)  .000 .000 

N 207 207 207 

Variables Items Cronbach Alpha 
Servant leadership  16 0.835 
Job Satisfaction  20 0.915 
Job performance  18 0.891 
General Reliability  54 0.961 

Source: SPSS Output, 2019 
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Job Satisfaction Pearson Correlation .890** 1 .933** 

Sig. (2-tailed) .000 Tr4f .000 

N 207 207 207 
Job Performance Pearson Correlation .898** .933** 1 

Sig. (2-tailed) .000 .000  
N 207 207 207 

**. Correlation is significant at the 0.01 level (2-tailed). 

 

Table 3 presents the correlation analysis between servant leadership style, Job 
satisfaction and job performance in mentioned selected tertiary institutions in 
Adamawa State.  The correlation analysis was conducted before hypothesis 
testing in order to determine the extent to which they were related. The values 
of the Pearson correlation in Table 4.4 show the relationship between all the 
variables of the study. In this study, the highest correlation between the 
independent and dependent variables as shown in the correlation matrix was 
between job satisfaction and job performance which was positively significant at 
.01 level (r = .933, p <.000).  Considering this highest value of the correlation 
coefficient, it means that all the variables of this study were within the acceptable 
range as discussed and would not cause any problem of multicollinearity.  
In the case of correlation between servant leadership and the dependent variable 

job, performance results demonstrated a significant relationship between them 

(r = 0.898, p <.000). However, the correlation matrix indicates strong positive 

statistical correlation between servant leadership and Job satisfaction at (r = 

.890, p < .000). This correlation results suggest that administrators who exhibit 

servant leadership and job satisfaction are more likely to enhance performance 

among their sublimates in an institution. 

Finally, the correlation analysis results between the independent variable and 
the dependent variable suggest some statistical support to the hypotheses of this 
study, but merely an association between the variables. However, in order to 
determine the effect of the relationship between independent and dependent 
variables multiple linear statistical analyses are required. In light of this Creswell 
(2011), opined that where independent variable needs to be studied to explain 
the variability on dependent variable multiple regression analysis is appropriate. 
This study has one independent variable to explain the variability on the 
dependent variable, therefore the use of multiple linear regressions in this study 
is paramount. 
 

FINDINGS:  
The findings of the study reveals that servant leadership and job satisfaction 

positively and significantly affects performance among employees of Adamawa 

state public higher institutions. Deliberations concerning the relationships 

between the variables:   
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• Servant leadership (SL) and employee job performance(JP)  

• Servant leadership (SL) and job satisfaction (JP)  

• employee job satisfaction (JP) and job   performance(JP) have proven that  

 

Relationship between servant leadership and employee job performance 

The first objective of this study was to examine the effects of Servant leadership 

style on employees’ job performance among employees of a selected tertiary 

institution in Adamawa State. In this study, servant leadership is described, as a 

leader’s philosophy in which the main goal of a leader is to serve followers' needs 

(Greenleaf 1977). These findings provide empirical support for the hypothesis 

and are thus, consistent with previous studies (Melchar & Bosco 2010; Hussain 

&Ali 2012; Schwarz, Newman & Cooper2016). However, hypotheses H1 of this 

study stated that there is a significant relationship between servant leadership 

style and employee job performance among employees of selected tertiary 

institutions in Adamawa state. This   finding demonstrated strong positive and 

significant relationship indicating that when Head of a department/ unit who put 

the needs of their followers ahead of their own, provide the support and 

resources needed to help followers meet their desired goals, creates an 

environment that encourages learning, take appropriate action when it is needed, 

work alongside the followers instead of separate from them.   

 

Relationship between servant leadership and job satisfaction  

Secondly, this study was aimed at examining the relationship between servant 

leadership (SL) and job satisfaction(JS) in a selected tertiary institution in 

Adamawa state. Servant leadership is a concept that can potentially change 

organizations and societies because it stimulates both personal and 

organizational metamorphoses (Melcher & Bosco2010). Tesfaw, (2014) defined 

job satisfaction as “a pleasurable or positive emotional state resulting from the 

appraisal of one’s job and job experience.” The H2 States that there is a significant 

relationship between servant leadership and job satisfaction among employees 

of a selected tertiary institution in Adamawa state. The current findings 

demonstrated a positive and significant relationship. Hence, H2 was supported. 

Meaning that a significant relationship exists between servant leadership style 

and job satisfaction among employees and that the relationship has a positive 

effect, so it increases performance. The study result is also consistent with 

expectations and previous studies. (Inuwa,2016; Khan, Nawaz, Aleem, & Hamed, 

2012; Bakotic, 2016). 
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Relationships between Job satisfaction and employee job performance 

Tesfaw, (2014) opined job satisfaction as a pleasurable or positive emotional 

state resulting from the appraisal of one’s job and job performance.  On the other 

hand, job performance refers to scalable actions, behavior, and outcomes that 

employees engage in or bring about that is linked with and contribute to 

organizational goals. Hypothesis H3 of this study states that there is a significant 

relationship between job satisfaction (JS) and job performance (JP) among 

employees of a selected tertiary institution in Adamawa State. Hence, H3 was s 

supported. The present findings match with Farrington & Lillah's (2018) study 

in which Servant leadership and employee job performance were carried out in 

South Africa health service and the result demonstrated a positive relationship 

with performance. However, the research result is also consistent with some 

previous studies (Eva, Senjaya, &Prajogo 2013; MacCann, Graves & Cox 2014).  

 

Concluding Remarks  

Several studies (Ding, Lu, & Song 2012; Eva; Sanjaya & Prajogo2013; Kwak &Kim 

2015) have attempted to establish the mediating effect of job satisfaction in the 

relationship between servant leadership and job performance in some context. 

This effect has not been examined with respect to samples drawn from selected 

tertiary institutions in Adamawa state, Nigeria. This study to the best knowledge 

of the writers one of the first studies to examine the “perceived effects of servant 

leadership on employee’s job performance: The job satisfaction among 

employees of a selected tertiary institution in Adamawa state. This study has 

identified and filled the following gaps that hitherto existed in the leadership 

styles literature: 1st The effect of servant leadership style on employee’s job 

satisfaction and job performance among employees was explored in western and 

non-Asian contexts (Nigeria). 2nd the study tests the relationship between 

servant leadership and job performance. 3rd the study has contributed to the 

literature by providing a conceptual framework in which comparison was made 

among the dimensions of the study as well as regarding its mediation with job 

performance. 

In conclusion the study has contributed to the literature by revalidating the 

significant relationship between servant leadership style on job performance 

among employees of selected tertiary institution in Adamawa in a unique context 

and settings, and extending the social learning theory (Bandura 1977,1986) can 

imitate and model to the benefit of the organization i.e. by improving 

performance. 
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Recommendations 

In view of the study findings the following recommendations were made:  

i. The management of the selected tertiary institutions and tertiary 

institution in Nigeria should consider the benefits of Servant leadership 

style (SLS), as this study has proven that it could positively influence job 

satisfaction and performance of Employees. 

ii. Institutions should embrace the culture of sharing leadership, building 

community, Empowerment, valuing subordinate, authenticity and 

developing subordinates as these dimensions of servant leadership will 

improve job satisfaction.  

iii. The management of higher institutions should concentrate on factors that 

increase job satisfaction such as pay, promotion, working condition, and 

institution policy since they have a significant effect on job performance. 

iv. The institution should use job satisfaction more frequently to lubricate 

their servant leadership style (SLS) and job performance for improved job 

performance 
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