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ABSTRACT
Attaining optimal levels of job satisfaction is imperative for stability, competitiveness,
and sustainability of the banking industry. This underscores the critical role of employee
well-being in stimulating organizational resilience and prolonged success within the
sector. The banking industry is identified by its notably demanding framework and
employee-intensive practices, presenting considerable challenges in sustaining job
satisfaction and promoting employee well-being. Servant leadership has a crucial role in
improving job satisfaction and employee well-being. The objective of this research
framework to foster the job satisfaction and investigated the relationship between the
servant leadership and employee wellbeing by mediation of job satisfaction under the
boundary condition of job resource and job demand underpinning the social exchange
theory. Present study implemented a quantitative research design and chased the post
positivist paradigm Supported by research question and the development to theory is
deductive as this study intends to investigated the causal relationship among the research
variable. This is multi-source mono method quantitative research by applied time lagged
framework to attain primary data by following a survey strategy through multiple Self-
conducted questionaries. The selected population of this study is commercial bank are
regulated by state bank of Pakistan in Punjab province. The sample for this research
encompasses 150 commercial banks and 750 employees, nominated to share a
comprehensive representation of the target population. This research study managed the
systematic framework of analysis by utilizing SPSS and smart PLS software. The findings
indicated that job satisfaction established a mediated positive relationship between
servant leadership and employee wellbeing. The result investigated that servant
leadership Can serve the aspiration as a result-oriented leadership strategies to Elevate job
satisfaction and employee well.
Keywords:Servant Leadership, Job Satisfaction, Employee Wellbeing, Job Demand, Job
Resource, Social Exchange Theory
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INTRODUCTION
In the current dynamic socioeconomic
environment Multiple leadership styles have been
adopted by organizations to attain high
performance among subordinates in response to a
continuously changing corporate environment
(Jaiswal et al., 2017). Servant leadership is a
particularly pertinent leadership style that
prioritizes the welfare of individuals within an
organization. It also fosters a strong belief that
leaders who look out for the well-being of their
constituents will also look out for the company.
The increasing body of research on servant
leadership has validated its effectiveness,
pertinence and favorable impact on the
requirements of subordinates (Eva et al., 2019).
The research investigated that organizational
innovation is impacted by servant leadership with
the feeling of accomplishment. Eva et al. (2019).
The research documented that servant leadership
is significant impact on organizational commitment.
Zainab et al. (2022) examined that servant
leadership is a crucial set of leadership patterns
and behaviors that contribute to an increase in
motivation and engagement through a quantitative
examination of university faculty members.
Tarallo (2021) examined thar servant leaders are
modest, self-assured, and motivating follower to
achieve objective.
However, the majority of research in the literature
on servant leadership have prioritized the servant
role rather than leader role (Van Dierendonck,
2011). According to Lanet et al., (2021)
organizational creativity is impacted by servant
leadership through the sense of achievement.
According to Stouten and Liden, (2020) follower
is inspired by leaders to be more imaginative, self-
assured, and take initiative. They put talent
management and development front and center
while also enabling others (Zadok et al., 2024).
For institutions to succeed in the twenty-first
century and to satisfy the aspirations of their
constituents, servant leadership must negotiate a
fast-changing world. To give a path for success
and sustainability, academic leaders need to
establish the strategic direction (Louw, 2023).
Although, the concept of servant leadership is
considered in multiple aspects. Yet, no final
consensus has been established so far, and this is
evident from the recent calls for papers by various

research journals such as the leadership quarterly
and sage journal. The conference on servant
leadership is arranged by Viterbo university date
June 27-28- 2024. Science Cite Welcomes
researcher to International Conference on Servant
Leadership dated 20th-21st Dec 2024 Toronto,
Canada. to explore new opportunities, information,
and lots of exposure. Groundbreaking discussions
among global participants and experts are surely
something to take into account. As a student, you
can present your unique vision and research for
peer and expert review. Furthermore, valuable
suggestions, new opportunities, and recognition
contribute to professional growth. To effectively
manage the challenges of the twenty-first century,
servant leadership will be necessary (Linda et al.,
2012) As servant leadership has gained attention
in various organizational contexts, including
business (DeConinck et al., 2018). and non-profit
sectors (Ngah et al., 2023). Philosophers and
administrators are among the professionals
outside of education industry who have adopted
servant leadership (Langhof & Güldenberg, 2020).
The research investigated that servant leadership
is the hallmark of 21st- century leadership as it is
the primary factor in determining an
organization's performance (Rasberry, 2019).
servant leadership significant impact on
organization operational activities (Mahmood et
al., 2022a; Lee et al., 2020).
Accordingly, the present research devises a
compressive framework by considering servant
leadership to promote wellbeing with the
mediation of job satisfaction with the boundary
condition of job demand and job resource by
underpinning the social exchange and job demand
resource theory. Employee well-being is critical to
corporate success, yet many employers fail to give
adequate assistance (Mahmood et al., 2022b).
Studies show that high levels of burnout, job
discontent, and mental health concerns are
exacerbated by variables like as remote work,
technological advances, and economic instability.
According to De Clercq et al. (2024) more than
60% of employees feel moderate to high stress as
a result of job insecurity, a lack of autonomy, and
insufficient management assistance. Poor well-
being is associated with decreased engagement,
productivity, and increased turnover rates.

https://policyresearchjournal.com


https://policyresearchjournal.com
| Ashfaq et al., 2025 | Page 117

According to Gallup's State of the Global
Workplace 2024, employees who feel their
employer cares about their well-being are 69%
less likely to look for work elsewhere. Investing
in well- being programs improves employee
retention, satisfaction, and productivity (Ariza-
Montes et al., 2022).
Servant leaders inspire followers to reach their
full potential by putting the needs of their
subordinates above their own (Khan et al., 2022).
Research investigated that servant leadership is a
crucial organizational characteristic that
significantly affects the behavior of followers
(Kramer, 2019; Mostafa et al., 2023). Servant
leadership motivates followers to assist in
accomplishing company objectives (Mostafa et al.,
2023). Developing and empowering followers is
the primary goal of the servant leadership style,
which sets it apart from other value-based
approaches (Slack & Singh, 2020). The distinctive
"serving others" mentality of servant leadership
makes it a significant organizational component
influencing the attitudes and behaviors of
employees (Eva et al., 2019). According to
Alonderiene & Majauskaite, (2016) of all the
leadership philosophies, servant leadership has the
positive impact on job satisfaction. Research has
examined that servant leadership positive affects
at job satisfaction universities in nations like
Oman, Turkey, and Italy (Singh & Ryhal, 2021).
provide the prerequisites for this progress. The
servant leadership strong correlation with job
satisfaction (Donia et al., 2016). The primary
goal of this paper is to examine the connection
between job satisfaction and servant leadership.
However, a follower's behavior has the potential
to alter a leader-follower relationship, a point that
the literature on servant leadership has yet address.
Positive employee outcomes, such as increased
job satisfaction, have been repeatedly connected
to the caliber of leader-member interchange
(Schyns et al., 2009). Servant leadership
prioritizes the needs of followers over those of the
leader (Iqbal et al., 2023). Servant leaders inspire
followers to reach their full potential by putting
the needs of their subordinates above their own
(Dahleez et al., 2021). Previous studies have
found that servant leadership is associated with

higher levels of job satisfaction, engagement, and
overall well-being (Van Dierendonck, 2011).
Previous research investigated that the positive
relationship between the job satisfaction and
wellbeing (Skaalvik & Skaalvik, 2023). Servant
leadership is about prioritizing the well-being of
their follower by serving them (Gull et al., 2023).
Servant leadership strive to foster a supportive
and empowering work atmosphere that encourage
people to achieve wellbeing (Chen et al., 2013).
Job demands refer to the physical, psychological,
social, or organizational aspects of a job that
require sustained effort and are associated with
certain physiological and psychological costs
(Demerouti et al., 2001). The JD-R model suggests
that job demands can moderate the relationship
between job resources (e.g., servant leadership)
and employee outcomes (e.g., well-being).
Specifically, high job demands can exacerbate
stress and reduce the positive effects of job
resources. The social exchange theory (SET) is a
concept in organizational psychology and
sociology that investigates connections inside
companies to enhance their performance
(Cropanzano et al., 2017). According to SET,
people participate in social relationships with the
expectation of reciprocal advantages and rewards
(Blau, 2017). This research broadly investigates
does servant leadership fosters employee well-
being? The sub research questions are: a) does job
satisfaction mediate the relationship between
servant leadership and employee well-being? b)
does job demand and job resources moderate the
impact of servant leadership on employee well-
being?

1. LITERATURE REVIEW AND
HYPOTHESIS DEVELOPMENT

1.1. Servant Leadership and Job Satisfaction
Servant leadership is defined as "a form of moral-
based leadership where leaders tend to prioritize
the fulfillment of the needs of followers, namely
employees, customers, and other stakeholders,
rather than satisfying their personal needs." (Alice
et al., 2021). In the field of organizational
behavior and leadership research, it is widely
recognized that emotional intelligence, self-
efficacy, and the motivation to serve are vital
factors foster servant leadership (Munawar et al.,
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2023). In scholarly discourse, mindfulness,
humility, and empathy are fundamental precursors
to the construct of servant leadership (Canavesi et
al., 2022). Servant leadership significantly
augments job satisfaction and organizational
commitment through its emphasis on the welfare
and professional growth of employees (Lu et al.,
2024). In the domain of business management
scholarship, servant leadership has garnered
substantial recognition as a leadership paradigm
that markedly augments organizational efficacy,
cultivates employee involvement, and elevates job
performance metrics (McClellan & Practice,
2023). The job satisfication is defined as “job
satisfaction as the degree to which an individual
feels positive or negative about various aspects
such as job tasks, working conditions, and peer
relationships” (Osborn,1972). The antecedents of
job satisfaction encompass the equilibrium
between work life balance, leadership style, and
organizational support. These elements
profoundly affect employees' comprehensive
contentment with their positions within an
organization, underscoring their essential function
in cultivating a constructive work atmosphere and
promoting employee welfare (Ghazzawi, 2023).
Research examined that servant leadership has a
notable positive impact on job satisfaction, and
this connection is facilitated by trust and leader-
member exchange (LMX). These mediating
elements highlight the significance of relational
interactions in boosting the efficacy of servant
leadership in fostering job satisfaction (Anselmus
et al., 2024). The research concluded that there are
positive effects of servant leadership on job
satisfaction, empowerment, and performance,
while considering gender as a moderating factor
in these interactions. This underscores the subtle
influence of gender in determining the results of
servant leadership in organizational settings
(Eslamdoust & Mahmoudinazlou, 2023). The
social exchange theory (SET) is a theoretical
framework used in organizational psychology and
sociology to improve organizations by
understanding the relationships between
individuals within the organization (Cropanzano
et al., 2017)). SET is based on the idea that
individuals engage in social interactions with
others with the expectation of receiving certain

profits, benefits and rewards in return
(Cropanzano et al., 2017). The recent research
concluded that servant leadership correlates with
higher job satisfaction levels (Saadaoui et al.,
2024). Similarly, another latest study noted that
there is positive relationship between the servant
leadership and job satisfaction (Jannah et al., 2024;
Nandana & Putra, 2024). The research
investigated that Servant leadership enhance a
culture of trust and support, which is integral for
job satisfaction (Haruna, 2024). Therefore, under
the above discussion this research proposed the
following hypothesis.

Hypothesis 1:“There is positive relationship
between the servant leadership and job
satisfaction”.

1.2. Job Satisfaction and Employee Well Being
Employee wellbeing is defined as “a combination
of feeling good and functioning effectively”
(Huppert & So, 2013, p. 838). Employee well-
being is primarily influenced by job security,
interpersonal relationships, and the work
environment. These elements are essential in
nurturing a supportive and healthy work
environment that promotes overall employee
satisfaction and productivity (Bhoir & Sinha,
2024). The study noted that job satisfaction
greatly improves job performance and employee
retention in the realm of business management.
This highlights the essential importance of job
satisfaction in promoting organizational success
and longevity (Jianchun,2024). SET enhance
employee engagement, and ultimately achieve
better organizational outcomes (Abualigah et al.,
2023). The empirical research investigated that
there is positive correlation between employee
wellbeing and job satisfaction, highlighting the
crucial importance of job satisfaction in fostering
a healthy and productive workplace (Sironi &
Quantity, 2019). Previous research has
investigated there are direct relationship between
job satisfaction and employee well-being,
emphasizing their connection (Skaalvik &
Skaalvik, 2018). Another Previous research has
noted the direct relationship between job
satisfaction and employee wellbeing (Hansen &
Stræte, 2020)). Additionally, the study
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documented that the job satisfaction is key
determinant of employee wellbeing (Feller et al.,
2018). Therefore, under the support of above
literature this research suggests the following
hypothesis:

Hypothesis 2:“There is positive relationship
between the job satisfaction and employee
wellbeing.

1.3. Mediation of Job Satisfaction between the
Servant Leadership and Employee Well
Being

Servant leadership significantly augments job
satisfaction and organizational commitment through
its emphasis on the welfare and professional growth
of employees (Vasluianu et al., 2024). In the
domain of business management scholarship,
servant leadership has garnered substantial
recognition as a leadership paradigm that markedly
augments organizational efficacy, cultivates
employee involvement, and elevates job
performance metrics (McClellan & Practice, 2023).
The research concluded that there are positive
effects of servant leadership on job satisfaction,
empowerment, and performance, while considering
gender as a moderating factor in these interactions.
This underscores the subtle influence of gender in
determining the results of servant leadership in
organizational settings (Eslamdoust &
Mahmoudinazlou, 2023). The social exchange
theory (SET) is a theoretical framework used in
organizational psychology and sociology to
improve organizations by understanding the
relationships between individuals within the
organization (Cropanzano et al., 2017). The recent
research concluded that servant leadership
correlates with higher job satisfaction levels
(Saadaoui et al., 2024). Similarly, another latest
study noted that there is positive relationship
between the servant leadership and job satisfication
(Aulia et al., 2024). The research investigated that
Servant leadership enhance a culture of trust and
support, which is integral for job satisfaction
satisfaction (Haruna, 2023). The study noted that
job satisfaction greatly improves job performance
and employee retention in the realm of business
management. This highlights the essential
importance of job satisfaction in promoting

organizational success and longevity
(Jianchun,2024). SET enhance employee
engagement, and ultimately achieve better
organizational outcomes (Abualigah et al., 2024).
The empirical research investigated that there is
positive correlation between employee wellbeing
and job satisfaction, highlighting the crucial
importance of job satisfaction in fostering a healthy
and productive workplace (Sironi & Quantity,
2019). Previous research has investigated there are
direct relationship between job satisfaction and
employee well-being, emphasizing their connection
(Skaalvik & Skaalvik, 2018). Another Previous
research has noted the direct relationship between
job satisfaction and employee wellbeing (Hansen &
Stræte, 2020). Additionally, the study documented
that the job satisfaction is key determinant of
employee wellbeing (Feller et al., 2018). The
research provides empirical support for the idea that
job satisfaction acts as a mediator in the connection
between servant leadership and the well-being of
employees. These results highlight the essential role
of promoting job satisfaction as a way to improve
general employee well-being (Dami et al., 2022).
Therefore, this study presented the following
hypothesis:

Hypothesis 3:“The relationship between the
servant leadership and employee well-being is
mediated by
job satisfaction”.

1.4. Moderation of Job Demands and Job
Resources

Recent studies emphasize that leadership greatly
impacts employees' well-being, performance, and
behavior (Hassan et al., 2023). In particular,
servant leadership has proven to improve employee
well-being by focusing on their needs and offering
assistance (Hassanet al., 2023). Servant leaders
strive to establish a nurturing and empowering
workplace that enhances intrinsic motivation,
consequently supporting employee well-being
(Chen et al., 2013). Nevertheless, workers
subjected to significant job demands face the
danger of psychological exhaustion, which can
adversely impact their well-being (Marzocchi et
al., 2024). Job requirements, including heavy
workload and stress, have been closely linked to
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anxiety, exhaustion, and negative health effects
(Bakker & Demerouti, 2017). In light of this
dynamic, employee wellbeing is essential in
moderating the impacts of job demands, aiding in
the reduction of stress and sustaining performance
(Marzocchi et al., 2024). Recent research
indicates that although servant leadership
promotes well-being by providing support and
empowerment, the advantages may be lessened by
elevated job demands, leading to heightened stress
and lower well-being (Yan et al., 2023). These
results highlight the need to balance leadership
strategies and job requirements to enhance
employee well-being and performance (Umrani et
al., 2024).
Job resources are referred as "the degree to which
the work offers the assets or talents of specific
workers" (Chadwick, & Harney, 2024). Both
theoretical frameworks and empirical studies have
extensively established the moderating influence
of job resource between the relationship between
servant leadership and employee wellbeing
(Zhaoyang et al.,2024) The Job Demands-
Resources (JD-R) model describes job resources
as components in the workplace that aid in
accomplishing work goals, lessen the effects of
job demands, and promote personal growth and
development (Galanakis & Tsitouri, 2022). Job
resources, such as social support, feedback,
autonomy, and chances for learning, play a
significant role in minimizing the unfavorable
consequences of job demands. These services act
as buffers against workplace pressures while
simultaneously increasing employee engagement
and general well-being (Claes et al., 2023).
Servant leadership promote a friendly and
supportive work environment that foster employee
well-being, but its efficacy depends on job
resources, which can either increase or decrease
its influence (Ortiz et al., 2022). How well
servant leadership promotes employee well-being
with the moderating support of job resource
because the employee with availability of job
resources is better able to take advantage of the
promoting environment by servant leadership,
which foster the employee well-being (Cai et al.,
2024). Research documented that job resource
promote the strong the relationship between the
servant leadership and employee wellbeing (Cai et

al., 2024). Empirical research for instance Ortiz et
al, (2022) concluded that directs effect of servant
leadership on employee outcome by moderating
support of job resource the relationship is stronger.
Similarly, the other research investigated that job
resource moderated the relationship between the
leadership and employee engagement with
employee experience (Xin et al., 2024). Under the
umbrella of above literature this research suggests
the following hypothesis
Hypothesis 4:“The relationship between the
servant leadership and job satisfaction is
moderated by job
demands such that the relationship will be
weaker when the job demands are high than
when it is low”.

Hypothesis 5:“The relationship between the
servant leadership and job satisfaction is
moderated by job
resources such that the relationship will be
strengthened when the job resources are high
than when it
is low”.

2. Research Methodology
This research comes under the umbrella of post
positivist philosophy by using quantitative research
design with deductive theory approach. This study
examines the casual relationships of servant
leadership with employee well-being mediated by
job satisfication under the boundary condition of
job demand and job resource. This research
employed time lagged design to collect data
through survey questionaries, and the unit of
analysis is individual. Accordingly, multiple
surveys are conducted in three lags. The data for
the present research is collected from banking
sectors in Pakistan. In the initial stage, 200
commercial banks branches were identified
purposefully in three larger metropolitan cities of
Punjab, Pakistan. We requested for the
participation of senior management in the surveys
by clearly defining the objectives of this research
study. Finally, we attained authorization from 150
commercial banks established in Punjab. We
organized professional ethics and confidentiality
agreements with these commercial banks and
further made a commitment to confidentiality.
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Subsequently, confidentiality and ethical
compliance forms were formalized, and Privacy
safeguards and commitments were Improved.
With the guidance of the branch managers, 750
employees were selected for data collection in this
research study. The proposed sample for this
research Represents 750 employees. The
objectives of the study were communicated to the
target respondents. To mitigate common method
biases, a time-lagged approach was employed,
collecting data across three distinct phases with
three surveys administered. The surveys were
spaced at three-week intervals, with data
collection occurring between Augst 2024 and
November 2024. The delivery and collection
strategy are adopting the collection of data from
participants. The first employee survey (at Time 1)
examined perspective of employee on their
servant leader and job resource. 490 filled
questionaries were returned out of 750
questionaries distributed among the respondents’
returned percentage was (65.33%). The second
employee survey (at Time 2) analyzed the
perception of employees about employee well-
being and job demand. In this phase 490
questionary delivered to employee who
participants in the initial surveys and 400 (81.63%)
questionaries were delivered back. Finally, the
third and last employee survey to get the data
about job satisfaction. We distributed the 400
questionaries to the respondents who had
participate in all last surveys and returned
354(88%) questionaries. We conducted the initial
review and cleaning of data and confirmed the
350 questionaries to be completed and suitable for
research analysis.

2.1. Measures
This research employed already established
instruments to measure the underlying constructs.
The 5-point Likert scale strongly disagree to
strongly agree was applied to estimate the all the
variable engaged in this research. The servant
leadership is measured by the instrument which is

presented by (Liden et al., 2008). This scale
consists of 24 items. The Cronbach’s alpha value is
0.994. The job resource is estimated by the
instrument developed by (Chang et al., 2013).
This scale contains of 9 items. This scale showed
the Cronbach alpha value is 0.667. Further, the
employee well-being is measured with scale
developed by the (Diener et al., 1991). This
instrument consists of 8 items. The Cronbach’s
alpha value is 0.854. furthermore, the job demand
is estimated by the instrument developed by the
(Leung et al., 2000). This scale encompasses the
11 items. The Cronbach’s alpha value is 0.888.
Finally, the job satisfaction is measured by the
instrument which is recommended by (Macdonald
& Maclntyre, 1997). This scale comprises of 10
items. The Cronbach’s alpha value is 0.853.

2.2. Analysis Strategy
Preceding to hypothesis testing, preliminary data
analyses were accomplished to examine missing
values, to ensure validity, identify potential
outliers, and examined the normality of the data.
Scale’s reliability is established by Cronbach’s
Alpha and composite reliability. Descriptive
statistics offer a summary of data mean, standard
deviation, data normality and bi-variate
correlation. Finally, for the hypotheses testing
Smart PLS is used in the present research.

3. RESULT AND ANALYSIS
Table 1 displays the demographic characteristics
of the participants. Out of the 350 employees,
83.1% were male and 16.9% were female. In
terms of age distribution, about 30% were aged 22
to 27, 42% fell within the 28 to 33 age range, and
28% were older than 33. Regarding educational
achievement, 48% of participants had finished 16
years of schooling, 42% had completed 18 years,
and 10% had received education surpassing 18
years. Concerning professional experience, 20%
of the participants had 1-5 years of experience,
49% held 6-10 years of experience, and 31%
boasted over 10 years of experience.

Table 1: Respondents Characteristics
Profile Percentage Profile Percentage

Gender Male 83.1 Age 22-27 30
Female 16.9 28-33 42
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Above 33 28

Experience

1-5 20

Edu

16 years 48
6-10 49 18 years 42
Above
10 31 Above

Master 10

Table 2 shows that the measures employed in this
study possess both validity and reliability, with
outcomes remaining within an acceptable range.
To show reliability, the average variance extracted
(AVE) must be greater than 0.50, and the
maximum shared variance (MSV) ought to be less
than the AVE. Furthermore, to demonstrate the
reliability of the scale, it is essential for the
composite reliability and Cronbach's alpha to be
above 0.70 and 0.60, as indicated by a study (Hair,
Ringle, & Sarstedt, 2013) (Hair et al., 2013). Thus,

we found that the AVE value was greater than
0.50, while the MSV value was less than the AVE.
Additionally, both Cronbach's alpha and
composite reliability surpassed the required levels
to confirm reliability. For example, the composite
reliability exceeded 0.80, while Cronbach's alpha
was greater than 0.70 for all fundamental concepts.
The information in Table 2 shows that there were
no concerns regarding validity and reliability.

Table 2: Scale Validity and Reliability
Variables Items Alpha AVE MSV CR
Servant leadership 24 0.994 0.652 0.815 0.36
Job satisfaction 10 0.853 0.712 0.532 0.91
Employee well being 08 0.854 0.582 0.313 0.79
Job resource 09 0.776 0.601 0.414 0.74
Job demand 10 0.888 0.572 0.295 0.78
Notes: CR is the composite reliability, AVE presents average variance
extracted, and MSV is maximum shared variance

Table 3 presents the summary statistics and
bivariate correlations among the research
variables. The average values show the central
tendency of the data, while the standard deviation
reveals its dispersion. Moreover, skewness and
kurtosis are utilized to assess the normality of the
data. For instance, the average for EIJP was

4.3906, having a standard deviation of 0.4653,
which is within a sensible range. Similarly, the
skewness and kurtosis values were noted to
remain within the normal range + 1.96 as
indicated by (Gomes et al., 2012; Cruz, 2007).
Moreover, the bivariate correlation analysis
showed a low correlation value, indicating that
there was no concern regarding multicollinearity.

Table 3. Descriptive Statistics and Correlation
Mean SD Skew Kurt 1 2 3 4 5

1. Servant leadership 4.38 0.94 -1.87 3.21 1
2. Job satisfaction 3.97 0.41 -0.77 0.23 0.67 1
3. Employee wellbeing 3.41 0.41 -0.20 -0.64 0.14 0.32 1
4. Job resource 4.49 0.63 -1.98 1.36 0.012 0.40 0.32 1
5. Job demand 3.31 0.35 -0.92 0.84 0.068 0.003 0.008 0.42 1

4.3. Hypothesis Testing
After validating and testing the reliability of the
data, along with performing descriptive and
inferential statistics and evaluating model fit,
hypothesis testing is performed, and the results
are reported in Table 4. It is found that servant
leadership has a statistically significant and

positive effect on job satisfaction of 0.676*
(95% CI [0.431, 0.921]). Thus, Hypothesis 1 is
supported that states, “There is positive
relationship between the servant leadership and
job satisfaction”. Similarly, we also noticed
direct positive and statistically significant impact
of job satisfaction on EWB 0.487* (95% CI
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[0.273, 0.701]). Thus, the Hypothesis 2 is
supported as well. Further, the relationship
between servant leadership and EWB is
significantly mediated by job satisfaction 0.329*
(95% CI [0.191, 0.466]). We found full
mediation and the Hypothesis 3 is supported as
well as the direct effect of servant leadership and
EWB noted to be positive but statistically
insignificant. Further, Hypothesis 4 explicated
that, “The relationship between the servant
leadership and job satisfaction is moderated by
job demands such that the relationship will be
weaker when the job demands are high than
when it is low”. Accordingly, it is noticed that
the relationship is significantly moderated by job
demands such the when job demands are high

than the effect of servant leadership on job
satisfaction significantly reduced -0.598* (95%
CI [-0.312, -0.867]). Thus, the Hypotheses 4 is
supported. Further, Hypothesis 5 explicated that,
“The relationship between the servant
leadership and job satisfaction is moderated by
job resources such that the relationship will be
strengthened when the job resources are high
than when it is low”. Accordingly, it is noticed
that the relationship is significantly moderated
by job resources such the when job resources are
high than the effect of servant leadership on job
satisfaction significantly increased 0.721* (95%
CI 0.451, 0.992]). Thus, the Hypotheses 5 is
supported is well.

Table 4. Summary of the Direct and Indirect Effects
Estimate p-value 95% CI Remarks

SL → JS 0.676* 0.00 [0.431, 0.921] Supported (H1)
JS → EWB 0.487* 0.00 [0.273, 0.701] Supported (H2)
SL → EWB 0.145 0.06 [-0.034, 0.324]
SL → JS →
EWB 0.329** 0.01 [0.191, 0.466] Supported (H3)

SL*JD→ JS -0.598* 0.00 [-0.312, -0.867] Supported (H4)
SL*JR → JS 0.721** 0.00 [0.451, 0.992] Supported (H5)
Notes: * p < 0.05, ** p < 0.01, SL = servant leader, JS = job satisfaction, EWB =
Employee wellbeing, JR = Job resource, JD = Job demand.

4. DISCUSSION AND CONCLUSION
This research study examines the complex
relationship between servant leadership, job
satisfaction, employee well-being, job demands,
and job resources in organizational contexts. The
results are consistent with the existing literature,
providing strong support for the proposed
pathways and interactions between these variables.
Job satisfaction acts as a key mediator linking
servant leadership to employee well-being,
functioning as an essential mechanism that
achieves the beneficial impacts of servant
leadership on employee well-being into reality.
Elevated job satisfaction fosters a sense of value,
engagement, and dedication among employees,
thereby improving their overall well-being. This
research highlights the crucial importance of job
satisfaction in promoting employee well-being
and enhancing organizational effectiveness.
Firstly, this present research examined that there
is direct relationship between the servant

leadership and job satisfaction. The finding of this
research study is aligned with the available
literature. Similarly, the research concluded that
there is a direct relationship between the servant
leadership and job satisfaction (Anselmus et al.,
2022; Wase et al., 2020; Gala et al., 2024). The
result of this study is positive and statistically
significant. Secondly, this study investigated that
there is positive relationship between job
satisfaction and employee wellbeing and the
outcome this research is match with the existing
literature for example the study concluded that
there is positive relationship between the job
satisfaction and employee wellbeing (Bhoir et al.,
2024; Jaswal., 2024). The relationship is direct
and statistically is significantly. Thirdly, this
research concluded that the relationship between
the servant leadership and employee wellbeing is
mediated by the job satisfaction. The result of this
study is match with the existing literature for
example Akbal & Karabulut, (2024); Anselmus et
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al., (2022). concluded the relationship between
the servant leadership and employee wellbeing is
mediated by job satisfaction. Findings of this
study is positive and statistically significant.
Fourthly, this study examined There is positive
relationship between the servant leadership and
employee wellbeing is moderated by job demand
and the relationship is strengthened when the job
demand is high than when it is low. The finding
of this research is match with the literature for
example the recent research documented that
There is positive relationship between the servant
leadership and employee wellbeing is moderated
by job demand and the relationship is
strengthened when the job demand is high than
when it is low (Yan et al., 2023; Umrani et al.,
2024; Yan et al., 2023). The finding of this study
is positive and statistically significant. Fifthly this
research investigated There is positive
relationship between the servant leadership and
employee wellbeing is moderated by job resource
and the relationship is strengthened when the job
resource is high than when it is low. The result of
this research is similar with the past literature for
example research concluded There is positive
relationship between the servant leadership and
employee wellbeing is moderated by job resource
and the relationship is strengthened when the job
resource is high than when it is low (Cai, Wang,
& Cheng, 2024; Ortiz et al., 2022). The result of
this research is positive and statistically
significant. The results of this research offer
numerous practical insights for leaders and HR
professionals in organizations. To begin with,
fostering a culture of servant leadership in
organizations can greatly improve employee well-
being by encouraging increased job satisfaction.
Secondly, organizations ought to strive to align
job demands with adequate job resources to
enhance the positive effects of servant leadership.
By providing resources like autonomy, social
support, and chances for professional growth,
organizations can foster an environment that
enhances the development and efficiency of
servant leadership, thus maximizing employee
well-being. Although the findings are strong,
some limitations deserve attention. The cross-
sectional design restricts the ability to draw
conclusions about causality. Future studies ought

to employ longitudinal designs to more effectively
capture the evolving nature of these relationships.
Furthermore, although this research emphasized
the mediating effect of job satisfaction, other
possible mediators like organizational
commitment and psychological empowerment
need to be investigated. Additional studies should
explore how various leadership styles interact and
their collective impact on employee well-being.
To summarize, this research offers a significant
addition to the current body of work regarding
servant leadership and its effects on employee
well-being. The results highlight the crucial
significance of fostering supportive and resource-
abundant work settings by clarifying the
mediating impact of job satisfaction and the
moderating influences of job demands and
resources. Organizations that implement servant
leadership principles and offer ample job
resources are ideally situated to improve
employee well-being and attain overall
organizational efficiency.
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