ISSN: 2792-0720

ORGUTSEL DAVRANIS
CALISMALARI DERGISI

Cilt / Volume: 3 Sayi/Issue: 2 Yil/ Year: 2023

JOURNAL OF ORGANIZATIONAL
BEHAVIOR STUDIES

www.obstudies.org

!
1
:

Ll

i

.".



JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

Cilt/ Volume: 3 Say1 / Issue: 2 Yil/ Year: 2023
Kurucu ve Imtiyaz Sahibi / Founder & Owner
Dr. Ogr. Uyesi Ismail ALICI

Bas Editor / Chef Editor
Prof. Dr. Kubilay OZYER

Editorler / Editors
Dr. Ogr. Uyesi ismail ALICI
Dr. Ogr. Uyesi Alptekin DEVELI

Yabanc Dil Editorii / Foreign Language Editor
Nour HUSSEIN

Yazisma Adresi / Mail Address

Dr. Ogr. Uyesi Ismail ALICI
Tokat Gaziosmanpasa Universitesi
Erbaa Sosyal ve Beseri Bilimler Fakiiltesi
Yonetim Bilisim Sistemleri Boliimii 60500 TOKAT
Tel: +90 356 252 16 16 —5187
www.obstudies.org
E-Posta / E-Mail: obstudies@yahoo.com

ORGUTSEL DAVRANIS CALISMALARI DERGISI

I


mailto:obstudies@yahoo.com
mailto:obstudies@yahoo.com

JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

ORGUTSEL DAVRANIS CALISMALARI
DERGISI

Orgiitsel Davranis Calismalar1 Dergisi
(OBSTUDIES) yilda iki kez yayimlanan
hakemli, bilimsel ve uluslararasi bir dergidir.
Orgiitsel davranis alanma iliskin teorik ve
gorgiil makalelere, yer verilen dergimizin
temel amaci, bu alanlarda akademik bilginin
iretimi ve paylasimina katki saglamaktir.
Dergimizde “Tiirkce” ve “Ingilizce” olmak
iizere iki dilde makale yayimlanmaktadir.
Dergiye yayimlanmak iizere gonderilen
yazilar, belirtilen yazim kurallarina uygun
olarak hazirlanmalidir. Dergiye yayimlanmak
daha

yayimlanmak

iizere gonderilen yazilar, once

yayimlanmamis ve uzere
gonderilmemis olmalidir. Dergide yayimlanan
yazilarda belirtilen goriisler, yazarlara ait olup
(")rgiitsel Davramis Calismalar1 Dergisi’nin
goriislerini  yansitmaz. Orgiitsel Davrams
Calismalan Dergisinde yayimlanmis
sakl

dergimizin adi belirtilmeden higbir alinti

yazilarin tim yayin haklan olup,

yapilamaz.

JOURNAL OF ORGANIZATIONAL
BEHAVIOR STUDIES

Journal of Organizational Behavior Studies
(OBSTUDIES) is a peer-reviewed, scientific
published
biannually. The main purpose of our journal,

and international  journal
which includes theoretical and empirical
articles in the field of organizational
behavior, is to contribute to production and
sharing of academic knowledge in these
fields. Our journal publishes articles in two
“Turkish” “English”.

Manuscripts sent to journal for publication

languages, and
should be prepared in accordance with

specified spelling rules. Manuscripts
submitted for publication to the journal must
not have been previously published or sent
for publication. The views expressed in
articles published in the journal belong to
authors and do not reflect views of the
Journal of Organizational Behavior Studies.
All

published in the Journal of Organizational

publication rights of the articles
Behavior Studies are reserved, and no
citation can be made without specifying

name of our journal.

ORGUTSEL DAVRANIS CALISMALARI DERGISI

II



JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

INDEKS BIiLGILERI / INDEX INFORMATION

Orgiitsel Davranis Calismalari Dergisinin tarandig1 indeksler ve bagl oldugu iiyelikler asagida
yer almaktadir

The indexes and memberships of The Journal of Organizational Behavior Studies are listed

here.
: . 8\
Directory of Research Journals Indexing Scsanitlic hdestng Servicss

RESEARCHBIB
ACADEMIC RESOURCE INDEX m

m\\‘

\kL

1l
\\

i

— academindex I S \E

ASOS

INTERNATIONAL CENTRE
[ ]
lndeks BB ~0vANCED SCIENCE INDEX

OpenAlRE ASCI
ESJI

GO gle SChOIar www.ESJIndex.org Mdex

ORGUTSEL DAVRANIS CALISMALARI DERGISI

II1



JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

Bilim Kurulu
Members of the Science Board

Prof. Dr. Usman GHANI
IM Sciences, Pakistan

Prof. Dr. Hasan GUL
19 Mayis Universitesi, Tiirkiye

Prof. Dr. Asep HERMAWAN
Trisakti Universitesi, Endonezya

Prof. Dr. Mesut IDRIZ
Sharjah Universitesi, BAE

Prof. Dr. Farzand Ali JAN

Brains Institute Peshawar, Pakistan

Prof. Dr. Shah JEHAN

Igra National Universitesi, Pakistan

Prof. Dr. Kubilay OZYER

Tokat Gaziosmanpasa Universitesi,

Tiirkiye

Prof. Dr. Hasan TAGRAF
Sivas Cumhuriyet Universitesi, Tiirkiye

Prof. Dr. Sema YiGIiT
Ordu Universitesi, Tiirkiye

Prof. Dr. Leyla YUSRAN
Trisakti Universitesi, Endonezya

Doc. Dr. Miisliime AKYUZ

Malatya Turgut Ozal Universitesi,
Tiirkiye

Dog. Dr. M. Said DOVEN
Tokat Gaziosmanpaga Universitesi,
Tiirkiye

Dog. Dr. Ufuk ORHAN
Mersin Universitesi, Tiirkiye

Doc. Dr. Elmira ADIYETOVA
Atirau Universitesi, Kazakistan

Dr. Ogr. Uyesi Mehmet BICER
Kilis 7 Aralik Universitesi, T tirkiye

Dr. Ogr. Uyesi Berdybekova Aiman
LESBEKOVNA

G. Kazakistan Devlet Pedagoji
Universitesi, Kazakistan

Dr. Ogr. Uyesi Nazmiye Ulkii
PEKKAN

Tarsus Universitesi, Tiirkiye

Dr. Ogr. Uyesi Seyil
NAJIMUDINOVA

Manas Universitesi, Kirgizistan

Dr. Ogr. Uyesi Ayse Ersoy
YILDIRIM

Malatya Turgut Ozal Universitesi,
Tiirkiye

Dr. Ogr. Uyesi Arif YILDIZ
Adiyaman Universitesi, Tiirkiye

ORGUTSEL DAVRANIS CALISMALARI DERGISI

IV




JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

Bu Sayida Katkida Bulunan Hakemler
Reviewers List of This Issue

Prof. Dr. Ugur KESKIN
Anadolu Universitesi

Prof. Dr. Umut KOC
Eskisehir Osmangazi Universitesi

Dog. Dr. ‘Ali BAYRAM
Samsun Universitesi

Doc¢. Dr. Emrah K_OPARAN
Amasya Universitesi

Dr. Ogr. Uyesi Erdal Taha AYDOGDU
Tokat Gaziosmanpasa Universitesi

Dr. Ogr. Uyesi Hilal BARAN
Kiitahya Dumlupinar Universitesi

Dr. Ogr. Uyesi Altu3 CAGATAY
Tokat Gaziosmanpasa Universitesi

Dr. Ogr. Uyesi Mehmet Akif ERISEN
Tokat Gaziosmanpasa Universitesi

Dr. Ogr. Uyesi Hasan Sadik TATLI
Beykent Universitesi

Dr. Ozgiir KURU
Giresun Universitesi

ORGUTSEL DAVRANIS CALISMALARI DERGISI

\Y%




JOURNAL OF ORGANIZATIONAL BEHAVIOR STUDIES

Icindekiler

Table of Contents

Sayfa No.

Page Number

ARASTIRMA MAKALELERI / RESEARCH ARTICLES

Servant Leadership and Innovative Behavior: A Study in The Banking Sector
Hizmetkar Liderlik ve Yenilik¢ci Davranis: Bankacilik Sektoriinde Bir Arastirma
Mustafa Fedai CAVUS, Kiirsat KARABORK

91-104

Hedef Baskisimin Is Stresi Uzerine Etkisi: Banka Cahganlari Uzerine Bir
Arastirma

The Impact of Target Pressure On Work Stress: A Study On Bank Employees
Erdem ACER, Ersin IRK

105-126

Work Life Balance and Organizational Commitment for Nurses: An Empirical
Study of Peshawar Hospitals
Hemgireler icin Is Yasam Dengesi ve Orgiitsel Baghlik: Pesaver Hastaneleri
Uzerine Ampirik Bir Calisma

Benazir ALAM, Aitesam ULLAH

127-137

DERLEME MAKALELER / REVIEW ARTICLES

Orgiitlerde Gii¢ ve Politika: Pfeffer’in Tipolojisi Uzerine Bir Inceleme
Power and Politics In Organizations: A Review Of Pfeffer’s Typology
Sakine SINCER

138-154

Cok Kiiltiirlii Is Ortaminda Kiiltiirel Zekanin Rolii
The Role of Cultural Intelligence In a Multicultural Work Environment
Murat TOPALOGLU, Kubilay OZYER

155-181

ORGUTSEL DAVRANIS CALISMALARI DERGISI

VI



A\
N
X
N

Vol./ Cilt: 3, Is./ Say1 : 2, Y1l / Year: 2023, Pages /Sayfa: 91-104

Journal of Organizational Behavior Studies

Orgiitsel Davranis Calismalar: Dergisi

Received / Gelis Tarihi: 24.11.2023
Published / Yayin Tarihi: 31.12.2023

Accepted / Kabul Tarihi: 28.12.2023
Research Article/ Arastirma Makalesi
Doi: 10.5281/zenodo.10445717

SERVANT LEADERSHIP AND INNOVATIVE BEHAVIOR: A
STUDY IN THE BANKING SECTOR!?

HIZMETKAR LiDERLIK VE YENILIKCI DAVRANIS: BANKACILIK
SEKTORUNDE BIR ARASTIRMA

Prof. Dr. Mustafa Fedai CAVUS
Osmaniye Korkut Ata University, Tiirkiye

ORCID ID: 0000-0002-2515-5805, mfcavus@osmaniye.edu.tr

Dr. Kiirsat KARABORK
Garanti Bank, Tiirkiye

ORCID ID: 0000-0002-8618-8619, KursatK @garantibbva.com.tr

ABSTRACT

In recent years, employees have been encouraged to
engage in innovative behaviors within the
framework of the concept of servant leadership
based on ethical values in private enterprises and
public institutions in different cultures. In this study,
the relationship between servant leadership and
innovative behavior is examined with 415 data
obtained by convenience sampling method in banks
operating in Adana province. Correlation and
regression analyses show that there is a positive
relationship  between servant leadership and
innovative behavior, and servant leadership
significantly affects innovative behavior.

Keywords: Leadership, Servant Leadership,
Innovative Behavior, Banking Sector, Survey
Technique.

! This article was produced from the second author's doctoral thesis.
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Son yillarda farkli kiiltiirlerdeki 6zel isletmelerde ve
kamu kurumlarinda c¢alisanlarin etik degerlere
dayali hizmetkar liderlik anlayisi ¢ercevesinde
yenilikgi  davranislarda  bulunmalar1  tesvik
edilmektedir. Bu ¢alismada hizmetkar liderlik ile
yenilik¢i davranis arasindaki iliski, Adana ilinde
faaliyet gosteren bankalardan kolayda ornekleme
yontemiyle elde edilen 415 veri ile incelenmektedir.
Korelasyon ve regresyon analizleri hizmetkar
liderlik ile yenilik¢i davranis arasinda pozitif bir
iliski oldugunu ve hizmetkar liderligin yenilikgi
davranist onemli Olciide etkiledigini
gostermektedir.

Anahtar Kelimeler: Liderlik, Hizmetkar Liderlik,
Yenilik¢i Davranig, Bankacilik Sektorii, Anket
Teknigi.
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1. Introduction

Leadership is a continuous process in which a leader tries to influence followers to create
and achieve a goal or objective, and the achievement of the goal becomes the beginning of
a new goal (Zaccaro, Dubrow, & Kolze, 2018). In this process, the behaviors and attitudes
of a leader who is trusted by group members and their constituents are described as
reliability, integrity, consistency, readiness to accept feedback, confidence, collaboration,
effective communication, and predictability (Legood, van der Werff, Lee, & Den Hartog,
2021; Schruijer & Vansina, 2002).

Servant leadership has been studied a lot in recent years because it is different way of
leading compared to other styles. It focuses on the whole person and has a big impact on
individuals and teams. Servant leadership, like many other forms of leading, was first
developed in the United States. The idea of servant leadership was made up by Greenleaf in
1970 in his article "The Servant as Leader." It means that leaders should treat their followers
nicely and help them grow and improve. According to Russell and Stone (2002), the servant
leader is considered the best and most inclusive type of leader. They see the servant leader
as someone who leads while treating others as equals. Their main goal is to assist and meet
the needs of others, instead of being concerned about their own needs. (Van Dierendonck,
2011).

Most studies on servant leadership talk about how and why leaders who serve others
behave towards the people they are leading. The most famous example is a paragraph written
by Greenleaf in 1977 that goes like this: “The Servant-Leader puts others first and serves
them”. It starts with the basic desire to help others before oneself. When you make a
deliberate decision, you start wanting to be a leader.

Ehrhart (2004) and Graham (1991) highlighted that servant leadership is different from
traditional leadership because it prioritizes the needs and concerns of followers and the
community over the needs of leaders or organizations. Graham (1991) and Spears (2010)
said that instead of making people give up everything for the organization's goals set by the
leader, a servant leader focuses on helping the followers grow and meeting their needs. This
also makes sure that the employees are happy with the organization they work for.

Because the servant leader cares about their followers' background, values, beliefs,
assumptions, and behaviors, it becomes unclear where the line is drawn between work and
personal life. Servant leadership is different from other leadership approaches. Instead of
just focusing on making the organization better financially and in other ways, servant
leadership is more concerned with helping followers grow and develop in different areas,
such as their mental health, emotional maturity, and ethical understanding. The focus is on
serving others, which aligns with the idea of being a servant leader. Servant leaders aim to
serve and treat their followers as valuable individuals who have the potential to grow and
improve themselves. Followers believe that they can trust them because of this.

The main things that good leaders do are being honest and fair, helping their followers to
improve and do well, giving them power and support, taking care of their emotions, having
good ideas and thinking skills, and making a positive impact on the community. Many books
and articles have talked about these behaviors in recent years (Dennis, 2005; Eva et al. ,
2019; Patterson, 2003).
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Additionally, there is evidence from past studies that when servant leaders are present,
employees are more likely to have a favorable opinion of their organizations. This includes
higher levels of perceived person-organization fit (Irving & Berndt, 2017), person-job fit
(Babakus, Yavas, & Ashill, 2010), and organizational identity (Zhao et al., 2016). In turn, it
has been discovered that servant leadership is positively correlated with organizational
commitment (Miao, Newman, Schwarz, & Xu, 2014) as well as commitment to change
(Kool & van Dierendonck, 2012). According to research (Irving & Berndt, 2017; Kool &
van Dierendonck, 2012), organizations that practice servant leadership are more likely to
outperform their rivals, keep their employees, and develop future leaders.

Employee (Liden et al., 2008), team (Sousa & Van Dierendonck, 2016), and
organizational performance (Choudhary, Akhtar, & Zaheer, 2013) have all shown a positive
relationship between servant leadership and multiple levels of performance. There is also a
growing body of research linking servant leadership to innovative outcomes (Panaccio,
Henderson, Liden, Wayne, & Cao, 2015) and employee knowledge sharing (Luu, 2016).

Van de Ven (1986) defines innovative behavior as "the research, development, and
implementation of new ideas based on the interrelationship between members in an existing
situation.” It is also defined as enhancing creativity through the application of individual
problem-solving skills in the development and implementation of new ideas, strategies,
products, and services (Amabile, 1988). Scott and Bruce (1994) define innovative behavior
as an individual developing a practical plan to explore and implement new creative ideas in
order to improve organizational performance. In other words, innovative behavior entails P

actively developing, introducing, and implementing new ideas that can help one's job or J
group perform better (Orfila-Sintes & Mattsson, 2009). @
Vinarski-Peretz, Binyamin, and Carmeli (2011) interpret innovative behavior as a ®
deliberate and managerial behavioral characteristic that involves the application of new ideas
across group or organizational tasks to reap organizational, group, or work benefits.
According to De Jong and Dean (2014), innovative behavior refers to an employee's
discretionary behavior and direct or explicitly accepted behavior beyond the prescribed role.
Innovative behavior can be seen as a comprehensive concept that includes all behaviors that
employees can go through the innovation process and the result and output is expected to be
innovation. The trait of innovative behavior is the result of creativity and involves turning
the creative process into profit. According to Harbor and John (2013), in innovative

behavior, employees use new ideas and different ways of doing things and are supported and
encouraged by managers.

In comparison to traditional leadership approaches, servant leadership alters the
hierarchical pyramid's functioning by focusing on serving employees by caring for them and
putting them first (Latham, 2014). Employees are frequently regarded as the primary sources
of organizational innovation; therefore, servant leadership can be critical for unlocking
employees' search for purpose and facilitating their growth toward innovative achievements
(Williams & Gardner, 2012).

According to their emphasis on raising workers' inventiveness motivation, servant
leadership can foster followers' desired results (Latham, 2014; Huang, Li, Qiu, Yim, & Wan,
2016). According to the research that has already been done, a servant leader can efficiently
meet the needs of their followers by giving priority to their personal growth, which can help
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to produce meaningful work. According to Abbas, Saud, Usman, and Ekowati (2020),
meaningful work embodies all of the personal meanings that people attach to their work and
has a significant and positive value.

Employees who are led by servants are more likely to have a positive self-concept that
inspires them to act in novel ways. In particular, servant leaders build close relationships
with followers who are likely to feel like insiders and thus develop an innate desire to act in
novel ways (Li, Liu, Lin, Wei, & Xu, 2021).

2. Material and Method
2.1. Sample and Data Collection

In any qualitative or quantitative research, the population is a large group consisting of
all of the objects or individuals that are the subject of the study and is representative of this
group. In other words, the population is the group in which the results to be analyzed by
analyzing the data to be obtained in a study will be valid and subject to interpretation. The
main purpose of a research is to collect the necessary information about the population and
to analyze the results of a certain group over the population. A sample refers to a certain
group or groups selected from the population. The basis of the sample is to reach results that
will represent the universe and make predictions about the universe. Therefore, the sample
constitutes a limited part of the population.

There are different opinions on how the sample will represent the population. However,
the common view is to reach the participants by at least five times all items in the scale or
scales. In this study, two scales were used, with seven items in the first scale and ten items
in the second scale. In addition, five questions were asked to determine the demographic
status of the participants. To get an adequate sample size, the rule of at least 10 times more
than the total number of items in the measures was taken into account (Develi & Cavus,
2023; Hair et al., 2014). There are 22 items in total and the number of participants reached
to represent the population was evaluated as 220. This number was determined as a sufficient
amount to obtain statistical data and to make analyzes.

Private and public bank employees in Adana province participated in the research.
According to the data of the Banks Association of Turkey, as of 2021, there are 49 deposit,
development and investment banks in the country, with a total of 9,271 branches and 184,505
people working in banks. Of these banks, 34 are deposit banks and 15 are development and
investment banks (TBB, 2021). There are 220 bank branches in Adana and the number of
employees is reported as 3484. Considering that this number constitutes the universe of
Adana, the sample group represents 11.8 percent of the universe since the number of
participants is 415.

Since the study was designed as a quantitative design, two scales that can measure each
concept were used in the study. Therefore, survey technique was utilized in the study. The
questionnaires were sent on the online Google platform and in the first stage, the servant
leadership scale consisting of seven items and the innovative behavior questionnaire
containing ten items were sent to 415 participants. Demographic information of the
participants was also included in the questionnaire form. In the demographic information,
participants were asked about their gender, age, marital status, education level and length of
experience. The survey was conducted in December 2021.
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Of the bank employees participating in the study, 229 were male and 186 were female.
266 of them have an age between 33-45, 81 of them have an age between 25-32 and 64 of
them have an age of 46 and above. Of the bank employees, 304 are married and 108 are
single. 274 employees have a bachelor's degree, 50 have a master's degree, 48 have
secondary education, 38 have associate's degree and 4 have primary education. In terms of
years of professional experience, 142 people have 11-15 years of experience, 93 people have
16-20 years of experience, 69 people have 21 years or more, 68 people have 6-10 years of
experience, and 42 people have 0-5 years of experience.

2.2. Measures and Factor Analyses

In research, scales are developed to frame certain concepts and to measure the definitions
and characteristics of these concepts. Two scales were used in this study. The first scale has
seven items measuring the concept of servant leadership in one dimension. Kili¢ and Aydin
(2016) adapted the short form of the servant leadership scale created by Liden et al. (2013)
into Turkish and found it to be a valid and reliable scale. In this questionnaire, a 5-point
Likert scale was used and the participants were asked to answer the options "1-Strongly
disagree, 2-Disagree, 3-Neither agree nor disagree, 4-Agree, 5-Strongly agree".

The second scale of the study includes the concept of innovative behavior and consists of
a single dimension and 10 items (De Jong & Den Hartog, 2010; Kleysen & Street, 2001,
Krause, 2004; Niesen et al., 2018; Veenendaal & Bondarouk, 2015). In this questionnaire, a
5-point Likert scale was used again and the participants were asked to answer the options
"1-Strongly disagree, 2-Disagree, 3-Neither agree nor disagree, 4-Agree, 5-Strongly agree". %

®
At the end of the above scales, in order to maintain the reliability and validity of the study, @
demographic information such as gender, age, marital status, education level and years of @ \%
experience were asked to the participants.

Before testing the research hypotheses, validity and reliability analyses of the scales used
in the study were conducted. In order to test the construct validity of the scales, first
confirmatory factor analyses were conducted. The confirmatory factor analysis diagram of
the servant leadership scale is given in Figure 1.

The factor loadings of the scale were determined between 0.62 and 0.87. In order to obtain
goodness-of-fit values, modifications were made between the error terms of the second and
third items and the sixth and seventh items of the scale. As a result of confirmatory factor
analysis, y2 /df (CMIN/df) <5, GFI, CFI, NFI and TLI >.90 and RMSEA <.08. These
findings mean that the scales meet acceptable goodness-of-fit criteria.

AVE>0.50, CR>0.70, CR>0.70, CR>AVE conditions must be fulfilled at the same time
in order to ensure convergent/construct reliability. For the servant leadership scale, the AVE
value was calculated as 0.57 and the CR value as 0.90. This finding shows that the scale
meets the combination-structure reliability.
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Figure 1

Servant Leadership Confirmatory Factor Analysis
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The confirmatory factor analysis diagram of the innovative behavior scale is given in
Figure 2. As a result of confirmatory factor analysis, the factor loadings of the scale were
determined between 0.49 and 0.84. In order to obtain goodness of fit values, modifications
were made between the error terms of the fourth and fifth, sixth and seventh, ninth and tenth
items of the scale. The AVE value for the innovative behavior scale was calculated as 0.60
and the CR value as 0.94. This finding shows that the scale meets the combination-structure
reliability.
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2.3. Reliability Analysis

Following the factor analysis, reliability analysis was conducted to test the reliability of
the scales. The findings of the analysis are given in Table 1.

Table 1
Reliability Analyses

Item Cronbach Alpha
Servant Leadership 7 ,902
Innovative Behavior 10 ,934

As a result of the reliability analysis, the alpha coefficient value was above 0.70 for both
scales. This finding shows that the scales are reliable.

2.4. Correlation and Regression Analysis

Correlation and regression analyses were conducted to determine the direction and degree
of the relationship between the variables. As a result of the correlation analysis, it was
determined that there is a moderate significant relationship between servant leadership and
innovative behavior in the same direction at 0.01 significance level.

Table 2

Correlation Analyses Result

Servant Innovative

Ort. Std. Sapma Leadership Behaviour % "
Servant Leadership 3,8582 184488 1 )
Innovative Behaviour 4,1947 ,58600 ,568™ 1 @/
“Correlation is significant at the 0.01 level (2-tailed). °®

Our regression analysis model was significant (F= 196,299*) and it was determined that
servant leadership affects innovative behavior (AdjR? = ,321).

Table 3

Regression Coefficients

Unstandardized Standardized
Coefficients Coefficients
Model B Standart Hata Beta t Sig.
(Constant) 2,676 111 24,112 ,000
Servant Leadership ,394 ,028 ,568 14,011 ,000
AdjR? =321 F=196,299"

Dependent Variable: Innovative Behaviour

3. Discussion and Conclusion

This study examined the impact of bank employees' perceptions of servant leadership on
innovative behavior. For this purpose, data was collected from 415 bank employees using a
questionnaire. First, the validity and reliability of the scales used in the study were checked.
To this end, explanatory factor analysis, confirmatory factor analysis, reliability analysis,
and normality tests were performed. Additionally, we examined the correlation and
regression to determine how the variables were related to each other. Basically, our
organization will support leaders in investing in their employees by providing necessary
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resources. Moreover, investing in people can be seen as both a waste and a gain of resources.
This is because when leaders prioritize serving their employees (Luu, 2016), it leads to more
knowledge sharing, proactive behavior, adaptability (Bande et al., 2016), and reduced
emotional exhaustion and burnout (Rivkin et al., 2014). This ultimately benefits both the
employees and the leader in their work. If leaders invest in followers, they can gain a
resource advantage by feeling good and proud about making their followers' lives better.

In addition, correlation and regression analyzes were performed to test the direction and
strength of the relationship between the variables. Essentially, the organization will provide
serving leaders with the resources to invest in their people. Furthermore, while investment
in people can be interpreted as a waste of resources, it can also be viewed as a gain of
resources, as serving leaders create employees who are more inclined to share knowledge
with one another (Luu, 2016), are more proactive, and adaptable (Bande et al ., 2016) and
have lower levels of emotional exhaustion and burnout (Rivkin et al., 2014) and are therefore
able to support the servant leader in their professional roles. Investing in followers can also
give leaders a resource advantage in the form of intrinsic satisfaction and pride that come
with creating good value in followers' lives.

As frequently claimed (Gandolfi, Stone, & Deno, 2017; Latham, 2014), an individual's
sense of meaningful work is correlated with their subjective perception that their work has
personal value, contributes to larger purpose in life (e.g., personal growth), and inspires them
to treat others well. According to Gandolfi, Stone, and Deno (2017), servant leadership and
meaningful work have a positive association because of the larger definition of meaningful
work in modern workplace environments. For instance, it has been underlined that
employees feel appreciated as human beings when servant leaders put them first (Williams
& Gardner, 2012).

Additionally, Latham (2014) found that when serving leaders display behaviors (such as
aiding) that provide employees indicators that their job is worthwhile and significant,
employees may build a higher view that their work is meaningful and important. Similar to
Williams and Gardner (2012), serving leaders who establish clear goals and utilize their team
members' skills to achieve those goals can inspire their subordinates to carry out their
obligation to achieve those goals (Latham, 2014). According to research on servant
leadership at the organizational level, it is associated favorably with service climate (Huang,
Li, Qiu, Yim, & Wan, 2016), organizational performance (through organizational
engagement and operational performance), and organizational climate.

In addition to the many benefits of servant leadership in high-tech companies, the
literature highlights that professionals are willing to put in significant work to create a culture
of service leadership, beginning with themselves as role models (Varra, Buzzigoli and
Parrot, 2012). Shim et al. (2021) argued that supervisors of workgroups with a servant-
leadership orientation can foster innovative attitudes in the workgroup by helping employees
accept external pressures to perform and interpreting the performance-driven environment
as an opportunity to innovate rather than as a threat to search.

People can incorporate their affiliation to the organization into their understanding of
themselves because servant leadership shows quality relationships between the organization
and its people. The sense of self-direction that servant leadership fosters can be used to
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explain how it influences innovative behavior (Oliveira & Ferreira, 2012). It follows that the
self-concept is a crucial link in the chain between serving leadership and inventive behavior.

Servant leaders, thanks to their follower-centric structure, build strong relationships with
their followers that allow employees to perceive themselves as partners in the organization.
Based on this concept, Van Dierendonck and Rook (2010) has been examined whether
workgroup managers with high servant leadership can foster innovative employee attitudes
by meeting essential employee needs and empowering employees. Working group members
to facilitate innovative work. Shim et al. (2021), emphasizes in this context that it recognizes
the ethical environment as a precedent for the innovative attitude of the working group.

The results of this study suggest that managers in the senior management of banks in
Turkey can receive in-service training on servant leadership. By giving examples of practices
from different cultures, it can be shown how to benefit from servant leadership practices in
the banking sector. It can be shown how servant leadership practices will positively affect
especially innovative behavior of bank personnel. It can be discussed with bank managers
that servant leadership should act according to ethical values and the main characteristics of
this type of leadership. Bank sector managers can talk about the traits of a servant leader.
These include things like having a clear plan and telling everyone about it, paying attention
to customers, making things easier and better, always learning and growing, and having a
good team. In simple terms, being a helpful leader in the banking industry is important.
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Genisletilmis Ozet

Liderlik, bir liderin takipgilerini bir amag¢ veya hedef olusturmalar1 ve gerceklestirmeleri
icin etkilemeye ¢alistig1 ve hedefin basarilmasinin yeni bir hedefin baslangici haline geldigi
kesintisiz bir stirectir (Zaccaro, Dubrow, ve Kolze, 2018). Bu siiregte grup iiyeleri ve onlari
olusturanlar tarafindan giivenilen bir liderin davranis ve tutumlari, glivenilirlik, dogruluk,
tutarlilik, geri bildirimi kabul etmeye hazir olma, kendinden emin olma, isbirligi yapabilme,
etkili iletisim kurabilme ve Ongiiriilebilir olma olarak agiklanmistir (Legood, van der Werff,
Lee ve Den Hartog, 2021; Schruijer ve Vansina, 2002).

Hizmetkar liderlik, 6zellikle diger felsefelere kiyasla benimsenen biitiinciil yaklagim ve
genis odakli olmasinin yani sira, bireysel ve ekip diizeyinde sonuglari etkilemedeki 6nemli
rolii nedeniyle, son yillarda en ¢ok arastirilan liderlik tiirii arasinda yer almaktadir. Diger
liderlik yapilarinin ¢ogu gibi, hizmetkar liderligin tanimi ve 6l¢iimii dncelikle Amerika
Birlesik Devletleri'nde gelistirilmistir. Ozellikle hizmetkar liderlik terimi, 1970 yilinda
Greenleaf tarafindan “Lider Olarak Hizmetkar” adli makalesinde, liderlerin takipgilerine etik
bir sekilde davranarak, kisisel biiylime, ilerleme ve gelismelerine odaklandig: ortaya ¢ikan
bir liderlik tarzini1 tanimlamak igin ortaya atilmistir. (Russell & Stone, 2002) , hizmetkar
liderin gergek ve biitiinsel lider oldugunu, “primus inter pares” veya “esitler arasinda ilk”,
yani onun en yiiksek onceligi, kisisel ihtiyaclarini karsilamaktan ziyade, onlarin ihtiyaglarini
karsilamak i¢in baskalarina hizmettir (Van Dierendonck, 2011).

Hizmetkar liderin her bir takipg¢isinin ge¢migine, temel degerlerine, inanclarina,
varsayimlarina ve ayirt edici davranislarina olan ilgisinin bir sonucu olarak, profesyonel ve
kisisel yasam arasindaki sinir bulaniklasir. Oncelikle hem finansal hem de finansal olmayan
acidan oOrgiitsel alt ¢izgiyi gelistirmeye calisan diger liderlik yontemlerinden farkli olarak,
hizmetkar liderlik, psikolojik iyilik, duygusal olgunluk ve etik bilgelik de dahil olmak {izere
cesitli alanlarda takipgilerin ilerlemesine , gelismesine ve biiylimesine odaklanir (Gandolfi
& Stone, 2018). Bu vurgu, hizmetkar kavramiyla tutarhidir, ¢iinkii hizmetkar liderler hizmet
vermek lizere calisirlar, takipgilerine daha yiiksek benliklerine yiikseltilmeleri icin
kendilerine emanet edilen bireyler olarak davranirlar (Hunt & Fedynich, 2019). Sonug
olarak, takipg¢iler onlar1 giivenilir liderler olarak gortirler.

Mevcut arastirma bulgulari, calisanlarin hizmetkar liderlerin varliginda kuruluslarini
olumlu gérme olasiliklarmin daha yiiksek olduguna dair kanitlar da gostermektedir. Bu,
artan Orglitsel kimlik diizeylerini (Zhao vd., 2016), algilanan kisi organizasyonu uyumunun
artan diizeylerini (Irving & Berndt, 2017) ve kisi-is uyumunu (Babakus, Yavas, & Ashill,
2010) igerir. Buna karsilik, hizmetkar liderligin degisime baglilik (Kool & van Dierendonck,
2012) ve orgiitsel baglilik (Miao, Newman, Schwarz, & Xu, 2014) ile olumlu sekilde
baglantili oldugu bulunmustur. Arastirmalar, hizmetkar liderlikteki sirketlerin, daha
geleneksel komuta-ve-kontrol liderlik tarzlari disinda faaliyet gosteren sirketlere gore
rakiplerinden daha iyi performans gosterme, calisanlar1 elde tutma ve gelecegin liderlerini
gelistirme olasiliklarinin daha yiiksek oldugunu gostermistir (Irving & Berndt, 2017; Kool
& van Dierendonck, 2012).

Hizmetkar liderlik ile ¢oklu performans diizeyleri arasindaki pozitif iliski, calisan (Liden
vd, 2008), ekip (Sousa ve Van Dierendonck, 2016) ve orgiitsel performans (Choudhary,
Akhtar ve Zaheer, 2013) araciligiyla gosterilmistir. Hizmetkar liderligi inovasyon odakli
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sonuglarla (Panaccio, Henderson, Liden, Wayne ve Cao, 2015) ve ¢alisanlar arasinda bilgi
paylagimiyla (Luu, 2016) iliskilendiren biiyiiyen bir literatlir de bulunmaktadir.

Yenilik¢i davranig, mevceut bir durumda tiyeler arasindaki karsilikli iliskiye dayali olarak
yeni fikirlerin arastirilmasi, gelistirilmesi ve uygulanmasidir (Van de Ven, 1986). Ayrica,
yeni fikirler ve stratejiler, iiriinler ve hizmetler gelistirme ve uygulamada bireysel problem
¢ozme becerilerini kullanarak yaraticiligi artirmak olarak tanimlanir (Amabile, 1988). Scott
ve Bruce (1994), yenilik¢i davranisi, orgiitsel performansa ulasmak i¢in yeni yaratici fikirleri
kesfetmek ve uygulamak icin kaynaklar1 giivence altina alarak, bireyin pratik diizeyde
eyleme gecirilebilir bir plan olusturmasi olarak tanimlamaktadirlar. Baska bir deyisle,
yenilik¢i davranig, kiginin isinin veya grubunun performansini artirmaya yardimci
olabilmesi, yeni fikirleri aktif olarak yaratmasi, tanitmast ve uygulamasi anlamima gelir
(Orfila-Sintes & Mattsson, 2009).

Vinarski-Peretz, Binyamin ve Carmeli (2011), yenilik¢i davranisi, orgiitsel, grup veya
calisma faydalarindan yararlanmak i¢in grup veya orglitsel gorevler arasinda yeni fikirlerin
uygulanmasini igeren kasitli ve yonetici bir davranis 6zelligi olarak yorumlamaktadirlar. De
Jong ve Dean’e gore (2014), yenilik¢i davranisg, ¢alisanin istege baglh bir davranisini ve
ongoriilen roliin 6tesinde, dogrudan veya acikg¢a kabul edilmis davranisi ifade eder. Yenilik¢i
davranis, ¢alisanlarin yenilik siirecinden gecebilecekleri tiim davraniglari igeren kapsamli bir
kavram olarak goriilebilir ve sonucun ve ¢iktinin yenilik olmasi beklenir. Yenilik¢i davranig
ozelligi, yaraticiligin sonucudur ve yaratici siirecin kazanca doniistiiriilmesini igerir. Harbor
ve John’a (2013) gore, yenilik¢i davranista ¢alisanlar islerinde yeni fikirleri ve farkli yollar °
kullanirlar ve yoneticiler tarafindan desteklenip tesvik edilirler. ﬁ @
Son yillarda farkli kiiltiirlerde yer alan 6zel igletmelerde ve kamu kurumlarinda etik @
degerler temel alinarak calisanlarin hizmetkar liderlik kavrami gercevesinde yenilik¢i ®
davranigta bulunmalari tesvik edilmektedir. Bu ¢alismada Adana ilinde faaliyet gdsteren
bankalarda, tesadiifi 6rnekleme yontemiyle elde edilen veri ile hizmetkar liderlik ile
yenilik¢i davranis iliskisi ele alinmistir. Arastirma nicel desen olarak tasarlandigi icin
calismada her bir kavrami 6lgebilecek iki 6lgek kullanilmistir. Dolayisiyla ¢alismada anket
tekniginden yararlanilmistir. Anketler ¢cevrimi¢i Google platformunda yollanmis olup ilk
asamada yedi maddeden olusan hizmetkar liderlik 6lgegi ve on madde igeren yenilik¢i
davranig anketi 415 katilimciya gonderilmistir. Anket formunda katilimcilarin demografik
bilgilerine de yer verilmistir. Demografik bilgilerde katilimcilara cinsiyet, yas, medeni
durumlari, egitim durumlari ve tecriibe siireleri sorulmustur. Anket uygulamasi 2021 Aralik
ay1 igerisinde yapilmistir. Yapilan korelasyon ve regresyon analizleri gostermektedir ki
hizmetkar liderlik ile yenilik¢i davranig arasinda pozitif bir iligki bulunmakta olup,
hizmetkar liderlik yenilik¢i davranisi 6nemli oranda etkilemektedir.

Bu ¢alismanin sonuglarina bakildiginda Tirkiye’deki bankalarin iist diizey yonetiminde
yer alan yoneticilerin hizmetkar liderlik konusunda hizmet i¢i egitim alabileceklerini
gostermektedir. Farkli kiiltlirlerden uygulama ornekleri verilerek bankacilik sektoriinde
hizmetkar liderlik uygulamalarindan nasil yararlanacaklar1 gosterilebilir. Hizmetkar liderlik
uygulamasinin banka personeli iizerinde oOzellikle yenilik¢i davranist nasil olumlu
etkileyecegi gosterilebilir. Hizmetkar liderligin etik degerlere gore davranmasi gerektigi ve
bu liderlik tiiriniin temel 6zellikleri banka yoneticileri ile tartigilabilir. Hizmetkar liderin
acik bir vizyon, misyon ve stratejiyi olusturmasi ve iletisimini saglamasi, miisteri odakl
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Olmasi, basitlestirilmis, standartlastirilmis, yenilik¢i stiregler ve sistemlere sahip olmasi,
stirekli 6grenme ve gelismenin saglanmast ve kaliteli bir isgiicliniin siirdiiriilmesi gibi
ozellikleri banka sektorii yoneticileri tarafindan ele alinabilir. Bu agidan bankacilik
sektorlinde operasyonel hizmetkar liderlik 6n plana ¢ikarilabilir.
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