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Abstract

This article investigates the interrelationship among principal's servant leadership, principal's
religious values, and power distance; and their impact on teachers' job satisfaction in Bangladesh.
We frame our discussion in the context of the country's secondary and higher secondary level
educational institutions. The education policy in Bangladeshi schools and colleges is biased toward
educational administration. As such, a top-down hierarchical administration has developed that
has invariably tended to focus on educational administration and management, not on any
educational leadership, let alone consider teachers' job satisfaction. Servant leadership theory has
been used as the underpinning theoretical framework to establish the relationship between
principal leadership and teachers' job satisfaction. This paper contributes to the literature by
extending servant leadership theory concerning teachers' job satisfaction, particularly in contexts
where Islam is predominant. Religious values, particularly, Islamic values in Bangladeshi society
are pervasive in effect. So, in the existing top-down bureaucratic educational administration which
is a collocation of power distance, principal’s religious values would steer the relationship of
principal's servant leadership and teachers' job satisfaction to a positive end.
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Introduction

Educational leadership has received a lot of attention in recent decades due to school
administrators' expanded responsibilities and the accountability-driven atmosphere in which they
work (Daniéls et al., 2019)*. The theory and practice of school leadership have reached its "golden
age" as enunciated by Leithwood and Day (2007)2. This is truer in the Organization for Economic
Co-operation and Development (OECD) and some associated countries (Mulford, 2008)3 where
education accounts for around 13% of overall government spending (Potrafke, 2020)*. It has been
generally accepted over time that the key to academic success in an institution depends on the
presence or absence of educational leadership (Crisp et al., 2015; Fernandez and Shaw, 2020;
Gasevi¢ et al., 2016; Kutsyuruba et al., 2015)>%"8, It has also been taken into consideration, as has
been advocated by Kotler (1996) that successful school improvement is 70-90 percent leadership
and only 10-30 percent management (Zame et al., 2008)°.

Principals' servant leadership practices distinguish effective schools because servant
leadership activities lead to higher levels of job satisfaction among teachers (Cerit, 2009)°. Among
the several leading leadership styles, such as transformational, spiritual, and collaborative
leadership (Karnan & Marimuthu, 2021)!, servant leadership best represents human desire
(Shekari & Nikooparvar, 2012; Graham et al., 2022)'%3, It is a type of leadership that stems from
agenuine desire to help others (Greenleaf, 2002)%*. Servant leadership is concerned about the well-
being of subordinates. It encourages them to participate in decision-making and policy-making in
the organization, allowing them to feel happy and fulfilled in their work. According to Goh et al.
(2020)*, servant leadership culture, such as compassion for workers, might motivate staff to treat
customers similarly. Based on several empirical studies, Parris and Peachey (2013)* concluded
that servant leadership is a tenable theory that is feasible and helpful on an individual and
organizational level and that it can lead to the increased overall effectiveness of stakeholders and
team members.

Teachers' job satisfaction and motivation are essential for high instruction and academic
success (Ingwu & Ekefre, 2006; Sumanasena & Nawastheen, 2022)*"8 and for helping employees
build positive views about their careers (Sirin, 2009)%°. Individuals get independence and
empowerment (Carless, 2004; Haas, 2010)2%2! due to their job happiness and motivation, which
fosters a healthy and meaningful interaction (Bordin et al., 2006)?? among co-workers and
contributes to the success of both employees and organizations. Sahito and Vaisanen (2020)%3
found a relationship between head-teachers leadership style and teachers' job satisfaction. Another
study found a considerable and favorable influence of a servant leadership attitude on faculty
members' job satisfaction (Afaq et al., 2017)%.

Salahuddin (2012)% recognized that a school head, by definition, has a particular sort of
power connection with the school's personnel. That power connection, however, is embedded in a
web of other power relationships, including those with the Ministry of Education and its regulatory
bodies, influential community members, and the government and its policy processes. Power
distance concerns how cultures are validated, resulting in degrees of power, authority, prestige,
position, money, and material things between individuals (Hofstede, 1991)?¢. One such country is
Bangladesh, which is culturally marked with high power distance orientation. As a society, the
country is hierarchical (Dutta & Islam, 2016)?’, where choices are limited, and the elite class
exercises power. According to Zaccaro et al. (2013)?8, the hierarchical framework of leadership
significantly impacts the personal, interpersonal, and organizational decisions that might be made.
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On the other hand, the influence of Islam is characteristically both individualistic and collectivist
(Yasin & Jani, 2013)%. Though there is a divide between beliefs and practices, majority of the
population in Bangladesh identify themselves with religious principles and strive to achieve the
ideals set forth in the Quran and the Prophet Muhammad's sayings (PBUH) (Ali, 2008)%. The
teachings of the Quran and Sunnah, as reflected in the individuals, are prototypes of the
characteristics of servant leadership (Ahmad, 2019)3!.

Howlader and Rahman (2020)%2 studied the prevalence of servant leadership in Bangladesh
in which they verified the validity of VVan Dierendonck and Nuijten's (2011)% Servant Leadership
Scale. In Bangladesh, it was discovered that servant leadership is partially practiced. The study's
key conclusion is that servant leadership has transcended cultural applicability, especially in
emerging nations like Bangladesh, which has a distinct cultural identity from any other Western
country. However, previous studies have not explored the integration of principal's religious values
and power distance in the same model to better explain the relationship of principal's servant
leadership on teachers' job satisfaction in countries where religious values are predominant in the
lives of its people, such as in Bangladeshi society in general and schools and colleges in particular.
This paper considers the mediating effect of principal's religious values and the moderating effect
of power distance on the relationship. Hypothetically religious values will significantly and
positively affect the relationship between principal's servant leadership and teachers' job
satisfaction in Bangladeshi schools and colleges. On the other hand, power distance is supposed
to negatively affect the relationship between principal's servant leadership and teachers' job
satisfaction.

This paper contributes to the literature by extending the servant leadership theory with
principal's religious values as a mediator and power distance as a moderator in the same model to
understand the impact of servant leadership on teachers' job satisfaction in a context where the
majority is practicing Islam.

Principal’s servant leadership

Servant leadership outlines a set of behaviors that individuals may engage in if they aspire toadopt
servant leadership, all of which are focused on a philosophical approach of 'caring for others'
(Dinibutun, 2020)**. As was first surfaced by Greenleaf (Spears, 1996)°, most of the literature on
servant leadership has an underlying philosophy of altruism and humanism. Rather than
dominatingand manipulating followers, servant leadership focuses on altruistic and humanistic
behaviors, unliketrait leadership, which emphasizes specific leadership attributes, and path-goal
leadership, which considers leadership style in various scenarios. Cultural leadership, social
justice, stewardship, and enabling others are few qualities through which servant leaders guide,
empower, and develop individuals in organizational contexts (Dierendonck, 2011)%.

Each year, the number of studies on servant leadership as a worthwhile leadership
paradigmgrows (Brouns et al., 2020; Franco and Antunes, 2020; Prawira, 2021)%"%%3 covering
manydisciplines. Comparing various servant leadership models leads to a better understanding of a
servantleadership conceptualization that is adaptive to the educational environment in schools and
colleges. It is worth noting that servant leadership is conceptualized in terms of traits, attributes, and
behaviors. Northouse (2015)*° presented a servant leadership model based on two studies
considered the sine qua non (Liden et al., 2008, 2014)*142. The conceptualization made by Liden
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et al. in 2008 and 2014has become the theoretical underpinning of this paper. The seven scales
developed by Liden et al. (2008, 2014)*4? consist of conceptualizing, emotional healing,
putting followers first, helping followers grow and succeed, behaving ethically, empowering, and
creating value for the community. The conceptual features described by Liden et al. (2008,
2014)*42 are in line with the models of Farling et al. (1999)*3, Spears (Brewer, 2010)**, Sendjaya
et al. (2019)*, Ingram (2016)*, and Aboramadan et al. (2020; 2021)*748,

Aboramadan et al. (2021)*, in a study on servant leadership in higher education using data
from a non-Western culture, found that job satisfaction had a positive and mediating influence on
therelationship between servant leadership and affective commitment. Georgolopoulos et al.
(2018)* studied 141 teachers from 20 public elementary schools in the Trikala prefecture in central
Greece. They found that most teachers had a favorable attitude toward the principles of servant
leadership. Besides, they found a statistically significant and substantive positive association
between job satisfaction and the perceived adoption of servant leadership concepts. In a study
investigating the effect of servant leadership on job satisfaction at a private university in Atlanta,
Georgia, Guillaumeet al. (2013)* found positive association between servant leadership and work
happiness among faculty and non-faculty staff. Another study (Barbuto and Wheeler, 2006)°*
concluded that servant leadership contributes to a content workforce. Thus, based on the above
evidence, this paper presentsthe following proposition.

Proposition 1 (P1): Principal's servant leadership has a significant positive relationship
with teachers' job satisfaction.

Religious values and leadership

Maldonado and Lacey (2001)°? regarded specific actions or attributes as having moral andethical
characteristics. Hidayati (2019)° advocated moral and religious values of becoming faithful and
fearful people to God Almighty as a leadership behavior that should be inculcated in childhood.
Stark (1999)>* argues that the secularization "doctrine" should be buried in "the graveyard of failed
theories". There is scope to focus on religious values as a better substitute of those materialistic
theories. Gumusay (2019) explored three religious qualities that are both important for leadership
and unique to most religions: a god, a hereafter purpose, and Holy Scripture. He went on to say
that non-religious leaders have also spoken about the importance of rituals and varied
communities. The appeal of these qualities is that secular groups might even imitate religious ideas
and behaviors, as postulated by Ashforth and Vaidyanath (2002)°.

Abbas et al., (2020)°" researched servant leadership and employee religiosity as
performance measure in the educational sector. The regression analysis findings indicate that
servant leadership is a proactive predictor of employee performance and that the relationship is
strengthened when religion gets involved. Religion establishes a spiritual belief system that
directly impacts the development of behavior, attitudes, values, and work ethics (Xu et al., 2017)%.
Eighty-two percent population worldwide that have taken on a reported leadership role in an
organization believe their leadership behaviors are influenced by spiritual and religious beliefs
(Kriger and Seng, 2005)%°.

Zooming in to the context of a religious society, religious values may prevail as playing a
key role in one's leadership style. As Muslim-majority state, Muslims formed 90.4 percent of the
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population in Bangladesh (Bangladesh Parisamkhyana Byuro, 2012)%. Principal's religious values,
especially Islam as a religion, has an enormous impact on the Bangladeshi culture and society.
Thus, this study presents following proposition.

Proposition 2 (P2): The Principal's religious values strengthen the relationship between
principal's servant leadership and teachers' job satisfaction.

Power distance orientation in educational practices

The degree to which people, communities, or societies accept disparities (e.g., inequalities inpower,
position, or money) as inescapable, justified, or functional is referred to as power distance
(Hofstede, 2001)%!. Acceptance of power imbalances impacts ideas about how people with
differentdegrees of power should interact (House et al., 2001)%2. Individuals with a larger power
distance, forexample, feel that authoritative persons should be respected and treated with
reverence, while those with a lower power distance do not see many differences based on social
strata, power, or hierarchicalposition (Yang et al., 2007)%3,

The major features of the culture of high-power distance in the administration of
Bangladesh generally include centralization of authority, politicization of administration, and
obsequiousness. These have led to inefficiencies and malpractices in many situations (Dutta &
Islam, 2016; Haque &Mohammad, 2013; Wahid & Prince, 2020)?"%48, Within the context of
education, power distance prevails in the way in which schools and colleges are administered.
Hossain's study (Hossain, 2019)%found that the educational administration in schools and colleges
in Bangladesh is top-down. The activities of the schools and colleges are monitored and supervised
by the local Governing Body andthe field education officers such as Thana Education Officer and
District Education Officer and so on. They work under the direct guidance and supervision of the
Education Ministry and its sub- offices. As per organizational hierarchy, the position of the
principals is at the bottom. Their views and experiences are rarely considered, resulting in an
unutilized resource that could have contributedto strengthening education policies and their
implementation.

A good portion of the research literature suggests that power distance significantly impacts
job satisfaction. Hauff and Richter (2015)%” observed that differing national power distance levels
mitigate the impact of diverse situational employment factors on job satisfaction. When it comes
to influencing human resource management practices, power distance has been considered an
essential aspect of culture (Budhwar, 2000)%. It reflects how much less powerful workers
anticipate and tolerate the uneven distribution of power, authority, prestige, and material
belongings (Javidan et al.,2016)%. Given the importance of these factors in the workplace, it is
reasonable to predict that the power distance level will influence the impact of situational job
qualities linked to power and statuson job satisfaction. Tepper et al. (2007)7 studied that abusive
supervision influences turnover intention, meaning that those subjected to it are more inclined to
quit their positions. Good leadershipand supervision, on the other hand, have a favorable impact on
workers' general behavior. Employeesand subordinates are motivated and devoted to the company
because of excellent and ethical leadership and supervision (Locke, 2020)"*. Thus, this study
presents the following proposition.
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Proposition 3 (P3): The relationship between a principal's servant leadership and teachers'
jobsatisfaction is more substantial when a low power distance orientation exists. On the other hand,
therelationship between a principal's servant leadership and teachers' job satisfaction is weaker
when there is a high-power distance. Employees' work satisfaction is a good feeling about their
employment (Akehurst et al., 2009)’2. Regarding organizational behavior, job satisfaction is
considered the most researched work-related attitude (Alvinius et al., 2017)",

Employees that are content with their occupations exhibit good work behaviors such as
minimal turnover, high productivity, low absenteeism, and more outstanding performance (Meyer
etal., 2004)"*. In addition to job satisfaction, the relationship between the leader and the follower
defines the level of influence on employee job satisfaction (De Cremer, 2003)”°. It was found that
employee dissatisfaction mainly stems from the confusing nature of the job demands coming from
ineffective leadership styles (Schyns & Sanders, 2007)°.

Evaet al., (2019)"" found that servant leadership helps shape positive employee attitudes
andcreate a positive work environment for both the organization and the employees. When leaders
are concerned about the well-being of their followers, followers exhibit more significant levels of
contentment. Kaur (2018)"® concluded that servant leadership increases employee work
satisfaction.In the Bangladeshi context, research on job satisfaction has been conducted mostly on
demographic and motivational variables, including gender, length of service, pay, work
responsibilities, variety oftasks, promotional opportunities, relationship with co-workers and
others (Masum et al., 2015)°. Inthis article, we propose that teachers' job satisfaction is seen from
leadership, management and cultural perspectives, which will be reflected through servant
leadership, power distance and religiousvalues. We hope that by doing so, studies will shed light
on a new perspective in understanding teachers' job satisfaction, especially in secondary and higher
secondary levels in Bangladesh.

The framework
P3
Power distance
Principal's servant P1 ¥ > Teachers' job
leadership \ satisfaction
Religious values /
P2

Figure 1. The conceptual framework of relationship between principal's servant leadership andteachers'
job satisfaction. The roles of principal's religious values and power distance

Servant leadership refers to the principal's leadership style that positively influences the
job satisfaction of teachers working under the supervision of the same principal in educational
institutes (P1). Religious values mediate the relationship between servant leadership and the
teachers' job satisfaction (P2). Religious values, especially Islamic ones, dominate Bangladeshi
society (Asadullah& Chaudhury, 2010; Bhardwaj, n.d.; Eade, 1994; Huque & Akhter, 1987; Qazi
& Shah, 2019)%08182884 \ijth the same message in heart, service to others, they are
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characteristically akin toservant leadership. Furthermore, they are more effective because of the
social context as existed in Bangladesh. So, in the Bangladeshi perspective, a principal with
internalized religious values wouldbe better disposed to servant leadership. The prevailing high
power distance management in schoolsand colleges cannot deter principals who practice these
religious values from providing their best services to others, thus neutralizing and negating the
impact of high-power distance management. Thus, it is hypothesized that religious values will
enhance the principal's servant leadership andpositively impact teachers' job satisfaction.

Power distance orientation is expected to moderate the relationships between the principal’s
servant leadership and the teachers' job satisfaction (P3) in school management, reflecting the top-
down educational administration (Hossain, 2019; National Education Policy, 2010)%8 practiced
bythe Ministry of Education in Bangladeshi schools and colleges. Educators' leadership, especially
principals and teachers are evidence of prevalent educational leadership orientation (Bush &
Sargsyan, 2020; Pont, 2014; Zame et al., 2008)8¢8"° The leadership styles that principals and
teachers practice are primarily learnt through tradition and experience (Salahuddin, 2011)%. In the
Bangladeshi perspective, high power distance is expected to impact negatively the relationship
between the principal’s servant leadership and teachers' job satisfaction.

The measurement

The researchers propose that a study to be carried out based on the proposed conceptual
framework,with servant leadership as the independent variable and teachers' job satisfaction as the
dependent variable, mediated by religious values and moderated by power distance. The
measurement scale ofall constructs is taken from previous studies. The number of items either
adapted or adopted for eachconstruct have been shown in the following table:
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Table 1.
Measurement scales for all four constructs
Constructs Items Sources

My principal puts my best interests ahead of his/her own.

My principal gives me the freedom to handle difficult situations in the best way | feel. My
principal would not compromise ethical principles to achieve success. 48
Servant My principal gives me the right to question his or her actions and decisions.My (Aboramadan et al., 2021)
Leadership |yincipal respects me for who | am, not how | make him or her feel.

My principal enhances my capacity for moral actions.
My principal contributes to my personal and professional growth.

| enjoy my work more than my leisure time.
| feel that | am happier in my work than most other people.|

. [find real enjoyment in my work. Aboramadan et al. (2020)%”
Job Satisfaction Mot days | am enthusiastic about my work. (2020)

My job is usually interesting enough to keep me from getting bored.My
job is like a hobby to me.

My principal strives to fulfil the organization's trust.
My principal leads by following the guideline set by the organization.
My principal advises teachers to do good things.

Religious My principal advises teachers about religious matter. 89
values My principal realizes that rank is a test from Allah SWT. Mahazan et al. (2015)
My principal believes that leadership ranks will be followed by severe punishment fromAllah

SWT, if not conducted fairly.
My principal refrains from making a decision when in anger.

People in higher positions should make most decisions without consulting their
subordinates.

Power distance [People in higher positions should not ask the opinions of their subordinates too frequently. Auh et al. (2016)90
People in higher positions should avoid social interaction with their subordinates.
People in lower positions should not disagree with decisions made by their superiors.

Conclusion: Forwarding the concept

The conceptualization presented in this paper ventures to explore factors at play in considering the
relationship between principal’s servant leadership and teachers' job satisfaction, bringing together
some essential concepts in the Bangladeshi context. The primary focus of this model is to provide
a framework to enable the study of the relationship between principal's servant leadership and
teachers' job satisfaction in Bangladeshi schools and colleges. The model is unique inconsidering
the principal’s religious values, particularly Islamic values as a mediator and power distance as a
moderator. Our hypothesis that religious values and power distance orientation play particular
roles in the relationship has implications for practice and research. In practice, the model can help
us better understand job satisfaction in a nation where the majority of the people practices Islam
and high-power distance is the typical typology of the society.

Findings of future studies using this framework will provide insights into multidimensional
contributions shaping teachers' satisfaction. The study will bring a new perspective to educational
leadership research by demonstrating how principals' religious values and levels of power distance
have a place in servant leadership theory and style.

MJSSH 2023; 7(2) page | 72




MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

References

1.

10.

11.

12.

13.

14.

15.

16.

Daniéls, E., Hondeghem, A., & Dochy, F. (2019). A review on leadership and
leadership development in educational settings. Educational Research Review, 27:
110-125. DOI: 10.1016/j.edurev.2019.02.003.

Leithwood, K., & Day, C. (2007). Starting with What we Know. In: Day C and
Leithwood K(eds) Successful Principal Leadership in Times of Change. Dordrecht:
Springer Netherlands,pp. 1-15. DOI: 10.1007/1-4020-5516-1 1.

Mulford, B. (2008). The Leadership Challenge: Improving Learning in Schools.
Australian education review no. 53. Camberwell, Vic: ACER Press.

Potrafke, N. (2020). General or central government? Empirical evidence on political
cycles in budget composition using new data for OECD countries. European Journal
of Political Economy, 63: 101860. DOI: 10.1016/j.ejpoleco.2020.101860.

Crisp, G., Taggart, A., & Nora, A. (2015). Undergraduate Latina/o Students: A
Systematic Review of Research Identifying Factors Contributing to Academic Success
Outcomes. Review of Educational Research, 85(2): 249-274. DOI:
10.3102/0034654314551064.

Fernandez, A. A., & Shaw, G. P. (2020). Academic Leadership in a Time of Crisis:
The Coronavirus and COVID-19. Journal of Leadership Studies, 14(1): 39-45. DOI:
10.1002/jls.21684.

Gasevi¢, D., Dawson, S., Rogers, T., & Gasevic, D. (2016). Learning analytics should
not promote one size fits all: The effects of instructional conditions in predicting
academic success. The Internet and Higher Education, 28, 68-84.

Kutsyuruba, B., Klinger, D.A., & Hussain, A. (2015). Relationships among school
climate, school safety, and student achievement and well-being: a review of the
literature. Review of Education, 3(2): 103-135. DOI: 10.1002/rev3.3043.

Zame, M. Y., Hope, W. C., & Respress, T. (2008). Educational reform in Ghana: the
leadership challenge. International Journal of Educational Management, 22(2): 115—
128. DOI: 10.1108/09513540810853521.

Cerit, Y. (2009). The Effects of Servant Leadership Behaviours of School Principals
on Teachers' Job Satisfaction. Educational Management Administration & Leadership,
37(5): 600-623. DOI: 10.1177/1741143209339650.

Karnan, K., & Marimuthu, K. (2021). Principal collaborative leadership style and level
of jobsatisfaction of national secondary school teachers. Muallim Journal of Social
Sciences and Humanities, 5(2), 191-207, https://doi.org/10.33306/mjssh/133.

Shekari H., & Nikooparvar, M. Z. (2012). Promoting Leadership Effectiveness in
Organizations: A Case Studyon the Involved Factors of Servant Leadership.
International Journal of Business Administration, 3(1): 54-65.

Swart, C., Pottas, L., Mare, D., & Graham, M. A. (2022). Roll Up Your Sleeves:
Servant Leadership as a Paradigm for the Challenging South African School Context?
SAGE Open, 12(2), 21582440221096653.

Greenleaf, R. K. (2002). Servant Leadership: A Journey into the Nature of Legitimate
Powerand Greatness. Paulist Press.

Goh, S.Y., Kee, D.M.H., Ooi, Q.E., et al. (2020). Organizational culture at Starbucks.
Journalof the Community Development in Asia, 3(2): 28-34.

Parris, D.L., & Peachey, JW. (2013). A Systematic Literature Review of Servant
LeadershipTheory in Organizational Contexts. Journal of Business Ethics, 113(3):
377-393. DOI: 10.1007/s10551-012-1322-6.

MJSSH 2023; 7(2) page | 73



https://doi.org/10.33306/mjssh/133

MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

17.

18.

19.

20.

21.

22.

23.

24,

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

35.

Ingwu, E. U., & Ekefre, E. N. (2006). A Framework for measurement of teacher
productivityin Nigeria. Nigeria Journal of Education Philosophy, 2(2): 1-10.
Sumanasena, M. L. H., & Nawastheen, F. M. (2022). Teacher job satisfaction: a review
of theliterature. Muallim Journal of Social Sciences and Humanities, 6(4), 1-12.
https://doi.org/10.33306/mjssh/209.

Sirin, A. F. (2009). Analysis of relationship between job satisfaction and attitude.
Journal of Theory and Practice in Education, 5(1): 85-104.

Carless, S. A. (2004). Does psychological empowerment mediate the relationship
between psychological climate and job satisfaction? Journal of Business and
Psychology, 18(4). Springer: 405-425.

Haas, M. R. (2010). The Double-Edged Swords of Autonomy and External
Knowledge: Analyzing Team Effectiveness in a Multinational Organization. Academy
of Management Journal, 53(5): 989-1008. DOI: 10.5465/amj.2010.54533180.
Bordin, C., Bartram, T., & Casimir, G. (2006). The antecedents and consequences of
psychological empowerment among Singaporean IT employees. Management
ResearchNews, 30(1): 34-46. DOI: 10.1108/01409170710724287.

Sahito, Z., & Vaisanen, P. (2020). A literature review on teachers' job satisfaction in
developing countries: Recommendations and solutions for the enhancement of the job.
Review of Education, 8(1): 3—-34. DOI: 10.1002/rev3.3159.

Afag, A., Sajid, M. A,, & Arshad, A. (2017). Examining the impact of servant
leadership onteachers' job satisfaction. Pakistan Business Review, 18(4): 1031-1047.
Salahuddin, A.N.M. (2012). Challenges to effective leadership of urban secondary
schools inBangladesh: A critical study. Critical Literacy: Theories and Practices, 6(2):
50-65.

Hofstede, G. (1991). Cultures and organizations: Software of the mind (london and new
york,McGraw hill). House, RJ, Hanges, PJ, Javidan, M., Dorfman, PW, & Gupta,
V.(Eds. 2004), Airaksinen: 1-25.

Dutta, B., & Islam, K. M. (2016). Role of Culture in Decision Making Approach in
Bangladesh: An Analysis from the Four Cultural Dimensions of Hofstede, 13(2): 9.
Zaccaro, S. J., LaPort, K., & José, 1. (2013). The attributes of successful leaders: A
performance requirements approach. Oxford University Press.

Yasin, R. F. B. F., & Jani, M. S. (2013). Islamic Education: The Philosophy, Aim, and
MainFeatures. International Journal of Education and Research, 1(10); 01-18.

Ali, A. J., (2008). International Journal of Islamic and Middle Eastern Finance and
Management. Managerial Finance, 34(10), DOI: 10.1108/mf.2008.00934jaa.001.
Ahmad, K. (2019). Prophetic Leadership Model for Today: An Appraisal. Research
Journalof Islamic and Religious Studies, 3(1), 17-32.

Howladar, M. H. R., & Rahman, M. S. (2020). Servant Leadership (SL) in the Context
of Bangladesh. International Journal of Applied Management Theory and Research,
2(2): 54— 72. DOI: 10.4018/1JAMTR.2020070104.

Van Dierendonck, D., & Nuijten, I. (2011). The servant leadership survey:
Development andvalidation of a multidimensional measure. Journal of business and
psychology, 26(3), 249- 267.

Dinibutun, S. R. (2020) Leadership: A Comprehensive Review of Literature, Research
and Theoretical Framework. Journal of Economics and Business, 3(1): 44-64. DOI:
10.31014/aior.1992.03.01.177.

Spears, L. (1996). Reflections on Robert K. Greenleaf and servant-leadership.

MJSSH 2023; 7(2) page | 74




MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

51.

52.

Leadership &organization development journal.

Dierendonck, D van. (2011). Servant Leadership: A Review and Synthesis. Journal of

Management, 37(4).

Brouns, T., Externbrink, K., & Blesa Aledo, P.S. (2020). Leadership beyond

Narcissism: Onthe Role of Compassionate Love as Individual Antecedent of Servant

Leadership. Administrative Sciences, 10(2): 20. DOI: 10.3390/admsci10020020.

Franco, M., & Antunes, A. (2020). Understanding servant leadership dimensions:

Theoretical and empirical extensions in the Portuguese context. Nankai Business

Review International, 11(3): 345-369. DOI: 10.1108/NBRI1-08-2019-0038.

Prawira, S. (2021). Why is the Influence of Servant Leadership on Affective

Commitment toChange Insignificant? Proposing Objective Workplace Spirituality as

the Mediator. International Journal of Business Studies, 4(1): 33-43.

https://doi.org/10.9744/ijbs.4.1.33-43.

Northouse, P.G. (2015). Leadership: Theory and Practice. Seventh Edition. Los

Angeles: SAGE Publications, Inc.

Liden, R.C., Wayne, S.J., Zhao, H., et al. (2008). Servant leadership: Development of

a multidimensional measure and multi-level assessment. The Leadership Quarterly,

19(2): 161-177. DOI: 10.1016/j.leaqua.2008.01.006.

Liden, R.C., Panaccio, A., Meuser, J. D., et al. (2014). Servant Leadership:

Antecedents, Processes, and Outcomes. Servant
Leadership:01-26,

DOI:10.1093/oxfordhb/9780199755615.013.018.

Farling, M. L., Stone, A. G., & Winston, B. E. (1999). Servant leadership: Setting the

stage for empirical research. Journal of leadership studies, 6(1-2), 49-72.

Brewer, C. (2010). Servant leadership: A review of literature. Online Journal for

WorkforceEducation and Development, 4(2), 3.

Sendjaya, S., Eva, N., Butar, I., et al. (2019). SLBS-6: Validation of a Short Form of

the Servant Leadership Behavior Scale. Journal of Business Ethics, 156(4): 941-956.

DOI: 10.1007/s10551-017-3594-3.

Ingram, O. C. (2016). Servant leadership as a leadership model. Journal of

Management Science and Business Intelligence, 1(1), 21-26.

Aboramadan M, Dahleez, K., & Hamad, M. (2020). Servant leadership and academics'

engagement in higher education: mediation analysis. Journal of Higher Education

Policy andManagement, 42(6): 617-633. DOI: 10.1080/1360080X.2020.1774036.

Aboramadan, M., & Karatepe, O. M. (2021). Green human resource management,

perceivedgreen organizational support and their effects on hotel employees’

behavioral outcomes. International Journal of Contemporary Hospitality

Management.

Georgolopoulos, V., Papaloi, E., & Loukorou, K. (2018). Servant Leadership as a

PredictiveFactor of Teachers Job Satisfaction. European Journal of Education, 1(2):

15. DOI: 10.26417/ejed.v1i2.p15-28.

Guillaume, Y. R., Dawson, J. F., Woods, S. A., Sacramento, C. A., & West, M. A.

(2013). Getting diversity at work to work: What we know and what we still don't know.

Journal of occupational and organizational psychology, 86(2), 123-141.

Barbuto, J. E., & Wheeler, D. W. (2006). Scale Development and Construct

Clarification of Servant Leadership. Group & Organization Management, 31(3): 300—

326. DOI: 10.1177/1059601106287091.

Maldonado, N. L., & Lacey, C. H. (2001). Defining Moral Leadership: Perspectives of

MJSSH 2023; 7(2) page | 75




MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

53.

54,

55.

56.

S7.

58.

59.

60.

61.

62.

63.

64.

65.

66.

67.

68.

69.

70.

12 Leaders. Florida Journal of Educational Research, 41(1): 79-101.

Hidayati, N.N. (2019). Telling about Islamic Heroes And Female Leaders: Ways Of
Implanting Self-Concept, Moral, And Religious Value On Children. Auladuna : Jurnal
ProdiPendidikan Guru Madrasah Ibtidaiyah, 1(2): 1-14. DOI: 10.36835/au.v1i2.227.
Stark, R. (1999). Secularization, rip. Sociology of religion, 60(3), 249-273.

Gumusay, A. A. (2019), Embracing Religions in Moral Theories of Leadership.
Academy ofManagement Perspectives, 33(3): 292-306. DOI: 10.5465/amp.2017.0130.
Ashforth, B. E., & Vaidyanath, D. (2002). Work organizations as secular religions.
Journal of management inquiry, 11(4), 359-370.

Abbas, A., Saud, M., Usman, I., & Ekowati, D. (2020). Servant leadership and
religiosity: Anindicator of employee performance in the education sector. International
Journal of Innovation, Creativity and Change, 13(4), 391-409.

Xu, X., Li, Y., Liu, X., etal. (2017). Does religion matter to corruption? Evidence from
China.

China Economic Review, 42: 34-49. DOI: 10.1016/j.chieco0.2016.11.005.

Kriger, M., & Seng, Y. (2005). Leadership with inner meaning: A contingency theory
of leadership based on the worldviews of five religions. The Leadership Quarterly,
16(5): 771-806. DOI: 10.1016/j.leaqua.2005.07.007.

Bangladesh Parisamkhyana Byuro (2012). 2011 Statistical Yearbook of Bangladesh =
Bamladesa Parisamkhyana Barshagrantha-2011.

Hofstede, G. (2001). Culture's Consequences: Comparing Values, Behaviors,
Institutions andOrganizations across Nations. Sage publications.

House, R., Javidan, M., & Dorfman, P. (2001). Project GLOBE: an introduction.
Applied Psychology, 50(4), 489-505.

Yang, J., Mossholder, K. W., & Peng, T. K. (2007). Procedural justice climate and
group power distance: An examination of cross-level interaction effects. Journal of
Applied Psychology, 92(3). American Psychological Association: 681.

Haque, S. T. M., & Mohammad, S. N. (2013). Administrative culture and incidence of
corruption in Bangladesh: A search for the potential linkage. International Journal of
PublicAdministration, 36(13), 996-1006.

Wahid, 1. S., & Prince, S. A. (2020). High performance work systems and employee
performance: the moderating and mediating role of power distance. J. for Global
Business Advancement, 13(6): 755. DOI: 10.1504/JGBA.2020.113127.

Hossain, M. Z. (2019). Principal Leadership Challenges in Schools and Colleges in
Bangladesh: A Case Study. International Journal of Research and Innovation in Social
Science, 3(6): 168-170.

Hauff, S., & Richter, N. (2015). Power distance and its moderating role in the
relationship between situational job characteristics and job satisfaction: An empirical
analysis using different cultural measures. Cross Cultural Management, 22(1): 68—89.
DOI: 10.1108/CCM-11-2013-0164.

Budhwar, P.S. (2000). Indian and British personnel specialists’ understanding of the
dynamicsof their function: an empirical study. International Business Review, 9(6).
Elsevier: 727-753.

Javidan, M., Dorfman, P. W., De Luque, M. S., & House, R. J. (2016). In the eye of
the beholder: Cross-cultural lessons in leadership from Project GLOBE. In Readings
and Cases in International Human Resource Management (pp. 119-154). Routledge.
Tepper, B. J., Moss, S. E., Lockhart, D. E., et al. (2007). Abusive supervision, upward

MJSSH 2023; 7(2) page | 76




MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

71.

72.

73.

74.

75.

76.

77.

78.

79.

80.

81.

82.

83.

84.

85.

maintenance communication, and subordinates' psychological distress. Academy of
Management Journal, 50(5). Academy of Management Briarcliff Manor, NY 10510:
1169- 1180.72. Akehurst. G., Comeche. J.M., & Galindo, M. A. (2009). Job
satisfaction and commitment in the entrepreneurial SME. Small Business Economics,
32(3), 277-289, https://doi.org/10.1007/s11187-008-9116-z

Locke, K. D. (2020). Power Values and Power Distance Moderate the Relationship
BetweenWorkplace Supervisory Power and Job Satisfaction. Journal of Personnel
Psychology.Hogrefe Publishing.

Akehurst, G., Comeche, J. M., & Galindo, M. A. (2009). Job satisfaction and
commitment inthe entrepreneurial SME. Small business economics, 32(3), 277-289.
Alvinius, A, Johansson, E., & Larsson, G. (2017). Job satisfaction as a form of
organizationalcommitment at the military strategic level: A grounded theory study.
International Journal of Organizational Analysis, 25(2): 312-326. DOI:
10.1108/1J0A-10-2015-0919.

Meyer, J. P., Becker, T. E., & Vandenberghe, C. (2004). Employee Commitment
andMotivation: A Conceptual Analysis and Integrative Model. Journal of Applied
Psychology, 89(6): 991-1007. DOI: 10.1037/0021-9010.89.6.991.

De Cremer, D. (2003). Why inconsistent leadership is regarded as procedurally unfair:
the importance of social self-esteem concerns. European Journal of Social Psychology,
33(4): 535-550. DOI: 10.1002/ejsp.162.

Schyns, B., & Sanders, K. (2007). In the Eyes of the Beholder: Personality and the
Perceptionof Leadership. Journal of Applied Social Psychology, 37(10): 2345-2363.
DOI: 10.1111/j.1559-1816.2007.00261.x.

Eva, N., Robin, M., Sendjaya, S, et al. (2019). Servant Leadership: A systematic review
and call for future research. The Leadership Quarterly, 30(1): 111-132. DOI:
10.1016/j.leaqua.2018.07.004.

Kaur. P, (2018). Mediator Analysis of Job Satisfaction: Relationship between Servant
Leadership and Employee Engagement. Metamorphosis: A Journal of Management
Research, 17(2): 76-85. DOI: 10.1177/0972622518804025.

Masum, A. K. M., Azad, M. A. K., & Beh, L. S. (2015). Determinants of Academics'
Job Satisfaction: Empirical Evidence from Private Universities in Bangladesh. PLOS
ONE van Wouwe J (ed.) 10(2): e0117834. DOI: 10.1371/journal.pone.0117834.
Asadullah, M. N. and Chaudhury N (2010). Religious Schools, Social Values, and
EconomicAttitudes: Evidence from Bangladesh. World Development, 38(2): 205-217.
DOI:10.1016/j.worlddev.2009.10.014.

Bhardwaj, S.K. (n.d.). Contesting identities in Bangladesh: a study of secular and
religious frontiers. Working Paper (36). Asia Research Centre, London School of
Economics and Political Science, London, UK.

Eade, J. (1994). Identity, Nation and Religion: Educated Young Bangladeshi Muslims
in London's ‘East End. International Sociology, 9(3): 377-394. DOI:
10.1177/026858094009003006.

Huque, A.S., & Akhter, M.Y. (1987). The Ubiquity of Islam: Religion and Society in
Bangladesh. Pacific Affairs, 60(2): 200. DOI: 10.2307/2758132.

Qazi, M.H., & Shah, S. (2019). A study of Bangladesh's secondary school curriculum
textbooks in students' national identity construction in an overseas context. Asia Pacific
Journal of Education, 39(4): 501-516. DOI: 10.1080/02188791.2019.1671806.
National Education Policy 2010. (2010). Ministry of Education, Government of the
People'sRepublic of Bangladesh.

MJSSH 2023; 7(2) page | 77




MJSSH Online: Volume 7 - Issue 2 (April, 2023), Pages 65 — 78 e-1SSN: 2590-3691

86.

87.

88.

89.

90.

Bush, T., & Sargsyan, G. (2020). Educational Leadership and Management: Theory,
Policy,and Practice. Main Issues of Pedagogy and Psychology, 3(3): 31-43. DOI:
10.24234/miopap.v3i3.255.

Pont, B. (2014). School Leadership: From Practice to Policy. International Journal
ofEducational Leadership & Management, 1: 4-28. DOI: 10.4471/ijelm.2014.07.
Salahuddin, A.N.M. (2011). Perceptions of Effective Leadership in Bangladesh
Secondary Schools: Moving towards Distributed Leadership? University of
Canterbury Christchurch, New Zealand.

Mahazan, A. M., Nurhafizah, S., Rozita, A., et al. (2015). Islamic Leadership and
Magasid Al-Shari’ah: Reinvestigating the Dimensions of Islamic Leadership Inventory
(iii) via Content Analysis Procedures. International E-journal of Advances in Social
Sciences, 1(2): 153. DOI: 10.18769/ijas0s.29171.

Auh, S., Menguc, B., Spyropoulou S, et al. (2016). Service employee burnout and
engagement: the moderating role of power distance orientation. Journal of the
Academy of Marketing Science, 44(6), 726-745.

MJSSH 2023; 7(2) page | 78




