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Abstract

This noble intention of this paper is to highlight the demographic comparison between bankers in the local and foreign
banks in Malaysia, specifically in the state of Perlis, Kedah, Penang, and northern Perak. Three-hundred questionnaires
were distributed among the bankers in the above four states. Thus, a good response rate of 61% was clocked by this
paper. This paper adapted servant leadership instrument from Van Dierendonck & Nuijten. On the other hand, the
organizational commitment had been adopted from Meyer and Allen. This paper provides a good understanding of the
servant leadership among bankers of local and foreign banks which could benefit the banks' top management in
promoting their employees’ productivity and in turn translated into the banks' profitability.
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1. Introduction

Employees are one of the important resources of organizations, may it in the manufacturing sector or service sector.
Employees are crucial to the organizations as they manage and operate the organizations. They are also determined to ensure
the organizations’ targets and profits were achieved by end of the accounting year. This also happened to the employees in the
banking industry of Malaysia, may it local banks or foreign banks. These banks need their employees to achieve the given
targets and determined profits.

Bank employees were expected to deliver their best to customers. They were needed to serve with integrity,
proficiency, and professionalism. The banks were needed to seek better ways to maximize employees' work efforts and
motivate them to their fullest potential. Therefore, this study intends to understand the servant leadership from the bank
employees’ perspective. Servant leadership is known to be a highly effective style of leadership for empowering followers
(Greenleaf, 1977; Russell, 2001), which can lead to greater motivation, inspiration, commitment, organizational citizenship
behaviour and job satisfaction. Furthermore, employees who were not just actually perform their prescribed duties but also
willing to perform beyond their formal obligations will ensure the effectiveness of organizational performance (Katz & Kahn,
1978). An effective leadership can drive the employees to perform beyond their official job requirements (Taleghani & Mehr,
2013). This was because the leaders are known to have a powerful source of influence on employees' work behaviours (Yukl,
2002). However, the empirical research on the relationship between servant leadership and organizational citizenship
behaviour are scarce and quite new in Malaysia thus required more research being conducted to explore in depth on servant
leadership style in this country (Al-Haj, Sarimin, Nasir & Yusof, 2012).

Bank employees' commitment toward their organization was also crucial in order for them to pay attention and to put
their full effort into achieving the goals of the organization and nation. Scholars had been reported that the issues on human
capital had become one of the many crises faced by the government today. It was due to the conflict in values between
employees of different generational groups and lack of strategic planning for acquiring and retaining qualified employees
(Douglas, Burrell & Grizzell, 2008).

Various studies had proven the influence of leadership styles on organizational commitment (Kraut, 1970; Newman,
1974; Alley & Gould, 1975; Porter, Campon & Smith, 1976; Gilsson & Durick, 1988; Savery, 1994; Zeffane, 1994; Wilson, 1995,
Davenport, 2010). Among various types of leadership, servant leadership was known to be a highly effective style of
leadership for empowering followers (Greenleaf, 1977; Russell, 2001) which can lead to greater motivation, inspiration,
commitment and job satisfaction. However, research on the relationship between servant leadership and organizational
commitment was still limited (Hovieda, Salari & Asemi, 2011; Cerit, 2010; Drury, 2004; Washington, 2007; Barnes, 2011).
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Besides, most of the researchers were conducted in western countries among private sector organizations and very few
focuses in a developing country (Addae, Parboteeah & Velinor, 2008) such as Malaysia.

This paper intends to highlight the demographic comparison between bankers in the local and foreign banks in
Malaysia, specifically in the state of Perlis, Kedah, Penang, and northern Perak.

2. Literature Review

2.1. Servant Leadership

Servant leadership should be considered by the leaders of today’s organizations (DePree, 1995; Senge, 1997;
Blanchard, 2002; Covey, 2002) as servant leadership can fulfil an organization’s need for an ethical and caring type of
leadership to meet the demands for more ethical and people-centered management (Dierendonck, 2011). Servant leadership
refers to the leaders who focused on others rather than themselves (Greenleaf, 1977). The primary attention of the servant
leader was meeting the needs of their followers (Greenleaf, 1969; 1977).

This servant leadership is based on the dimensions of empowerment, humility, standing back, authenticity,
forgiveness, courage, accountability, and stewardship (Van Dierendonck & Nuijten, 2011). Firstly, empowerment is a
motivational concept that aims at enabling people and encouraging personal development through fostering a pro-active, self-
confident attitude among followers as well as giving them a sense of personal power. Secondly, humility refers to the leader
who understands the strong and weak points of a follower, as well as daring to admit that one is not reliable and does make
mistakes. Thirdly, standing back is about the extent to which a leader gives priority to the interest of the others first, and gives
them the necessary support and credit. Fourthly, authenticity associated with the expressing of one’s true self that is
consistent with inner thoughts and feelings whether privately or publicly. Fifthly, forgiveness is about being able to forgive
when confronted with offences, arguments and mistakes that may lead to an atmosphere of trust where people can feel
accepted, who are free to make mistakes and know that they will not be rejected. Sixthly, courage is associated with the action
of dare to take risks and to try out new approaches to problem-solving and decision-making. Seventhly, accountability refers
to giving out responsibilities and holding people accountable for performance and outcomes to show confidence in them. And
finally, stewardship relates to social responsibility, loyalty and teamwork that represent a feeling of identification with and
sense of obligation to a common good.

2.2. Organizational Commitment

Allen and Meyer (1996) stated organizational commitment was the psychological relationship between the employees
and their organization, which leads their decision to continue their membership and makes them less likely to leave the
organization. Employees with organizational commitment will strongly believe and agree with the goals and values of the
organization, be willing to work hard and have a strong desire to maintain membership in the organization (Mowday et al.,
1982).

Organizational commitment model that consists of three types of commitment, namely continuance commitment,
normative commitment and affective commitment (Meyer & Allen, 1991). Firstly, continuance commitment referred to the
employee’s recognition of the costs associated if he or she leaves the organization. This concept referred to the employee’s
decision of “need(ing) to” remain in an organization (Meyer & Allen, 1997). Secondly, affective commitment referred to the
employee’s identification with, involvement in, and emotional attachment to the organization. This concept referred to the
employees’ decision of “want to” remain in an organization (Meyer & Allen, 1997). And finally, the normative commitment was
called moral commitment as they established a desire to remain in the organization after receiving support and investment
from the organization. Moreover, normative commitment reflects the level of obligation that the employee feels to continue
within the organization. This concept refers to the employees’ decision of “feel(ing) they should” remain in an organization
(Meyer & Allen, 1997).

3. Methodology

Three hundred self-administered questionnaires were distributed among bank employees in local and foreign banks
who are working in Perlis, Kedah, Penang, and northern Perak. This paper clocked a good response rate of 61%. This paper
adapted the servant leadership instrument from Van Dierendonck and Nuijten (2011) that comprised of empowerment,
standing back, accountability, forgiveness, courage, authenticity, humility, and stewardship. On the other hand, the
organizational commitment, namely affective commitment, normative commitment, and continuance commitment had been
adopted from Meyer and Allen (1993).

4. Results and Discussions

4.1. Demographic

Table 1 illustrates the respondents demographic, they were inquired on their gender, ethnic, marital status, age,
highest academic qualification, length with the present bank, present designation, length of present designation, present
salary, type of bank, and the bank’s locality. Majority of the respondents were male, which represented by 53.3% (n=98); and

175 Vol 6 Issue 3 March, 2018



The International Journal Of Business & Management (ISSN 2321-8916) www.theijbm.com

females were represented by 46.7% (n=86). There were three major ethnic groups in Malaysia, Malay were represented by
58.9% (n=109); Chinese were 20.5% (n=38); and Indians were 20.5% (n=38).

Respondents indicated that they were single at 24.3% (n=45). Sixty-nine percent (n=128) indicated that they were
married. Meanwhile, 12 respondents indicated that they were separated or divorced with 6.5% (n=12). Age wise, 19.5%
(n=36) respondents indicated that they were aged below 30, 45.4% (n=84) respondents indicated that they were between 31
to 40 years old, 28.1% (n=52) respondents indicated that they were 41 to 50 years old, and 7% (n=13) respondents indicated
that they were above 50 years old.

In the work life as the banker, the majority of the respondents (n=53) had been working for more than 7 years.
Respondents between 1 to 3 years of service were 26.1% (n=48). Respondents with 4 to 6 years were 20.7% (n=38). Finally,
respondents with less than a year working experience were 3.3% (n=6).

Respondents were also inquired on their length of service at the present designation. Bankers with the present
position for between 1 to 3 years were 36.1% (n=66). Respondents who worked for 4 to 6 years, and 7 years and above were
represented by 29% (n=53), respectively. Finally, respondents who worked below 1 year were 6% (n=11). Majority of the
bankers, 70.8% (n=131) were working in the local banks. On the other hand, bankers working with foreign banks were 29.2%
(n=54).

Item n %
Gender 98 533
Male 86 46.7
Female
Ethnic 109 | 58.9
Malay 38 20.5
Chinese 38 20.5
Indian
Marital Status 45 24.3
Single 128 | 69.2
Married 12 6.5
Others
Age (years old) 36 195
Below 30 84 454
31-40 52 28.1
41-50 13 7.0
Above 50
Length with the Bank (years) 6 33
1 and below 48 26.1
1-3 38 20.7
4-6 92 50
7 and above
Length at Current Designation (years) 11 6
1 and below 66 36.1
1-3 53 29
4-6 53 29
7 and above
Bank Type 131 | 708
Local 54 29.2
Foreign

Table 1: Respondents Demographic

4.2. Mean Comparison Analyses

Mean comparison analyses were conducted between employees of local banks and foreign banks, male and female,
and single and married. Moreover, comparisons were also made between ethnics and length of services among employees of
local banks and foreign banks.

4.2.1. Comparison between Local Bank and Foreign Bank Employees

The mean comparison between servant leadership and organizational commitment between local and foreign banks
employees are shown in Table 2. The top three servant leadership components were examined. The local bank employees
indicated their order of empowerment (mean=4.80), accountability (mean=4.77), and stewardship (mean=4.49). On the other
hand, the foreign bank employees indicated their order of accountability (mean=4.95), empowerment (mean=4.88), and
stewardship (4.72). Overall, foreign bank employees had a higher mean as compared to local bank employees in terms of their
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servant leadership components. Meanwhile, both employees of local and foreign banks indicated their bottom two
components of servant leadership were authenticity and courage. The local bank employees means were higher than foreign
bank employees.

Pertaining to organizational commitment components, local bank employees indicated their order of normative
commitment (mean=4.44), affective commitment (mean=4.18), and continuance commitment (mean=4.06). Meanwhile, the
foreign bank employees indicated their rank order of normative commitment (mean=4.45), continuance commitment
(mean=4.29), and affective commitment (mean= 4.19). Overall, the means were not much difference in the value among
employees of local and foreign banks.

Bank Employees
Local Bank Mean SD Foreign Bank Mean SD
Empowerment 4.80 0.97 Accountability 4.95 1.10
Accountability 477 0.95 Empowerment 4.88 1.03
Stewardship 4.49 0.99 Stewardship 472 112
Normative Commitment | 4.44 | 0.49 Normative 445 | 047
Commitment
Affective Commitment | 4.18 | 0.69 continuous 429 | 042
Commitment
Continuous 406 | 049 | AffectiveCommitment | 4.19 | 1.04
Commitment

Table 2: Overall Mean Comparison between Employees of Local and Foreign Banks

The mean comparison had indicated that local and foreign bank employees could be distinguished on their servant
leadership; namely, empowerment, standing back, accountability, forgiveness, courage, authenticity, humility, and
stewardship in relation to organizational commitment; namely, affective commitment, normative commitment, and
continuance commitment. Foreign bank employees indicated their readiness on the top management's placement of
responsibility and accountability on them. Whereby, this was not much appreciated by local bank employees on their
perception of responsibility and accountability. Although empowerment is rank highest by local bank employees, the
reception of it was valued higher by foreign bank employees on the encouragement of personal development and sense of
personal power. Interestingly, the loyalty and teamwork shown by foreign bank employees were valued higher as by local
bank employees. On the other hand, the organizational commitment between local and foreign bank employees indicated not
much difference in their preference. Both bank employees indicated that they will continue to work with the present bank.
Furthermore, both bank employees indicated that they were attached to the present bank and taken into consideration of cost
on leaving their present banks.

4.2.2. Comparison between Male Employees of Local and Foreign Banks

The mean comparison was done between male employees of local and foreign banks are shown in Table 3. Local
banks’ male employees indicated empowerment (mean=4.84), accountability (mean=4.75), and stewardship (mean=4.49) as
their important concerns on servant leadership. Whereby on organizational commitment, they indicated normative
commitment (mean=4.43), affective commitment (mean=4.20), and continuance commitment (mean=4.05) as their important
concerns. Meanwhile, foreign banks male employees ranked accountability (mean=4.93), empowerment (mean=4.89), and
stewardship (mean=4.71) as their important concerns. Whereby on organizational commitment, they indicated normative
commitment (mean=4.49), continuance commitment (mean=4.23), and affective commitment (mean=4.22), and as their
important concerns. Overall, foreign banks’ male employees shown higher mean values as compared to local banks’ male
employees.
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Male Bank Employees
Local Bank Mﬁa SD Foreign Bank Mean | SD
Empowerment 484 | 094 Accountability 493 | 1.00
Accountability 475 | 097 Empowerment 489 | 0.98
Stewardship 449 | 097 Stewardship 471 | 1.08
Normative Commitment | 4.43 | 0.53 Normative 449 | 049
Commitment
Affective Commitment | 4.20 | 0.77 Continuous 423 | 038
Commitment
Continuous 405 | 046 | AffectiveCommitment | 4.22 | 1.02
Commitment

Table 3: Mean Comparison between Male Employees of Local and Foreign Banks

4.2.3. Comparison between Female Employees of L ocal and Foreign Banks

The mean comparison was done between female employees of local and foreign banks are shown in Table 4. Local
banks’ female employees indicated accountability (mean=4.80), empowerment (mean=4.75), and stewardship (mean=4.50) as
their important concerns on servant leadership. Whereby on organizational commitment, they indicated normative
commitment (mean=4.45), affective commitment (mean=4.16), and continuance commitment (mean=4.08) as their important
concerns. Meanwhile, foreign banks’ female employees ranked accountability (mean=4.97), empowerment (mean=4.87), and
stewardship (mean=4.72) as their important concerns. Whereby on organizational commitment, they indicated normative
commitment (mean=4.41), continuance commitment (mean=4.36), and affective commitment (mean=4.16), and as their
important concerns. Overall, foreign banks’ female employees shown higher mean values as compared to local banks’ female
employees.

Female Bank Employees
Local Bank Mean SD Foreign Bank Mean SD
Accountability 4.80 0.94 Accountability 497 122
Empowerment 475 101 Empowerment 4.87 112
Stewardship 450 1.03 Stewardship 472 1.19
Normative Commitment | 4.45 | 0.46 Normative 441 | 046
Commitment
Affective Commitment | 4.16 | 0.61 Continuous 436 | 046
Commitment
Continuous 408 | 052 | AffectiveCommitment | 4.16 | 1.09
Commitment

Table 4: Mean Comparison between Female Employees of Local and Foreign Banks

4.2.4. Comparison between Single and Married Employees of Local and Foreign Banks

The mean comparison was done between single and married employees of local and foreign banks are shown in Table
5 and 6. Foreign banks’ single employees indicated empowerment (mean=5.17), accountability (mean=5.16), and stewardship
(mean=5.04) as their important concerns on servant leadership. Whereby on organizational commitment, they indicated
normative commitment (mean=4.41), affective commitment (mean=4.41), and continuance commitment (mean=4.32) as their
important concerns. Meanwhile, foreign banks’ married employees ranked accountability (mean=4.83), empowerment
(mean=4.71), and stewardship (mean=4.60) as their important concerns on servant leadership. Whereby on organizational
commitment, they indicated normative commitment (mean=4.48), continuous commitment (mean=4.28), and affective
commitment (mean=4.08) as their important concerns. These were followed by local bank married employees indicated
accountability (mean=4.83), empowerment (mean=4.71), and stewardship (mean=5.32) as their important concerns on
servant leadership. On the other hand, the organizational commitment they indicated normative commitment (mean=4.48),
continuous commitment (mean=4.25), and affective commitment (mean=4.08). Finally, married employees of local banks
indicated their concern on servant leadership as empowerment (mean=4.82), accountability (mean=4.78), forgiveness
(mean=4.47). Whereby for organizational commitment, they ranked normative commitment (mean=4.49), affective
commitment (mean=4.18), and continuous commitment (mean=4.01).

Interestingly, the overall comparison between single and married of local and foreign banks indicated that foreign
banks’ single employees had the highest means in rank comparison with married foreign banks' employees, married local
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banks' employees, and single local banks' employees. The single foreign banks' employees could be seen as young, energetic,
and full of enthusiasm for their work. Whereby, single local banks' employees had the lowest means in comparison as they are
still looking for the best employment and evaluating their present choice of employment.

Single Employees

Local Banks Mean | SD Foreign Banks Mean | SD
Accountability 474 | 1.28 Empowerment 517 | 0.73
Empowerment 473 | 1.16 Accountability 516 | 0.72

Stewardship 469 | 1.17 Stewardship 5.04 | 0.86

Normative Commitment 4.29 0.55 Normative Commitment 441 0.39
Continuous Commitment | 4.19 0.43 Affective Commitment 441 1.05

Affective Commitment 417 | 0.77 Continuous Commitment | 4.32 | 042
Table 5: Mean Comparison between Single Employees in Local and Foreign Banks

Married Employees

Local Banks Mean | SD Foreign Banks Mean | SD
Empowerment 4.82 019 Accountability 483 | 121
Accountability 478 Oé8 Empowerment 471 | 110
Forgiveness 447 140 Stewardship 460 | 123
Normative Commitment | 4.49 0%4 Normative Commitment 448 | 051
Affective Commitment 418 0%6 Continuous Commitment | 4.28 | 0.42
Continuous Commitment | 4.01 065 Affective Commitment 408 | 092

Table 6: Mean Comparison between Married Employees in Local and Foreign Banks

4.2.5. Comparison between Employees’ Ethnicity of Local and Foreign Banks

Mean comparison was done between Malays, Chinese, and Indians employees of local and foreign banks are shown in
Table 7, 8, and 9. Foreign banks’ Chinese employees indicated accountability (mean=5.27), empowerment (mean=5.16), and
stewardship (mean=4.90) as their important concerns on servant leadership. Whereby on organizational commitment, they
indicated affective commitment (mean=4.55), normative commitment (mean=4.47), and continuous commitment
(mean=4.39) as their important concerns. Meanwhile, foreign banks' Indians employees ranked accountability (mean=5.02),
empowerment (mean=4.97), and stewardship (mean=4.78) as their important concerns on servant leadership. Whereby on
organizational commitment, they indicated normative commitment (mean=4.46), continuous commitment (mean=4.28), and
affective commitment (mean=4.28) as their important concerns. These were followed by local bank Chinese employees
indicated accountability (mean=4.97), empowerment (mean=4.88), and stewardship (mean=4.77) as their important concerns
on servant leadership. On the other hand, the organizational commitment they indicated normative commitment (mean=4.36),
continuous commitment (mean=4.27), and affective commitment (mean=4.15).

Malays employees of foreign banks indicated their concern on servant leadership as forgiveness (mean=4.80),
accountability (mean=4.59), and empowerment (mean=4.54). Whereby for organizational commitment, they ranked
normative commitment (mean=4.43), continuous commitment (mean=4.22), and affective commitment (mean=3.77). Malays
employees of local banks indicated their concern on servant leadership as empowerment (mean=4.80), accountability
(mean=4.75), and forgiveness (mean=4.50). Whereby for organizational commitment, they ranked normative commitment
(mean=4.46), affective commitment (mean=4.18), and continuous commitment (mean=4.00). Indians employees of local
banks indicated their concern on servant leadership as empowerment (mean=4.67), accountability (mean=4.63), and
stewardship (mean=4.63). Whereby for organizational commitment, they ranked normative commitment (mean=4.45),
affective commitment (mean=4.22), and continuous commitment (mean=4.11).

The overall comparison between ethnic of local and foreign banks indicated that foreign and local banks' Chinese
employees had the highest means of rank comparison with other ethnics. Interestingly, Chinese bank employees in the local
and foreign banks indicated the similar view on their servant leadership concerns namely, accountability, empowerment, and
stewardship.
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Malays Employees

Local Bank Mean | SD Foreign Bank Mean SD
Empowerment 480 | 091 Forgiveness 4.80 139
Accountability 475 | 0.87 Accountability 459 111

Forgiveness 450 | 101 Empowerment 4.54 112

Normative 446 | 049 | Normative Commitment | 4.43 | 0.48

Commitment
Affective Commitment 4.18 0.61 | Continuous Commitment | 4.22 0.42
Continuous 400 | 049 | AffectiveCommitment | 3.77 | 1.03

Commitment

Table 7: Mean Comparison between Malays Employees in Local and Foreign Banks

Chinese Employees

Local Banks Mean SD Foreign Banks Mean SD
Accountability 497 1.06 Accountability 5.27 111
Empowerment 4.88 0.99 Empowerment 516 1.03

Stewardship 477 0.91 Stewardship 4.90 1.15

Normative 436 | 041 | AffectiveCommitment | 455 | 1.10
Commitment

Continuous 427 | 034 | NormativeCommitment | 447 | 0.48
Commitment

Affective Commitment 415 0.72 | Continuous Commitment 4.39 0.46
Table 8: Mean Comparison between Chinese Employees in Local and Foreign Banks

Indians Employees

Local Banks Mean SD Foreign Banks Mean SD
Empowerment 4.67 1.23 Accountability 5.02 1.03
Accountability 4.63 1.19 Empowerment 497 0.91

Stewardship 4.63 1.28 Stewardship 478 0.97

Normative 445 | 059 | Normative Commitment | 4.46 0.47
Commitment

Affective Commitment 422 1.04 Affective Commitment 4.28 091

Continuous 411 | 058 | ContinuousCommitment | 4.28 0.39
Commitment

Table 9: Mean Comparison between Indians Employees in Local and Foreign Banks

4.2.6. Comparison between Employees Length of Service of Local and Foreign Banks

Mean comparison was done between Malays, Chinese, and Indians employees of local and foreign banks are shown in
Table 10, 11, and 12. Foreign banks’ employees with 4-6 years of service indicated accountability (mean=5.53), empowerment
(mean=4.47), and stewardship (mean=4.97) as their important concerns on servant leadership. Whereby on organizational
commitment, they indicated normative commitment (mean=4.78), affective commitment (mean=4.50), and continuous
commitment (mean=4.40) as their important concerns. Followed by local banks' employees with a 4-6 year of service ranked
their servant leadership as empowerment (mean=4.97), accountability (mean=4.73), and forgiveness (mean=4.62). Whereby
on organizational commitment, they indicated normative commitment (mean=4.71), affective commitment (mean=4.19), and
continuous commitment (mean=4.11) as their important concerns.

Meanwhile, foreign banks’ employees with more than 7 years ranked accountability (mean=4.89), empowerment
(mean=4.79), and stewardship (mean=4.69) as their important concerns on servant leadership. Whereby on organizational
commitment, they indicated continuous commitment (mean=4.29), normative commitment (mean=4.26), and affective
commitment (mean=4.16) as their important concerns. These were followed by local bank employees with more than 7 years
indicated accountability (mean=4.89), empowerment (mean=4.81), and stewardship (mean=4.48) as their important concerns
on servant leadership. On the other hand, the organizational commitment they indicated normative commitment (mean=4.44),
affective commitment (mean=4.22), and continuous commitment (mean=3.97).

Moreover, local banks' employees with less than 3 years ranked empowerment (mean=4.72), accountability (mean=4.65), and
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stewardship (mean=4.65) as their important concerns on servant leadership. Whereby on organizational commitment, they
indicated normative commitment (mean=4.27), continuous commitment (mean=4.21), and affective commitment
(mean=4.11) as their important concerns. These were followed by foreign bank employees with less than 3 years ranked
accountability (mean=4.65), empowerment (mean=4.64), and stewardship (mean=4.57) as their important concerns on
servant leadership. On the other hand, the organizational commitment they indicated normative commitment (mean=4.47),
continuous commitment (mean=4.21), and affective commitment (mean=4.03).

Less than 3 Years of Services

Local Banks Mean | SD Foreign Banks Mean | SD
Empowerment 472 | 0.98 Accountability 465 | 1.23
Accountability 465 | 1.08 Empowerment 464 | 1.05

Stewardship 465 | 0.99 Stewardship 457 | 1.18

Normative Commitment 4.27 0.49 Normative Commitment 4.47 0.49
Continuous Commitment 421 0.34 | Continuous Commitment | 4.21 0.28

Affective Commitment 411 | 058 Affective Commitment 403 | 090
Table 10: Mean Comparison for Less than Three Years of Service in Local and Foreign Banks

4-6 Years of Services

Local Banks Mean SD Foreign Banks Mean SD
Empowerment 497 0.67 Accountability 5.53 0.61
Accountability 473 0.86 Empowerment 5.47 0.50

Forgiveness 4.62 0.96 Stewardship 497 0.99

Normative Commitment 471 0.34 | Normative Commitment 478 0.33
Affective Commitment 419 0.52 Affective Commitment 4.50 0.86
Continuous Commitment 411 0.43 | Continuous Commitment 4.40 0.45

Table 11: Mean Comparison between Four to Six Years of Servicein Local and Foreign Banks

More than 7 Years of Services

Local Banks Mean SD Foreign Banks Mean SD
Accountability 4.89 0.85 Accountability 4.89 1.10
Empowerment 481 1.02 Empowerment 4.79 113

Stewardship 448 1.08 Stewardship 4.69 1.16

Normative Commitment 444 0.50 | Continuous Commitment 4.29 0.49
Affective Commitment 4.22 0.80 | Normative Commitment 4.26 0.43
Continuous Commitment 3.97 0.56 Affective Commitment 416 122

Table 12: Mean Comparison for More than Seven Years of Service in Local and Foreign Banks

5. Conclusion

This paper provides a better understanding of the right leadership in fostering bank employees’ commitment,
especially in the banking sector. The results of this study also hope to improve the leader-follower relationship and allow more
leaders to realize the benefits of using servant leadership in increasing their relationship with their subordinates, influencing
the subordinates' positive job behaviour as well as increasing their subordinates' satisfaction and commitment with their job,
department, and organization.

Furthermore, this study also aims at assisting the human resource department of local and foreign banks to conduct
proper leadership training to their employees. This would promote new ideas for them to apply servant leadership training to
improve the leadership skills among leaders that may lead to rising up bank employees’ organizational commitment.
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