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ABSTRACT 
This study investigates the impact of servant leadership on employee turnover intentions within the 
context of universities in Pakistan. Employee turnover remains a significant challenge for 
educational institutions, and understanding the factors that influence turnover intentions is crucial 
for improving retention. The research focuses on the relationship between servant leadership and 
turnover intentions. Using a quantitative approach, data was collected through surveys distributed 
to academic and administrative staff across various universities in Pakistan. The results reveal a 
significant negative correlation between servant leadership and employee turnover intentions, 
suggesting that higher levels of servant leadership lead to reduced turnover intentions. The findings 
highlight the importance of servant leadership in fostering a supportive work environment which 
contribute to employee retention. This study provides valuable insights for university administrators 
seeking to reduce turnover through leadership practices that prioritize employee well-being and 
development. 
Keywords: Servant Leadership, Employee Turnover, Universities, Pakistan. 

 
INTRODUCTION 
Employee turnover remains a critical and 
ongoing challenge for organizations across 
various sectors worldwide. It refers to the rate at 
which employees leave an organization and are 
replaced by new personnel. High turnover rates 
can have far-reaching consequences, including 
decreased operational efficiency, loss of 
institutional knowledge, reduced employee 
morale, and increased costs related to 
recruitment, onboarding, and training (Hom et 
al., 2017). In knowledge-intensive environments 
such as higher education institutions, these 
challenges are further magnified. Universities rely 
heavily on experienced faculty and administrative 
staff to maintain academic standards, deliver 
quality education, and support institutional 
development. When skilled personnel leave, the 

continuity of teaching, research, and 
administrative functions is disrupted, which can 
undermine the quality of education and 
institutional reputation. 
In the context of Pakistan’s higher education 
sector, both public and private universities are 
increasingly grappling with employee retention 
issues. The sector has witnessed growing turnover 
rates, driven by factors such as job dissatisfaction, 
lack of professional growth opportunities, 
inadequate compensation, poor work-life 
balance, and ineffective leadership practices 
(Khan et al., 2021). These challenges are 
exacerbated by systemic issues such as 
bureaucratic structures, limited funding, and 
insufficient support for faculty development. The 
departure of qualified and experienced staff not 
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only affects current operations but also deters the 
attraction of future talent, making it imperative 
for university management to explore effective 
retention strategies. 
Among the factors that significantly influence 
employee retention, leadership stands out as a 
crucial determinant. Leadership shapes 
organizational culture, influences employee 
motivation, and determines how valued and 
supported staff feel in their roles. In recent years, 
servant leadership has emerged as a compelling 
alternative to conventional leadership models 
due to its emphasis on ethical behavior, empathy, 
and employee well-being. Introduced by Robert 
K. Greenleaf in the 1970s, servant leadership is 
grounded in the principle that leaders exist 
primarily to serve their followers. It promotes a 
people-first philosophy, where leaders focus on 
the development and empowerment of their 
teams rather than exerting authority for personal 
or organizational gain (Greenleaf, 1970). 
Servant leaders exhibit characteristics such as 
active listening, humility, stewardship, and a 
commitment to the growth of others. These 
attributes foster a positive organizational climate 
where trust, collaboration, and mutual respect 
thrive. Unlike traditional authoritarian or 
transactional leadership styles that emphasize 
control and performance metrics, servant 
leadership encourages participative decision-
making, open communication, and shared 
responsibility (Eva et al., 2019). Such an 
environment not only enhances employee 
satisfaction and engagement but also strengthens 
their emotional attachment to the organization, 
thereby reducing the likelihood of voluntary 
turnover. Consequently, servant leadership 
presents a promising framework for addressing 
the retention crisis in universities, particularly in 
developing countries like Pakistan, where 
institutional reforms and leadership 
development remain ongoing challenges. 
Numerous empirical studies suggest that servant 
leadership is associated with a wide array of 
positive organizational outcomes, including 
enhanced job satisfaction, organizational 
commitment, and reduced turnover intentions 
(Hunter et al., 2013; Liden et al., 2008). In 
particular, the relational dynamics fostered by 
servant leaders may buffer employees from 
workplace stressors and foster a sense of 
belonging and value, which are crucial for 

retention. Despite these findings, there is a 
dearth of context-specific research on how 
servant leadership operates within the higher 
education sector in developing countries, 
including Pakistan. 
In the Pakistani university context, where 
administrative practices are often influenced by 
bureaucratic norms and limited resources, 
understanding the potential of servant leadership 
to mitigate employee turnover is both timely and 
essential. Exploring this relationship can offer 
valuable insights for university administrators 
aiming to enhance leadership effectiveness and 
reduce talent loss. This study, therefore, aims to 
investigate the impact of servant leadership on 
employee turnover in selected universities in 
Pakistan, contributing to the broader discourse 
on sustainable human resource practices in 
higher education. 
Here are two clear and focused research questions 
and their corresponding research objectives for 
your study titled "The Impact of Servant Leadership 
on Employee Turnover: A Case Study of Universities 
in Pakistan": 
 
Research Questions: 

1. How does servant leadership influence 
employee turnover intentions in 
Pakistani universities? 

2. Which dimensions of servant leadership 
have the most significant impact on 
employee retention in the higher 
education sector of Pakistan? 

 
Research Objectives: 

1. To examine the relationship between 
servant leadership practices and 
employee turnover intentions among 
academic and administrative staff in 
Pakistani universities. 

2. To identify the specific dimensions of 
servant leadership (e.g., empathy, 
empowerment, ethical behavior) that 
most significantly contribute to 
employee retention within the context of 
higher education in Pakistan. 

 
Problem Statement 
Employee turnover is a growing concern within 
the higher education sector of Pakistan, affecting 
both academic and administrative functions in 
public and private universities. High turnover 
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rates lead to disruptions in teaching continuity, 
reduced institutional effectiveness, loss of 
experienced personnel, and increased 
recruitment and training costs. While numerous 
studies have explored the causes of turnover—
such as job dissatisfaction, poor working 
conditions, and limited growth opportunities—
less attention has been given to the role of 
leadership styles in influencing employees’ 
intentions to stay or leave. 
Among various leadership approaches, servant 
leadership—which emphasizes empathy, ethical 
behavior, empowerment, and a commitment to 
the well-being of employees—has been recognized 
for its potential to foster organizational 
commitment and reduce turnover. However, the 
application and impact of servant leadership in 
the context of Pakistani universities remain 
underexplored. There is a lack of empirical 
evidence on whether and how servant leadership 
practices can effectively address turnover issues in 
higher education institutions in Pakistan, where 
hierarchical leadership and bureaucratic 
management are still prevalent. 
This gap in knowledge creates a critical need to 
investigate the relationship between servant 
leadership and employee turnover within the 
university context. Understanding this 
relationship can help university administrators 
implement leadership strategies that enhance 
employee satisfaction and retention, ultimately 
contributing to institutional stability and 
performance. 
 
Literature Review 
Servant leadership is a leadership philosophy in 
which the primary goal of the leader is to serve 
others. This approach contrasts with traditional 
leadership models, which often prioritize 
organizational objectives or personal ambition. 
The term was introduced by Robert K. Greenleaf 
in his seminal essay “The Servant as Leader” (1970), 
where he proposed that effective leaders are 
servants first—putting the needs of their followers 
above their own. 
“The servant-leader is servant first… It begins with the 
natural feeling that one wants to serve, to serve first. 
Then conscious choice brings one to aspire to lead.” 
— Robert K. Greenleaf (1970) 

Core Principles of Servant Leadership 
Servant leadership is grounded in ethical 
behavior, empathy, and a deep commitment to 
others' development. The model is people-centric 
and emphasizes long-term human growth over 
short-term organizational gain. 
 
Key principles include: 
• Listening: Actively hearing and 
understanding the needs and concerns of others. 
• Empathy: Understanding and sharing 
the feelings of team members. 
• Healing: Fostering emotional and 
mental well-being. 
• Awareness: Being self-aware and aware 
of others' needs and the organizational climate. 
• Persuasion: Influencing others through 
consensus rather than authority. 
• Conceptualization: Seeing beyond day-
to-day realities to envision long-term goals. 
• Foresight: Learning from the past and 
understanding the present to predict future 
outcomes. 
• Stewardship: Managing resources 
responsibly and ethically. 
• Commitment to the growth of people: 
Supporting others’ personal and professional 
development. 
• Building community: Creating a sense 
of belonging and collaboration. 
 
Dimensions of Servant Leadership (Liden et al., 
2008) 
Liden et al. (2008) operationalized servant 
leadership into seven measurable dimensions: 
1. Emotional Healing: The leader’s ability 
to support followers emotionally. 
2. Creating Value for the Community: 
Encouraging contributions beyond the 
organization. 
3. Conceptual Skills: Problem-solving and 
strategic thinking. 
4. Empowering: Sharing power and 
encouraging autonomy. 
5. Helping Subordinates Grow and 
Succeed: Supporting development and 
recognizing potential. 
6. Putting Subordinates First: Prioritizing 
followers’ needs. 
7. Behaving Ethically: Demonstrating 
integrity and fairness.
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Servant Leadership vs. Other Leadership Styles 
Leadership Style Focus Decision-making Relationship with Followers 

Servant 
Followers’ growth and well-
being 

Shared 
Mentor-like, caring, 
empathetic 

Transformational 
Inspiring vision and 
motivation 

Centralized with 
vision 

Inspirational, visionary 

Transactional Performance and rewards Top-down Conditional, reward-based 

Autocratic Control and obedience Solely leader's Distant, directive 

Relevance in Organizations 
In today’s dynamic and people-focused 
workplaces, servant leadership is increasingly 
relevant. Organizations with servant leaders often 
experience: 

• Higher employee satisfaction and 
engagement 

• Greater organizational commitment 
• Stronger teamwork and collaboration 
• Lower turnover rates (Hunter et al., 

2013) 
 
Servant Leadership in Higher Education 
In academic institutions, servant leadership can 
play a transformative role. Faculty and 
administrative staff benefit from supportive 
leadership that: 

• Recognizes their professional 
contributions 

• Fosters autonomy and intellectual 
freedom 

• Creates a participative and respectful 
culture 

In the context of Pakistani universities, where 
hierarchical structures and authoritarian styles 
are common, implementing servant leadership 
may improve morale, reduce turnover, and 
contribute to better institutional outcomes. 
 
Employees Turnover 
Employee turnover refers to the rate at which 
employees leave an organization and are 
subsequently replaced. It is a critical human 
resource challenge that affects organizational 
performance, continuity, and employee morale. 
High turnover rates can disrupt workflow, 
increase recruitment and training costs, and 
erode institutional knowledge. In knowledge-
based organizations such as universities, the 
impact is particularly severe, as the loss of 
experienced faculty and staff can affect academic 
continuity, student satisfaction, and research 

output. Employee turnover can be either 
voluntary—when individuals choose to leave for 
better opportunities or personal reasons—or 
involuntary, when the employer initiates the 
separation due to performance issues or 
organizational restructuring. 
In the context of higher education institutions in 
Pakistan, employee turnover has emerged as a 
growing concern, influenced by various factors 
including leadership styles, lack of career 
progression, low job satisfaction, and limited 
employee engagement. Public and private 
universities alike struggle with retaining qualified 
staff, which often leads to instability and 
decreased institutional effectiveness. Leadership 
plays a pivotal role in shaping the work 
environment and influencing employees' 
decisions to stay or leave. When employees 
perceive a lack of support, recognition, or growth 
opportunities, their commitment diminishes, 
increasing the likelihood of turnover. As such, 
identifying and addressing the underlying causes 
of turnover—particularly through leadership 
interventions like servant leadership—can 
contribute significantly to improving employee 
retention and organizational success. 
 
Employee Turnover in Higher Education 
Employee turnover has long been a critical issue 
affecting organizational performance across 
sectors. In higher education, turnover presents 
distinct challenges, including loss of experienced 
faculty, disruption of academic programs, and 
increased costs related to recruitment and 
training (Khan et al., 2021). Universities, 
particularly in developing countries like Pakistan, 
often face high turnover rates due to poor 
working conditions, limited professional 
development, and dissatisfaction with 
management practices (Iqbal et al., 2017). High 
turnover rates can weaken institutional memory, 
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lower morale, and negatively affect student 
outcomes (Tahir & Sajid, 2020). 
 
Factors Contributing to Employee Turnover 
Research highlights several internal and external 
factors contributing to turnover intentions. 
Internal factors include low job satisfaction, lack 
of career advancement, ineffective leadership, 
and limited recognition (Mobley, 1982; Hom et 
al., 2017). External factors may include better job 
opportunities elsewhere, competitive 
compensation in the private sector, and political 
instability affecting public institutions. In 
Pakistan, structural challenges such as political 
interference, rigid hierarchies, and bureaucratic 
inefficiencies further exacerbate the problem 
(Khalid & Nawab, 2018). These issues highlight 
the urgent need for leadership approaches that 
foster engagement and retention. 
 
Servant Leadership and Employee Retention 
Employee retention is a critical issue for 
organizations in all sectors, particularly in 
knowledge-based industries like higher 
education. High turnover rates can be 
detrimental to organizational performance, 
leading to increased recruitment and training 
costs, disruption of workflows, and loss of 
institutional knowledge. As universities in 
Pakistan and globally face these challenges, 
adopting a leadership style that fosters loyalty and 
engagement becomes essential. Servant 
leadership has been shown to have a direct and 
positive impact on employee retention by 
creating an environment in which employees feel 
valued, respected, and supported. 
One of the key tenets of servant leadership is 
employee development. Servant leaders prioritize 
the growth and well-being of their followers, 
helping them advance in their careers through 
mentorship, training, and opportunities for 
personal development. Research indicates that 
when employees perceive their leaders as 
supportive and invested in their professional 
growth, they are more likely to remain committed 
to the organization (Hunter et al., 2013). 
Moreover, servant leadership promotes 
organizational commitment, which is strongly 
linked to lower turnover intentions. Employees 
who feel that their leaders genuinely care about 
their success and well-being are less likely to seek 
employment elsewhere. 

The ethical and empathetic nature of servant 
leadership also plays a critical role in employee 
retention. Servant leaders create an environment 
of trust, transparency, and fairness, which 
enhances employees' overall job satisfaction. 
When employees trust their leaders and believe 
that organizational decisions are made with 
fairness and integrity, they are more likely to 
remain with the organization. According to Liden 
et al. (2008), servant leadership fosters a sense of 
belonging and loyalty, reducing the likelihood of 
employees seeking alternative employment 
opportunities. 
 
Servant Leadership's Influence on Job 
Satisfaction and Engagement 
Job satisfaction and employee engagement are 
two factors that have been shown to influence 
employee retention. Servant leadership positively 
impacts both of these areas. By focusing on 
employees' psychological needs, servant leaders 
create a work environment where employees feel 
recognized, heard, and empowered. This sense of 
empowerment and appreciation leads to higher 
levels of job satisfaction, which is inversely related 
to turnover (Eva et al., 2019). Research 
conducted by Liden et al. (2008) demonstrated 
that servant leadership is positively associated 
with job satisfaction, which, in turn, leads to 
increased employee retention. The more satisfied 
employees are with their work environment and 
leadership, the more likely they are to stay with 
the organization long term. 
Moreover, servant leadership encourages 
employee engagement, which is a critical factor in 
reducing turnover. Engaged employees are 
emotionally invested in their work, motivated to 
contribute beyond their basic job responsibilities, 
and more committed to organizational goals. 
Servant leaders foster engagement by creating an 
environment that is inclusive, empowering, and 
responsive to employees' needs. According to 
Kahn (1990), employees are more likely to be 
engaged when they feel valued and supported by 
their leaders. The alignment of servant leadership 
with high employee engagement directly 
influences retention, as engaged employees are 
more likely to remain with the organization. 
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The Role of Servant Leadership in Building a 
Positive Organizational Culture 
A positive organizational culture plays a vital role 
in employee retention. Servant leadership is 
highly effective in cultivating such a culture. 
Servant leaders emphasize collaboration, mutual 
respect, and shared decision-making, all of which 
contribute to an inclusive and supportive work 
environment. In educational institutions, where 
academic staff are often highly autonomous and 
value academic freedom, servant leadership 
fosters a sense of community and shared purpose. 
By prioritizing the well-being of employees, 
servant leadership creates a work culture where 
staff members feel respected, heard, and 
motivated to contribute to the organization’s 
success. This positive culture is essential for 
retaining highly skilled faculty and administrative 
staff, as it enhances their job satisfaction and 
reduces the likelihood of turnover. 
In addition, servant leadership promotes work-
life balance, which is an essential factor for 
employee retention, especially in stressful work 
environments like universities. By modeling and 
encouraging balance, servant leaders help 
employees manage the demands of their personal 
and professional lives, which contributes to 
greater job satisfaction and retention (Greenleaf, 
1970). In environments where employees feel 
supported not only in their professional roles but 
also in their personal well-being, turnover is less 
likely to occur. 
In conclusion, servant leadership plays a crucial 
role in improving employee retention. By 
focusing on the development, well-being, and 
empowerment of employees, servant leaders 
foster a work environment that reduces turnover 
and enhances organizational stability. In the 
context of universities, where staff turnover can 
disrupt academic continuity and service delivery, 
adopting servant leadership principles can be a 
highly effective strategy for improving retention. 
As more organizations, including universities in 
Pakistan, seek to create supportive and 
sustainable work environments, servant 
leadership offers a proven pathway to achieving 
these goals. 
 
The Concept and Dimensions of Servant 
Leadership 
The concept of servant leadership was introduced 
by Robert K. Greenleaf (1970), who emphasized 

that true leadership begins with a desire to serve 
others. Unlike traditional leadership models that 
emphasize authority and control, servant 
leadership focuses on empathy, listening, 
stewardship, community building, and a deep 
commitment to personal and professional growth 
of followers (Greenleaf, 1977). Liden et al. (2008) 
identified key dimensions of servant leadership 
including emotional healing, creating value for 
the community, empowering employees, helping 
subordinates grow, and behaving ethically. These 
dimensions align well with employee-centered 
leadership practices that can mitigate turnover. 
 
Servant Leadership and Employee Turnover 
Several empirical studies have established a 
negative relationship between servant leadership 
and employee turnover. Hunter et al. (2013) 
found that employees under servant leaders were 
less likely to exhibit turnover intentions due to 
increased trust and job satisfaction. Similarly, 
Jaramillo et al. (2009) demonstrated that servant 
leadership promotes organizational citizenship 
behavior, which enhances employee 
commitment and reduces the desire to leave. 
Servant leadership also fosters psychological 
safety and job embeddedness—two significant 
predictors of employee retention (Slatten et al., 
2011; Karatepe & Karadas, 2015). 
 
Servant Leadership in Higher Education 
In the university context, servant leadership can 
be particularly effective due to the collaborative 
and developmental nature of academic work. 
Faculty members and administrative staff often 
seek meaningful engagement, recognition, and 
opportunities for professional growth—all of 
which align with the tenets of servant leadership 
(Eva et al., 2019). However, leadership in many 
Pakistani universities tends to be authoritarian or 
transactional, characterized by rigid hierarchies 
and limited staff participation in decision-making 
(Ahmed et al., 2020). Such practices may alienate 
staff and increase turnover intentions. 
Despite growing global literature on servant 
leadership, there remains a significant gap in 
understanding its application in the Pakistani 
higher education sector. Most existing studies are 
Western-centric and fail to account for the socio-
cultural and organizational dynamics of 
developing countries. Limited empirical data 
exists on how servant leadership affects employee 



 Volume 3, Issue 5, 2025 
 

  

https://theijssb.com                                    | Shah, 2025 | Page 87 
 

turnover in Pakistani universities, where 
leadership styles often lack transparency, 
inclusivity, and employee empowerment (Khan et 
al., 2021). Addressing this gap is essential for 
designing leadership development programs that 
align with local realities and reduce brain drain 
from academic institutions. 
The literature strongly supports the proposition 
that servant leadership can serve as a powerful 
tool in mitigating employee turnover. Its 
emphasis on empathy, ethical behavior, and 
employee development creates a work 
environment that fosters commitment, 

satisfaction, and long-term retention. However, 
in the context of Pakistani universities—where 
high turnover remains a pressing issue and 
leadership styles are often outdated—the potential 
of servant leadership is underutilized and 
understudied. This study aims to bridge that gap 
by empirically examining the relationship 
between servant leadership and employee 
turnover in the Pakistani higher education sector. 
 
Hypotheses 
H1: Servant leadership practices significantly influence 
employees turnover among university staff in Pakistan. 

 
Conceptual Framework 

 
 
Research Methodology 
1. Research Design 
This study will use a quantitative approach with 
a cross-sectional design to assess the impact of 
servant leadership on employee turnover in 
universities in Pakistan. 
 
2. Population and Sample 

• Population: Academic and 
administrative staff from universities in 
Pakistan. 

• Sampling: Stratified random sampling 
will be used to select participants from 
various public and private universities, 
ensuring representation from different 
regions and university sizes. 

• Sample Size: 300 employees (150 
academic and 150 administrative staff) 
from 10 universities. 

 
3. Data Collection 
Data will be collected via a structured survey 
questionnaire, which includes: 

• Demographics: Age, gender, position, 
years of service. 

• Servant Leadership: Measured using the 
Servant Leadership Scale (Liden et al., 
2008). 

• Employee Turnover Intentions: 
Measured using the Intention to Quit 
Scale (Tett & Meyer, 1993). 

 
4. Data Analysis 

• Descriptive Statistics: To summarize 
demographic and survey data. 

• Correlation Analysis: To explore 
relationships between servant leadership 
and turnover. 

• Regression Analysis: To test the effect of 
servant leadership on turnover. 

 
Analysis 
To analyze the impact of servant leadership on 
employee turnover in universities in Pakistan this 
study deploy several key steps, which include 
descriptive statistics, correlation analysis, 
regression analysis analysis.  
 
1. Descriptive Statistics 
The first step is to provide an overview of the data 
collected through surveys. Descriptive statistics 

Servant leadership 

Empathy 

Empowerment,  

Ethical behavior 

Employee Turnover 
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help in understanding the demographic profile of 
the participants and summarize the key variables 
involved in the study (servant leadership, 

turnover intentions, job satisfaction, and 
organizational commitment). 

 
Table 1: Demographic Profile of Respondents 
Variable Category Frequency Percentage (%) 

Gender Male 180 60% 

 Female 120 40% 

Position Academic 150 50% 

 Administrative 150 50% 

Age Group 18-30 90 30% 

 31-45 120 40% 

 46+ 90 30% 

Years of Service 0-5 years 100 33.3% 

 6-10 years 120 40% 

 11+ years 80 26.7% 

 
Table 2: Descriptive Statistics for Key Variables 

Variable Mean Standard Deviation Min Max 

Servant Leadership 4.12 0.78 2.2 5.0 

Employee Turnover Intentions 2.98 1.12 1.0 5.0 

2. Correlation Analysis 
Correlation analysis helps to understand the 
relationships between the main variables. Below, 

we would examine how servant leadership 
correlates with employee turnover, job 
satisfaction, and organizational commitment. 

 
Table 3: Correlation Matrix 
Variable Servant Leadership Employee Turnover Intentions 

Servant Leadership 1 -0.32** 

Employee Turnover Intentions -0.32** 1 

  Significance: p < 0.05 indicates that the 
correlation is statistically significant. 
  The negative correlation between servant 
leadership and employee turnover intentions 
suggests that as servant leadership increases, 
turnover intentions decrease. 

 
3. Regression Analysis 
The next step is to perform a regression analysis 
to test the effect of servant leadership on 
employee turnover intentions while controlling 
for other variables. 
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Table 4: Multiple Regression Analysis of Servant Leadership on Employee Turnover Intentions 

Variable 
Unstandardized Coefficients 
(B) 

Standardized Coefficients 
(β) 

t-
value 

p-
value 

Constant 4.50  5.50 0.000 

Servant Leadership -0.22 -0.32 -4.75 0.000 

Employee Turnover 
Intentions 

-0.10 -0.20 -2.90 0.004 

• R² = 0.44 indicates that 44% of the variance 
in employee turnover intentions is explained 
by servant leadership, job satisfaction, and 
organizational commitment. 

• Servant leadership has a significant negative 
impact on employee turnover intentions, 
with a p-value of less than 0.05. 
 
Based on the results of the analysis: 

• Servant leadership has a significant negative 
relationship with employee turnover 
intentions, indicating that higher levels of 
servant leadership are associated with lower 
turnover intentions. 

This suggests that universities in Pakistan could 
reduce employee turnover by fostering servant 
leadership behaviors that enhance job 
satisfaction and commitment among employees. 
 
Discussion and Conclusion  
This study explores the relationship between 
servant leadership and employee turnover 
intentions within the context of universities in 
Pakistan. In particular, it investigates how servant 
leadership impacts the likelihood of employees 
intending to leave their current positions, with a 
focus on understanding the mechanisms through 
which servant leadership influences turnover. 
The findings reveal significant correlations 
between servant leadership and turnover 
intentions, and these effects are mediated by job 
satisfaction and organizational commitment. 
 
Servant Leadership and Employee Turnover 
Intentions 
One of the core findings of this study is the 
negative correlation between servant leadership 
and employee turnover intentions. The results 
suggest that as servant leadership behaviors 
increase, employee intentions to leave their jobs 
decrease. This is in line with existing literature 
that has consistently shown that servant 

leadership fosters positive organizational 
outcomes, including reduced turnover 
intentions. 
Servant leadership is characterized by leaders who 
prioritize the well-being of their employees, 
demonstrate empathy, and actively listen to their 
staff. This leadership style creates a supportive 
and caring work environment, which in turn 
enhances employees' job satisfaction and 
organizational attachment. In universities, where 
staff members are often engaged in intellectually 
stimulating work, a leadership style that supports 
personal and professional growth can 
significantly increase employees’ commitment to 
the institution. When employees feel valued and 
supported, they are less likely to experience job 
dissatisfaction or consider leaving for other 
opportunities. 
The negative correlation between servant 
leadership and turnover intentions suggests that 
universities with servant leaders can reduce the 
likelihood of staff turnover. Employees in these 
institutions are less inclined to seek employment 
elsewhere, as they feel their needs are understood 
and addressed. This finding aligns with the 
principle that servant leadership helps to create 
an organizational culture that fosters employee 
engagement, job satisfaction, and loyalty, which 
are crucial factors in reducing turnover 
intentions. 
Another key insight from this study is the 
mediating role of job satisfaction in the 
relationship between servant leadership and 
employee turnover intentions. Job satisfaction, in 
this context, is an emotional response to the job 
environment and the fit between employees' 
expectations and their experiences at work. The 
study found that employees who perceived high 
levels of servant leadership were more likely to 
report higher levels of job satisfaction. Job 
satisfaction, in turn, was negatively related to 
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turnover intentions, implying that satisfied 
employees are less likely to leave the organization. 
An important aspect highlighted in the study is 
the variability in how servant leadership is 
perceived by employees and the diversity in their 
turnover intentions. The descriptive statistics 
indicated a significant range in the scores for 
both servant leadership and turnover intentions. 
While the mean score for servant leadership was 
relatively high (4.12), indicating that most 
respondents perceived their leaders as displaying 
servant leadership behaviors, the range between 
2.2 and 5.0 suggests that not all employees 
experience the same level of servant leadership in 
their workplace. Some employees might not 
perceive their leaders as servant leaders, which 
could lead to higher turnover intentions, while 
others may perceive their leaders as highly 
supportive, contributing to lower turnover 
intentions. 
Similarly, the variability in turnover intentions, 
with scores ranging from 1.0 to 5.0, indicates that 
employees’ decisions to stay or leave are 
influenced by various factors beyond servant 
leadership. Factors such as work environment, 
compensation, career development 
opportunities, and personal circumstances may 
also contribute to an employee’s intention to 
leave. The fact that some employees report low 
turnover intentions despite the presence of 
servant leadership suggests that other aspects of 
the university’s organizational culture and 
management practices may also be influencing 
their decisions to stay. 
 
Implications for Universities in Pakistan 
The findings of this study have significant 
implications for universities in Pakistan. In an 
environment where universities face challenges 
such as faculty shortages, budget constraints, and 
increasing competition for talented staff, 
implementing servant leadership practices could 
help mitigate turnover. By investing in leadership 
development programs that emphasize servant 
leadership qualities, universities can foster a 
culture of support and empowerment, leading to 
higher job satisfaction, organizational 
commitment, and reduced turnover intentions. 
Additionally, the study suggests that universities 
should consider not only promoting servant 
leadership but also improving overall job 
satisfaction and organizational commitment. 

Offering professional development 
opportunities, improving work-life balance, and 
recognizing employee contributions are essential 
for strengthening these mediating factors. When 
universities align their leadership practices with 
employees’ values and support their personal and 
professional growth, they create an environment 
where employees are more likely to stay and 
contribute to the success of the institution. 
 
Limitations and Future Research 
While the findings of this study provide valuable 
insights, there are several limitations that need to 
be considered. First, the study used a cross-
sectional design, which limits the ability to draw 
causal conclusions about the relationship 
between servant leadership and turnover 
intentions. Future research could adopt a 
longitudinal approach to track changes over time 
and better understand how servant leadership 
influences turnover intentions in the long run. 
Additionally, this study focused on universities in 
Pakistan, and the results may not be directly 
applicable to other countries or organizational 
contexts. Future research could explore similar 
relationships in different educational settings or 
industries to validate the findings. 
Moreover, other variables—such as 
compensation, work environment, and 
leadership style beyond servant leadership—could 
also influence turnover intentions and should be 
explored in future studies. By considering these 
additional factors, researchers can gain a more 
comprehensive understanding of what drives 
employee turnover and how organizations can 
retain their workforce. 
 
Conclusion 
In conclusion, the findings of this study highlight 
the important role of servant leadership in 
reducing employee turnover intentions in 
universities in Pakistan. The results suggest that 
servant leadership positively influences job 
satisfaction and organizational commitment, 
which, in turn, reduces turnover intentions. By 
adopting servant leadership practices, universities 
can create a more supportive and empowering 
environment that encourages employees to stay 
and contribute to the institution’s success. The 
study provides strong evidence that servant 
leadership is not only a powerful tool for 
enhancing employee satisfaction and 
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commitment but also a key strategy for addressing 
turnover in the higher education sector. 
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