
International Journal of Management and Humanities (IJMH) 
ISSN: 2394–0913 (Online), Volume-4 Issue-6, February 2020 

 

104 

Retrieval Number: F0624024620/2020©BEIESP 
DOI:10.35940/ijmh.F0624.024620 
Journal Website: www.ijmh.org 
 
 

Published By: 
Blue Eyes Intelligence Engineering 
& Sciences Publication  
© Copyright: All rights reserved. 
 

 
The purpose of this study is to test the construct validity and 

reliability on the scale of servant leadership and aspects and 
indicators that can form this variable. Servant leadership is 
measured by five aspects, namely humility, love, vision, 
empowerment and trust. The population in this study are all Early 
Childhood Education teachers in Jetis District, Bantul Regency, 
with a sample of 60 people. The sampling technique used in this 
study is cluster random sampling. The data collection method is 
servant leadership scale. Research data are analyzed using 
Structural Equation Modeling (SEM) through the SmartPLS 
3.2.8 program. Based on the results of data analysis, the aspects 
and indicators that made up the servant leadership variable were 
declared valid and reliable. The most dominant aspect that reflects 
servant leadership was trust with a loading factor value of 0.779 
and the weakest aspect that reflects this variable was humility with 
a loading factor value of 0.568. It shows that all aspects and 
indicators are able to reflect and shape servant leadership 
variable. Thus, the measurement model can be accepted because 
the theory presented by the servant leadership variable is in 
accordance with the empirical data obtained from the subject. 

Keywords: Servant Leadership, Humility, Love, Vision, 
Empowerment 

I. INTRODUCTION 

Leadership is one of the most important things for an 
organization's success. The leader has the role to make 
decisions that are important to the organization, determine 
the goals and programs of the organization, to socialize 
organizational goals to employees, and to manage human 
resources so that all employees can work well. On the other 
hand, the changes that often occur both within the 
organization and outside the organization also require leaders 
to be able to overcome the various challenges that arise. 
Given the important role of a leader, the leadership style of a 
leader is important to note. One important leadership style to 
be applied at this time is servant leadership [1].Servant 
leadership is a leadership style that is more focused on 
serving others [2]. The main purpose of servant leadership is 
to serve and meet the needs of employees [3]. Leaders with 
this leadership style strive to make employees wanting to try 
and develop [4]. 
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Servant leadership has various positive impacts such as 
increasing customer value co-creation (CVC) [5], increasing 
service-orientated behavior and service quality on employees 
[6], increasing employee trust in leaders [7], predicting 
commitment, satisfaction and intentions to stay on employees 
[8], increasing work engagement [9] and increasing 
employee commitment [10]. 

Other results show that servant leadership is related to 
employee behavior and organizational citizenship behavior 
[11], and positively correlated with company and employee 
performance and employee creativity [12]. In contrast, 
servant leadership is negatively correlated with narcissistic 
behavior in leaders [13] and employee turnover [12]. Servant 
leadership is motivated by various factors, including the 
existence of trust and commitment to the organization [14], 
the status of the leader as the founder [13], as well as 
personality and motivation [15]. 

Servant leadership was initially popularized by Robert 
Greenleaf [16] in his essay which suggested the importance 
of leaders to develop the potential of their subordinates and 
set a good example for them. However, even though this 
initial concept of leadership already exists, the development 
of research on servant leadership has only begun to develop 
since the research of Ehrhart [17]. The development of 
research on servant leadership then progressed; his research 
not only focuses in the scope of individuals but also in 
organization [18]. 

The development of research on servant leadership can be 
categorized into three phases. The first phase is the 
development phase of the concept of servant leadership. This 
phase focuses on the writings and research results of 
Greenleaf [16] and Spears [19]. The second phase is the 
development phase of servant leadership measurement. This 
phase is marked by the development of servant leadership 
measurement tools and test to reveal the relationship between 
servant leadership with various other variables. The third 
phase is the servant leadership research phase. This phase is 
marked by the development of more sophisticated research 
designs, in this phase research is conducted to understand the 
causes, mediators and structural models of servant leadership 
[20]. 

Servant leadership is a style of leadership that makes 
service a primary goal. Leaders strive to develop the 
resources of their subordinates [16]. Then Ehrhart [17] 
defines servant leadership as leadership that aims to achieve 
organizational goals and develop subordinates,  
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consumers and all stakeholders of the organization. 
Servant leadership is a holistic leadership approach that 
involves the relational, rational, ethical, emotional and 
spiritual aspects of the leader and its members, so that they 
are jointly transformed to develop and achieve goals [21]. 

Research on servant leadership continues to develop, in the 
third phase of the development, this variable leads to its 
relationship with other variables [20]. Recent studies have 
suggested that servant leadership is positively correlated with 
performance and proactive attitudes towards employees [22], 
cross-cultural studies show that the positive effect of servant 
leadership on this performance occurs significantly in the 
Asian region [23]. Other recent research results also show 
that servant leadership increases knowledge sharing behavior 
among employees [24], increases job satisfaction and life 
satisfaction [25]-[26], and increases teamwork effectiveness 
[27]. It can directly increase employee confidence and 
creativity and reduce the intention to be late at work [28]. In a 
company led by women, servant leadership also has a 
positive influence on organizational commitment and 
organizational behavior of employees [29]. In addition to 
organizational settings, servant leadership has also begun to 
be developed in early childhood [30], and school counselors 
[31]. 

According to Irving [32] there are five aspects of servant 
leadership. The first aspect is love. Love in servant leadership 
refers to the moral love that motivates individuals to do the 
right thing at the right time and for the right reasons. Love for 
servant leadership is manifested by sincere concern for 
employees, interest in the lives of employees and respect in 
which leader feel employee’s presence as meaningful. The 

second aspect is empowerment and this aspect emphasizes 
the importance of teamwork. Empowerment is demonstrated 
by the belief in giving tasks to others, the willingness to listen 
to the opinions of employees, emphasizing the importance of 
teamwork and the role of each individual, as well as placing 
all members equally and appreciating them. 

The third aspect of servant leadership is vision. The leader 
has a clear vision, openness about the goals of the 
organization and is able to organize strategies to achieve that 
vision so that the team can work effectively. The fourth 
aspect is humility. Leaders show modesty by showing respect 
for employees and acknowledging their contribution to the 
team. The fifth aspect is trust. Trust in servant leadership is 
demonstrated by the belief in its employees, so that the team 
can work openly and effectively. 

 
Fig. 1. Conceptual model of servant leadership 

  
Based on Figure 1 above, the hypotheses in this study are: 

1) A servant leadership scale measurement model is 

compatible with empirical data. 2) The servant leadership 
aspects such as humility, love, vision, empowerment and 
trust are able to form servant leadership variables. 

One approach that can be used in testing the construction 
of a measuring instrument is Confirmatory Factor Analysis 
(CFA). Confirmatory Factor Analysis (CFA) is one of the 
main approaches in factor analysis. It can be used to test 
aspects of a construct. This test is used to measure the model 
(model measurement) so that it can describe aspects and 
indicators of behavior in reflecting latent variables (servant 
leadership) by looking at the loading factor of each aspect 
that forms the construct. Confirmatory Factor Analysis 
(CFA) is also used to test the construct validity and construct 
reliability of the indicators (items) forming latent constructs 
[33]. Confirmatory Factor Analysis (CFA) used in this study 
is the second order Confirmatory Factor Analysis (2nd Order 
CFA), a measurement model that consists of two levels. The 
first level of analysis is carried out from aspects to its 
indicators and the second analysis is carried out from latent 
variables to its aspects [34]. 

Based on the description above, the problem formulations 
in this study are: 1) Is the scale of servant leadership valid and 
reliable? 2) Are the aspects of humility, love, vision, 
empowerment and trust able to form servant leadership 
variables? The purpose of this study is to: 1) Test the validity 
and reliability of the servant leadership scale and 2) examine 
the aspects and indicators that can form the servant leadership 
variables. 

II.  RESEARCH METHOD 

A. Population, Sample and Sampling Technique 

The population in this study were all Early Childhood 
Education teachers in Jetis District, Bantul Regency. The 
sample in this study consists of 60 Early Childhood 
Education teachers. The sampling technique used in this 
study is cluster random sampling technique. 

B. Data Collection Method 

Servant leadership is measured using a scale composed 
based on a Likert scaling model. The scale in this study was 
compiled by researchers with reference to aspects of servant 
leadership according to Irving [32], namely humility, love, 
vision, empowerment and trust. Example of items on the 
aspect of humility is "Principal appreciates the work of 
teachers" and example of items in the aspect of love is "The 
principal asks the employee's family conditions". Example of 
items in the vision aspect is "Principal explain the long-term 
goals of the organization". Example of items on the aspect of 
empowerment is "Principal is willing to listen to the opinions 
of teachers", and examples of items from aspect of trust is 
"Principal delegates tasks to teachers". Blueprints that are 
used as a reference in the preparation of servant leadership 
scale can be seen in table 1. 
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Table 1. Blueprint of servant leadership scale 

Aspect  Indicator 
Item Number 

Σ 
Favorable Unfavorable 

Love 1. Care for employees 
2. Care for employees‘s 
life  
3. Make employees feel 
meaningful 

7, 17, 20, 
29 

12, 22, 39, 
40 8 

Empow
erment 

1. Entrust duties to others 
2. Want to listen to the 
opinions of employees 
3. Concerned about 
teamwork and the role of 
each individual 
4. Respect all members and 
place them equally 

2, 6, 13, 
36 8, 15, 25, 27 8 

Vision 1. The leader has a clear 
vision 
2. Openness regarding 
organizational goals 
3. Able to develop 
strategies to achieve the 
organization's vision 

5, 21, 24, 
30 9, 23, 31, 11 8 

Humilit
y 

1. Respect employees 
2. Recognize employee 
contributions 

32, 33,35, 
38 4, 28, 34, 37 8 

Trust 1. Show confidence in 
employees 
2. Working openly 

1, 10, 
16,18 3, 14, 19, 26 8 

Total 20 20 40 

C. Construct Validity  

To test the construct validity and construct reliability, this 
study uses the outer model testing through the smartPLS 
3.2.8 program. The construct validity test was conducted to 
show the ability of each item or indicator (observed variable) 
to reflect each aspect and to reflect the variable (laten 
variable). 

The construct validity test consists of convergent and 
discriminant validity tests. The convergence validity can be 
seen from the loading factor and the Average Variance 
Extracted (AVE) value of  > 0.5 [35]. According to Hair, 
Hult, Ringle, and Sartedt [36] the higher the loading factor 
score, the more important the role of loading will be in 
interpreting the factor matrix. Loading factor and AVE value 
of > 0.5 are considered significant [34]. While discriminant 
validity can be seen from comparing the roots of the Average 
Variance Extracted (AVE) between aspects in which it must 
be higher than the correlation with other aspects [34]. 

D. Construct Reliability 

The construct reliability test was conducted to show the 
internal consistency of the measuring instrument by looking 
at the value of composite reliability and Cronbach alpha with 
a higher value. It would show the consistency value of each 
item in measuring latent variables. According to Hair, Hult, 
Ringle, and Sartedt [36] the expected composite reliability 
and Cronbach alpha values are > 0.7 although 0.6 values are 
still acceptable [34]. 

E. Data Analysis 

The data in this study were analyzed using the outer model 
with the CFA 2nd Order approach through the SmartPLS 3.2.8 
program. According to Abdillah and Hartono [36] Partial 
Least Square (PLS) is a variant-based Structural Equation 
Model (SEM) that can simultaneously test measurement 
models to test validity and reliability. 

III. RESULT 

The test results of the servant leadership scale outer model 
using the SmartPLS 3.2.8 program can be seen in Figure 2 
below. 

 
Fig. 1. Output outer model of servant leadership scale 

A. Construct Validity Test Result 

1. Convergent Validity 
Convergent validity test results are performed by testing 

the outer model seen from the loading factor value and 
Average Variance Extracted (AVE). This test is done by 
looking at the loading factor and AVE value of > 0.5. Based 
on the data analysis, it was found that the value of loading 
factors from variables to aspects and from aspects to 
indicators are > 0.5. Loading factor values of above 0.5 or 
more are considered strong enough to explain and validate 
latent constructs [35]. The results of convergent validity 
testing can be seen in table 2 and table 3. 

 

Table 2. Loading factor value (variable-aspect) 
Aspect Loading Factor Explanation 

Humility 0.568 Valid 
Love 0.590 Valid 
Vision 0.772 Valid 
Empowerment 0.736 Valid 
Trust  0.779 Valid 
 

Table 3. Loading factor value (aspect-item) 
Item Loading Factor Explanation 

KH35 0.845 Valid 
KH37 0.765 Valid 
KS20 1.000 Valid 
VS21 0.941 Valid 
VS30 0.674 Valid 
PB13 0.561 Valid 
PB15 0.953 Valid 
KP16 0.698 Valid 
KP19 0.903 Valid 

 

Convergent validity test results show that the value of 
Average Variance Extracted (AVE) is > 0.5. The Average 
Variance Extracted (AVE) value of the servant leadership 
variable is 0.530 and the Average Variance Extracted (AVE) 
value of each aspect can be seen in table 4. 
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Table 4. Average variance extracted (AVE) value 
Aspect AVE Explanation 

Humility 0.650 Valid 
Love 1.000 Valid 
Vision 0.670 Valid 
Empowerment 0.611 Valid 
Trust 0.651 Valid 
2. Discriminant Validity 

The results of discriminant validity test shows that the root 
value of the Average Variance Extracted (AVE) in each 
aspect is higher than AVE value in other aspects, so the 
discriminant validity criteria are met. The AVE root value of 
servant leadership variable can be seen in table 5. 

Table 5. AVE root value of servant leadership 
Aspect Humility Love Vision Empowerment Trust 

Humility 0.806 0.291 0.592 0.535 0.385 
Love 0.291 1.000 0.319 0.263 0.357 
Vision 0.592 0.391 0.819 0.488 0.478 
Empowerment 0.535 0.263 0.488 0.782 0.496 
Trust 0.385 0.357 0.478 0.496 0.807 

B. Construct Reliability Test Result 

Construct reliability testing is done by testing the outer 
model which is seen from the value of composite reliability 
and Cronbach alpha. This test is done by looking at the value 
of composite reliability and Cronbach alpha > 0.7 which 
means that the scale in this study is reliable. The composite 
reliability and Cronbach alpha values can be seen in table 6. 

 

Table 6. Composite reliability and Cronbach alpha value 
of servant leadership variable 

Variable Composite 
Reliability 

Cronbach Alpha Explanation 

Servant 
Leadership 

0.713 0.700 Reliable 

 
The results of construct reliability testing in table 6 shows 

that the scale of servant leadership has good reliability and 
means that the aspects that measure servant leadership 
variables meet unidimensional criteria [37]. This is indicated 
by the composite reliability value of 0.713 and Cronbach 
alpha of 0.700. Based on the analysis of research data using 
the outer model testing shows that the measurement model 
can be accepted, because all aspects are able to reflect the 
variables formed. 

IV. DISCUSSION 

Based on the results of the analysis of construct validity 
and construct reliability, the aspects and indicators that make 
up the scale of servant leadership are declared valid and 
reliable. This shows that all aspects and indicators are able to 
reflect and shape servant leadership variables. The most 
dominant aspect that is able to reflect servant leadership is 
trust with a loading factor of 0.779. Trust is shown by the 
trust of the leader in his employees and openness to work. 
However, valid and reliable indicators show that leaders still 
carry out tasks that should be done by their employees and 
only trust a few people to be given certain tasks. According to 
Atkinson and Butchers [38] trust makes leaders showing 
possitive expectation that employees are competent people. 
The results of this study are relevant to previous studies 
which also found that trust reflects servant leadership 
[39]-[40]. 

Furthermore, the weakest aspect of reflecting servant 

leadership is humility, with a loading factor of 0.568. 
Humility is illustrated by the modesty of the leader, and the 
leader respects and recognizes the contribution of each team 
member. Valid and reliable indicators show that leaders are 
willing to listen to the opinions of their employees, leaders do 
not despise their employees and always respect their 
employees. The low role of humility for servant leadership 
can be caused by several factors, including the low 
hierarchical position of leaders and the difference in beliefs 
between leaders and employees [41] - [42]. 

revious studies regarding the servant leadership variables 
that are relevant to this study and also explain the validity and 
reliability include the Rasheed, Lodhi and Habiba [43] 
studies that show that the servant leadership scale meets the 
reliability requirements with a Cronbach alpha value of 
0.643. Then in the research of Al Amiri, Daradkeh, and Al 
Kaabi [44] servant leadership fulfills the reliability 
requirements with Cronbach alpha 0.674. The results of this 
study when compared with the results of this study indicate 
that the scale of servant leadership from the results of this 
study is also feasible to be used as an instrument to reveal 
servant leadership, because the analysis results show that the 
scale of servant leadership in this study has better validity and 
reliability and reliable with composite reliability of 0.713 and 
Cronbach alpha of 0.700. 

The results of this study are expected to provide an 
overview of the validity and reliability of the servant 
leadership scale, especially in revealing servant leadership in 
the teacher context, so that it can be used in research data 
collection and become a reference in subsequent research 
related to servant leadership. 

V. CONCLUSION 

Based on the results of the analysis and discussion it can be 
concluded that: 1) The scale of servant leadership meets the 
validity and reliability. The validity of servant leadership 
scale reflected from the value of loading factor, average 
variance extracted (AVE) and the AVE root value from the 
aspects, whereupon the reliability of servant leadership scale 
reflected from the value of composite reliability and 
Cronbach alpha. 2) All aspects and indicators can form 
servant leadership variables, namely humility, love, vision, 
empowerment and trust. It reflecterd from the loading factor 
value of every aspects. The aspect that has the most dominant 
influence on servant leadership is trust and the weakest aspect 
that reflects servant leadership is humility. In this study a 
servant leadership scale measurement model was formed 
which is in accordance with empirical data obtained from the 
subject. 
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