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Abstract: There have been numerous studies on servant leadership, which has been proven to have positive
outcomes in the service-intensive hotel sector. This research examines the impact of servant leadership on
organizational identification and the moderating role of psychological empowerment. The study was conducted
with 452 participants working in five hotels in Ankara. The findings demonstrate a significant and positive effect
of servant leadership on organizational identification, with psychological empowerment moderating this effect.
The results are in line with the literature and indicate that conducting studies in different sectors and research
designs would contribute to the existing body of knowledge. Additionally, the study highlights the importance
for hotel managers to focus on servant leadership and psychological empowerment.
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Ozet: Konaklama sektoriinde hizmetkar liderlik iizerine ok sayida galisma yapilmis ve olumlu sonuglart oldugu
kanitlanmistir. Bu arastirma, hizmetkar liderligin Orgiitsel 6zdeslesme Ttzerindeki etkisini ve psikolojik
giiclendirmenin diizenleyici roliinii incelemektedir. Arastirma Ankara'daki bes otelde ¢alisan 452 katilimciyla
gergeklestirilmigtir. Bulgular, hizmetkar liderligin orgiitsel 6zdeslesme iizerinde anlamli ve olumlu bir etkisi
oldugunu ve psikolojik gii¢clendirmenin bu etkiyi hafiflettigini gostermektedir. Sonuglar literatiirle uyumlu olup,
farkli sektorlerde ve arastirma tasarimlarinda calismalarin yapilmasinin mevcut bilgi birikimine katki
saglayacagint gostermektedir. Ayrica ¢aligma, otel yoneticilerinin hizmetkar liderlige ve psikolojik
giiclendirmeye odaklanmasinin 6nemini vurgulamaktadir.

Anahtar Kelimeler: Hizmetkar Liderlik, Orgiitsel Ozdeslesme, Psikolojik Gii¢lendirme
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INTRODUCTION

As hotels strive to provide exceptional service and memorable experiences to their
guests, understanding the dynamics of the workforce becomes vital, as one of the most
important resources is their employees (Al-Makhadmah and Al Najdawi, 2020). Research on
organizational psychology in the hospitality industry, especially in hotels, is therefore
important. By exploring these areas in depth, research can reveal effective strategies to attract,
retain, and develop talented employees in the highly competitive hospitality industry. In this
way, by integrating findings from academic studies, hotel professionals can adopt evidence-
based strategies to gain competitive advantage and develop successful work environments
that promote both wellbeing and guest satisfaction (Ali et al., 2023).

Systematic empirical studies are crucial to harnessing the potential of leadership
research in generating compelling theories and meaningful policy implications (Hughes et al.,
2018). Leadership styles have important implications for both the organization and its
subordinates (Elkhwesky et al., 2018). Several studies have proven that leadership styles have
different effects on organizational performance (Al Khajeh, 2018), organizational
commitment, and employee turnover (Nanjundeswaraswamy and Swamy, 2014). Rabiul and
Yean (2021) emphasized the need for research investigating leadership styles, especially in
hotels.

One of the effective leadership styles that have come to the fore in recent years is
servant leadership. The implementation of servant leadership not only improves employee
performance but also fosters a positive organizational culture, leading to increased guest
satisfaction and loyalty (Brownell, 2010). Hospitality organizations that adopt servant
leadership can create a nurturing environment that values employee well-being and attracts
top talent in a highly competitive industry (Wang et al., 2018). Ultimately, adopting the
principles of servant leadership enables hospitality organizations to build a solid foundation
for long-term success through high employee engagement, innovation, and a customer-centric
approach to service delivery.

Organizational identification has a critical role in the hospitality industry, where
employee performance and guest satisfaction are of great importance. Research shows that
employees with organizational identification have lower turnover intentions (DeConinck,
2011). Moreover, high levels of organizational identification lead to increased employee
commitment and job satisfaction (Mael and Ashforth, 1992), which positively affect service
quality and guest experiences. Some research has highlighted the relationship between servant
leadership and organizational identification in various sectors (Lythreatis et al., 2021; Lv et
al., 2022). By practicing servant leadership that shows empathy, provides support, and
involves employees in decision-making processes, leaders can promote belonging and a
common purpose among employees and develop their organizational identity in the hotel
industry (Zorlu et al., 2019). In this context, it becomes very meaningful to examine the
impact of servant leadership on organizational identification.

Empowerment encompasses intrinsic motivation and employee rewards that contribute
to improving working conditions (Aggarwal et al., 2018). Psychological empowerment, which
includes elements such as self-efficacy, meaningful work, competence, and self-
determination, significantly enhances employees' sense of empowerment (Aggarwal et al.,
2019). Servant leaders aim to develop an empowering environment through their unique
characteristics, such as valuing employees, building supportive relationships, and recognizing
individual differences. Although research on servant leadership has increased significantly in
recent years, little is still known about the mechanisms and outcomes of servant leadership
(Ghalavi and Nastiezaive, 2020). Based on the existing literature, the main purpose of this
study is to identify the impact of servant leadership on organizational identification and to
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determine whether psychological empowerment acts as a moderator. By investigating these
relationships, this study aims to advance knowledge on how servant leadership practices can
enhance organizational identification and psychological empowerment in the workplace,
thereby expanding the existing knowledge base.

THEORETICAL FRAMEWORK AND HYPOTHESIS DEVELOPMENT

The concept of servant leadership was coined by Robert Greenleaf and gained
inspiration from Hesse's novel "Journey to the East" in 1970. The concept is based on a moral
foundation and is built upon a motivation to serve (Greenleaf, 1977). Meeting the needs of
people is prioritized over personal gain and material possessions for servant leaders (Van
Dierendonck, 2011). According to Canavesi and Minelli (2021), servant leaders create an
organizational culture with ethical principles where they collaborate with their followers to
achieve established organizational goals without imposing authoritarian power.

As per Ghannam and Taamneh (2017), organizational identification refers to the
process where employees recognize and embrace the organization's values and characteristics,
align themselves with its goals and values, and diligently fulfill their duties. It entails
employees seeing themselves as part of the organization, using it as a guiding principle in
their lives, and integrating the organization's identity into their own selves, leading to a
stronger emotional connection and unity with the team (Ashforth et al., 2008). This process
sets the stage for the organization to have a significant impact on employees, empowering it
to achieve its management objectives and resulting in improved productivity, quality, and
employee contentment (Ghannam and Taamneh 2017). Therefore, organizational
identification plays a role in helping an organization swiftly reach its objectives and attain
success (Hamzagi¢, 2018). Recognizing viewpoints on identity development and how
individuals connect themselves with organizations can bring clarity to a complex array of
literature. It also highlights research opportunities that could lead to insights (Brown, 2017).

Although there are not many studies directly examining the impact of servant
leadership on organizational identification, previous studies investigating the impact of
servant leadership behaviors on organizational identification levels among organizational
members have revealed remarkable findings. Zhang et al. (2012) emphasized that servant
leadership is positively related to organizational identification. Nart et al.'s (2018) study
revealed the existence of a positive relationship between servant leadership and organizational
identification. Similarly, Omanwar and Agrawal (2022) found that servant leadership has a
positive relationship with organizational identification in their research with frontline hospital
employees. With these perspectives and understandings in the literature, it is assumed that
servant leadership will have a significant and positive effect on employees' organizational
identification levels. Based on all these, the following hypothesis has been proposed:

H1: Servant leadership significantly and positively affects organizational
identification.

The concept of psychological empowerment was first introduced by Bandura (1986)
with self-efficacy, which means "an individual's awareness and belief in his or her own
abilities and competence.” Spreitzer (1995), another researcher who has conducted important
studies on psychological empowerment, defines empowerment as "a management approach
that enables employees to make decisions about their work without the intervention of senior
management.” Empowerment is a task-oriented motivation that reflects the individual's sense
of control and active participation in their work (Meng and Sun, 2019). Employees who
experience psychological empowerment tend to be highly productive and can positively affect
both individual and organizational outcomes. Psychological empowerment is associated with
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individuals' perceptions of their competence and capabilities in an empowered work
environment (Meyerson and Kline, 2008). Individuals who feel competent to perform their
jobs successfully exhibit higher satisfaction, stronger commitment, lower turnover rates, and
better performance compared to those with lower levels of psychological empowerment.
Employees' perceptions of psychological empowerment are likely to have an impact on their
organizational identity. For example, Prati and Zani (2013) found that psychological
empowerment affects organizational identification. Studies exploring the moderating role of
empowerment in the relationship between servant leadership and employee outcomes are also
emerging in the literature. Ghalavi and Nastiezaive (2020) discovered that servant leadership
has a moderating effect on organizational citizenship behavior. Similarly, Khan and
colleagues (2020) found that psychological empowerment moderates the effect of servant
leadership on innovative work behavior.

Psychological empowerment is a motivational state that affects the cognitive and
behavioral states of subordinates. According to research, a person's sense of empowerment
may strengthen their identification with their organization (Ertiirk, 2010; Kahaleh and
Gaither, 2007). This perspective suggests that psychological empowerment can affect
organizational identification through a reciprocal process: when employees feel empowered,
they are pleased with their jobs, which may increase their tendency to identify with the
organization (Prati and Zani, 2013). The servant leader will ensure that subordinates become
psychologically stronger by strengthening their self-confidence, competence, independence,
and influence. Finally, employees who feel more psychologically empowered will more
identify with their organization. Based on all this, the following hypothesis is proposed:

H2: Psychological empowerment effects organizational identification.

Servant leaders share information about business activities and overall goals,
encourage the process of acquiring new skills, and give employees autonomy. At the same
time, it involves employees in the decision-making process and makes employees aware of
their roles in the organization (Amundsen and Martinsen, 2014). Research shows that servant
leadership has a positive impact on followers' psychological capacities (Liden et al., 2008;
Van Dierendonck and Nuijten, 2011). Leaders increase subordinates' sense of empowerment
by enabling their personal development and focusing on their needs. They also increase their
sense of autonomy through their perception of decision-making and help them understand the
impact of their work on the organization. In other words, servant leaders help their
subordinates to become psychologically stronger by strengthening their self-confidence,
competence, independence and influence. It is known that psychologically stronger
employees experience more identification (Ertiirk, 2010; Kahaleh and Gaither, 2007). Based
on all this, the following hypothesis is proposed:.

H3: Psychological empowerment moderates the relationship between servant
leadership and organizational identification.
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METHOD

Research Model

The study presents a conceptual framework that encompasses psychological
empowerment, servant leadership, and organizational identification. The figure 1 visually
represents the interconnections among these variables, providing a graphical depiction of the
proposed model.

Figure 1.
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Sample and Data Collection

Research is limited to employees working in 5-star hotels located in Ankara. Data
collection for the study occurred over a two-week period in February 2022. Prior to
commencing the research, the researchers obtained permission from hotel managers to
conduct their study. The participants consisted of employees from five hotels who agreed to
participate and were given a closed-ended questionnaire. A total of 612 questionnaires (with
122 questionnaires per hotel) were distributed to the human resources department. At the end
of the two-week period, the researchers collected the completed questionnaires in sealed
envelopes from the human resources managers. After careful examination, 532 questionnaires
were deemed suitable for analysis, while 80 questionnaires were excluded due to
incompleteness (62 questionnaires) or incorrect completion (18 questionnaires). Thus,
research was conducted based on 452 questionnaires, indicating a return rate of 74%. There
were 167 male participants and 285 female participants. Among the participants, 136 were
married, while 316 were single. (This study was carried out with the approval of the Mersin
University of Social and Human Sciences Ethics Committee at its meeting dated 05.12.2023
and numbered 272). Table 1 shows the demographics of participants.

Table 1.

Demographics

Demographic Category Frequency Percentage (%)
Variable
Gender Male 167 37
Female 285 63
Marital Status  Married 136 30
Single 316 70
Age Under 25 98 22
25-34 180 40
35-44 102 23
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45 and above 72 16

Experience Less than 1 year 50 11
1-5 years 150 33
6-10 years 130 29
More than 10 years 122 27
Scales

Servant Leadership: In the study, the 7-item Servant Leadership Scale developed by
Liden et al. (2015) and adapted into Turkish by Kili¢ and Aydin (2016) was used. The scale
uses a 5-point Likert format and includes statements such as "My manager prioritizes my
interests over his/her own interests". The Cronbach's alpha score of 0.870 indicates that the
Turkish version of the servant leadership scale is a valid and reliable measurement tool.

Organizational Identification: The scale developed by Van Dick et al. (2004) was used
to measure organizational identification. The scale consists of seven items that assess
cognitive, affective, evaluative and behavioral aspects of identification. It is designed as a
five-point Likert scale measuring the level of identification with the organization.

Psychological Empowerment: The Psychological Empowerment Inventory (PEI)
developed by Spreitzer (1995) and consisting of four dimensions (meaning, competence,
autonomy and influence) was used.  Each dimension consists of three statements. The
Turkish adaptation of this scale, which is graded on a 5-point Likert scale, was conducted by
Siirgevil et al. (2013).

FINDINGS

Descriptive Statistics

Confirmatory factor analysis (CFA) was performed to test the validity and reliability
of the scales used in the research. For this purpose, it is first checked the normality
distribution. The normality distribution of the data was tested with Kolmogorov-Smirnov
Analysis, and the data was significant at the p>.05 level.

Table 2.

Correlations and KMO values

Variables Mean SS 1 2 3

1. Servant Leadership 3,92 0,94

2. Organizational Identification 4,39 0,53  0,140*

3. Psychological Empowerment 4,35 0,47  0,208**  0,367**

Skewness -0,225 -0,364 -0,339

Kurtosis 0,184 0,288 0,251
Note: *p<0.05; **p<0.01

According to KMO analysis, the data distribution revealed that the skewness and

kurtosis values fell within the range of -1.5 to +1.5, indicating a normal distribution of the
data (Tabachnick et.al., 2007). Pearson correlation coefficients were utilized for the

correlation analysis. According to the correlation analysis, it was concluded that the servant
leadership variable had a positive and significant relationship with organizational
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identification (r = 0.140, p<0.05) and psychological empowerment (r = 0.208, p<0.01). When
examining the relationship between organizational identification and psychological
empowerment (r = 0.367, p<0.01), a significant and positive relationship was observed
between the two variable. These findings indicate that all the variable addressed in the study
are positively and significantly related to each other. Table 2 shows descriptive statistics and
correlations.

Cronbach's alpha reliability analysis was used to measure the reliability of the scales.
Cronbach's alpha values of the scales were calculated as 0.87 for the Servant Leadership
Scale, 0.83 for the Organizational Identification Scale, and 0.80 for the Psychological
Empowerment Scale. A scale's Cronbach's alpha coefficient between 0.60 and 0.80 indicates
that the scale is moderately reliable, and a coefficient between 0.80 and 1.00 indicates that the
scale is highly reliable (Kilig, 2016). Based on this, it can be said that the reliability results of
all scales used in the research are high. Cronbach's alpha values of all scales are shown in
Table 3.

Determining the validity and reliability of the scales is important when testing research
hypotheses. For this purpose, the construct validity of the scales is also examined. To
determine the construct validity of a scale, convergent (CR) and discriminant (AVE) validity
values, which provide information about the fit of the items under the same factor in the scale,
are considered. In this context, AVE = 0.70/ CR = 0.91 was calculated for servant leadership,
AVE = 0.71/CR = 0.81 for organizational identification, and AVE = 0.66/ CR = 0.95 for
psychological empowerment. For construct validity, the AVE value must be greater than 0.5,
and the CR value must also be greater than 0.7 (Giirbiiz, 2021). These results show that the
construct validity of the scale meets the criteria. Also, all factor loadings are above 0.50,
indicating that each item represents its factor well. Table 3 shows the factor loadings, validity-
reliability, and construct validity values of the scales.

Table 3.
Descriptive Statistics
Scale  Factor Items Loading S.D T- R? CA CR AVE
Value

Empathy ltem1  0.72 1,15 24.10** 0.72

Item2  0.68 1,06  25.58** 0.67

Item3  0.75 1,11 26.29%* 0.70

E‘ Listening Item4  0.70 0,97 27.55** 0.73

2 Item5  0.73 0,97  23.84** (.64
= ltem6  0.69 099  2456** 0.65 087 0981 070

9 Inspiring ltem7  0.74 1,00 25.91** 0.67

= Ittm8  0.77 1,02 2522** 0.71

S Item9  0.71 097  28.05** 0.73

& Serving Item10 0.76 1,05 28.24** 0.63

Item 11 0.78 0,99  25.41** 0.67

Item 12 0.74 1,00  23.22** 0.68

Identification Item 1 0.78 1.02 25.88** 0.61

_ with Item2  0.82 1.00  26.70%* 0.73

€ § Organization  Item3 075 101 23.01** 0.76

= Item4  0.80 1.05  21.83** 0.56

g Item5  0.77 097  27.08** 0.76
g S Emotional ltem6  0.70 100 2738~ o068 08 08 071

5= Atttachmen Item7  0.73 1.05 27.35** (.78

Ittm8  0.76 1.03  27.19%* 0.70

Ittm9  0.74 1.03  25.81** 0.71

59



Item10 0.71 0.99 24.87** 0.66

Meaning Item1 0.80 0.98 21.58** 0.76

ltem2  0.82 097  25.60** 0.67

=& ltem3 0.78 097  24.11** 0.67

e g  Competence Iltem4  0.75 1.00 23.53** (.77

S5 ltem5 0.77 097  28.88** 0.71
23 ltem6  0.79 099  20.83** 061 080 095 066

> Self ltem7  0.74 098 2535 0,69

O W Determination  Item8 0.76 0.98  26.10** 061

ltem9  0.72 098  2256** 0.73

Impact Item10 0.81 0.99 23.78** 0.69

S.D: Standard deviation; CA: Cronbach Alpha; CR: Composite Reliability; AVE: Average Variance
Extracted
Although fit indices such as 2, CFI, RMSEA, SRMR, TLI are used to decide whether
the model is compatible with the theory (Stapleton, 1997), there is no clear consensus on
which standard to accept (Simsek, 2020). In this research model fit was assessed using
various indices, including the chi-square test, standardized root means square residual
(SRMR), root mean square error of approximation (RMSEA), Tacker-Lewis Index (TLI), and
comparative fit index (CFI). The Chi-Square (y?) value of the Servant Leadership Scale
(250.32) shows that the model does not fit perfectly, but this statistic is quite sensitive to
sample size. The goodness of fit values for this scale was calculated as RMSEA = 0.045, CFI
=0.95, TLI = 0.94, and SRMR = 0.035. The Chi-Square (y?) value of Organizational Identity
Scale is (180.45) indicating that the model does not fit the data well. However, chi-square is
sensitive to sample size. Other goodness of fit indices were calculated for the scale as
RMSEA = 0.045, CFI = 0.97, TLI = 0.93, and SRMR = 0.035, respectively. Finally, the
Psychological Empowerment Scale indices show that model fit indices suggest a good fit to
the data. Values are respectively calculated as ¥*(120) = 220.15, p < 0.001; RMSEA = 0.042;
CFI =0.94; TLI = 0.95; SRMR = 0.033. RMSEA and SRMR values are expected to be less
than 0.08 (Simsek, 2007). The normal value of CFI, which is based on the assumption that
there is no relationship between the variables, is aimed to be above 0.95 (Simsek, 2007). For
the CFI index, values of 0.90 and above are values that can accept the model, while values of
0.95 and above reveal perfection (Siimer, 2000). The range of TLI value 0.97<TLI<1.00
indicates a good fit, and the range 0.95<TLI<0.97 indicates an acceptable value
(Simsek,2020). In summary, it can be said that all goodness of fit values are acceptable.

Hypothesis Testing

To test the first hypothesis, a hierarchical regression analysis was conducted to assess
the influence of servant leadership as an independent variable on organizational identification,
the dependent variable. Control variables such as gender, age, and marital status were
included in the analysis, followed by the examination of the effects of the independent
variable. The results of the hierarchical regression analysis, in Table 4, provide insights into
the impact of servant leadership on organizational identification.

The control variables (gender, age, and marital status) accounted for approximately
1% (R2=0.007) of the variance in organizational identification. However, none of these
control variables (gender: f= 0.093, p<0.05; age: = -0.087, p<0.05; marital status: f= 0.072,
p<0.05) had a significant impact on organizational identification.

In the second model, after including servant leadership in the regression analysis,
approximately 7% of the variance in organizational identification could be explained
(R2=0.070). When the control variables were removed, it was observed that servant
leadership accounted for 6% of the variance in organizational identification (AR?*= 0.063).
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The analysis revealed a significant and positive effect of servant leadership (B= 0.149,
p<0.05) on organizational identification. Therefore, the first hypothesis of the study was
confirmed.

Table 4.

Results of the hierarchical regression analysis conducted to examine the impact of servant
leadership on organizational identification

Variables Model-1 Model-2
B SH. B B SH. g
Gender 0,079 0,053 0,093 0,076 0,052 0,088
Age -0,031 0,011 -0,087 -0,026 0,011 -0,086
Marital Status 0,029 0,012 0,072 0,021 0,011 0,070
Servant Leadership 0,127 0,056 0,149*
R 0,088 0,278
R? 0,008 0,071
Adj. R? 0,007 0,070
AR? 0,007 0,063

*p<0,05; **p<0,01

A moderating variable can influence the relationship between variables, impacting
both the direction and magnitude of the relationship. To establish moderation, it is important
to demonstrate that the moderating variable affects the relationship between the independent
and dependent variables. In the following analysis, organizational identification is the
dependent variable, servant leadership is the independent variable, and psychological
empowerment is the moderating variable. The analysis includes a hierarchical regression
using the independent and moderating variables in the first model, while the second model
incorporates an interaction value obtained by multiplying psychological empowerment and
servant leadership.

Table 5 shows the results of the hierarchical regression analysis with the moderating
variable. The analysis reveals that psychological empowerment has a significant and positive
effect on organizational identification (B = 0.167, p<0.01). The first model accounts for 8% of
the variance in organizational identification (Adj. R*= 0.080), confirming the second
hypothesis.

Examining the results of the second model, it is evident that psychological
empowerment plays a moderating role in the impact of servant leadership on organizational
identification (B = 0.321, p<0.01). The analysis using the interaction value demonstrates that
approximately 3.2% of the variance in organizational identification (AR?= 0.032) is explained.
In other words, psychological empowerment contributes to the explanation of organizational
identification by 3.2% through its moderating role. Hence, the third hypothesis of the study is
supported.

Overall, the results indicate that psychological empowerment significantly influences
organizational identification and serves as a moderating factor in the relationship between
servant leadership and organizational identification.
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Table 5.

Results of the hierarchical regression analysis conducted to determine the moderating role of
psychological empowerment

Variables Model-1 Model-2
B SH. g B SH. g

Servant Leadership 0,136 0,068 0,167** 0,148 0,067 0,180**
Psychological Empowerment X Servant Leadership 0,226 0,029 0,321**
R 0,286 0,337

R? 0,081 0,113

Adj. R? 0,080 0,112

AR? 0,080 0,032

*p<0,05; **p<0,01

CONCLUSIONS

The human element plays a very important role in hotel businesses operating as a
service-oriented business. Managing and integrating this important factor effectively is vital
for maintaining service quality and organizational efficiency. The integration and
identification of individuals with the organization leads to organizational identification, where
individuals adopt and identify themselves in relation to the organization. In order to ensure
long-term sustainability, customer satisfaction and new customer acquisition, hotel businesses
need to encourage their employees to display attitudes and behaviors that demonstrate their
identification with the hotel and sincerely embrace the goals and objectives of the
organization. Organizational identification as a psychological factor in the employee-
organization relationship has an important potential in shaping the attitudes and behaviors of
individuals (Demir et al., 2015).

Many studies have been conducted on organizational identification, servant leadership
and psychological empowerment in the hotel sector. Demir and Demir (2019) found the effect
of psychological capital on employees' organizational identification levels in their research in
the hotel sector. Similarly, Giilliice and Kahyaolu's study in 2016 revealed that there is a
relationship between perceived organizational justice and organizational identification in the
hotel sector. Oztiirk et al.'s study in 2021 revealed the positive effect of servant leadership on
job commitment and satisfaction. Elche et al. (2020) provided evidence of the impact of
servant leadership on organizational citizenship behavior. However, there is no study that
examines all variables at the same time and analyzes the moderating effect of organizational
identification.

Eva et al. (2019) found that servant leadership has a significant effect on
organizational identification. Nart et al. (2018), Zorlu et al. (2019) and Omanwar and
Agrawal (2022) investigated the impact of servant leadership on organizational identification
and psychological empowerment. The findings demonstrate the relationship between these
characteristics and the importance of servant leadership in influencing organizational
identification. Similarly, the results of this study show that servant leadership and
psychological empowerment have a significant effect on organizational identification. These
findings are in line with similar studies in the literature.

Finally, this study makes three important theoretical contributions to the servant
leadership literature. First, it is confirmed that servant leadership has a statistically significant
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and positive effect on organizational identification. This result is consistent with other studies
that found that servant leadership increases employees' sense of identification (Zhang et al.,
2012; Nart et al., 2018; Omanwar and Agrawal, 2022). Another contribution is the finding
that psychological empowerment contributes to employees' identification with the
organization. As Prati and Zani (2013) and Ghalavi and Nastiezaive (2020) found, the sense
of empowerment in employees increases identification with the organization. Finally, another
important contribution of the research to the literature is the determination that psychological
empowerment plays a moderating role in the relationship between servant leadership and
organizational identification. Although servant leadership research has gained importance in
recent years, there are still areas to be explored about its mechanisms of influence. In this
respect, this study differs from similar ones.

Implications

The research has important implications for hotels. Hotel management should
prioritize the recruitment and development of leaders with servant leadership qualities and
integrate them into selection and promotion processes to foster a servant leadership culture
within the organization. It is also recommended to invest in training programs to develop
servant leadership skills among current and future leaders.

Creating a positive psychological environment is crucial for employees to develop a
strong sense of organizational identity. Management can support this by encouraging open
communication, building trust and prioritizing employee well-being. It can also enhance the
psychological environment and strengthen the bond between employees and the organization
by providing resources for personal and professional development and supporting employee
initiatives. Recognition and appreciation of employees' contributions through recognition
programs is also important for the development of corporate identity. In summary, the
research suggests that the hotel industry should focus on selecting and developing servant
leaders, providing training programs, creating a positive psychological environment, and
implementing recognition initiatives to enhance employees' sense of corporate identity.

Limitations

The study has some limitations that need to be acknowledged. The use of a cross-
sectional design limits the ability to find causality and understand the dynamic nature of the
relationships studied. A longitudinal study would provide more comprehensive and accurate
information. In addition, potential biases such as common method bias and social desirability
may have affected the results. Reliance on self-reported data collected cross-sectionally from
the same sources increases the likelihood of these biases. Future research could use alternative
data collection methods or combine multiple data sources to reduce these biases and increase
the validity of the findings. It was assumed that participants responded honestly to the
questionnaire as they were assured that the results would only be used for scientific purposes.
It was also assumed that the participants understood all the survey questions correctly. The
absence of face-to-face delivery of the questionnaires to the employees in the study could
have led to more reliable results. In addition, the limitations of the study include the special
focus on the hospitality sector and its application in Ankara. Overcoming these limitations
and making a significant contribution to the understanding of organizational identification can
be achieved by selecting different concepts and conducting studies in different industries or in
different locations in future research.
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