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Abstract   

The aim of this study was to investigate the effect of servant leadership o on the 

empowerment and trust building in the staff of Gonbad University. This study was 

performed on 260 employees of the GonbadUniversity, with a sample size of 155 

persons, determined by the Kerjesi and Morgan table. The questionnaires of servant 

leadership style,organizational trust and empowerment of the staff were used to collect 

the statistical information. In order to analyze the data, descriptive statistics such as 

frequency distribution tables, mean and standard deviations, and also inferential 

statistics such as correlation coefficient, two-variable regression were used and these 

results were obtained; The variable of employee perception from servant leadership 

had a positive effect on organizational trust of staff and staff empowerment, that is, by 

increasingin employees perception from servant leadership, organizational trust and 

staff empowerment also increased. Also, the organizational trust of staff variable also 

had a positive effect on employee empowerment and by increasingin organizational 

trust, the empowerment of employees also increased. Also, the results from managers 

and staff questionnaires revealed that managers' perceptions from servant leadership 

were more than employee'sperceptions. Therefore, in order to improve the 

empowerment of employees, this gap should be diminished, and in order to improve 

the empowerment status of the staffwe should perform through a servant leadership 

strategy. 

Keywords: Servant Leadership, Trust, Organizational Trust, Empowerment 

 

Introduction 

Today, organizations must be managed in a completely competitive environment that 

is associated with amazing developments. Under such conditions, managers do not 

have much opportunity to control their employees, and they have to spend their most 

time and effort identifying the external and internal environment of the organization 
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and assigning other day-to-day tasks to the staff. Employees can well handle the tasks 

when they have the necessary skills, knowledge and ability they need to know and 

understand the goals of the organization. A tool that can help managers in this field is 

the empowerment process (Abdollahi et al., 2006). The most important and vital asset 

of any organization is the human resources of that organization. The quality and 

abilities of human resources are the main factor in the survival of the organization. 

Powerfulhuman resources create a capable organization. According to Drucker, 

economic growth is due to the empowerment of educated employees. An empowered 

environmental organization is an environment in which employees in different groups 

collaborate with each other in their activities (Ardalan et al., 2013). 

Since traditional approaches to leadership cause to create barriers to employee 

development, new approaches to leadership, especially in servant leadershipshould be 

focused on empowerment as a core factor (Patterson, 2003). According to Green Leaf, 

the leader should first consider the needs of others. The servant leadershipvalues the 

human equalities and is looking for the individual development of the members of the 

organization in the organization. The duty of the servant leader is to develop the 

intelligence of the staff and enable them to develop their capabilities to the fullest. 

This method of leadership is in conflict with the method of monitoring 

performance.Creating a win-win position in a servant leadership will make people feel 

like they are won in the end of work. Organizations who think about their 

development strategies know that development must start from leaders and executives. 

Since humans are the main capital of organizations. In the meantime, organizations are 

succeeded that their leaders mobilize these valuable assets and boost their competence 

and ability (Shirvani et al., 2009). 

Governmental organizations are usually formed to carry out statutory tasks in order to 

achieve the goals of the government, implementation of approved programs and 

provide services to the people. Considering the expansion of the scope of government 

activities, increasing in public spending and the political and economic conditions of 

the world, attention to government organizations has become more and more 

important. Therefore, efforts to improve the performance of governmental 

organizations seem necessary (Baghersalimi et al., 2010). 

In government organizations, the managers are responsible for the most important and 

most sensitive roles. If managers of government agencies are able to provide the 

conditions for the actual staffing of staff, the performance of these organizations will 

certainly improve; hence the empowerment of staff is necessary. Despite the necessity 

and importance of empowerment and controversy in this regard, little empirical 

research has been conducted in this regard in governmental organizations, and most 
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studies have been conducted in non-governmental organizations. Also, in order to 

managers of public organizations be able to properly carry out their duties and 

activities, employees must have the feeling that their managers are trustworthy, while 

the trust in our government organizations is at a low level. The trust between 

management and employees will have a great impact on the quality of public 

administration. Therefore, the decline of trust in governmental organizations is one of 

the issues that causes unmotivated and indifferent workers and causes the slow 

implementation of programs (Gholami, 2007). 

Now, given the indifference of government employees and the lack of trust in 

governmental organizations, and given that emphasis is placed on trust and 

empowerment and they are effective in servant leadership; it seems that the 

development of a servant leadership model can be a good solution to overcome these 

two major dilemmas in government organizations. The existence of a climate of trust 

leads to information sharing, commitment to decisions, organizational citizenship 

behavior, employee morale and increased innovation, and helps organizational 

management to be effective; therefore, scholarsconsider trust management as an 

important factor in cooperation and conflict, leadership styles, managerial pre-

assumptions about employees, organizational change and development, participation, 

communication and social contracts (Alvani et al., 2001).In the past decades, trust as a 

vital element in the success of organizations attracted attentions of organizational 

studies. Some believe that a significant increase in research in the field of trust can be 

attributed to the fact that organizations suffer from a lack of trust among managers and 

their employees (Gholipour et al., 2009).So, some solutions to this problem should be 

provided, which, if they are neglected, may in the future lead to many problems in 

organizations, because organizations need more capable employees to respond to 

environmental changes, and so it can be said that empowerment of the employees is 

one of the important strategies for better adaptation to external changes (Mollering, 

2004). 

Therefore, the main issue of this research is whether the servant leadership has an 

impact on the empowerment and trust building of the staff of GonbadUniversity? 

A review of theoretical foundations and research background 

1- Servant Leadership 

Servant leadership is to understand and act in such a way that the leader prefers the 

interests of others to its own desire and interests (Russell, 2001, 78). The primary 

motivation for servant leadership is the desire to serve others effectively to achieve 

group goals. Great leaders actas a servant individual to meet the needs of employees 
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(Spears, 1996). Servant leaders believe that serving the others is the most magnificent 

and best reward of leadership (Senge, 1994, Afjeh, 2009, 444). 

According to James Stewart, the root of the leadership lies in the commitment to 

service. Hill (2008) believes that the concept of servant leadership has completely 

overturned the traditional management models and has led to a change in management 

philosophy and leadership. Green Leaf states that a servant leader is the one whodraws 

a shared vision of the success. The servant leader is the one who has the most 

emphasis on followers. They are trying to grow their followers. They try to empower 

employees, instead of using power to dominate and influence them. Green Leaf 

believes that followers of such leaders themselves will also be servant leaders (Jokel, 

2006). 

The perspectives of organization and management have gone a continuum from pre-

modernism, modernism, and post-modernism. The most important features of these 

three periods are stagnation, stability and turbulence, respectively. In turbulent 

conditions, managers should seek creative and flexible ways that are not enclosed in 

predetermined ways. Post-modernism in organization and management is an approach 

to view the status of an organization, criticize it and promote it. Post-modernism in 

managing organizations means denying any certainty in the field of structure, 

methodology, model, and theory. Post-modern organizations emphasize on 

characteristics such as dynamism, continuous improvement, teamwork, creativity, and 

leadership in serving, teaching and learning. Leadership in post-modernism is the 

servant leadership (Rajaeipour et al., 2009). Servant and transformative leadership 

have almost identical features. In fact, these two leadership styles are rooted in the 

concept of charismatic leadership (quoted by Laub, 1999). In Table (1-2), the 

differences between the pre-modern, modernist and post-modern leadership are 

compared. 

Table 1:Comparativetable of pre-modern, modernist and post-modern leaders  

Pre-modern leadership Modern leadership Post-modern leadership 

- Employer 

- Opinionated 

- Boss 

- Dictator 

- Selected 

- Ruler 

- Professional 

Employer 

- Total supervisor 

- Authoritative 

- Organizational 

- Pyramid shape 

- Top 

- Inspector 

- Focus-centered 

- Servant 

- Ideal 

- Network maker 

- Team builder 

- Authorizing of 

authority 

- Stating stories 

- Two sexes, both male 

and female 

(Source: Boj and Denhi, 1999, 2, quoted by Rajaeipour, 2009, 142) 
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Empowerment 

Empowerment is referred to the transfer of power to others, and for servant leadership 

involves listening effectively, creating meaningful feelness, valuating love, and 

serving. Empowerment is a critical factor in the efficiency and effectiveness of the 

organization and emphasizes on teamwork. The main goal in the empowerment is to 

create successful leaders at all levels of the organization (Denis & Barak, 2003). 

The three basic elements that create empowerment in the workplace are: attitudes, 

relationships, and organizational structure. 

1) Attitudes: Employees feel they are not only responsible for their work, but also 

for the entire organization. Today's employee is an individual who is actively 

seeking solutions to problems and plans for doing things and then implementing 

them. This is the attitude that an employee must have about his organization. 

2) Organizational relationships: Employees always in the form of a group can 

better and more consistently work with each other to improve their 

organization's performance and performance in order to achieve a high level of 

organizational productivity. This would not be done except in the context of the 

healthy relationships governing on the organizational work. 

3) Organization's structure: The structure of a desirable organization is usually 

designed in such a way that employees find that they can work to achieve the 

expected results of their manager and what is necessary to do it, rather than 

merely assigning and waiting reward. 

The combination of each of these elements creates an empowering workforce for the 

organization's staff. Otherwise, organizational efforts will be wasted. An empowered 

workplace is an environment in which employees are the main drivers.Empowerment 

has the potential to increase the productivity of its organization from the source of the 

ability of employees who are not optimally utilized. Whenever organizations want to 

survive in today's complex world, this potential force should be used. Empowered 

employees benefit from the organization and themselves, and they increasingly feel 

the purpose of their career or path of life. Therefore, empowerment means that the 

employee is responsible for the work of action, and is responsible for the results of his 

work. In one word, the best concept of empowerment of employee is the transfer of 

responsibility to the lowest organizational levels (Scott, 2008). 
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Organizational Trust 

The structure of organizational trust is defined as "the positive expectations of 

individuals based on organizational roles, relationships, experiences, 

interdependencies between the intentions and the various behaviors of the 

organization's members" (Danaeifard et al., 2009). Psychologists make sense of trust 

as an incident among individuals, and as a result, they are interested in introducing 

trust as the capital of social units. Therefore, from the point of view of social capital, 

the accumulation of social capital requires a significant amount of trust that must be 

created at all levels of the organization. In particular, trust among colleagues is 

important because they form an informal network in the organization through which 

the flow of horizontal information to the network is provided. Trust between members 

of a team leads to more cooperation in working teams, which is probably the result of 

the accumulation of social capital (Alizadehsani, 2014). Organizations are looking for 

ways to increase collaboration among their employees; distrust to the management is a 

major obstacle in employee / employer relationships. In other words, employees who 

do not trust their managers and their organizations are less likely to be committed and 

effective (Jazni et al., 2016).For organizational trust, the researchers have noted 

different dimensions. Simon believes that honesty and integrity is one of the most vital 

and key criteria for developing organizational trust. In their model, Miyer and others 

have introduced the ability, benevolence, transparency, and trustworthiness to trust the 

trustworthy variables that affect organizational trust. Various researchers have 

identified different factors for measuring reliability. Among these factors, there are 

three main factors that are: ability, benevolence, and integrity (Gholipour et al., 2009). 

Background research 

Various researcheshave been done on the main variables of research in Iran and the 

world, including; 

Bordbar et al (2014) concluded in a research that all components of servant leadership, 

with the exception of two dimensions of empathy and culture making, had a positive 

significant effect on organizational citizenship behavior. Also, the analysis of 

regression coefficient shows that among dimensions of servant leadership, altruism 

and creating a perspective, it has the most effect on organizational citizenship 

behavior. Gholipour et al (2009) found that there was a strong relationship between 

servant leadership, organizational trust and empowerment. Also, the findings of the 

research indicate that there is a significant difference between the perception of 

employees and managers in servant leadership.Vahedi et al (2013) in a research found 
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that there was a significant relationship between servant leadership style of managers 

and organizational commitment of employees (correlation coefficient of 0.586). Also, 

among the dimensions of servant leadership, the capability to trust to manager, in 

addition to high correlation, has the main role in increasing organizational 

commitment of employees. Among organizational commitment dimensions, emotional 

organizational commitment has the most correlation with the servant leadership 

style.The results of the one sample T test shows that, the level of servant leadership 

behaviors of the managers and the organizational commitment of the employees of the 

Meli Bank of Semnan is relatively favorable. Izadiyatame et al (2012) concluded that 

the servant leadership style had a significant effect on the performance of nurses. 

Considering the importance of employing servant leadership style in hospitals, head 

nurses can be successful in their work, in particular, in the management of the relevant 

department, who use this style and this is possible through training them in the most 

effective methods. Khoshbakhti et al (2012) investigated the relationship between 

servant leadership and organizational commitment in Booshehr Province sports 

departments. The results of this research showed a significant relationship between all 

dimensions of servant leadership, including charity, service, trust and humility with 

organizational commitment components. Baqersalimiet al (2010), in a study concluded 

that all four dimensions of servant leadership were influential on employee trust. 

Kafi(2012) in a study titled"investigating the relationship between servant leadership 

and job satisfaction in educational environments on Columbian school teachers", 

found that there was a positive and strong correlation between the servant leadership 

of managers and novice teachers with a maximum of five years of work experience. 

Young Chang et al. (2011) conducted a research on the relationship between the 

servant leadership style and the creativity of golfers in the South Korean schools. The 

results of this study showed that there was a positive and significant relationship 

between all aspects of servant leadership and creativity. Sandjia and Peccerti (2010)in 

their research on the relationship between servant leadership style and organizational 

trust found that the servant leadership had a strong relationship with the trust of 

employees. Anderson (2009) in a research on relationship between servant leadership 

style and job satisfaction in the church education system concluded that there is a 

strong correlation between all aspects of servant leadership style and job 

satisfaction.Hill (2008) believes that the concept of servant leadership has completely 

overturned the traditional management models and changed the management 

philosophy and leadership. In this style, the leader devotes itself to the organization 

and avails of extensive authority. Leaders in this role are not the head of the 

organization, but they create equal opportunities for all members of the organization. 
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Washington and Field (2006) describe the servant leadership style as a new approach 

in the organizations that they believe it may be beneficial for organizational leaders in 

terms of enhancing the performance of their members by fostering their attitudes, 

ideas and behaviors, such as job satisfaction and organizational commitment.  

Conceptual model of the research 

According to Peterson, the most important structures of servant leadership are: Agape 

Love, modesty and humility, altruism, trusty, vision, service, and empowerment 

(Patterson, 2003). 

Russell believes that trust is the essence of servant leadership (Joseph & Winston, 

2005). GreenLeaf believes that servant leadership can be both an introduction and a 

fruit of the organizational trust. Attention to others in servant leaders and prioritizing 

the interests of followers on the personal interests of the leader has a fundamental role 

in creating an atmosphere of trust in the organization (Horsman, 2001).  

Figure 1- Conceptual model of the research 

 

Source: Ardalan et al (2013, 154). 

Therefore, the first hypothesis of the research is as follows: 

Hypothesis 1: The level of employee perception of servant leadership is effective on 

their organizational trust. 

The servant leader empowers his followers to find their future way, and they will 

instead help others find the best paths. Empowerment, trust, service, honesty, and 

appreciation of others, which are among the variables emphasized by the servant 
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leader, also help shaping the culture of the organization. Empowermentis considered 

as the fruit of modeling and the leader's vision (Patterson, 2003). Spreitzer believes 

that organizations are always adopting a universal approach about empowering and 

applying it in every situation. The leaders need to empower their employees 

psychologically before any action. For him, empowerment is a multi-dimensional 

concept and cannot be defined in a simple sense. He considers empowerment in a 

broader form as an internal motivational state in relation to a job and defines it in four 

dimensions. Therefore, the following hypotheses are raised in this regard: 

Hypothesis 2: The level of employee perception from servant leadership is effective 

on the empowerment. 

Hypothesis 3: the level of organizational trust in employees is effective on their 

empowerment. 

Hypothesis 4: There is a significant difference between the perceptions of employees 

and managers about theservant leadership. 

Therefore, the result of these discussions and hypotheses can be drawn as the 

conceptual model below (researcher's opinion of the discussed issues): 

Methodology 

This research is an applied research in terms of the goal and is a descriptive and 

survey in terms of collecting information. To complete the theoretical framework, a 

documentarystudy has been used and field data has been used to collect field 

information and ultimately the research method is causative. The statistical population 

consists of staff and managers of Gonbad University, which are about 260 people. The 

sample size of the study was 155 people, which was determined using Kerjesi and 

Morgan tables. Sampling was done randomly. 

In this method, a questionnaire will be used to collect data. 

A) Servant Leadership Style Questionnaire ofGholipour et al (2009): This 

questionnaire was developed by Gholipour et al (2009) and has 28 five-option 

questions from completely agree to completely disagree, including the 

subcategories of charity, service, and humility,trustworthiness and improvement. 

Cronbach's alpha coefficients was used to calculate the internal consistency of the 

instrument, and its value is 0.859 (Gholipour et al., 2009). 

B) Organizational trust questionnaire ofMeiz and Davis (1999) McNight (2002) 

andWick et al (2000): This questionnaire measuresorganizational trust using a 5-
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point Likert scale that includes trust among employees, the trust of the employees 

to the manager and organizational trust. Reliability of this questionnaire was 

calculated equal toα = 881, based on Cronbach's alpha coefficient. To verify the 

validity of this questionnaire, a confirmatory factor analysis method was used that 

the fitting indices (CFI = 0.97, AGFI = 0.92, GFI = 0.94, RMSEA = 0.05) 

indicated good fittingof this scale (Ardalan et al.,2013). 

C) Spreitzer Empowerment Questionnaire (1995): This questionnaire has four 

dimensions of sense of competence, meaningfulness, influence and feeling of 

choice. The reliability of this questionnaire was obtained based on Cronbach's 

alpha coefficient α = 901. Confirmatory factor analysis was used to assess the 

validity of the components of this questionnaire. The fitting indices, CFI 94/0, 

AGFI = 0.91, GFI = 0.94, RMSEA = 0.04, AGFI = 0.91, indicated appropriate 

validity of this questionnaire (Ardalan et al., 2013). 

To analyze the data, first, the normality test is performed and if they were normal, then 

Pearson's correlation coefficient, regression, independent t-test, and structural 

equations were used. Otherwise, non-parametric tests were used. 

Results 

Testing first hypothesis: To investigate the effect of employees' perceptions from 

servant leadership on their organizational trust, calculating test of two-variable 

regression and correlation coefficient were used. The results are presented in the 

following tables. 

Table 1:Summary table of regression model of variables (Servant Leadership and Organizational Trust) 

Correlation 

Coefficient 

Coefficient of 

determination 

Modified 

Coefficient of 

determination 

Standard 

deviation of 

error 

estimation  

Durbin 

Watson 

0.330 0.109 0.103 22.420 1.824 

In the above table, the correlation coefficient, coefficient of determination, correction 

coefficient, modified correction coefficient and standard deviation of error estimation 

are presented, which is 0.330, 0.109, 0.103 and 22.420, respectively. Given that 

Durbin Watson is between the standard range of 1.5 to 2.5, therefore the independence 

of the remnants is also exist. According to the indicators mentioned, the model is 

sufficiently adequate. 
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Table 2:Two-variable regression analysis table of the level of employee perception from servant leadership in predicting 

the overall score of employees' organizational trust 

 Sum of 

squares 

Degrees 

of 

freedom 

Average 

of sum of 

squares 

Fisher 

statistics 

Lowest 

level of 

significance 

Regression  9412.304 1 9412.304 18.725 0.000 

Remnants  76905.464 153 7502.650   

Total  86317.768 154    

 

Table 3:Table of regression coefficient model 

Independent 

variable 

Not standardized 

coefficients 

Standardized 

coefficients 

t-student 

statistic 

The lowest 

level of 

statistical 

significance 

 B Standard 

deviation 

of error 

estimation  

Beta    

Fix  57.066 2.762  15.167 0.000 

Servant 

leadership  

0.331 0.077 0.330 4.327 0.000 

 

The results of the above tables show that the employee perceptions from servant 

leadership have entered into the regression equation and have been able to explain 

about 33% of organizational trust of employees. The results of beta coefficient show 

that the orientation of the coefficient is positive (p <0.001 and β= 0.330). These results 

show that by increasing the perception of employees from the servant leadership their 

organizational trustincreases. 

Second hypothesis test: To investigate the effect of employees' perceptions 

fromservant leadership on the empowerment of employees, the test of calculating the 

correlation coefficient and two-variable regression has been used, the results of which 

are presented in the following tables. 
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Summary table of regression model of variables (Servant Leadership and staff 

empowerment) 

Correlation 

Coefficient 

Coefficient of 

determination 

Modified 

Coefficient of 

determination 

Standard 

deviation of 

error 

estimation  

Durbin Watson 

0.242 0.058 0.052 23.047 1.734 

In the above table, the correlation coefficient, coefficient of determination, correction 

coefficient, modified correction coefficient and standard deviation of error estimation 

are presented, which is 0.242, 0.058, 0.052 and 23.047, respectively. Given that 

Durbin Watson is between the standard range of 1.5 to 2.5, therefore the independence 

of the remnants is also exist. According to the indicators mentioned, the model is 

sufficiently adequate. 

Table3:Two-variable regression analysis table of the level of employee perception from servant leadership in predicting 

the overall staff empowerment score 

 Sum of 

squares 

Degrees of 

freedom 

Average of 

sum of 

squares 

Fisher 

statistics 

Lowest level 

of 

significance 

Regression  5048.416 1 5048.416 9.504 0.000 

Remnants  81269.352 153 531.172   

Total  86317.768 154    

Table4:Table of regression coefficient model  

Independent 

variable 

Not standardized 

coefficients 

Standardized 

coefficients 

t-student 

statistic 

The lowest 

level of 

statistical 

significance 

 B Standard 

deviation 

of error 

estimation  

Beta    

Fix  59.463 4.281  13.891 0.000 

Servant 

leadership  

0.317 0.103 0.242 3.083 0.000 

 

The results of the above tables show that the variable of employee perceptions from 

servant leadership have entered into the regression equation and have been able to 

explain about 24.2% of the empowerment of employees. The results of beta 

coefficient show that the orientation of the coefficient is positive (p <0.001 and β= 
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0.242). These results show that by increasing the perception of employees from the 

servant leadership their empowermentincreases. 

Test of hypothesis 3: To investigate the effect of employees' organizational trust on 

their empowerment, the test of calculating the correlation coefficient and two-variable 

regression has been used, the results of which are presented in the following tables. 

Table5:Summary table of regression model of variables (organizational trust and staff empowerment) 

Correlation 

Coefficient 

Coefficient of 

determination 

Modified 

Coefficient of 

determination 

Standard 

deviation of 

error 

estimation  

Durbin 

Watson 

0.318 0.101 0.095 22.432 1.741 

 

In the above table, the correlation coefficient, coefficient of determination, correction 

coefficient, modified correction coefficient and standard deviation of error estimation 

are presented, which is 0.318, 0.101, 0.095 and 22.432, respectively. Given that 

Durbin Watson is between the standard range of 1.5 to 2.5, therefore the independence 

of the remnants is also exist. According to the indicators mentioned, the model is 

sufficiently adequate. 

Table6:Two-variable regression analysis table of the level of employee perception from servant 

leadership in predicting the overall staff empowerment score 

 Sum of 

squares 

Degrees of 

freedom 

Average of 

sum of 

squares 

Fisher 

statistics 

Lowest level 

of 

significance 

Regression  8664.77 1 8664.077 17.219 0.000 

Remnants  76986.594 153 503.180   

Total  85650.671 154    
Table 7:Table of regression coefficient model  

Independent 

variable 

Not standardized 

coefficients 

Standardized 

coefficients 

t-student 

statistic 

The lowest level 

of statistical 

significance 

 B Standard 

deviation 

of error 

estimation  

Beta    

Fix  27.535 4.166  6.609 0.000 

Servant 

leadership  

0.415 0.100 0.318 4.150 0.000 
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The results of the above tables show that the variable of organizational trust of the 

employee has entered into the regression equation and has been able to explain about 

31% of the empowerment of employees. The results of beta coefficient show that the 

orientation of the coefficient is positive (p <0.001 and β= 0.318). These results show 

that by increasing organizational trust of the employees, the level of organizational 

empowermentincreases. 

Test of hypothesis 4: To test the difference between the perceptions of employees and 

managers from servant leadership, t-test of independent groups were calculated, the 

results of which are presented in the following tables. 

Indices  Group  Mean  Standard 

deviation 

t Degrees 

of 

freedom 

significance 

Perception 

from 

servant 

leadership 

Employees 68.13 22.52 3.678 153 0.001 

managers 85.38 23.81    

 

The above table shows that the difference between the calculated means in the level of 

perception from servant leadership between employees and managers is significant (t 

= 3.678 and P<0.001), ie, the level of perception of managersfrom the servant 

leadership is more than the staff. 

Discussion and conclusion 

Organizational trust and empowerment are among the most important factors affecting 

the performance and effectiveness of organizations. According to the staff 

questionnaire, the servant leadership has a positive and significant relationship with 

organizational trust (p <0.001 and r = 0.331) which, firstly, indicates that the 

relationship between servant leadership and organizational trust is a direct 

relationship; second, this is a very strong relation (beta coefficient: 33.0). The higher 

the beta coefficient is indicated that the independent variable (servant leadership) has a 

stronger effect on the dependent variable (organizational trust), so the first hypothesis 

is fully confirmed.While similar research has shown that trust is a basic and real 

element for true leadership, especially servant leadership. The studies ofVahedi et al 

(2013), Amirian et al(2012) and Yang Chang et al(2011)who achieved similar results 

in their researches, and concluded that servant leadership is one of the most important 

factors affecting the organizational trust of employees. 
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Also, the servant leadership has a positive and significant relationship with the 

empowerment of the staff at significance level of 99% (p <0.001 and r = 0.242). 

Therefore, the data and statistical analysis confirm this hypothesis that, firstly, it 

shows that the relationship between servant leadership and organizational trust is a 

direct relationship; secondly, this is a strong relationship (beta coefficient: 24.2).The 

greater beta coefficient indicates that the independent variable (servant leadership) has 

a stronger effect on the dependent variable (empowerment), so the second hypothesis 

is confirmed. In addition, similar researcheshave shown that servant leadership is a 

major factor in empowering employees. Some of these studies are the studies of 

Bordbar et al (2014), Khaefollahi et al (2012), Amiriyan et al (2012), Vahedi et al 

(2013), Van (2003), Kafi (2012) and Sendchia and Pecerti (2010).On the other hand, 

organizational trust has a positive and significant relationship with employee 

empowerment at a significant level of 99% (r = 0.318). Therefore, the data and 

statistical analysis confirm this hypothesis that, firstly, it shows that the relationship 

between organizational trust and organizational trust is a direct relationship; secondly, 

this is a strong relationship (beta coefficient: 31.8). The greater beta coefficient 

indicates that the independent variable (organizational trust) has a stronger effect on 

the dependent variable (empowerment), so the third hypothesis is confirmed. In 

addition, similar researcheshave shown that organizational trust is a major factor in 

empowering employees. Some of these studies are the studies of Vahedi et al (2013), 

Izaditameh et al (2012), Khoshbakhti et al (2012), Baghersalimi et al (2010), 

KhojastehBojar et al (2009), and Anderson (2009).Also, data analysis revealed a 

significant difference between the findings from the questionnaire related to the staff 

and the managers' questionnaire (t = 3.678 and P<0.001). This suggests that managers 

consider themselves as servant more than what their employees think about them. This 

finding is consistent with the results of Hill (2008), Washington and Field (2006), 

Bordbar et al (2014). 

Suggestions 

According to the results of the study, it was determined that; 

According to the results from the fourth hypothesis, it was determined that between 

managers' views on servant leadership and staff in serving the leaders of the 

university, as well as the role of servant leadership in building trust in the organization 

and empowerment of employees, as well as the role of organizational trust in 

empowering employees (first hypotheses and 2nd and 3rd), the following solutions 

and suggestions are provided to eliminate these disputes and expand the servant 

leadership in organizations: 
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1. To consider a person as servant, servant cannot be dictated to him. But modeling 

the characteristics and characteristics of servant leaders will also be very effective. 

Therefore, through the modeling of attributes and characteristics, this style can be 

developed among managers and leaders of organizations. 

2. Developing of training programs for the development of servant leadership skills 

and providing special privileges to managers who can successfully pass these 

courses is important and can be very effective in the effectiveness of managers. 

3. Servant leaders are not unique for their particular leadership style, but for their way 

of looking at the world around them, which distinguishes them from other leaders. 

Therefore, the positive attitude of leaders and managers to serving can be 

developed and used in the organization. 

4. One of the most important features of servant leadership is honesty. Managers and 

leaders can develop the trust in the organization by showing these traits and 

characteristics and encouraging employees to do so. They should always try to help 

their employees by partnering on the one hand, and on the other hand, develop the 

spirit of cooperation and assistance in the organization, because employee 

participation in the process of targeting, deciding and doing the organization's work 

strengthens the atmosphere of trust. 

5. Managers and leaders should always try to be exposed and accessible to their 

employees, so that staff do not conceive their managers as unique persons and 

different from themselves. Managers should listen to their employees' talk and 

opinions in their daily routines, so that employees feel that managers value them. 

Transparency in the organization's daily affairs, the behavior of managers, as well 

as the clear statement of the goals and plans of the organization to the employees, 

strengthens the atmosphere of trust in the organization. 

6. A servant leader is a servant person who prioritizes the needs of others on his needs 

and intentions, and establishes the feeling in his staff that the leader of the 

organization is paying attention to their needs. Servant leaders increase trust in the 

organization by persuading their employees rather than forcing them to accept their 

proposed decisions. The appreciation of the efforts of others is one of the important 

characteristics of servant leadership. Therefore, managers and leaders can build 

good relationships in the organization by fostering and encouraging employees, and 

helping to improve trust in the organization. 

7. Empowerment and transferring the authority, if accompanied by trust, can be a 

powerful and effective driver for employees. When the manager trusts employees, 

they also try to make better and more accurate decisions, and develop their 

knowledge and information to perform tasks. Servant leaders divide responsibility 
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with their employees, providing the opportunity to empower their followers. In 

fact, part of the role of the leader of a servant leader is the role of the teacher, 

which leads to the use of hidden talents and the power of thinking in the staff. 

In this research, the effect of the variable of perception from servant leadership on 

organizational trust and empowerment of employees was studied. In order to obtain 

better results in the future research, the following suggestions are presented: 

1- This study in new statistical population, the level of each variable in work 

environment, such as nurses and teachers, be compared in a comparative manner, 

and the magnitude of each variable be compared to men and women. 

2- In this research, due to time constraints, only Gonbad University was selected. 

Therefore, in order to be more generalized, the results of the research should be 

compared in a larger sample population. 
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