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Drawing on social cognitive theory, this paper examines the relationships between selfsacrificial leadership, job satisfaction, and organizational engagement. This study proposes
that job satisfaction serves as a psychological mechanism reflecting how Self-sacrificial
Leadership (SSL) influences organizational engagement. This study defines SSL in terms of
a leader’s willingness to prioritize the interests of their employees ahead of their own
interests and to bear any costs associated with such behavior. The findings of the empirical
data, collected through self-reporting questionnaires taken from a sample of 176
employees working in the banking sector in the Kingdom of Saudi Arabia, demonstrate
that self-sacrificial leadership does positively impact both job satisfaction and organizational
engagement. The results further suggest that the link between self-sacrificial leadership and
organizational engagement is mediated by job satisfaction. In light of the positive and
significant relationships shown to exist between these constructs, this study has valuable
implications for leadership and employee behavioral management within the banking and
finance industry. Specifically, the results illustrate how SSL as a leadership approach may
outperform traditional leadership styles in several ways. We would further suggest that
these findings may also be extrapolated to other industries in order to benefit from the
implementation of self-sacrificial leadership to improve organizational outcomes.

©CIKD Publishing

Self-sacrificial Leadership (SSL) is a psychological concept of self-governance that describes
a leader's dedication to their wider team and willingness to sacrifice their own interests in the
service of the interests of others by expending resources that may be to the leader’s own
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detriment (McKenna & Brown, 2011). SSL tends to be defined as influencing, controlling, and
managing behavior through the use of certain behavioral and cognitive techniques (Manz, 1986;
Manz & Neck, 2004; Manz & Sims, 2001). However, there is no academic consensus on an
official definition of SSL, as researchers vary in their conceptions, but there are shared
principles among definitions. Behaviorally, SSL is seen as the willingness of a leader to take
risks and sacrifice their interests on a voluntary, temporary, or permanent basis (Mulder &
Nelissen, 2010; Yorges et al., 1999). For our study, we define SSL in accordance with the work
of Choi and Mai-Dalton (1998), as a leader’s willingness to prioritize the interests of their
employees ahead of their own personal interests and to bear the cost or burden of such behavior.
SSL is a form of servant leadership, and the ethical nature of this altruistic leadership style
allows leaders to act morally and show concern for the best interests of their followers (Öner,
2008). Although SSL shares similarities with other styles, such as transformational leadership,
SSL’s main concern is motivating employees to deliver organizational outcomes and do what
is considered best for the organization. To do this, the leader must work in service of what is
best for their staff as well as for the organization (McKenna & Brown, 2011). Compared to
traditional employee leadership, self-sacrificial leadership not only requires the consideration
of employees’ needs, but also a leader is willing to personally bear the associated burden or
cost (McKenna & Brown, 2011).
Many experts espouse SSL as one of the most significant characteristics of successful leaders
(De Cremer & Knippenberg, 2004, 2005). In this vein, several studies have determined that
SSL makes for more effective leaders within an organization due to a perceived increased
charisma and genuineness (Choi & Mai-Dalton, 1999; Choi & Yoon, 2005; De Cremer and
Knippenberg, 2004, 2005; Halverson et al., 2004). The existing body of literature indicates that
leaders who demonstrate SSL behaviors are more likely to inspire their employees to similarly
engage in positive behaviors in the workplace, which boosts the overall aims of the organization
(De Cremer et al., 2009).
The theoretical background for this study is underpinned by social cognitive theory, also
called social context theory. This involves interpreting individuals’ reactions and activities
within their social environment or context (Bandura, 1986). According to this theory, there is a
triangular interplay between the social environment, the individual, and the individual’s
behavior in response to their social environment (Wood & Bandura, 1989). Individuals gather
and utilize information from their social environment that governs their socially-oriented
behavior and consequences (Bandura, 1991). The individual learns what is moral and ethical
based on the environment they are in. Therefore, the social cognitive theory provides a
theoretical foundation for exploring the moral and cognitive processes behind SSL and the
effects on employees’ job satisfaction and organizational engagement.
Organizational engagement relates to an employee’s attitude towards their organization and
their specific role, and the extent to which they devote themselves to their work. Employees
who experience higher levels of organizational engagement are more willing to invest time,
labor, and resources into their work (Perwira et al., 2021). The concept of job satisfaction, on
the other hand, refers to the level to which an employee enjoys and feels fulfilled by their work
within an organization (Satuf et al., 2018).
Organizational engagement and SSL possess key attributes that make them a worthy topic
for further study in order to add to the existing literature and fill research gaps. Given that
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employees who are more engaged in their work are more likely to make greater contributions
to the organization, it is important for organizations to learn how they can improve this in their
workplaces, especially whether adopting a certain leadership style increases engagement. SSL
has been widely noted for its apparent ability to encourage employees to display better
organizational engagement because the leader acts in the interests of the employees and
promotes their well-being at work. Therefore, our study needs to consider the links between
these two concepts, which work together to improve the effectiveness of the organization.
Although previous studies have explored the association between employee engagement and
different leadership styles such as charismatic leadership (Babcock-Roberson & Strickland,
2010), transformational leadership (Vincent‐Höper, Muser, & Janneck, 2012), servant
leadership (de Sousa & Van Dierendonck, 2014), and ethical leadership (Sarwar et al., 2020),
the relationship between SSL and employee engagement is still unexplored. This study adds to
the existing body of knowledge by examining the relationship between SSL, job satisfaction,
and organizational engagement. Specifically, this study explores whether SSL behaviors add to
organizational engagement through the mechanism of job satisfaction of employees within an
organization.
The context of our study is specifically workplaces situated within the banking industry in
the Kingdom of Saudi Arabia, with the aim of improving organizational processes within such
workplaces for better employee and organizational outcomes. The data was collected from a
sample of employees within the banking sector in Saudi Arabia. This study has wider
implications for both the Saudi banking sector and other professional contexts, as it provides
valuable insights into the impact of SSL. The findings should motivate management to adopt
increased SSL behaviors to positively impact the job satisfaction and organizational
engagement of their employees, which in turn correlates with better individual and
organizational outcomes.

Literature Review
Self-sacrificial Leadership (SSL)

The literature shows that morality is foundational to SSL, and SSL is crucial for ethical
decision-making. Ethical activities not only benefit individuals, but have wider benefits for an
organization, or the “greater good” (Sachdeva et al., 2015). The key principle of SSL is when a
leader sacrifices their interests to expend resources to serve their employees (McKenna &
Brown, 2011), which is regarded as a significant characteristic of highly effective leadership
(De Kremer & van Knippenberg, 2004; 2005).
SSL demonstrates the leader's dedication to their team above themselves and their own
interests, contributing to the personal and professional development of the team. The literature
illustrates the potential for leaders displaying SSL to motivate their employees to engage in
more positive behaviors that improve their overall effectiveness within the organization (De
Kremer et al., 2009; Li, Zhang, & Tiang, 2016). There has been recent research into the benefits
of SSL on employee organizational outcomes (Li et al., 2016; Mostafa & Bottomley, 2020).
Leaders possessing high-quality self-sacrificial leadership skills, including constructive
thinking strategies (Houghton & Jinkerson 2007), were reported to have higher job satisfaction
levels than those who worked for leaders lacking these skills. According to Li et al. (2016), SSL
helps individuals fulfill their basic psychological needs, making employees feel a high level of
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job satisfaction. We would suggest that leaders in the banking sector who display effective selfsacrificial leadership abilities will be better able to positively impact their employees’ job
satisfaction. Thus,
H1: There is a positive relationship between SSL and job satisfaction.

Job Satisfaction and Organizational Engagement

Job satisfaction is a popular concept within organizational behavioral research and is often
defined as an employee's attitude towards their work, including their work environment and the
overall degree to which they enjoy their job (Iverson & Maguire, 2000). Another definition
provided by Spector (1997) is that job satisfaction is the balance between employees’ likes and
dislikes about their job and how that impacts their overall view of their job. Lent (2004) posits
that job satisfaction is a determinant of whether an individual is satisfied or happy with their
job. Job satisfaction is deemed to have a positive effect on employee organizational
engagement. Promoting employee job satisfaction is important as it improves employee wellbeing, which results in employees being happier and more fulfilled in their roles within an
organization, which is theorized to promote a more effective workplace environment (Satuf et
al., 2018). A survey study with 140 full-time employees at an Islamic bank in Indonesia
indicated that job satisfaction positively affected organizational commitment and mediated the
effect of transformational leadership on organizational citizen behaviors and organizational
commitment (Maharani et al., 2017).
The relationship between job satisfaction and organizational engagement can be justified
through social exchange theory (Blau, 1964). When employees feel satisfied with their job
because of the status attached to being part of the organization or because of certain job facets,
in turn, they reciprocate it with positive attitudes and behaviors, including employee
engagement (Azim et al., 2021). In line with social exchange theory (Blau, 1964), we argued
that employees who possess a high level of job satisfaction are expected to pay back their
company by putting more effort into attaining organizational goals and exhibiting a high level
of engagement. Hence, we propose a positive impact of job satisfaction on the organizational
engagement.
H2: There is a positive relationship between job satisfaction and organizational engagement.

SSL and Organizational Engagement

Organizational engagement refers to the employee’s attitude towards their organization and
role, enabling them to dedicate themselves to their work. Employees with high work
engagement are more willing to invest time and effort in their work and show stronger
perseverance when facing difficulties at work (Perwira et al., 2021). The authors posit that it is
critical for employees to have a high level of work engagement in an organization, as low levels
of work engagement lead to poorer commitment and outcomes.
The literature also demonstrates the positive correlation between SSL and improved
organizational engagement. It has been stated that organizationally engaged employees feel
aligned with the organization’s mission and values (Ashforth & Mael, 1996), which leads them
to behave in the organization’s interests (Ashforth & Mael, 1989). Therefore, organizationally
engaged employees are more inclined to display positive behaviors and refrain from negative
behaviors (Mohammed & Shen, 2020). The literature also indicates that organizationally
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engaged employees are more productive, build better relationships, and are more profitable than
disengaged employees (Gupta et al., 2018). Zeeshan et al. (2021) studied Pakistani bank
employees' engagement and found that servant leadership has a direct positive impact on
employee engagement, therefore recommending that when banking managers employ servant
leadership style when interacting with their employees, it improves employee’s engagement
with their organization.
Grobler and Grobler (2021) found that ethical leadership impacts employees’ moral
decision-making, pro-social conduct, job satisfaction, commitment, and motivation, which in
turn affects their employee behavior and organizational functioning. The impact of SSL style
behaviors on job satisfaction was present across both sectors, which shows the importance of
this kind of leadership for creating better functioning workplace environments.
A study by Öner (2008) found that servant leadership characteristics of managers affected
the organizational engagement of employees and were moderated by perceived organizational
justice and employee satisfaction with the organizational climate.
Yang et al. (2021) concluded that SSL has an indirect positive influence on unethical proorganizational behavior (which negatively affects the organization and should be avoided) of
employees by positively influencing organizational identification, indicating improved
organizational engagement. This is because an SSL leader cares about the needs of employees,
pays attention to the growth of employees, and sacrifices themselves for the benefit of the
organization, which help improve the self-esteem, sense of belonging, and psychological
security of employees, thus increasing their positive organizational engagement.
A study by Ramdhani and Sawitri (2017) showed a significant positive correlation between
perceived organizational support and employees’ work engagement, while Dwitasari,
Ilhamuddin, and Widyasari (2016) found that organizational support influences employee work
engagement. A study by Aulia, Sutanto, and Choliq (2019) found that the better the perception
of organizational support (such as SSL) and the employees’ love of their work leads to higher
work engagement. A further study (Abu Nasra & Heilbrunn, 2016) found that employees’ trust
in their supervisors and good levels of job satisfaction mediated the relationship between
transformational leadership style and organizational citizenship behavior. Transformative
leadership style is not the same as SSL but it is cited in this study due to its similarities with
this type of leadership style and propose that these results could be extended to a context in
which employees are subjected to SSL behaviors.
Job satisfaction is shown to impact the way in which employees interact and engage with
their organization, which we believe supports the idea that it mediates SSL and organizational
engagement. Leaders should also establish strong psychological attachments and bonds with
their team members to motivate them to repay sacrificial behaviors by fully engaging in the
organization and their day-to-day work. Azim et al. (2021) conducted a study on employees
from garments industry of Bangladesh and found that job satisfaction fully mediates the positive
relationship between compliance and employee engagement. Therefore, based on the above
literature, both the direct and indirect relationship between SSL and organizational engagement
is proposed. Hence,
H3: There is a positive relationship between SSL and organizational engagement.
H4: Job satisfaction mediates the relationship between SSL and organizational engagement
116
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Methodology

The current study has used a cross-sectional study design to examine the relationship between
SSL, job satisfaction, and organizational engagement. The data has been collected from
employees of the banking sector of Saudi through convenience sampling. The data was
collected through a survey in its original English Language. In the banking sector, Employees
are educated and understand English very well, and English is the standard language used in
the banking sector within Saudi Arabia (Yavas, Luqmani, & Quraeshi, 1990). The participation
of respondents in the survey was voluntary, and they were assured of the confidentiality and
anonymity of their answers. A cover letter with the details of the aim of the study was also
attached to the questionnaire. The survey was conducted during the official working hours of
banks. Out of the total distributed questionnaires (308), 176 complete questionnaires were
returned with a response rate of 57 %. This data was finally used for analysis. Partial least
squares structural equation modeling using smart PLS was employed to estimate the mediation
model. A seven-point Likert scale was used from “strongly disagree to strongly agree.”
The total sample comprised 135 (77%) males and 41 (23%) females. Out of the total sample
(176), 73 (41.5%) were married, whereas 103 (58.5%) were unmarried. A majority of the
respondents possessed a graduate degree (51%). Out of total respondents, 71 (40%) had a tenure
of 2-7 years in their organization, while only 24 (13.6%) had a tenure of 14-19 years.

Measures

A five-item scale (De Cremer & Knippenberg, 2004) was employed to assess employees’
perception of self-sacrificial leadership. A sample item is “My supervisor is willing to stand up
for the team members’ interest, even when it is at the expense of his/her own interest.”
Job satisfaction was measured using a four-item scale taken from Cammann et al. (1983)
and Zablah et al. (2016). An example item is “All in all, I am satisfied with my present job.”
Finally, a six-item scale adopted from Saks (2006) was used to measure organizational
engagement. A sample item is “One of the most exciting things for me is getting involved with
things happening in this organization.”

Results

The first stage of analysis was to examine the loadings of each item, Cronbach’s alpha values,
composite reliability, and average variance extracted for all variables of this study. Cronbach
alpha and composite reliability are employed to assess the reliability. The PLS-SEM model is
given in Figure 1. The results of Cronbach’s alpha values and composite reliability, as presented
in Table 1, were for job satisfaction (.75, .84), self-sacrificial leadership (.88, .91), and work
engagement (.79, .85), respectively. According to Hair, Ringle, and Sarstedt (2011), the values
of Cronbach’s alpha and composite reliability should be higher than the threshold value of .70.
Hence, it can be concluded that there is no reliability issue in the data. In the next step,
convergent validity was examined using the Average Variance Extracted (AVE). As presented
in Table 1, Results revealed that AVE values for all constructs are greater than the threshold of
.50 (Henseler, Hubona, & Ray, 2016). For job satisfaction, self-sacrificial leadership, and work
engagement, the AVE values were .57, .67, and .54, respectively. Finally, the discriminant
validity was assessed using Heterotrait–Monotrait (HTMT), Fornell Larcker criterion, and
cross-loadings. The results of Fornell Larcker given in Table 2 showed that the square root of
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the average variance for each variable was higher than the correlation with all variables. So,
discriminant validity was established. The results further showed that HTMT values (see Table
2) for all variables were less than .90. Moreover, the factor loadings (see Table 3) of all variables
were higher than the cross-loadings. Hence, discriminant validity was confirmed.
Figure 1
PLS-SEM Model Showing the Relationship among the Constructs

Table 1
Results of Cronbach’s Alpha Values, Composite Reliability, and AVE
Construct

Items

Loadings

Cronbach’ s Alpha

Job Satisfaction(JS)

JS1
JS2
JS3
JS4
SSL1
SSL2
SSL3
SSL4
SSL5
WEJ2
WEJ3
WEJ4
WEJ5
WEJ6

.72
.79
.74
.77
.70
.82
.83
.89
.85
.80
.79
.69
.70
.68

.75

Composite Reliability
(CR)
.84

.88

.91

.79

.85

Self-Sacrificial Leadership(SSL)

Work Engagement (WEJ)

N= 176

Average Variance Extracted
(AVE)
.57

.67

.54

Table 2
Fornell–Larker Criterion of and HTMT for Discriminant Validity
Fornell–Larker Criterion
Variables
JS
SSL
WE
Job satisfaction (JS)
.75
Self-Sacrificial Leadership (SSL)
.26
.82
Work Engagement (WE)
.50
.30
.73
Heterotrait–Monotrait Ratio (HTMT)
Variables
JS
SSL
WE
Job satisfaction (JS)
Self-Sacrificial Leadership (SSL)
.30
Work Engagement (WE)
.62
.33
Note. The off-diagonal values are correlations between the construct, and the diagonal values shown in bold are the square values of AVEs.
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Table 3
Discriminant Validity Based on Cross-Loading Criterion
JS
SSL
JS1
.72
.19
JS2
.79
.17
JS3
.74
.22
JS4
.77
.21
SSL1
.12
.70
SSL2
.35
.82
SSL3
.21
.83
SSL4
.19
.89
SSL5
.15
.85
WEJ2
.42
.27
WEJ3
.34
.18
WEJ4
.33
.10
WEJ5
.28
.14
WEJ6
.41
.32
Note. JS= Job satisfaction, SSL=Self-sacrificial leadership, WE=Work Engagement

WE
.40
.40
.33
.37
.20
.24
.29
.21
.25
.80
.79
.69
.70
.68

Assessment of Model Fit

The model fit in PLS-SEM is assessed using normal fit index (NFI), χ2 (Chi-square), exact fit
criteria (d_ULS and d_G), and value of standardized root mean square residual (SRMR).
According to Agasha, Kamukama, and Sserwanga (2021), a model is considered well-fitted if
the value of SRMR is less than the threshold value of .10. Table 4 shows that both saturated
and estimated models fitted the data on all fit indices.
Table 4
Model Fit Results
Indicators
SRMR
d_ULS
d_G
Chi-Square
NFI

Structural model
.08
.77
.28
280.02
.75

Estimated model
.08
.77
.28
280.02
.75

Analysis of Hypotheses

As shown in Table 5, the PLS-SEM results showed that self-sacrificial leadership had a positive
and significant impact on employee job satisfaction (β = .26, t = 3.55, p = < .05). Job satisfaction
significantly influenced employee work engagement (β = .45, t = 5.68, p = < .05). Selfsacrificial leadership had a significant effect on employee work engagement (β = .18, t = 1.97,
p = < .05). Thus, all the direct relationship hypotheses (H1, H2, H3) are supported. The results
further revealed that the indirect effect of self-sacrificial leadership on work engagement
through job satisfaction was also significant and positive (β = .12, t = 2.73, p = < .05). Thus,
Hypothesis H4 is also supported.
Table 5
Hypotheses Testing

Hypothesis H1: SSL -> JS
Hypothesis H2: JS -> WE
Hypothesis H3: SSL -> WE
Hypothesis H4: SSL -> JS -> WE

β
.26
.45
.18
.12

M
.28
.45
.18
.13

SD
.07
.08
.09
.04

t
3.55
5.68
1.96
2.72

p
.000
.000
.049
.006
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When a leader sacrifices their interests to expend resources to serve their employees (McKenna
& Brown, 2011), this can lead to highly effective leadership (De Cremer & Knippenberg, 2004,
2005). While there is no accepted consensus among academics on a singular definition of SSL,
there appears to be a shared collection of principles and behaviors of SSL. Following a literature
review, this study defined SSL in terms of a leader’s willingness to prioritize the interests of
their employees ahead of their own interests and to bear any costs associated with such
behavior.
This study represents a critical investigation into the potential impact of SSL on employee
organizational engagement and job satisfaction within the Saudi banking sector. It aims to show
that positive correlations exist between these three concepts in order to guide organizations on
how best to manage their employees to improve organizational outcomes. The study draws
upon social cognitive theory, or social context theory, which seeks to understand the reasons
and motivations for how and why employees behave and respond to their social environment
or context (Bandura, 1986; Wood & Bandura, 1989). As this theory posits that an employee
gathers and utilizes information from their social environment, which informs their behavior.
This theory was used as the theoretical underpinning of this study to better understand how SSL
creates a social context that leads to greater job satisfaction and organizational engagement.
The study also looks at how job satisfaction affects the employee’s social environment as an
important mediator between SSL and organizational engagement.
Multiple past studies have explored the links between employee engagement and a range of
leadership styles, such as charismatic leadership (Babcock-Roberson & Strickland, 2010),
transformational leadership (Vincent‐Höper, Muser, & Janneck, 2012), servant leadership (de
Sousa & Van Dierendonck, 2014), and ethical leadership (Sarwar et al., 2020). However,
despite the recognition in the literature of the importance of SSL and what appears to be a
growing number of empirical studies on the subject as there is greater awareness of its positive
effects when implemented well, it appears that, to date, there has been little effort made to
investigate the interrelationship between SSL and work engagement, and how job satisfaction
mediates that relationship. This represents a major gap in the literature to date. This study aims
to contribute significant value to the literature to broaden our understanding of the effects of
SSL on workplace dynamics. This study adds to the existing knowledge by examining the
relationship between SSL, job satisfaction, and organizational engagement. Specifically, this
study contributes to filling the research gap in the literature by exploring how SSL behaviors
improve organizational engagement through the mechanism of job satisfaction of employees
within an organization. The implications of this study are the positive organizational change
that may lead management to encourage its leaders to adopt SSL behaviors, resulting in
improved employee work engagement and job satisfaction, therefore allowing the organization
to be healthier and more productive. SSL is more akin to progressive styles such as
transformational leadership, rather than more traditional styles of leadership, such as
transactional leadership. However, SSL is differentiated further from transformational
leadership in that the leader’s primary aim is to act in their employees' interests to motivate
them to deliver outcomes that benefit the organization (McKenna & Brown, 2011). Although
SSL does share similarities with other leadership approaches, its primary aim and overarching
attribute is to motivate employees to produce positive organizational outcomes and act in the
120
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organization's best interests. To achieve this, the leader adopts a style where they act in service
of their employees and the organization (McKenna & Brown, 2011). Compared to traditional
employee leadership, SSL requires a leader to both consider their employees’ needs, as well as
demonstrate a willingness to personally bear the associated burden or cost (McKenna & Brown,
2011).
Choi and Yoon (2005) note that in comparison to other types of leadership styles and
behaviors, such as articulating and communicating an ideological goal or vision, showing high
expectations and confidence in followers, taking extraordinary risks, and setting a personal
example of the values inherent in the vision (Conger, 1989), sacrifice as a leadership trait has
received very little recognition. Choi and Yoon (2005) further state that despite this lack of
research, SSL is a crucial mode of promoting employee voluntary engagement and making their
own sacrifices for the organization.
Past empirical studies have specifically chosen to report on the impact of SSL because of
how different it is from traditional leadership and how it appears to generate more positive
effects on employees. Similar reasons hold true for examining SSL in this study, but this study
expands on the literature by showing how it specifically affects organizational engagement,
which has not been investigated as far as we are aware. Analysis of the self-reported
questionnaires completed by 176 Saudi banking sector employees shows all four hypotheses to
be correct. The results confirm that SSL has a significant and positive direct impact on the job
satisfaction experienced by the surveyed employees. In turn, both SSL and job satisfaction have
a significant influence on the extent to which the employees are engaged with the organization.
Further, the employees’ job satisfaction plays a significant role in mediating the positive effect
of SSL on their organizational engagement. Therefore, the findings of this study corroborate
the previous studies' findings (Azim et al., 2021; Houghton & Jinkerson 2007; Li, Zhang, and
Tian, 2016; Zeeshan et al., 2021), confirming that there is a significantly positive connection
between these three concepts. There is overwhelming support for the notion that SSL facilitates
better employee organizational engagement and job satisfaction (Cheng et al., 2014; Bah et al.,
2020). Bah et al. (2020) noted that ethical leadership has become the focus of attention among
scholars due to its positive and significant effects on employees and organizational
performance. This accords with why SSL was chosen to be studied – because the growing body
of literature suggests SSL, as a form of ethical leadership, is showing greater positive effects
on employees in the 21st century than more traditional forms of leadership. Bah et al. (2020)
also noted that more empirical studies are needed in this area to fill further gaps – that study
only filled a gap by examining ethical leadership and organizational citizenship behavior in the
Sierra Leone context. The value of our study is that we are plugging further geographical gaps
by showing how SSL can function in a Saudi Arabian context. This is interesting and necessary
research because it is not assumed that SSL will simply work in every culture but also
contributes to a body of literature that shows highly positive effects of SSL on employee
productivity and engagement in numerous countries. The positive findings of Abu Nasra and
Heilbrunn (2016), surveying 211 Arab teachers in the Arab education system in Israel, also
found a positive correlation between transformational leadership and job satisfaction. There are
only limited studies in the literature specifically dealing with a Middle Eastern context. As far
as we know, no attention has been given to the interplay between SSL, organizational
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engagement, and job satisfaction as a mediator in this context and also in Saudi Arabia, so our
study fills this gap.
The literature asserts that leaders showing strong SSL skills directly positively influence
their employees’ job satisfaction (Avolio et al., 2009; Hee & Mi, 2014; Houghton & Jinkerson,
2007; Roberts & Foti, 1998). Consequently, SSL is considered by many researchers to be one
of the most significant characteristics of effective leadership (De Cremer & Knippenberg, 2004;
2005). Leaders displaying SSL behavior can better motivate their employees to engage in more
positive behaviors that increase their value to the organization (De Cremer et al., 2009; Li,
Zhang, & Tiang, 2016). However, while Chen et al. (2020) found that SSL in isolation is not
necessarily a predictor of positive organizational engagement and job satisfaction, the results
of this study confirm the relationship. The studies of Chen et al. (2020) and Choi and MaiDalton (1998) are particularly useful as they provide a different perspective on SSL despite
little attention paid to it in the literature regarding the link between leader competence and the
effectiveness of SSL. They found that stronger leaders displaying SSL produce better effects
on their employees than weaker leaders. This is a limitation of the present study as the overall
competence of the leader has not been specifically measured and considered how that may have
affected the validity of our results. However, while it is acknowledged that a range of factors
affects employee engagement and satisfaction within a specific organization, there is a clear
correlation with SSL. The literature confirms that SSL significantly increases both job
satisfaction and organizational engagement (Demirtas et al., 2017; Sarwar et al., 2020). Sharma
et al. (2019) claim that SSL is vital for ensuring that employees develop positive outcomes such
as organizational engagement and job satisfaction. It can be seen as an ideal form of leadership
for fostering more ideal behaviors among employees. Furthermore, both the literature (Freire
& Bettencourt, 2020; Grobler & Grobler, 2021; Öner, 2008) and the present study show that
job satisfaction mediates the relationship between SSL and organizational engagement.
Employees with high work engagement are shown to possess increased job satisfaction (Perwira
et al., 2021) and promote employee job satisfaction leads employees to become more engaged
with the organization they are serving. Many past studies showed a positive correlation between
SSL and greater employee organizational engagement, as these leaders are able to motivate
employees to feel more aligned with the organization’s mission and values (Ashforth & Mael,
1996), which leads them to behave in the organization’s interests (Ashforth & Mael, 1989),
making them more productive employees. In past studies (Cheng et al., 2014), SSL has been
shown to facilitate better organizational engagement and is mediated by an employee’s desire
to advance their career. This indicates that individuals with higher job satisfaction and a sense
of purpose within an organization have better organizational engagement and SSL behaviors.
The results of the present study corroborate this finding by showing that employees who report
higher levels of job satisfaction report a positive mediating influence of SSL on their
organizational engagement. Cheng et al.’s (2014) study shows a positive relationship between
the three variables we are studying: SSL, organizational engagement, and a sense of job
satisfaction. However, while that study was more focused on employee desire to self-regulate
in their role, driven by a focus on the promotion, this study adds significant value and fills a
gap in the literature by showing the mediating effect of a more holistic approach to job
satisfaction rather than a promotion-based attitude, and how that encourages the
interrelationship between SSL and organizational engagement.
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Conclusion

The findings of this study contribute to the related literature as this study’s empirical results of
the self-reported questionnaires revealed that SSL is positively correlated with increased
organizational engagement and job satisfaction among employees within the banking sector in
Saudi Arabia. The findings show that SSL has a direct positive impact on employee job
satisfaction, both SSL and job satisfaction positively affect organizational engagement, and the
impact of SSL on organizational engagement is mediated by job satisfaction. The results
indicate that these positive relationships result in better outcomes for both employees and their
organizations through the leader demonstrating ethical, self-sacrificial leadership qualities that
prioritize the needs and well-being of their team members over their agenda. Since the research
undertaken by this study supports the four proposed hypotheses, it is recommended that
organizations implement these principles to improve employee and management productivity,
well-being, and overall success. Leaders should be trained in and perform SSL behaviors rather
than adhere to traditional leadership strategies, which may not offer such benefits as this study
shows. Organizations can incentivize leaders demonstrating SSL behavior and offer training
programs to improve employee organizational engagement and job satisfaction.

Declarations
Acknowledgements
Not applicable.

Disclosure Statement

No potential conflict of interest was reported by the authors.

Ethics Approval
Not applicable.

Funding Acknowledgements
Not applicable.

Citation to this article

Alshahrani, S. T. (2022). Impact of self-sacrificial leadership on organizational engagement: A
psychological mechanism of job satisfaction. International Journal of Organizational
Leadership, 11(1), 112-126. https://doi.org/ 10.33844/ijol.2022.60622

Rights and Permissions
© 2022 Canadian Institute for Knowledge Development. All rights reserved.

International Journal of Organizational Leadership is published by the Canadian Institute for
Knowledge Development (CIKD). This is an open-access article under the terms of the Creative
Commons Attribution (CC BY) License, which permits use, distribution, and reproduction in
any medium, provided the original work is properly cited.

International Journal of Organizational Leadership 11(2022)

124

References
Abu Nasra, M., & Heilbrunn, S. (2016). Transformational leadership and organizational citizenship behavior in the Arab
educational system in Israel: The impact of trust and job satisfaction. Educational Management Administration and
Leadership, 44(3), 380‒396. https://doi.org/10.1177/1741143214549975
Agasha, E., Kamukama, N., & Sserwanga, A. (2021). The mediating role of cost of capital in the relationship between capital
structure and loan portfolio quality. African Journal of Economic and Management Studies, 13(1), 49‒6.
Ashforth, B. E., & Mael, F. (1989). Social identity theory and the organization. Academy of Management Review, 14(1), 20‒
39. https://doi.org/10.2307/258189
Ashforth, B. E., & Mael, F. A. (1996). Organizational identity and strategy as a context for the individual. Advances in
Strategic Management, 13, 17‒62.
Aulia, A., Sutanto, A., & Hidayat, A., C. (2019). Determinants of work engagement for TNIAD (Indonesian Armed ForcesArmy) personnel [Determinan keterikatan kerja personel Tentara Nasional Indonesia-Angkatan Darat (TNI-AD)]. ANIMA
Indonesian Psychological Journal, 35(1), 35–55. https://doi.org/10.24123/aipj.v35i1.2881
Avolio, B. J., Walumbwa, F. O., & Weber, T. J (2009). Leadership: Current Theories, Research, and Future Directions.
Annual Review of Psychology, 60, 421‒449. https://doi.org/10.1146/annurev.psych.60.110707.163621
Azim, M. T., Uddin, M. A., & Haque, M. M. (2021). Does compliance to standards in the ready‐made garments industry
affect employee attitudes? A study in Bangladesh. Global Business and Organizational Excellence, 40(2), 43‒58.
Babcock-Roberson, M. E., & Strickland, O. J. (2010). The relationship between charismatic leadership, work engagement,
and
organizational
citizenship
behaviors. The
Journal
of
psychology, 144(3),
313‒326.
https://doi.org/10.1080/00223981003648336
Bah, F. I., Xiongying, N., & Tena, W. G. (2020). Ethical leadership style and organizational citizenship behaviour: the
mediating role of employee work engagement. Journal of Business, 5(1), 26‒35.
Bandura, A. (1986). The explanatory and predictive scope of self-efficacy theory. Journal of Social and Clinical
Psychology, 4(3), 359‒373.
Bandura, A. (1991). Social cognitive theory of self-regulation. Organizational Behavior and Human Decision
Processes, 50(2), 248‒287.
Blau, P. M. (1964). Social exchange theory. http://www. tut. ee/public/m/mart-murdvee. EconPsy/5/6. _EconPsy__Social_exchange. pdf
Cammann, C., Fichman, M., Jenkins, G. D., & Klesh, J. R. (1983). Assessing the attitudes and perceptions of organizational
members. In S. E. Seashore, E.E. III. Lawler, P. H. Mirvis, & C. Cammann (Eds.), Assessing organizational change: A
guide to methods, measures, and practices (pp. 71‒138). Wiley.
Chen, X., Yuan, Y., Liu, J., Zhu, L., & Zhu, Z. (2020), Social bonding or depleting? A team-level investigation of leader
self-sacrifice on team and leader work engagement. Journal of Occupational and Organizational Psychology, 93(4), 912‒
941. https://doi.org/10.1111/joop.12315
Cheng, J. W., Chang, S. C., Kuo, J. H., & Cheung, Y. H. (2014). Ethical leadership, work engagement, and voice
behavior. Industrial Management & Data Systems, 114(5), 817‒831. https://doi.org/10.1108/IMDS-10-2013-0429
Choi, Y., & Mai-Dalton, R. R. (1998). On the leadership function of self-sacrifice. The Leadership Quarterly, 9(4), 475‒501.
Choi, Y., & Mai-Dalton, R. R. (1999). The model of followers’ responses to self-sacrificial leadership: An empirical test.
The
Leadership
Quarterly,
10,
397‒421.
http://dx.doi.org/10.1016/S1048-9843(99)00025-9
Choi, Y., & Yoon, J. (2005). Effects of leaders’ self-sacrificial behavior and competency on followers’ attribution of
charismatic leadership among Americans and Koreans. Current Research in Social Psychology, 11, 51– 69.
Conger, J. A. (1989). The charismatic leader: Behind the mystique of exceptional leadership. San Francisco: Jossey-Bass.
Demirtas, O., Hannah, S., Gok, K., Arslan, A., & Capar, N. (2017). The moderated influence of ethical leadership, via
meaningful work, on followers’ engagement, organizational identification, and envy. Journal of Business Ethics, 145(1),
183–199. https://doi-org.sdl.idm.oclc.org/10.1007/s10551-015-2907-7
De Cremer, D., & Knippenberg, D. van (2004). Leader self-sacrifice and leadership effectiveness: The moderating role of
leader self-confidence. Organizational Behavior and Human Decision Processes, 95(2), 140‒155
De Cremer, D., & Knippenberg, D. van (2005). Cooperation as a function of leader self-sacrifice, trust, and identification.
Leadership and Organization Development Journal, 26(5), 355‒369. https://doi.org/10.1108/01437730510607853

124

125

Saeed Turki Alshahrani

De Cremer, D., Mayer, D. M., Van Dijke, M., Schouten, B. C., & Bardes, M. (2009). When does self-sacrificial leadership
motivate prosocial behavior? It depends on followers’ prevention focus. Journal of Applied Psychology, 94(4), 887.
de Sousa, M. J. C., & Van Dierendonck, D. (2014). Servant leadership and engagement in a merge process under high
uncertainty. Journal of Organizational Change Management, 27(6), 877‒899. https://doi.org/10.1108/JOCM-07-20130133
Dwitasari, A. I., Ilhamuddin, I., & Widyasari, S. D. (2016). Pengaruh perceived organizational support dan organizationalbased self-esteem terhadap work engagement. Mediapsi, 1(1), 4050. https://doi.org/10.21776/ub.mps.2015.001.01.5
Freire, C., & Bettencourt, C. (2020). Impact of ethical leadership on job satisfaction: The mediating effect of work–family
conflict. Leadership
and
Organization
Development
Journal, 41(2),
319–330. https://doiorg.sdl.idm.oclc.org/10.1108/LODJ-07-2019-0338
Grobler, S., & Grobler, A. (2021). Ethical leadership, person-organizational fit, and productive energy: A South African
sectoral
comparative
study. Ethics
and
Behavior, 31(1),
21–37. https://doiorg.sdl.idm.oclc.org/10.1080/10508422.2019.1699412
Gupta, M., Ravindranath, S. & Kumar, Y. (2018). Voicing concerns for greater engagement. Evidence-Based HRM, 6(1),
54‒65.
Hair, J. F., Ringle, C. M., & Sarstedt, M. (2011). PLS-SEM: Indeed a silver bullet. Journal of Marketing theory and
Practice, 19(2), 139‒152. https://doi.org/10.2753/MTP1069-6679190202
Halverson, S., Murphy, S.E., Riggio, R. (2004) Charismatic leadership in crisis situations: A laboratory investigation of stress
and crisis. Small Group Research, 35(5), 495‒514.
Hee, C. Y., & Mi, K. U. (2014). Effect of self-leadership recognized by newly-employed nurses on job satisfaction: Mediating
effect of organizational commitment. Journal of Korean Academy of Psychiatric and Mental Health Nursing, 23(4), 242‒
249. https://doi.org/10.12934/JKPMHN.2014.23.4.242
Henseler, J., Hubona, G., & Ray, P. A. (2016). Using PLS path modeling in new technology research: updated
guidelines. Industrial management & data systems, 116(1), 2‒220. https://doi.org/10.1108/IMDS-09-2015-0382
Houghton, J. D., & Jinkerson, D. L. (2007). Constructive thought strategies and job satisfaction: A preliminary
examination. Journal of Business and Psychology, 22(1), 45–53. https://doi.org/10.1007/s10869-007-9046-9
Iverson, R. D., & Maguire, C. (2000). The relationship between job and life satisfaction: Evidence from a remote mining
community. Human Relations, 53(6), 807‒839.
Lent, R. W. (2004). Toward a unifying theoretical and practical perspective on well-being and psychosocial
adjustment. Journal of Counseling Psychology, 51(4), 482.
Li, R., Zhang, Z. Y., & Tian, X. M. (2016). Can self‐sacrificial leadership promote subordinate taking charge? The mediating
role of organizational identification and the moderating role of risk aversion. Journal of Organizational Behavior, 37(5),
758‒781. https://doi.org/10.1002/job.2068
Maharani, V., Surachman, S., Sumiati, S., & Sudiro, A. (2017). The effect of transformational leadership on organizational
citizenship behavior mediated by job satisfaction and organizational commitment: Study at Islamic Bank in Malang
Raya. International Journal of Economic Research, 14(3), 205‒218.
Manz, C. C. (1986). Self-leadership: Toward an expanded theory of self-influence processes in organizations. Academy of
Management Review, 11(3), 585‒600.
Manz, C. C., & Neck, C. P. (2004). Mastering self-leadership: Empowering yourself for personal excellence (3rd ed.). Upper
Saddle River, NJ: Prentice Hall.
Manz, C. C., & Sims, H. P. (2001). The new superleadership: Leading others to lead themselves. Berrett-koehler publishers.
McKenna, R., & Brown, T. (2011). Does sacrificial leadership have to hurt? The realities of putting others first. Organization
Development Journal, 29(3), 39–50.
Mohammed, A. M. S., & Shen, J. (2020). Ethical leadership, internal CSR, organizational engagement and organizational
workplace deviance. Evidence-based HRM, 8(1), 113‒127. https://doi-org.sdl.idm.oclc.org/10.1108/EBHRM-03-20190026
Mostafa, A. M. S., & Bottomley, P. A. (2020). Self-sacrificial leadership and employee behaviours: An examination of the
role of organizational social capital. Journal of Business Ethics, 161(3), 641‒652.
Mulder, L. B., & Nelissen, R. (2010). When rules really make a difference: The effect of cooperation rules and self-sacrificing
leadership on moral norms in social dilemmas. Journal of Business Ethics, 95(1), 57‒72.
Öner, Z, H. (2008). The mediating effect of organizational justice: moderating roles of sense of coherence and job complexity
on the relationship between servant leadership and work engagement [Unpublished doctoral dissertation, Marmara
University, Institute of Social Sciences].

International Journal of Organizational Leadership 11(2022)

126

Perwira, L., Jocom, C. W., & Psikolog, A. M. P. (2021). Are love of work, perceived organizational support, and
psychological well-being predictors of work engagement? Journal of Educational, Health and Community Psychology,
10(4), 673‒685.
Ramdhani, G. F., & Sawitri, D. R. (2017). Hubungan antara dukungan organisasi dengan keterikatan kerja pada karyawan
pt. X di Bogor [Relationship between organizational support and employment engagement in employees of PT. X in
Bogor]. Jurnal Empati, 6, 199‒205.
Roberts, H. E., & Foti, R. J. (1998). Evaluating the interaction between self-leadership and work structure in predicting job
satisfaction. Journal of Business and Psychology, 12(3), 257‒267.
Sachdeva, S., Jordan, J., & Mazar, N. (2015). Green consumerism: moral motivations to a sustainable future. Current Opinion
in Psychology, 6, 60‒65.
Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal of Managerial Psychology, 21(7),
600–619. https://doi.org/10.1108/02683940610690169
Sarwar, H., Ishaq, M. I., Amin, A., & Ahmed, R. (2020). Ethical leadership, work engagement, employees’ well-being, and
performance:
A
cross-cultural
comparison. Journal
of
Sustainable
Tourism, 28(12),
2008–2026.
https://doi.org/10.1080/09669582.2020.1788039
Satuf, C., Monteiro, S., Pereira, H., Esgalhado, G., Marina Afonso, R., & Loureiro, M. (2018). The protective effect of job
satisfaction in health, happiness, well-being and self-esteem. International Journal of Occupational Safety and
Ergonomics, 24(2), 181‒189.
Sharma, A., Agrawal, R., & Khandelwal, U. (2019). Developing ethical leadership for business organizations: A conceptual
model of its antecedents and consequences. Leadership &Organization Development Journal, 40(6), 712–734. https://doiorg.sdl.idm.oclc.org/10.1108/LODJ-10-2018-0367
Spector, P. E. (1997). Job satisfaction: Applications, assessment, causes and consequences. Thousand Oaks, CA: Sage.
Vincent‐Höper, S., Muser, C., & Janneck, M. (2012). Transformational leadership, work engagement, and occupational
success. Career Development International, 17(7), 663‒682. https://doi.org/10.1108/13620431211283805
Wood, R., & Bandura, A. (1989). Social cognitive theory of organizational management. Academy of management
Review, 14(3), 361‒384.
Yang, J., Wei, H., & Wu, Y. (2021). Influence of Self-Sacrificial Leadership on the Pro-Organizational Unethical Behavior
of Employees: A Moderated Mediating Model. Psychology Research and Behavior Management, 14, 2245–2255.
https://doi.org/10.2147/PRBM.S339718
Yavas, U., Luqmani, M., & Quraeshi, Z. (1990). Organisational commitment, job satisfaction, work values: Saudi and
expatriate managers. Leadership & Organization Development Journal, 11(7), 3‒10.
Yorges, S. L., Weiss, H. M., & Strickland, O. J. (1999). The effect of leader outcomes on influence, attributions, and
perceptions of charisma. Journal of Applied Psychology, 84, 428–436.
Zablah, A. R., Carlson, B. D., Donavan, D. T., Maxham III, J. G., & Brown, T. J. (2016). A cross-lagged test of the association
between customer satisfaction and employee job satisfaction in a relational context. Journal of Applied
Psychology, 101(5), 743‒755. https://doi.org/10.1037/apl0000079
Zeeshan, S., Ng, S. I., Ho, J. A., & Jantan, A. H. (2021). Assessing the impact of servant leadership on employee engagement
through the mediating role of self-efficacy in the Pakistani banking sector. Cogent Business & Management, 8(1), 1–19.
https://doi-org.sdl.idm.oclc.org/10.1080/23311975.2021.1963029

126

