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Abstract: The purpose of this study was to analyze how the role of Servant Leadership and the influence of
Team Member Exchange (TMX) on employee performance. This research was conducted at a foreign-owned
life insurance company in the Riau Islands Province of Indonesia. The sampling technique was proportional
random sampling as many as 160 respondents (32 x 5) Likert interval 1 to 5. Data were collected by distri-
buting questionnaires to 16 foreign-owned life insurance companies in the Riau Islands Province, using mul-
tiple linear analyses consisting of descriptive analysis methods and quality tests. data using SPSS version 21
program. The results of this study found that identification of Servant Leadership is an important antecedent
of employee performance, servant leadership has a positive and significant effect on employee performance.
Team Member Exchange (TMX) has a positive and significant effect on employee performance, Servant Lea-
dership and Team Member Exchange (TMX) simultaneously have a positive and significant effect on em-
ployee performance. The practical implication of this research is that it is hoped that the study findings can
be taken into consideration for the management of foreign-owned life insurance companies in terms of im-
proving employee performance by paying attention to Servant Leadership: Affection, Empowerment, Vision,
Modesty, Trust and Team Member Exchange (TMX) with attention to Reciprocal, Hope, Compatibility, Feed-
back Environment to improve employee performance.
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I.  Introduction

The level of business development that is increasingly advanced and technologically advanced at this
time triggers organizations in carrying out their business activities empowering agile, skilled, and competent
human resources to become important, Organizations are required to be able to translate knowledge into indi-
viduals, groups or teams, and organizations into real in the form of services (Suhardi et al., 2018). for what?
Organizations cannot run without the support of reliable human resources. In addition, business competition is
increasingly complex, not only competing with similar companies in its own country but also competing with
companies from other countries due to globalization. To achieve the organization's goals, the company must
have competent and high-performance resources, including in the life insurance business. Of the many relevant
factors to achieve the goals of the organization, one of which is teamwork. If you work as a team to achieve a
common goal, your goals will be more achieved than working alone (Rhee et al., 2013 in Pratiwi & Nugroho,
2014), because teamwork can produce good performance compared to working individually (Widhiastuti, 2014).
2013).

Life insurance entrepreneurs improve employee performance through their human resources. Life insur-
ance companies realize that the investment value of employees as human resources is a top priority because until
now insurance services still require human resources to market their insurance products so that human resources
are seen as an important company asset (Zupri, Y, — Regional Manager Sumatra area PT. Takaful Keluarga
Indonesia) during a visit to his office in Batam City Indonesia, because insurance services are still dominated by
agents and marketers do not use sophisticated equipment such as robots like in other industries (Suhardi, 2018).
Empirical evidence has shown that organizational identification has a significant effect on employee perfor-
mance and Servant Leadership outcomes, as these results are what any modern human resources function would
hope to encourage among its workforce (Edwards, 2009) Continuous research on organizational identification is
essential to implement effective human resources. More and more organizations are using work teams as the
main work unit (Mesmer et al. 2009), how relationships among team members can change the magnitude of the
influence of organizational identification and studying the quality of relationships among colleagues into a natu-
ral and important research direction (Liu Y, 2011; Mesmer et al. 2009).

One of the main relationships that employees maintain with their work teams is the Team Member Ex-
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change (TMX), which is conceptualized as reciprocity between members and their teams concerning the contri-
bution of ideas, feedback, and member assistance to other members and, which in turn is the reception of infor-
mation, assistance, and member recognition from other team members (Zhang et al. 2015; Liu Y, 2011; Mesmer
et al. 2009).

The purpose of this study is to fill in the research gap above by examining how the relationship between
employee performance identification may depend on Team Member Exchange (TMX). We propose identifying
Team Member Exchange (TMX) and Servant Leadership (SL) as important antecedents of employee perfor-
mance. Building on the theory of Servant Leadership (SL), and we further argue that Servant Leadership (SL)
can strengthen the impact of organizational identification on employee performance. Building the social ex-
change theory, we further argue that Team Member Exchange (TMX) can amplify the impact on employee per-
formance. This study enriches our existing knowledge of this stream of research which has accumulated mainly
from studies in the West. In addition, Indonesian life insurance organizations face employee motivation chal-
lenges due to their rapid and broad economic expansion (Zhang et al. 2015; Pratiwi & Nugroho, 2014; Liu Y,
2011). For this reason, this first research was conducted with the object of research being a foreign-owned life
insurance company in the Riau Islands Province of Indonesia, and in the next period, we will see how it is im-
plemented in a nationally owned (domestic capital) life insurance company. The reason the researcher did this
separation is by looking at the interesting phenomenon seen from the data collected from the Financial Services
Authority (OJK) 54 Life Insurance companies are operating in Indonesia, there are 24 foreign-owned Life In-
surance companies, and 30 nationally owned life insurance companies.

I1.  Theoretical Framework And Hypotheses
Performance

Performance is the result of work in quality and quantity achieved by an employee in carrying out his
duties following the responsibilities given to him (Anjani, 2019). Meanwhile, employee performance is the level
of success of an employee/group of people in carrying out a task or activity assigned to him according to his
responsibility with the expected results. (Suhardi; Ratih, Ida Aju Brahma; Sari, 2018) (Suhardi et.al. 2018). But
according to Setyawati et al., (2018: 136) employee performance is a comparison tool from a person's work that
is adjusted to the rules that have been set by an organization.

Performance is to measure the success of an organization in achieving the goals of the organization or
it can also be interpreted as a result achieved by a person in carrying out the duties and responsibilities assigned
to him because it is based on the capabilities possessed (Uhing, 2018: 2400). Employee performance is the result
of work given by the company where employees carry out according to the rules set by the company to achieve
targets following company standards both in quality and quantity according to the responsibilities given by the
company (Handayani, 2016: 44).

Based on the opinion of experts, it was concluded that employee performance is the level of success of
an employee/group of people in carrying out a task or activity that is charged to him according to his responsi-
bilities with the expected results.

Servant Leadership

From various theories regarding leadership styles, according to contemporary views, the most recent
leadership style currently in great demand by researchers is the servant leadership style. According to Greenleaf
(2008) in Liden et.al. (2008), Servant leadership is a leadership that starts from sincere feelings that arise from a
heart that desires to serve. The orientation of servant leadership is to serve followers with spiritual-moral stan-
dards. Servant leaders usually put the needs of followers as a top priority and treat them as co-workers, so that
the closeness between the two is very close because they are involved with each other. According to Spears
(2010: 255); Aji, Muhammad, & Palupiningdyah. (2016) Servant Leadership is a leader who prioritizes service,
starting with the natural feeling of someone who wants to serve and prioritize service.

Based on the views of the experts mentioned above, it can be concluded that Servant Leadership is lea-
dership that in carrying out its duties prioritizes service to its subordinates by treating it with sincere feelings
that arise in its heart.

Team Member Exchange (TMX)

Team Member Exchange (TMX) assessed by Farmer, et.al. (2015); Liu, Y., Keller, R. T., & Shih, H-A.
(2011) is very important in the field of organizational behavior, but this phenomenon is relatively unexplored by
researchers. Meanwhile, according to Banks, G.C., et al. (2014) Team Member Exchange (TMX) wanted to
assess the extent to which team members personally felt a sense of weakness in task-based interactions.
Perdana, | Komang Hady, and Surya, Ida Bagus Ketut. (2017); Seers, Petty, Cashman (in Chen, 2018) define
Team Member Exchange (TMX) as a process of exchanging ideas, ideas, feedback, and assistance with team
members sharing information (information sharing), sharing efforts (effort sharing) and rewards from other
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members.

Based on this view, it is concluded that Team Member Exchange (TMX) is the individual perception of team
members on the overall reciprocal relationship in the form of sharing information and sharing assistance among
team members.

The above arguments lead to the following hypothesis:

Framework

Performance

(Y)

Team Member
Exchange (X3)

Figure 1. Framework

Hypotheses

Hypothesis 1: Servant Leadership is positively related to Employee Performance

Hypothesis 2: An employee's Team Member Exchange is positively related to his or her performance.
Hypothesis 3: Servant Leadership and Team Member Exchange are simultaneously positively related to Em-
ployee Performance

The population in this study were all foreign ownership life insurance employees in the Riau Islands Province,
using 3 construct variables with 32 indicators. The sampling technique was proportional random sampling as
many as 160 respondents (32 x 5) Likert interval 1 to 5.

Table 1. Variables and Indicators

Variable Indicator Skala
Affection
Servant Empowerment
Leadership Vision
(Xy) Modesty
Trust
Team Mem- Ezt;eprocal
ber E())((cSange Compatibility Skala Likert
Feedback Environment 1-5
Yield Quality
Productivity
Punctuality
Perfcgr(w;ance Effectiveness
Independence
Work Commitment
Responsibility

1. Research Method

The survey package was distributed to 160 employees in 16 foreign-owned life insurance companies in
the Riau Islands Province of Indonesia. The analytical method that will be used to obtain information about the
magnitude of the strength of the independent variable on the dependent variable is to use the multiple linear
regression method which consists of descriptive analysis method and data quality test using SPSS version 21
program, several tests of the collected data will be analyzed to provide an overview influence on the indepen-
dent and dependent variables in this study.

The profiles of respondents discussed in this study include gender, age, qualification/education, length
of work, income, on-duty are as follows:
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IV.  Data Analysis And Discussion
Profile of Respondents
Table 2. Profile of Respondents

No Gender Count (%)
1 Male 68 425
2 Female 92 57.5

Total 160 100.0

No Age Count (%)
1 20-30 years 4 27.5
2 31-40 years 63 394
3 41-50 years 35 21.9
4 51-60 years 18 11.3
5 > 60 years 0 0.0

Total 160 100.0
No Qualification Count (%)

1 Elementary/Junior 1 62.0

2 High School 88 37.8

3 Diploma/S1 67 0.3

4 Master/S2 4 0.0

5 Doktor/S3 0 0.0

Total 160 100.0
No Length of Work Count (%)

1 <5 years 32 20.0

2 5-10 years 93 58.1

3 11-15 years 11 6.9

4 15-20 years 14 8.8

5 > 20 years 10 6.3

Total 160 100.0
No Income Count (%)

1 < IDR 5 million 33 20.6

2 IDR 5-10 million 79 49.4

3 IDR 10-15 million 26 16.3

4 IDR 15-20 million 15 9.4

5 > |DR 20 million 7 4.4

Total 160 100.0
No On-Duty Count (%)
Non-Agent 33 20.6
Agency/Marketer 127 79.4

Total 160 100.0

Research result
Data Quality Test Results

Table 3. Validity Test Results

Variable Item Reount Validity
X1.1.1 912 Valid
X1.1.2 .845 Valid
X1.2.1 783 Valid
X1.2.2 821 Valid
Servant Leadership ~ X1.3.1 .858 Valid
(X1) X1.3.2 .944 Valid
X1.4.1 .934 Valid
X1.4.2 .916 Valid
X15.1 .920 Valid
X1.5.2 406 Valid
X2.1.1 911 Valid
X2.1.2 927 Valid
X2.2.1 .903 Valid
Team Member X2.2.2 .910 Valid
Exchange (X7) X2.3.1 .873 Valid
X2.3.2 .837 Valid
X2.4.1 .890 Valid
X2.4.2 927 Valid
Y.11 .876 Valid
Performance (Y) Y.1.2 .769 Valid
Y.2.1 .706 Valid
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Y.22 .750 Valid
Y.3.1 .937 Valid
Y.32 .816 Valid
Y41 .893 Valid
Y.4.2 .861 Valid
Y.5.1 931 Valid
Y.52 721 Valid
Y.6.1 .926 Valid
Y.6.2 .831 Valid
Y.7.1 916 Valid
Y.7.2 916 Valid

Table 4. Variable Reliability Test Results

Variable Cronbach’s N of

Alpha Items
Servant Leadership .910 10
Team Member Exchange .957 8
Performance .959 14

Classic assumption test
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Figure 2. Normality Test (Histogram)
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Figure 3. Normality Test Results (P-Plot)

Table 5. Multicollinearity Test Results
Coefficients®”

Model Collinearity Statistics
Tolerance VIF
1 Tot_SL .660) 1.51.
Tot TMX .660) 1.51

a. Dependent Variable: Tot_Perfm
b. Weighted Least Squares Regression - Weighted by
x1.1.1

DOI: 10.9790/487X-2309041220 www.iosrjournals.org 16 | Page



Servant Leadership, Team Member Exchange (TMX), and Foreign Ownership Life Insurance ..

Scatterplot
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Figure 4. Results of Scatterplot Heteroscedasticity
Influence Test Results

Table 6. Analysis of Multiple Linear Regression
Coefficients®

Model Unstandardized Coef-| Standar- t Sig.
ficients dized Coef-
ficients
B Std. Error Beta
(Constant) 21.920; 4.111 5.332) .000Q
1 Tot_SL 732 .102] 53 7.179 .000]
Tot TMX .229 .107| 158 2.137 .034]

a. Dependent Variable: Tot_Perfm

Obtained multiple regression equation, namely:

Y =21.920 +0.732 X;+0.229 X, + e

Table 7. T-test Results
Coefficients®

Model Unstandardized Coef-| Standar- t Sig.
ficients dized Coef-
ficients
B Std. Error Beta
(Constant) 21.920] 4.111] 5.332] .000Q
1 Tot_SL 732 .102) 531 7.179]  .000]
Tot TMX 229 .107] 158 2.137] .034]

a. Dependent Variable: Tot_Perfm

Information:

1. The constant has a value of 21,920. This shows that if Servant Leadership (X1) and Team Member Exchange
(X2) are zero, then Performance has a value of 21,920.

2. Servant Leadership (X1) has a regression coefficient of 0.732, meaning that if the other independent variables
have a fixed value or do not change, every 1 point or 1% increase in Servant Leadership will increase Perfor-
mance by 0.732. The positive Servant Leadership coefficient means that there is a positive relationship between
Servant Leadership and employee performance, which means that increasing Servant Leadership will increase
employee performance.

3. Team Member Exchange (X2) has a regression coefficient of 0.229, meaning that if the other independent va-
riables are fixed or unchanged, every 1 point or 1% increase in Team Member Exchange will increase Perfor-
mance by 0.229. The coefficient of Team Member Exchange (TMX) is positive, meaning that there is a positive
relationship between Team Member Exchange and Employee Performance, which means that increasing Team
Member Exchange will increase Performance.
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Table 8. Test Results F

ANOVA?
Model Sum of df Mean F Sig.
Squares Square
Regression 2503.203] 2 1251.601 52.167] .000
1 Residual 3766.772] 157 23.9924
Total 6269.975] 159

a. Dependent Variable: Tot_Perfm
b. Predictors: (Constant), Tot_TMX, Tot_SL

Feount = 52.167 > Fr4e and or can be seen sig = 0.000, then Servant Leadership and Team Member Exchange si-
multaneously affect the Performance of Foreign Ownership life insurance employees in the Riau Islands Province.

Table 9. Test Results for the Coefficient of Determination

Model Summary®

Model R R Square | Adjusted R | Std. Error of the
Square Estimate
1 .632 .399) .392 4.89818]

a. Predictors: (Constant), Tot_TMX, Tot_SL
b. Dependent Variable: Tot_Perfm

The R Square test results are worth 0.399, meaning that Servant Leadership and Team Member Exchange influ-
ence on Performance of 39.9% while the remaining 60.1% is influenced by other factors.

Discussion

Performance

(Y)

Team Member
Exchange (X3)

Figure 5. Research Results

1. The Influence of Servant Leadership on Performance

Based on the results of the study, it was found that Servant Leadership (X1) had a significant effect on Perfor-
mance, based on the results of the t-test for Servant Leadership (X1) of 7.719 and a significant value of 0.000 be-
low alpha 0.05, then Servant Leadership (X1) had a positive and significant effect on Performance (Y), means that
Servant Leadership carried out by foreign owned Life Insurance in the Riau Islands Province is able to encourage
an increase in performance. Hypothesis 1 is supported. The results of this study confirm previous research con-
ducted by Hu & Liden., 2011; Van Dierendonck, 2011; Ozyilmaz & Cicek 2015; Miao et al. 2014.

2. Influence of Team Member Exchange on Performance

Based on the results of the study, it was found that Team Member Exchange (X2) had a significant effect on Per-
formance, based on the results of the statistical test t-count Team Member Exchange (X2) of 2.137, and a signifi-
cant value of 0.034 which was smaller than alpha 0.05, then Team Member Ex-change (X2) had a positive effect.
and significant to Performance (YY), meaning that Team Member Ex-change for Life Insurance employees of for-
eign own-ership in the Riau Islands Province of Indonesia have a significant effect on increasing Performance (Y).
Hypothesis 2 is supported. The results of this study confirm previous studies by Ehrhart et al., 2006: Nielsen et al.,
2009; Wei et al., 2014.

3. Effect of Simultaneous Servant Leadership and Team Member Exchange on Performance

Based on the results of the study, it was found that Servant Leadership (X1), and Team Member Exchange (X2)
simultaneously had a significant effect on Performance, based on the results of the F statistic test for Servant Lea-
dership (X1), and Team Member Exchange (X2) of 52.167 and a significant 0.000 below alpha 0.05, then Servant
Leadership (X1) and Team Member Exchange (X2) simultane-ously have a positive and significant effect on per-
formance (). Hypothesis 3 is supported.
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V. Discussion, Conclusion, And Suggestion,

The positive relationship between Servant Leadership and Employee Performance has been well docu-
mented (Ozyilmaz & Cicek 2015; Miao et al. 2014). Our results show that an employee who has a high level of
Servant Leadership shows a high level of performance. Furthermore, we find evidence that the relationship be-
tween Servant Leadership and performance is directly proportional and positive. This study concludes that Ser-
vant Leadership has a positive and significant effect on the performance of foreign-owned life insurance em-
ployees in the Riau Islands province of Indonesia.

Interestingly,Our findings have several important implications for the existing literature. First, consistent
with previous research (eg Hu & Liden., 2011; Van Dierendonck, 2011), we find that identification of Servant
Leadership is an important antecedent of employee performance. The results of this study provide evidence of
using Servant Leadership theory to understand employee performance. In addition, our study extends the current
literature on Servant Leadership. While previous research has shown that Servant Leadership identification is an
important driver behind team member behavior, our research highlights that in Servant Leadership, organiza-
tional identification has its own role in influencing team member performance and should not be ignored.

The second conclusion is that Team Member Exchange (TMX) has a positive and significant effect on
the performance of foreign-owned life insurance employees in the Riau Islands Province. The results of this
study indicate that a high-quality Team Member Exchange (TMX) is beneficial for increasing the positive im-
pact of employee performance. Our study complements research on the relationship between Team Member
Exchange (TMX) and employee performance.

The third conclusion, Servant Leadership, and Team Member Exchange (TMX) simultaneously have a
positive and significant effect on the performance of foreign-owned life insurance employees in the Riau Islands
Province. Churchill, Ford, Hartley, and Walker (1985) found that selling skills were strongly related to salesper-
son performance, skills relevant to life insurance assignments were key to performance in Servant Leadership
and Team Member Exchange (TMX). The study also offers practical insights into HR management. Company
leaders often use HR practices such as reward systems to stimulate employees' high performance (Liu Y, 2011;
Chiu and Tsai 2007), in addition, this study makes company leaders to facilitate the use of their Servant Leader-
ship for higher employee performance. The results of this study indicate that managers who wish to improve the
performance of their employees by using servant leadership identification as a tool should value the Team
Member Exchange (TMX).

Suggestion

The suggestions that can be given in this research are:

1. Servant Leadership in foreign-owned Life Insurance companies in the Riau Islands Province of Indonesia has
a positive and significant influence on Performance, the leaders of Life Insurance companies in the Riau Islands
Province should continue to maintain this Servant Leadership, and if it is still possible the leaders of the life
insurance companies can increase their Servant Leadership because if not, it will have an impact on decreasing
Performance.

2. Team Member Exchange of foreign-owned life insurance companies in the Riau Islands Province of Indone-
sia has a positive and significant influence on employee performance, leaders of foreign-owned life insurance
companies should continue to maintain Team Member Exchange (TMX), and if it is still possible the leaders of
insurance companies souls can increase Team Member Exchange (TMX) because if not, it will have an impact
on decreasing employee performance.

3. To other researchers who wish to research this matter, it is suggested to be able to complete this research with
a wider scope, such as taking other variables not included in this study (60.1%) so that it can provide significant
benefits and influences. even better for the development of foreign-owned life insurance in the Riau Islands,
Indonesia in particular.

On this occasion we would not forget to say: Thank you to the Directorate of Research and Community
Service of the Ministry of Research and Technology/National Research and Innovation Agency for providing
funding to research the Research Implementation Contract with LLDIKTI Region X Number: 026/LL10/PG-
TJ/2021.
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