
 

 

 
Abstract—This article is a literature review. This study 

aims to critically as well as comprehensively analyze 

engagement as an independent (X) and dependent (Y) 

variable. There are 15 articles that were reviewed with 

quantitative criteria and influence. The outcomes of this 

investigation found that the average followership score in 

the role of the X variable was 0.3957, in the 3rd class 

interval, which was between 0.323 – 0.414 with a fairly low 

category. While the average follow-up score as the Y 

variable is 0.385833, which is in the 4th class interval, 

which is between 0.379 - 0.501 in the high category. Based 

on the findings, the authors conclude that (1) followers as 

variable X have characteristics that are proactive, critical 

of the situation that occurs in their organization, dare to 

express their views, and criticize the leadership for the 

good and success of the organization to which they are 

affiliated, scores that are in the low enough category range 

indicate to the reader that follower participation has not 

received attention from the leader to be given more space 

to contribute or because followers are generally the party 

being thought of, they think they don't need to think 

because someone has already thought about it, (2) 

follower, as a Y variable is characterized by that followers, 

are the party who thought so that he only needs to be 

obedient, committed, perform well so that the leader 

provides opportunities to continue to grow with his 

organization and continue to develop his competence to 

complete his duties through training designed by the leade. 

 
 

 

Keywords— followership, influence, independent 

variable, dependent variable.  

I. INTRODUCTION 
EADERS and followers are dynamic functions, and parts 
people all play at diverse times in their occupations  [1, 2]. 

They are like two sides of a coin that cannot be separated [3], 
each dynamically linked to the other [4]. Followers are a 
reflection of leadership [5] and leaders need followers to 
implement their strategies [6]. Without followers, leaders will 
become schizophrenics who sit and talk to themselves in their 
offices [7], therefore in teamwork, managers and followers are 
together important in determining the success of an 
organization [8].  

Members or followers take part in an active role in the 
leadership function for at least two reasoning: 1) without 
followers, no one can become a leader; 2) all leaders are 
sometimes followers [9]. As a result, organizational thinkers 
are more and more focusing on leaders as well as on followers 
[10-12] and on work settings/contexts [13] which may have a 
moderate influence on the connection between followers and 
mindsets in carrying out their roles. 

Since Kelley [14] argued that about 80% of organizational 
triumph can be credited to followers as published in the 
textbook The Power of Followership, appreciation of followers 
as a meaningful component of the leadership function is 
gaining momentum [15-21]. This unlocks the gate for 
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leadership study to acknowledge the useful opportunities of 
problems and theories from a follower's viewpoint [11].  

Although followership as part of organizational studies has 
been recognized and has made valuable contributions [22], 
even the research trends of the last decade published in 
research articles, proceedings, master's theses and even 
doctoral dissertations have also begun to discuss membership 
in various fields, ranging from education [23-28], industry and 
companies [29-37], military field [33, 38-46], military field 
[47, 48], hospitality industry  [15], bidang industri perhotelan 
[32], public administration [49], management systems and 
business [50], banking, telecommunications and transportation 
[39], and other fields. However, reviews that try to find out the 
highest average score of followership from various research 
documents and implied scores are still very minimal and have 
not even been published in reputable journals. 

Considering these reasons, this article seeks to fill the 
research crack by providing a deeper knowledge of the 
function of followership within the group. To be effective, the 
writer asks the question, "What is the average score for 
followership as the independent (X) and dependent (Y) 
variables, and the implied meaning of the scores obtained?".  

II. METHOD 
The primary reference for this review is the SCOPUS 

database. The beginning tracking strategy utilized the one 
word [followership] but was extended to incorporate the term 
[followership and leadership] when the beginning tracking did 
not find a match. The rationale for this all-encompassing 
search strategy is that a little number of studies related to 
followership were specified by the authors during the initial 
search. Given the lack of studies found in the beginning track, 
the search strategy was expanded beyond the SCOPUS 
database. A search was performed on the GOOGLE 
SCHOLAR database using the term [followership]. Reference 
lists for each review article found in the beginning tracking, as 
well as citations from eligible studies, were considered for 
additional studies.  

Articles that meet the requirements are then evaluated for an 
assessment of the use of an assessment tool, which is 
deliberately made based on the author's assessment standards, 
namely (1) The article discusses followership either as the 
independent variables (X) or dependent variables (Y); (2) 
Discard articles that discuss followership outside of influences 
such as relationships, closeness and/or direction of 
relationships only. This allows the authors to examine the main 
study in-depth and ascertain its relevance and functionality. To 
increase accuracy, the main study was independently evaluated 
by the analysis teammates (authors two, three, and four), and 
differences in areas of opinion were discussed. If ambiguity 
persists, teammates (authors five, six, seven) perform more 
judgments to reach a final settlement among the analysis 
teammates. 

The author examines articles that focus on the results of 
followership calculations on two types of variables, namely as 
an independent variable (X) and as an independent variable 

(Y), and retesting or measuring followership from various 
countries. The articles work in the field and come from the 
Health sector industry/South Africa, Barge Repair 
Service/Indonesia, Faculty at an urban public 
university/United States, Sales Marketing Team Members of 
Pharmaceutical Companies/Taiwan, Leadership 
Practice/Pakistan, Followership Behavior US Office of 
Personnel Management/US, The Followership/Pakistan, 
diverse industries and with various job types/China, Public 
administration/USA, Individuals' Followership 
Behaviors/China, Health (nurse)/Italy, Private Enterprises/ 
China, Energy Supplier/ Portugal, University students/Korea, 
and Kostrad (Indonesian Armed Forces). The author through 
the Scopus and Google Scholar databases got the article from 
the Journal of Psychology in Africa, International Journal of 
Marine Engineering Innovation and Research, International 
Journal of Marine Engineering Innovation and Research, 
Review of Public Personnel Administration, Journal of Career 
Development, NUML International Journal of Business & 
Management, International Journal of Public Sector 
Management, Journal of Management & Organization, 
International Review of Administrative Article, Asian Bus 
Manage, PLoS ONE, Employees' workplace behaviors, 
Business Administration and Management, MDPI 
Sustainability, Management Science Letters. 

The selected follower documents were then extracted from 
the appropriate studies and organized. The data fields taken 
are as follows: research title, author's name, field of research, 
country where the research was conducted, year of research, 
and followership score as the independent variable (X) or 
dependent variable (Y). The tabulation of the characteristics of 
the research data and the measurement of the selected articles 
are presented in Table 1. 

The author also analyzed the data obtained from statistical 
calculations on each sheet of followership documents from 
selected journal articles. By using each followership data as 
the independent variable (X) and the dependent variable (Y), 
the writer then performs calculations to make a tabulation of 
the reference for the decoding of the mean score of 
followership as the independent variable (X) (Table 2) and the 
matrix for the interpretation of the mean value of followership 
as a variable. dependent (Y) (Table 3). 

III. RESULT 
The initial search for the word [followership] in the 

SCOPUS database with the limitation of articles published in 
the last 5 years yielded 634 documents. Of these, 36 articles 
were selected after the screening of titles and abstracts. After a 
full-text review, 12 articles were obtained (articles in sequence 
1 – 12 in table 1) in accordance with the focus of the 
discussion on this literature review. The search was expanded 
by searching for the word [followership] in the GOOGLE 
SCHOLER database with a limitation of articles published in 
the last 5 years. This search yielded 124 documents, with 17 
articles selected after the title and abstract screening. After a 
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full-text review, 3 articles were obtained (articles serial 
number 13 – 15 in table 1) according to the criteria. A total of 
15 articles were selected after an iterative process. The search 

results are presented in fig. 1. 
 

 
 
 
 
 
 
 
 
 
 

 
Figure1. Summary of search results regarding followership 

 
 A search of the word [leadership] also on the SCOPUS 

database was performed yielding 124,607 unfiltered 
documents on leadership themes, compared with 634 
unfiltered citations on followership themes from our beginning 
tracking. Therefore, there is an average of 1 paper on the 
theme of followership for every 200 articles on the theme of 
leadership. This search was conducted to describe the relative 

paucity of articles on the theme of followership; data is not 
extracted. This data is supported by [51] who noted that over a 
period of 19 years from 1990 to 2008 only 14 % of papers 
contained the term follower in the abstract or title of The 
Leadership Quarterly. To find out the average value of each 
component, it is shown in Table 1 below. 

 
 

Table 1. Characteristics of Research and Measurement Data 
NO Writer (s) and Year Country Study Field Score 

X Y 

1 du Plessis and Boshoff [37] South African Health sector industry 0,16 0,62 
 0,01 

2 Jin, McDonald [27] United States Faculty at an 
urban public university/ 

0,138 0,221 
0.039 0,247 
0.079 0,112 

3 Yuan and Lo [41] Taiwan Sales marketing team members of 
pharmaceutical companies 

0,51 0,74 

4 Jin, McDonald [33] United States Followership  behavior US Office of Personnel 
Management 

0,58  
0,57 

5 Kong, Xu [42] China Diverse industries and with various job types 0,824  
0,856  

6 Jin, McDonald III [49] The USA Public  administration/ 0,301 0,263 
0,325  

7 Jia, Yan [50] China Individuals’  followership behaviors  0,247 
0,418 

8 Gatti, Ghislieri [31]  Health (nurse)/ Italia 0,21  
0,10 

9 Kong, Xin [43]  Private Enterprises/ China  0,17  
0,22 
0,14 
0,19 

10 Fontoura and Coelho [44] Portugal Energy Supplier 0,371  
0,277 
0,370 
0,104 

11 Tak, Seo [28]  University students/Korea 0,56 0,45 
0,32 

12 [48] Indonesia Kostrad (Indonesian Armed Forces) 0,683 0,411 
0,564 

 SCOPUS 
634 citation (s) 

GS 
124 citation (s) 

756 non duplicate  
Citations Screened 

Inclusion/Exclusion 
Criteria Applied 

53 Articles 
Retrieved 

703 articles excluded 
After title / Abstract Screen 

Inclusion/Exclusion 
Criteria Applied 

38 articles excluded 
After full text Screen 

15 Articles 
Included 
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13 Pujiastuti, Budiarti [45] Indonesia Barge Repair Service 0,67  
 

14 Ghias, Hassan [39] Pakistan Leadership practice 
 

 0,40 
0,17 
0,33 
0,21 
0,24 

15 Shahzadi, John [46] Pakistan The followership 
 

0,30 0,26 
0,50 

   Average  0,3957 0,3858 

 
Based on the outcomes of the calculation of the average 

score of followership as an independent variable (X) and 
dependent variable (Y), the average score of followership as a 
variable (X) is 0.3957, while the average score of followership 
as a variable (Y) is of 0.3858.  

The author made a number of attempts to determine the 
interpretation of the mean value of followership, both as a 
variable (X) and as a variable (Y). The steps that the author 
takes are to perform calculations in the form of a score 
distribution for each variable (X) and variable (Y). First, the 
writer determines the range (R) by subtracting the highest 
score from the lowest score. Second, the author determines the 
number of classes using the Sturgess formula, namely (K) = 1 
+ 3.3 log n. Third, the writer looks for the class interval (I) by 
dividing the range (R) by the number of classes (K). Through 
these steps, the interpretation table of the mean value of 
followership is obtained as follows.  
 

Table 2. References for Interpretation of Mean Followership 
Values as Independent Variables (X) 

Class Interval Interpretation 
1 0,138 - 0,229 Very Low 
2 0,230 - 0,321 Low 
3 0,323 - 0,414 Low Enough 
4 0,415 - 0,506 High enough 
5 0,507 - 0,598 High 
6 0,599 - 0,690 Very high 

 
The average followership score as the X variable is 0.3957. 

It is in the 3rd class interval, which is between 0.323 – 0.414, 
and is included in the Fairly Low category. 

 
Table 3. Reference Interpretation of Mean Followership Value 

as Dependent Variable (Y) 
Class Interval Interpretation 

1 0,010 - 0,132 Very low 
2 0,133 - 0,255 Low 
3 0,256 - 0,378 Enough 
4 0,379 - 0,501 High 
5 0,502 - 0,624 Very high 

 
The average followership score as variable Y is 0.385833. It 

is in the 4th class interval, which is 0.379 - 0.501, and is 
included in the high category. 

 

IV. DISCUSSIONS 

A. Followership as an independent variable (X) 

There are two followership, namely active and passive. 
Active follower roles are interactive roles that individuals play 
that complement leadership to achieve group and 
organizational performance [52]. A follower view in which a 
follower-centered idea is at the epicenter of attention in the 
leadership writings. An engaged follower role can be defined 
as a person with the dream and sociable capability to perform 
satisfactorily with others holds the power of personality to 
thrive without brave level, and a desire to partake in team 
efforts for the attainment of some greater standard purpose 
[53, 54]. 

Leadership style and the quality of the relationship with the 
leader itself have an important position in a nursing career, as 
evidenced by the Journal of Nursing Management [55]. 
However, follower optimistic behavior, regarding the 
relationship between head and members and how follower 
functioning is interpreted, has not been included in the list of 
resources influencing well-being and inspiration. This is 
because job resources are defined as physical, social, or 
organizational aspects of work that can play a role in achieving 
work goals. It is members who must behave as followers to be 
able to meet these demands [56].  

As later ones, we owe it to Kelley as the researcher who 
initiated a role-based approach to followers or organizational 
members in reviews on the topic of members or followers [11]. 
The ideal follower is someone who plays an active role in an 
organization as part of a common process in order to achieve 
the goals of the organization in which he works [14, 54, 57]. 
Followers are placed in a two-quadrant image to map 
followers. The two quadrants are the passive-active and 
independent-dependent quadrants and describe the follower 
model as actively participating and successfully demonstrating 
the strength of a courageous heart [14]. Followers work in two 
main dimensions: a) take the initiative to take a role, actively 
participate actively like a beginner in establishing a 
relationship with the leader; b) independent in critical thinking 
provides critical and constructive thinking and is able to 
manifest his thoughts by showing creativity and innovation and 
demonstrating the ability to lead himself. This type of follower 
is an example of an independent and active follower. This type 
is also able to convey proactive behavior, including being able 
to express concerns, ideas, suggestions, and problems with 
work with the aim of increasing organizational productivity 
[58]. 
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Several studies have examined the relationship between the 
two follower behaviors and variables in terms of the 
philosophy of science. For example, studies analyzing member 
enthusiastic engagement and follower autonomic essential 
reflection [59, 60], Mushonga and Torrance 2008), or previous 
and antecedent behaviors [61], Blanchard, Welbourne [10] in 
their attempt to validate the scale [14], also examined the 
relationship between the two proportions and several possible 
outcomes, particularly indicators of well-being and motivation 
at work. They found that follower active engagement was fully 
connected with intrinsic and extrinsic job satisfaction and 
affective and normative organizational commitment, while 
followers' independent critical thinking was negatively 
correlated with extrinsic and organizational career excitement 
normative commitment. In the evidence of the Italian Kelley 
scale [61], an influential approval correlation was found 
between follower active engagement and job satisfaction, and 
an insignificant relationship between followers' autonomic 
vital reflection and job satisfaction. With regard to behavioral 
and operational boundaries that emphasize active positive 
involvement of members and independent thinking of 
followers, and a mixture of all aspects of the two quadrants is 
positively related to work relationships. Furthermore, the more 
convincing relationship was follower active engagement and 
job satisfaction. While the relationship between active 
involvement and job satisfaction is the followers' independent 
critical thinking and outcome variables. 

Studying following is complex because the role of followers 
is frequently unclear and unrestricted to understanding [62]. 
For this reasoning, the unverified hypothesis concerning 
followers' independent critical thinking is neither surprising 
nor discouraging. But conflicting results for this extent got 
here as well as in prior investigations warrant a rethinking of 
its meaning and value [10, 61]. f we consider follower 
independent critical thinking as a visionary behavior such as 
organizational citizenship manners or sound, where the latter 
can be considered as the behavior closest to followers, 
forthcoming research can examine the inverse relationship of 
follower satisfaction independent critical thinking: job 
satisfaction can increase follower independent critical thinking 
as well as for other proactive behaviors [63]. Furthermore, it 
would be beneficial to examine the moderating effect of 
leader-member exchange or variables such as leader 
satisfaction on the relationship between follower independent 
critical thinking and job joy: if we consider follower 
independent critical thinking to be identical to sound behavior, 
the leader can hope that the result is intensely affected by the 
quality of the association with the leader [64].  

In addition, courageous followers contribute to developing 
this exemplary leadership practice. That brave followership 
behavior has a powerful effect on exemplary leadership 
practices and will raise the manager's capacity to become good 
leaders is real. Leaders as right followers will also demonstrate 
outstanding leadership in their organizations. This fact 
supports the hypothesis showing that managers of public and 
private sector institutions, through self-reporting survey 
responses show standards as followers as well as leaders that 
reinforce theoretical notions from studies of other 

experimenters [39, 65, 66]. This finding also confirms the 
concept, that individuals lead and follow and true leadership 
has combined the deed of guiding and obeying [67]. Right 
follower learning influences the insight of obligation and 
responsibility-oriented behavior that leads to the growth of 
personal ethics [68, 69]. 

In addition, followers who are bold as a visionary behavior 
influence positive organizational results. A brave follower is a 
shape of visionary behavior that helps in creating followers to 
see their function with the leader as co-producer leader [70, 
71]. Managers who adopt brave follower behavior create the 
institution better organized and can become the leaders of 
tomorrow. Therefore, research findings such as this one follow 
the audacious follower and may provide a broad view of 
leadership. This is in line with the concept that subordinates in 
follower positions have the capacity to demonstrate leadership. 
This type of upward leadership differs from a top-down 
leadership role [17, 72]. 

Proactive behavior guides to “taking the initiative, voicing 
concerns, taking ownership, and offering solutions before 
being asked by the leader” [17]. Proactive followers will show 
additional endeavor in deciding with their leader whether their 
obligations or the way they serve should be modified. As 
follower behavior becomes more proactive, the use of follower 
voice behavior (attempting to help the leader or group by 
constructively challenging the leader) [17] and function 
creation [73] increases. Proactive followers offer more 
involvement in additional-role manners such as civic 
benevolence (showing regard about or partaking responsibly in 
the political life of the leader's group or organization), 
generosity (trying to assist other members of his or her unit or 
organization), politeness, and interpersonal assistance [73]. 
They create proactive endeavors to affect their leaders by 
utilizing upward influence tactics such as logical convincing, 
touching appeal, consultation, personal appeal, and 
rightfulness [73]. In a condition where a follower sounds 
proactive follower behavior, it can be hoped that the leader 
feels positive about that follower. In the visions of the leader, 
followers will hold all the situational-specific knowledge and 
skills that the leader assumes are essential for accurate 
implementation. Followers who demonstrate proactive 
following behavior are sensed as benevolent and trustworthy 
members by the leader. In line with this argument, we posit 
that proactive behavior is positively related to leader trust [74]. 

B. Followership as dependent variable (Y) 

From the standpoint of an efficient institution, followership 
and effective leadership are equally important however, the 
benefits of followership have infrequently been studied [11]. 
Unit tentative leadership is totally connected to competence 
and followers and that competence and followers are positively 
related to accomplishment. This research fact is compatible 
with the results of prior investigations [75-78], revealing that 
joint unit members with heightened grades of competence and 
followers indicate high team performance. A Gallup Poll 
survey exposed that only 9% of workers are committed to 
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working if the institution's leadership does not respect the 
individual benefits of its members; this ratio increases sharply 
to around 73% of managers prioritize employee benefits [79, 
80]. Accordingly, this research suggests that corporations 
enforce team temporal leadership and concentrate on 
enhancing employee competence and engagement [81]. 

Employment growth is the method of reaching one's 
capabilities, significances, and interests with a career that can 
adjust these individual grades and fulfill personal requirements 
[82, 83]. After securing a job by means of education and 
training, employees frequently accept additional job-specific 
training, to gradually attain their career objectives. In 
particular, workers with a firm reliance base are more possible 
to feel valued, resulting in more elevated success rates [84, 
85]. In short, workers work to take authority of their 
professions, seek development, and enhance their 
employability, and wish their leaders to sustain their endeavors 
[86]. Managers can enhance their leadership mastery by way 
of training and counseling [87]. In addition, human resource 
programs such as education and training can also enhance 
worker competence and followership [88, 89]. High-
performing organizations must have sufficient mechanisms for 
worker career growth, with education and training as the 
primary focus. Consequently, companies are recommended to 
execute a team tentative leadership training program to 
develop leaders with team tentative leadership capabilities and 
to improve worker skills and follow-up through education and 
training. 

Sociable exchange theory supplies the foundation for 
comprehending how followers' look at the aid bridges the 
affinity between proactive conduct and leader trust. Perceived 
follower help is defined as "a leader's general belief that 
followers of their work value their contributions and care 
about their well-being." It is an important element of their 
contextual environment in the definition of a leader and can be 
used by leaders as an indicator of followers' good or bad 
views. We argue that positive perceptions of followers in their 
proactive response may affect the follower approval that 
leaders feel that followers should care about their well-being 
[46]. Perceived follower approval can affect supervisor 
conduct. Perceived follower approval positively influences 
supervisors' trust grades to set higher-level goals, fulfill socio-
emotional needs and improve leaders' hopes that the 
organization will award endeavors on behalf of followers. 
Thus, perceived follower approval can cause a sense of 
responsibility to care about followers' well-being and to oblige 
them in reaching their goals [90]. 

V.  CONCLUSION 
The authors, from this an integrated literature review, 

examined the followership variable as an influencing variable 
(X) and an affected variable (Y), arriving at two main 
conclusions: (1) followers as a variable X have the 
characteristics of being proactive, critical of the situation that 
occurs in their organization, dare to express their views and 
criticize the leader for the goodness and success of the 
organization with which he is affiliated, a score that is in the 
low enough category range indicates to the reader that the 

participation of followers has not yet received the attention of 
the leader to be given more space to contribute or because 
followers are generally thought of so think not to think because 
someone has already thought about it, (2) the follower as a Y 
variable is characterized by that the follower is the one to think 
about so that he only needs to be obedient, committed, perform 
well so that the leader provides opportunities to continue to 
grow with his organization and continue to develop develop 
their competencies through training designed by their leaders. 
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