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Abstract

The prime objective of this research effort is to explain the phenomenon of paternalistic leadership
approach to harvest employee performance. The purpose of conducting research on the banking sector is
to highlight the concerns of employees related to leadership approaches that hinder performance. The
research effort focuses on leadership approaches including authoritarian, benevolent, and moral
leadership that predict employee voice which ultimately impacts performance. The researcher also
investigated the mediation effect of employee engagement. This research effort contributes in explaining
the effect of paternalistic leadership dimensions including authoritarian, benevolent and moral
leadership approaches in achieving employee performance through engagement at the workplace. The
study was conducted on frontline employees of private banks of South Punjab as data was collected
randomly from 301 frontline employees to understand their point of view about different leadership
approaches to predict behavior of employees in engagement and performance perspective. The collected
data was analyzed on Smart-PLS 4 for assessing hypothesized relationships. The result of a study
reported that the authoritarian leadership approach was insignificant in predicting employee engagement
which further leads to enhanced performance. Benevolent and moral leadership was found to be
significant in explaining employee performance through engagement. In a nutshell, the authoritarian
leadership approach was reported as insignificant. However, benevolent and moral leadership were
reported as significantly influential towards achieving higher employee performance through effective
employee engagement. The implications, limitations and future research avenues are given at the end of
this paper.

Keywords: Employee Performance, Employee Engagement, Authoritarian Leadership,
Benevolent leadership, Moral Leadership, Frontline Employees, Banking Sector

Introduction and Background

Employee performance contributes to value creation through intensive workforce efforts for
achieving organizational success and effectiveness. The researchers have explained performance
in financial and non-financial perspectives that ensure the firm’s success. Employee performance
is an effective and efficient act of workers while carrying out working obligations, and scholars
have expressed performance as a complex concept that is accepted universally (Sulich et al.,
2021). Employee performance is also expressed as the level of productivity of an individual in
comparison of their peers during several job-related behaviors and outcomes (Trivellas et al.,
2015; Zaim et al., 2021). The research efforts have been made to reveal employee performance
based on the working environment, time, load, and cost-effectiveness. Employee performance is
reportedly significant through unique skills, of employees, motivational level of employees, and
determined by their level of participation (Pahos & Galanaki, 2019). The phenomenon of
employee performance is required for organizational sustainability as it relates to the employee
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performance that enhances the productivity level and contributes to work success through an
effective utilization of knowledge, skills, and abilities of employees. It is also related to the work
accomplishment of employees that is aligned with organizational objectives, goals, and plans
while achieving the required standards determined by firms. It is positively related to firms’
effectiveness that often measured on the base of attendance, punctuality, quality of work, and
ability to work along with peers, by ensuring profitability, productivity, and satisfaction (Udin et
al., 2022).

Leadership style plays a crucial role in shaping the behavior of employees and influences at
workplace to achieve firms’ objectives and goals. The leaders must possess the appropriate style
for managing workplace assistance that significantly influences organizational success.
Leadership approach endorse reward policies for employees to attract, retain and motivate for
achievement of organizational goals and ensure democratic approach for decision-making to take
employees on board before such crucial decisions (Fein et al., 2023). Appropriate leadership
style leads to an increase in the motivational level that excels capabilities and enhances
performance (Super, 2020). Employee performance is influenced by diverse leadership styles,
including transformational approach, level of motivation, intellectual stimulation and
organizational citizenship behavior and courtesy, sportsmanship and conscientiousness. The
study reported a significant relationship between transformational leadership and employee
performance, and between organizational citizenship behavior and employee performance.
Further, the mediation is evident in the relation of transformational leadership and performance
through citizenship (Budur & Demir, 2022).

Another research effort explained link among spiritual leadership and performance of employees,
between the quality of employee performance and between job satisfaction and employee
performance. The study was conducted on a sample from private hospitals. The findings reported
that spiritual leadership is not significant directly to employee performance, but the quality of
work life relates to employee performance and mediation effect is evident. Similarly, job
satisfaction is significant to employee performance, and a significant mediator of satisfaction is
also determined between spiritual leadership and employee performance (Pio, 2022). Another
research study described link of transformational leadership approach with performance with
effective organizational learning. The study argued that transformational leadership is significant
to employee performance, and organizational learning culture plays a significant mediation effect
between relationship. The result reported a significant mediation effect and moderation effect of
organizational learning culture (Udin, 2023).

Another research effort has been made to determine employee performance predicted by
leadership style, employee motivation and commitment. It is found that appropriate leadership
style, employee commitment, work motivation and work climate significantly and positively
effect employee performance through job satisfaction, however leadership style directly has no
relationship with employee performance. Employee performance is depicted by motivation and
commitment of workers significantly through the mediation effect of job satisfaction (Megawaty
et al., 2022). The prior literature has argued that toxic leadership reduces employee performance,
reduces work motivation and job satisfaction. The study was conducted on Indonesian
employees and reported that negative leaders impact performance such as toxic element
however, motivation and satisfaction collectively increase performance but motivation alone
remains insignificant (Wolor et al., 2022).
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Previously, the research has been conducted to predict employee creativity influenced by
participative leadership and authoritarian leadership. The leadership style influences creativity of
employees in the presence of citizenship behavior among Malaysian higher education. Similarly,
participative leadership depicts same results on creative perspective of the workforce. Further,
the mediating effect of OCB is reported between participative leadership and employee
creativity, but no moderation effect has been observed between authoritarian approach and
creativity of the workforce (Hanaysha, 2023). The authoritarian leadership is also determined in
expressing the concept of followership behavior with the moderating effect of interdependence
and cooperation and behavioral integrity at mediating factor. It is also reported that authoritarian
approach enhances followership behavior (Wang et al., 2022). Researchers have explained the
role of the leadership approach in case of an authoritarian mindset safety compliance is affected
through trust level. Locus of control moderates the relationship to describe trust in leadership
influenced by the leadership approach. The sample was taken from petroleum enterprises and
results depicted authoritarian leadership as negatively significant to employee behavior. The
study also revealed that trust in leadership mediate authoritarian leadership and safety
compliance behavior. Locus of control was found to be a significant moderator in predicting
leadership trust influenced by authoritarian approach (Wang et al., 2022).

Task performance by supervisor, and affective organizational commitment are explained by the
role of authoritarian leadership and leader effectiveness evaluations as mediator and leader
capability reportedly as a mediation construct. The study argued that task performance and
commitment are influenced due to authoritarian approach with the mediating effect of leadership
effectiveness. Further, the leader’s capability is reported as a significant moderator to predict
task performance due to authoritarian leadership approach. The study claimed that authoritarian
leadership impact workplace behavior lesser as compare to other factors (Huang et al., 2022).
The concept of benevolent leadership is characterized by individuals who demonstrate kindness,
empathy and concern for welfare towards subordinates. These leaders prefer to establish
interpersonal relationships, foster trust, and create a supportive working environment (Yu et al.,
2023). Research scholars have highlighted similarities between transformational, servant and
benevolent leadership styles. However, the distinction is prominent due to the emphasis on the
emotional and social well-being of employees. The association between benevolent leadership
and job performance has gained attention as benevolent leadership found to be a significant
predictor of employee attitudes and behaviors. It often refers to paternalism that is rooted in
genuine care by a leader for the welfare and development of their subordinates. It is explained
that psychological perspective influences benevolent leadership which predicts performance. The
association of benevolent leadership and employee performance is evident (Chan, 2017).
According to report published by The World Bank (Pakistan development update report of 2023)
shows current situation of unsuitability of Pakistan and that effect every business especially
financial sectors. According to this report currently we face critically low foreign reserves and
high inflation, Pakistan's economy continues to be negatively impacted by recent flooding as
well as the expansive and ineffective policy response. The government has implemented ad hoc
administrative procedures to protect limited resources. Nevertheless, these actions have reduced
investor and consumer trust in the country's foreign exchange reserves. Import and dollar
outflow restrictions, rising borrowing and gasoline prices, and ongoing policy uncertainty have
all had a significant negative impact on the private sector, which has resulted in drastically
slowed growth. Banking sector is one of them. Leaders have a special responsibility to foster a
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positive work environment, inspire staff members, raise job satisfaction, and improve employee
attitudes. They all affect how productive a workplace is; therefore, leadership is the capacity to
persuade people to accomplish organizational objectives and realize organizational vision
through a variety of tactics, including influencing workers (Aldoseri & Almaamari, 2020).

In nutshell, banks operate in a complicated environment where leadership has a direct impact on
worker productivity, client happiness, and overall organizational resilience. A proactive
approach to people management and leadership development is necessary to meet these
difficulties.

The results of the present study provide guidelines for top managers for the betterment of the
organization. By using results of the present study manager will achieve organizational goals, it
will also helpful for energizing the workforce. This study provide guidelines for ethical and
moral activities of employees and by using these strategies they find solution that how to
enhance employee performance.

This study also incorporated the third most crucial and important dimension of leadership named
as moral leadership which enriches the prosperity among employees at the workplace. The
conduct of personal and interpersonal actions that reinforce decision-making by promoting two-
way communication is expressed as ethical perspective of leadership (Kieserling, 2019). Ethical
style of leading has become essential to lead the workplace towards achievement of goals and
objectives. The ethical values of the institution and ethical leading approach cultivate positive
employee behavior. Ethical and moral leadership has gained attention due to its unique attributes
to tap the positive behavior of employees. It has been well discussed in the literature that the
leadership approach influences the attitude and behavior of employees with various ethical
implications (Ashfaq et al., 2021).

This paper determine the front-line employee performance of the private banks that can be
fostered through the mediating role of employee engagement and predicted by paternalistic
leadership style.

Literature Review

Authoritarian leadership and Employee Engagement

The authoritarian leadership style involves a higher level of control on subordinates and tends to
impose authority by ensuring hierarchy and demanding absolute obedience of employees or
subordinates (Chiang et al., 2021). Strategic apex and higher management adopt a specific
leadership style to centralize the power and accentuate distance power between different levels
of hierarchy. The literature has shown that authoritarian leaders exert pressure on subordinates to
achieve objectives and follow the rules. It has been also argued that leadership style can’t ensure
a supportive work environment or facilitate higher performance (Karakitapoglu-Aygiin et al.,
2021). The status of employee creativity that brings change and innovation to the workplace. The
lack of organizational citizenship behavior and lack of enthusiasm for engaging in creative
activities causes negative emotions among employees. The extreme authoritarian leadership
drive employees for reciprocating good conduct and reduce the degree of citizenship behavior
and negatively impacts positive behaviors. It employees don’t feel secure or face unfavourable
situations due to the authoritarian approach reduces the engagement of employees, negatively
affects emotional reward and faces a lack of social and emotional attachment (Ahmad Bodla et
al., 2019).

Another research paper explained the concept of followship behavior among SMEs of China
which is argued to be influenced by authoritarian leadership and goal interdependence moderated
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relationship with followship behavior. The study also incorporated the moderating role of leader
behavioral integrity between cooperative goal interdependence and followship behavior (Wang
et al., 2022). The results revealed that followship behavior is predicted by authoritarian approach
in the presence of higher integrity (Wang et al., 2022).

The mediating effect of leadership trust is reported that is influenced by authoritarian leadership
and safety behavior. The study was conducted on the employees of petroleum enterprises. The
authoritarian approach negatively impact safety behavior and importantly leadership trust
mediates relationship. Locus of control found to be a significant moderator for the relation of
authoritarian leadership and leadership trust (Wang et al., 2022). Further, leader capability
moderates authoritarian leadership and employee task performance. The study established that
leader capability tends to reduce the detrimental impact of authoritarian approach (Huang et al.,
2022).

Benevolent Leadership and Employee Engagement

Benevolent leadership referred as benevolent paternalism is rooted in genuine care of leader for
welfare and development of their subordinates. The benevolence leadership approach build
strong interpersonal relationship, increase the level of trust, create supportive work environment
and depict workplace harmony. Benevolent leadership relates to kindness, fairness, willingness
and empathy to imbue supportive environment for employees. The benevolence impact on
employee job satisfaction, it has been reported that employees under benevolent leadership
perform higher level of job satisfaction (Yu et al., 2013). The research scholars have focused on
other factors including self-efficacy, knowledge, climate, leadership and insecurity (Zhang et al.,
2021).

There is a natural response of employees towards external factors as emotional state of
employees is influenced by external and internal factors that impact the safety behavior.
Benevolent leadership is expressed as predictor of safety behavior through subordinates’ moqi.
The relationship between subordinates’ moqi and safety behavior is moderated by safety climate.
This study claims that benevolent leadership impact the safety behavior through the mediating
effect of subordinates’ moqi. The study also argued that safety climate tends to moderate
subordinates’ moqi and safety behavior. The results of the study depicted benevolent leadership
positively impact safety behavior of employees, and subordinates’ moqi also significantly
mediates benevolent leadership and safety behavior. The significant moderating effect of safety
climate is reported between subordinates’ moqi and employees’ behavior safety (Wang et al.,
2023).

Benevolent leadership is explained with employee performance and citizenship behavior through
harmonious passion. The construct of trust climate is incorporated as a moderating variable
between harmonious passion and job performance and organizational citizenship behavior. The
study argued that benevolent leadership predicts harmonious passion and collectively increase
performance and citizenship behavior. Further, the trust climate is introduced as the moderating
effect between harmonious passion, job performance and organizational citizenship behavior.
The results indicated that trust climate significantly moderates the relationship by trust climate.
The positive impact of benevolent leadership is evident that it significantly impact job
performance, and organizational citizenship behavior through harmonious passion (Shen et al.,
2023).

Another research study has been conducted by focusing employee gratitude influenced by
leadership approach and moderates by trust and work care to explain employee gratitude. This
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paper also explained the outcomes such loyal behavior, participation behaviors and service
delivery behavior influenced by employee gratitude (Huang, 2022). Previous research studies
also explained the relationship between benevolent leadership and Leader-Member exchange to
predict organizational OCB. Further, benevolent leadership is expressed as an influential factor
as an affective commitment that on an individual basis OCB. The moderating effect of
attachment and anxiety is determined for the relation between leadership and affective
commitment (Nguyen et al., 2023).

Moral Leadership and Employee Engagement

Leadership has various aspects to lead the firm and influence the required behavioral outcomes
of employees. Ethical conduct of leadership through interpersonal relationships and promoting,
reinforcing and making decisions through two-way communication. The research scholars
focused on the phenomenon of employee engagement that increases behavioral values and
depicts the commitment of employees. Significant efforts have been made to assess employee
engagement and establish to align appropriate leadership approach to foster employee
engagement (Breevaart et al., 2014). It has been argued that the ethical style of leaders impacts
performance; however, there is lot of work has to be done on assessing the role of moral
leadership that influences the outcomes related to higher performance. The understanding of
appropriate leadership is required to address the existing gap to predict performance and
behavioral-related outcomes including employee engagement that further influences employee
performance (Mo & Shi, 2017).

Previously, research has been conducted to examine the relationship between self-efficacy and
organizational commitment that is sequentially mediated. The data collection was made on
employees of private and public sector to assess the relationship significance. The results
depicted that ethical leadership has significantly related to employee engagement. The results
provided an understanding of employee behavior in the presence of moral leadership (Ashfaq et
al., 2021). Research effort has been made to assess the relationship between ethical leadership
and work engagement through the mediating role of trust in leaders and the moderating effect of
harmonious work passion. The researcher argued that ethical leadership tends to influence work
engagement, and trust is an essential element in establishing the relationship between ethical
perspective and work engagement. The moderating effect of harmonious work passion is
introduced as the moderating variable that strengthens the relationship between ethical leadership
and work engagement. The result depicted the significant relationship between ethical leadership
and work engagement, the trust in leadership among employees increases the strength of the
relation between the ethical perspective of leaders and higher engagement. The harmonious work
passion significantly moderates the relationship between ethical leadership and work engagement
(Islam et al., 2024).

Another study explained the dimensions of paternalistic leadership including benevolent, moral,
autocratic and strict leadership. The study explained five items for benevolent leadership, five
items for moral leadership, six items for autocratic leadership and six items for strict leadership.
Further, the dimensions of paternalistic leadership individually was examined for the
significance of the relationship with employee engagement and psychological capital, whereas
employee engagement is determined as a mediating effect between independent and dependent
variables. The study reported that benevolence, moral, autocratic, and strict leadership
approaches significantly correlated with psychological capital and engagement. Autocracy
depicted a negative relationship and employee engagement significantly mediated the
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relationship between paternalistic leadership and psychological capital (Chen et al., 2023). The
study explained the relationship between ethical leadership and psychological capital that
predicts work engagement and job satisfaction. The moderating role of moral identity is
explained in the model and psychological capital is explained as the mediating effect between
independent and dependent variables. The study reported a statistically significant moderation
role of moral identity between ethical leadership and psychological capital (Shu-Ling & Zikani,
2023).

Underpinning theory and Research Gaps

In the present study our aim to test the model with the help of Social exchange theory as an
underpinning theory. Theoretically, social exchange has been widely used to link employee
outcomes with leadership behaviors(Herman, Dasborough, & Ashkanasy, 2008; Kacmar,
Bachrach, Harris, & Zivnuska, 2011), and it is especially relevant to the Chinese setting, where
relationships are highly valued and reciprocity values are firmly encouraged(Y.-R. Chen, Chen,
& Portnoy, 2009).

As per the theory of social exchange, the employer and employee, who make up the two parties
in the organization, are interdependent on one another and engage in a series of transactions.
These interactions result in the growth of Particular objectives(Saks, 2006). Such duties are
hypothetical and indefinite(Konovsky & Pugh, 1994). Two transaction are involved in SET the
actor and the target, consist on the rule of reciprocity(Gouldner, 1960). When an actor does
anything good or terrible with a target, the target responds in the same way. This reciprocity
consist on two types positive and negative(Cropanzano & Mitchell, 2005). For example the
three leadership style discussed in the present study authoritarian benevolent and moral, the good
or bad act of these leaders with employees comes in the response of employee performance.

Research Framework and Hypothesized Statements

Figure 1 demonstrates the research framework as discussed in the literature review. Employee
performance is the dependent variable, employee engagement is the mediating variable and
paternalistic leadership has three dimensions including authoritarian, benevolent and moral
leadership that increase employee engagement and further influence employee performance. The
hypothesized statements are given and shown in Figure 1.

H1: Authoritarian leadership approach increases employee engagement among front-line baking
employees

H2: Benevolent leadership predicts the engagement level of employees for front-line baking
employees

H3: Moral leadership approach increases engagement for employees for front-line baking
employees of Punjab

H4: Employee Engagement influences employee performance among front-line baking
employees

H5: Employee engagement has mediation effect between authoritarian leadership and employee
performance of front-line employees

H6: Employee engagement has mediation effect between Benevolent leadership and employee
performance of front-line employees of banks

H7: Employee engagement and mediating effect between Moral leadership and employee
performance of front-line employees of banks
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Research Methodology

The study is quantitative in nature as data was collected through a questionnaire on cross-
sectional grounds to determine the relationship between variables and hypothesized statements
are assessed on collected data. According to state bank of Pakistan figure banking industry in
Pakistan consist of 33 banks. Public sector commercial banks are five, specialized banks are
four, local private banks are fifteen, Islamic banks are five and foreign banks are four. The study
was conducted on front-line employees of private banks in different cities of South Punjab
including Bahawalnagar, Bahawalpur, Multan, Rahim Yar Khan, Chistian, Sahiwal and Sadiqg-
Abad. The different banks were targeted for data collection from front-line employees, including
Al-Falaha Bank, Habib Bank, Bank Al Habib, MCB Bank, Allied Bank and United Bank
Limited. According to the annual reports of these banks, there are approximately 1600
employees in different banks associated with front-line employment. The sample size was 310
derived from (Krejcie & Morgan, 1970) table.
Measurement Instrument
The measurement scale of each item was adopted from previous studies to assess significance.
The five-item measurement scale of authoritarian leadership was taken from research paper of
(Hanaysha, 2023). Five items are stated for benevolent leadership that is used in (Wang et al.,
2023). The five-item measurement scale of moral leadership is taken from (Godbless, 2021).
Employee engagement contains nine items (Islam et al., 2024). Employee performance consists
of four items (Li et al., 2019).
Data Analysis
This section of the current research paper entails the analysis sections including model
assessment for reliability and convergent validity, second phase relates to relationship
significance. The measurement model assessment assists in determining the reliability and
validity of all constructs based on the collected data. The structural equation model assists in

Figure 1: Research Framework
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determining the relationship significance between variables as depicted in hypothesized
relationships.

Measurement Model Assessment

This section entails testing of reliable and valid variable source for measurement, the PLS-
algorithm is executed for reliability and validity assessment. The reliability is examined based on
the Cronbach alpha and composite reliability. The convergent validity is assessed on the base of
the average variance extracted (AVE). The discriminant validity is also determined in this
section to ensure the distinction of items of each variable.

The Tabel 1 demonstrates the values of alpha and CR to determine reliability, and AVE for
assessment of convergent validity. Minimum acceptable value for alpha and CR is 0.70 and
higher values considered as good and excellent reliability. The convergent validity is determined
on the base of AVE value which should be higher than 0.50 for acceptable convergent validity as
per suggested criteria of (Hair Jr et al., 2014).

Table 1

Constructs Cronbach alpha CR AVE
EP 0.749 0.825 0.568
ALs 0.871 0.891 0.666
BLs 0.829 0.842 0.596
MLs 0.841 0.841 0.612
EE 0.930 0.934 0.642

Note: EP (Employee performance), ALs (Authoritarian Leadership), BLs (Benevolent
Leadership), MLs (Moral Leadership), EE (Employee engagement)

The values in above table satisfies the criteria of reliability and validity, the values for Cronbach
for each variable observed to be higher than 0.70 cutoff point and CR is also reported higher than
cutoff point that satisfies the reliability. The value for AVE is also reported higher than cutoff
point and satisfies the criteria for convergent validity.

Discriminant Validity

At this stage of analysis discrimination among variables is examined by observing square root of
AVE that should remain higher. According to the criteria of (Fornell & Larcker, 1981) the
intersectional value of self-correlation value should be higher than other correlational values of
same column for satisfied discriminant validity. The table 2 presents the result of discriminant

validity.

Table 2

Constructs ALs BLs EE EP MLs
ALs 0.816

BLs 0.713 0.772

EE 0.490 0.576 0.801

EP 0.301 0.477 0.494 0.754

MLs 0.605 0.734 0.559 0.483 0.783

Note: EP (Employee performance), ALs (Authoritarian Leadership), BLs (Benevolent
Leadership), MLs (Moral Leadership), EE (Employee engagement)
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Figure 2. Measurement model assessment

Note: EP (Employee performance), ALs (Authoritarian Leadership), BLs (Benevolent
Leadership), MLs (Moral Leadership), EE (Employee engagement)

Structural Equation Model (SEM)

This analysis stage incorporates the assessment of relationship significance. The bootstrapping
method is utilised for SEM. The results are given in Table 3 below for direct and indirect
relationships. The significance of the relationship is assessed based on B-value, t-value and p-
value. The t-value should be higher than 1.96 with a confidence interval of 95% and the p-value
should be lower than 0.05 for an acceptable significance level (Hair Jr et al., 2014).

The first hypothesis H1 investigated the association among authoritarian approach and
employees’ engagement, relationship is insignificant as results shown in Table 3 as t-value and
p-value do not meet the required criteria. Hence, the hypothesis H1 is rejected.

The second hypothesis H2 assessed relation among benevolence approach of leading and the
engagement of employees, the relation is significant as shown in result table. Hence, hypothesis
H2 is accepted.

The third hypothesis H3 investigates influences of moral leadership approach on the engagement
of employees, the significance of the relationship is evident by t-value and p-value. Therefore,
the hypothesis H3 is statistically significant and accepted.

The fourth hypothesis H4 assessed the relationship between employee engagement and employee
performance. The result in table 3 presents statistical significance as per values of t-stat and p-
value. Hence, the hypothesis H4 is accepted.

Table 3

S#  Hypotheses B t-value p-value
H1 ALs—>EE 0.115 1.364 0.173
H2 BLs—>EE 0.292 3.526 0.000
H3 MLs>EE 0.275 3.539 0.000
H4 EE->EP 0.494 8.454 0.000
Mediating Effect

H5 ALS>EE->EP 0.057 1.335 0.182
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H6 BLs>EE->EP 0.144 3.068 0.002
H7 MLs>EE->EP 0.136 2.982 0.003

Note: EP (Employee performance), ALs (Authoritarian Leadership), BLs (Benevolent
Leadership), MLs (Moral Leadership), EE (Employee engagement)

The mediating hypotheses are investigated for relationship significance. There are three
mediating hypotheses that examine the mediating effect of employee engagement between
independent and dependent variables.

Hypothesis H5 examined the mediating effect of employee engagement between authoritarian
leadership and employee performance. The direct relationship between authoritarian leadership
and employee performance was also insignificant. So, therefore, the mediating effect of
employee engagement is also reported as insignificant based on the t-value and p-value as both
values do not satisfy the criteria for significance. Hence, hypothesis H5 is rejected.

Hypothesis H6 examined the mediating effect of employee engagement between benevolent
leadership and employee performance. The results in Table 3 depict that benevolent leadership
influence employee performance through the mediating effect of employee engagement. That
means employee engagement tends to establish the relationship between benevolent leadership
and employee performance. Hence, H6 is accepted on statistical grounds.

Lastly, hypothesis H7 examined the mediating effect of employee engagement between moral
leadership and employee performance. The direct effect of moral leadership on employee
engagement is significant. The result in Table 3 depicts that the mediating effect of employee
engagement is evident between moral leadership and employee performance. Hence, the
hypothesis H7 is accepted.

Figure 3 below demonstrates the SEM extracted from Smart-PLS
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Figure 3: Structural equation model

Note: EP (Employee performance), ALs (Authoritarian Leadership), BLs (Benevolent
Leadership), MLs (Moral Leadership), EE (Employee engagement)

The findings of the study show that authoritarian leadership was found to be insignificant, which
means a negative approach reduces performance and drains employee engagement. Benevolent
leadership is considered as soft leadership approach that increases employee engagement and
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enable to fosters employee performance. Similarly, moral leadership is significantly influential in
predicting employee engagement and further contributes to harvesting higher employee
performance.
Implications and Future Research Avenue
This research has various implications that private banks should consider for frontline
employees. The banks should devise strategies for harvesting employees’ positive behavioral
outcomes by placing appropriate leadership approaches to unit employees and achieving targets.
Authoritarian leadership is not welcomed in the banking sector which reduces performance and
causes negative emotions among employees. Benevolent leadership is welcomed due to its
positive outcome and contributes in increasing employee engagement which further leads to
higher employee performance. Moral leadership is an essential element at the workplace,
morality enables individuals to ensure a harmonious workplace environment that assists in
increasing employee engagement which further leads to ensuring employee performance. The
study is limited only in assessing the leadership approaches under paternalistic leadership for
fostering employee engagement and ensuring employee performance. In future, researchers
should consider other diverse leadership styles and higher managerial levels in assessing
employee performance and appropriate leadership approaches. The researchers should also
consider explaining the role of employee engagement and performance influenced by diverse
leadership approaches.
Conclusion
This research effort incorporated a paternalistic leadership approach with three dimensions
including authoritarian, benevolent, and moral leadership to predict employee performance
through employee engagement. The argument of the study is based on the notion that the
leadership approach impacts employee’s related outcomes including engagement and
performance. This study contributes to the body of knowledge by explaining the role of diverse
leadership approaches in predicting employee performance through the mediating effect of
employee engagement. The sample was taken from frontline banking employees from different
banks to establish the generalized findings. The results of the study has shown that authoritarian
leadership reduces employee engagement which further harms employee performance.
Benevolent leadership was found to be significant in harvesting employee engagement which
further increases employee performance. Moral leadership tends to affect performance-related
outcomes, the findings of the study reported that moral leadership contributes to harvesting
employee engagement which further increases employee performance. Authoritarian leadership
was found to be insignificant in increasing employee engagement and employee performance,
benevolent leadership is reported as a statistically significant predictor of increasing employee
engagement and performance. Moral leadership contributes in achieving employee engagement
which further leads to enhance performance of employees. In future, the studies should be
conducted on diverse samples and group studies while taking the point of view of middle and
higher management for devising better strategies at frontline banking employees to enhance
performance through engaging employees.
References
Ahmad Bodla, A., Tang, N., Van Dick, R., & Mir, U. R. (2019). Authoritarian leadership,
organizational citizenship behavior, and organizational deviance: Curvilinear relationships.
Leadership & Organization Development Journal, 40(5), 583-599.
Ashfaq, F., Abid, G., & llyas, S. (2021). Impact of ethical leadership on employee engagement:

225

Vol.03 No.02 (2025)



g0

ISSN E: 3006-1466
ISSN P: 3006-1458

CONTEMPORARY JOURNAL OF SOCIAL SCIENCE REVIEW

CONTEMPORARY
JOURNAL OF SOCIAL
SCHENCE REVIEW

role of self-efficacy and organizational commitment. European Journal of Investigation in
Health, Psychology and Education, 11(3), 962-974.

Breevaart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O. K., & Espevik, R. (2014). Daily
transactional and transformational leadership and daily employee engagement. Journal of
Occupational and Organizational Psychology, 87(1), 138-157.

Budur, T., & Demir, A. (2022). The relationship between transformational leadership and
employee performance: Mediating effects of organizational citizenship behaviors.
Interdisciplinary Journal of Management Studies (Formerly Known as Iranian Journal of
Management Studies), 15(4), 899-921.

Chan, S. C. H. (2017). Benevolent leadership, perceived supervisory support, and subordinates’
performance: The moderating role of psychological empowerment. Leadership &
Organization Development Journal, 38(7), 897-911.

Chen, L., Liu, J., Qiu, W., & Han, M. (2023). The impact of paternalistic leadership styles on
employee engagement in the pharmaceutical distribution industry: the mediating role of
psychological capital. J Chin Hum Resou Ma, 14(2), 3-22.

Chiang, J. T.-J., Chen, X.-P., Liu, H., Akutsu, S., & Wang, Z. (2021). We have emotions but
can’t show them! Authoritarian leadership, emotion suppression climate, and team
performance. Human Relations, 74(7), 1082-1111.

Fein, E. C., Tziner, A., & Vasiliu, C. (2023). Perceptions of ethical climate and organizational
justice as antecedents to employee performance: The mediating role of employees’
attributions of leader effectiveness. European Management Journal, 41(1), 114-124.

Fornell, C., & Larcker, D. F. (1981). Evaluating Structural Equation Models with Unobservable
Variables and Measurement Error. In Journal of Marketing Research (Vol. 18, Issue 1, p.
39). Sage Publications Sage CA: Los Angeles, CA. https://doi.org/10.2307/3151312

Godbless, E. E. (2021). Moral leadership, shared values, employee engagement, and staff job
performance in the university value chain. International Journal of Organizational
Leadership, 10(1).

Hair Jr, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2014). Partial least squares
structural equation modeling (PLS-SEM): An emerging tool in business research. European
Business Review.

Hanaysha, J. R. (2023). Impact of participative and authoritarian leadership on employee
creativity: organizational citizenship behavior as a mediator. International Journal of
Organization Theory & Behavior, 26(3), 221-236.

Huang, J.-C. (2022). Does benevolent leadership consistently lead to employees’ voluntary
behaviors? Leadership & Organization Development Journal, 43(8), 1234-1251.

Huang, Q., Zhang, K., Wang, Y., Bodla, A. A., & Zhu, D. (2022). When is authoritarian
leadership less detrimental? The role of leader capability. International Journal of
Environmental Research and Public Health, 20(1), 707.

Islam, T., Khatoon, A., Cheema, A. U., & Ashraf, Y. (2024). How does ethical leadership
enhance employee work engagement? The roles of trust in leader and harmonious work
passion. Kybernetes, 53(6), 2090-2106.

Karakitapoglu-Aygun, Z., Gumusluoglu, L., Erturk, A., & Scandura, T. A. (2021). Two to
Tango? A cross-cultural investigation of the leader-follower agreement on authoritarian
leadership. Journal of Business Research, 128, 473-485.

Kieserling, A. (2019). Blau (1964): exchange and power in social life. Schlusselwerke Der

226

Vol.03 No.02 (2025)



g0

ISSN E: 3006-1466
ISSN P: 3006-1458

CONTEMPORARY JOURNAL OF SOCIAL SCIENCE REVIEW

CONTEMPORARY
JOURNAL OF SOCIAL
SCHENCE REVIEW

Netzwerkforschung, 51-54.

Krejcie, R. V, & Morgan, D. W. (1970). Determining sample size for research activities.
Educational and Psychological Measurement, 30(3), 607—610.

Li, C., Naz, S., Khan, M. A. S., Kusi, B., & Murad, M. (2019). An empirical investigation on the
relationship between a high-performance work system and employee performance:
measuring a mediation model through partial least squares—structural equation modeling.
Psychology Research and Behavior Management, 397-416.

Megawaty, M., Hamdat, A., & Aida, N. (2022). Examining linkage leadership style, employee
commitment, work motivation, work climate on satisfaction and performance. Golden Ratio
of Human Resource Management, 2(1), 1-14.

Mo, S., & Shi, J. (2017). Linking ethical leadership to employee burnout, workplace deviance
and performance: Testing the mediating roles of trust in leader and surface acting. Journal
of Business Ethics, 144, 293-303.

Nguyen, P. D., Khoi, N. H., Le, A. N. H., & Ho, H. X. (2023). Benevolent leadership and
organizational citizenship behaviors in a higher education context: A moderated mediation
model. Personnel Review, 52(4), 1209-1232.

Pahos, N., & Galanaki, E. (2019). Staffing practices and employee performance: the role of age.
Evidence-Based HRM: A Global Forum for Empirical Scholarship, 7(1), 93-112.

Pio, R. J. (2022). The mediation effect of quality of worklife and job satisfaction in the
relationship between spiritual leadership to employee performance. International Journal of
Law and Management, 64(1), 1-17.

Shen, Y., Chou, W.-J., Schaubroeck, J. M., & Liu, J. (2023). Benevolent leadership, harmonious
passion, and employee work behaviors: A multi-level moderated mediation model. Journal
of Business Research, 157, 113571.

Shu-Ling, C., & Zikani, M. (2023). Ethical leadership, psychological capital, work engagement
and job satisfaction: the moderating role of moral identity in the Malawi government sector.
International Review of Public Administration, 28(3), 288—-307.

Sulich, A., Sotoducho-Pelc, L., & Ferasso, M. (2021). Management styles and decision-making:
Pro-ecological strategy approach. Sustainability, 13(4), 1604.

Super, J. F. (2020). Building innovative teams: Leadership strategies across the various stages of
team development. Business Horizons, 63(4), 553-563.

Trivellas, P., Kakkos, N., Blanas, N., & Santouridis, 1. (2015). The impact of career satisfaction
on job performance in accounting firms. The mediating effect of general competencies.
Procedia Economics and Finance, 33, 468-476.

Udin, U. (2023). Linking transformational leadership to organizational learning culture and
employee performance: The mediation-moderation model. International Journal of
Professional Business Review, 8(3), €01229—e01229.

uUdin, U., Dananjoyo, R., Shaikh, M., & Vio Linarta, D. (2022). Islamic work ethics, affective
commitment, and employee’s performance in family business: Testing their relationships.
Sage Open, 12(1), 21582440221085264.

Wang, D., Sun, Z., Zong, Z., Mao, W., Wang, L., Sun, Y., Zhang, J., Maguire, P., & Hu, Y.
(2023). The effect of benevolent leadership on safety behavior: A moderated mediation
model. Journal of Safety Research, 85, 31-41.

Wang, D., Wang, L., Wei, S., Yu, P., Sun, H., Jiang, X., & Hu, Y. (2022). Effects of
authoritarian leadership on employees’ safety behavior: a moderated mediation model.

227

Vol.03 No.02 (2025)



- CONTEMPORARY JOURNAL OF SOCIAL SCIENCE REVIEW

-
CONTEMPORARY

Vol.03 No.02 (2025)

SUIENCE REVIEW

Frontiers in Public Health, 10, 846842.

Wang, Y., Xie, Y., & Xie, H. Q. (2022). Do authoritarian leaders also have “fans”? The
relationship between authoritarian leadership and employee followership behavior in the
Chinese context. Management Decision, 60(5), 1237-1256.

Wolor, C. W., Ardiansyah, A., Rofaida, R., Nurkhin, A., & Rababah, M. A. (2022). Impact of
toxic leadership on employee performance. Health Psychology Research, 10(4).

Yu, M., Wei, Y.-C., Ding, H., & Lee, W. S. (n.d.). THE INFLUENCE OF BENEVOLENT
LEADERSHIP ON THE PERFORMANCE OF JOB ROLES.

Zaim, H., Demir, A., & Budur, T. (2021). Ethical leadership, effectiveness and team
performance: An Islamic perspective. Middle East Journal of Management, 8(1), 42—66.
Zhang, X., Zhao, C., Niu, Z., Xu, S., & Wang, D. (2021). Job insecurity and safety behaviour:
The mediating role of insomnia and work engagement. International Journal of

Environmental Research and Public Health, 18(2), 581.

228



