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ABSTRACT
Keywords: The study explored the possible outcome of Despotic Leadership (DL) on
Despotic Work Withdrawal Behavior (WWB) of employees working in the Federal
Leadership, Emotion Government Secretariat Islamabad, Pakistan. The present study
Regulation Failure, investigated the consequences of Despotic Leadership (DL) on employees

of the Establishment Division. The study is using a deductive approach, and
Organizational cross-sectional modality of research by applying a convenient sampling

: technique, the data was collected from the nine (09) Wings and seven (07)
Embodiment, Work Attached Departments/Autonomous Bodies with basic scales ranging from
Withdrawal 17 to 20 working in the Establishment Division (ED) (Federal Government
Behavior. Secretariat Islamabad). The authors have collected the final 254 responses
through questionnaires from employees of the ED. Furthermore, using the
time-legged design approach, the survey was conducted in a non-contrived
setting by collecting the data over three-time spans (Time T1, T2, and T3).
Thus, the independent variable (Despotic Leadership) and moderating
variable (Supervisor’s Organizational Embodiment) of this study were
tapped in time 1, the mediator (Emotion Regulation Failure) was tapped in
time 2, and employees’ outcome (Work Withdrawal Behavior) was tapped
in time 3. The findings revealed that Despotic Leadership (DL) had a
substantial impact on Emotional Regulation Failure (ERF), which led to
employees withdrawing from productive work. The findings also indicated
that under the moderating role of the Supervisor’s Organizational
Embodiment (SOE), the effects of DL on ERF were weaker and vice versa.
The paper concluded with further discussion, implications, and future
research along with limitations in a similar domain of the study. This
research will benefit the Establishment Division's training wing, which
provides training to officers in occupational groups as well as civil servants.
This study can assist policymakers in determining the true function of the
leader in Federal Government organizations and developing measures to
curb the detrimental outcome of despotic leadership.

Supervisor’s

INTRODUCTION
Leadership is a prime organizational pillar that has a significant impact on employees' success
and overall well-being (Hogan et al., 1994 and 2005; Bass & Bass, 2009). Leadership is
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described as an individual's talent to motivate a cluster of employees within an organization or
outside to achieve certain shared objectives (Bargau, 2015). Researchers frequently asserted
that inspirational and responsive leadership aid in the improvement of employees' working
patterns but also is crucial in deciding how well an organization achieves its objectives and
setting the standards for employees’ professional behavior (Brown & Mitchell, 2010, Hogan
& Kaiser, 2005).

Despotic Leaders lack vision and are unable to inspire teams, encourage their subordinates'
behavior, or generate long-term core values for the organization (Thoroughgood et al., 2018).
Despotic leaders exhibit behaviors such as criticizing employees publicly, shouting,
intimidating, and threatening. Such leaders are also withholding crucial information, ridicule
subordinates, and making aggressive eye contact (Tepper, 2000; Igbal et al., 2022). The
research argued that under despotic leadership employees have been reported to be dissatisfied,
psychologically stressed, and often deviated from productive work at the job place (Zhou et al.,
2021). Despotic leaders are bossy, manipulative, unforgiving, and arrogant (Murad et al.,
2021). Despotic leaders demand unquestioning submission and compliance (Syed et al., 2020).
They are selfish, behave callously, controlling, and are always demanding subordinates
(Schilling, 2009). Thus, the humiliating, antagonistic, and oppressive behavior of despotic
leaders entails the employees spending less effort and time on work. Employees under the
supervision of DL involve in counterproductive behaviors such as absenteeism, late arrival or
early departure, and taking undeserved breaks (Igbal et al., 2022). Withdrawal behavior is a
sequence of attitudes and behaviors conducted by employees in their workplace (Jha & Sud,
2021). Considerable research has demonstrated that employees tend to withdraw from their
work when they feel emotionally exhausted (Deery, Iverson & Walsh, 2002; Zhou et al., 2021).
Studies suggest that abusive behavior perpetrated by supervisors may lead subordinates to
temporarily withdraw psychologically from their work (Clauss et al., 2021) due to the reduced
emotional attachment to their jobs. When exhausted subordinates are unable to minimize
further emotional resource loss, they may engage in withdrawal behaviors to cope with the
depletion of valued resources i.e. emotional resources (Igbal et al., 2022).

According to Lazarus’ theory of Stress Appraisal and Coping (SAC) (Lazarus, 1991),
employees within ansSABIR organization will first appraise the stressor created by a despotic
leader (DL) as a challenge or threat which is called the primary appraisal. In the secondary
appraisal stage, employees will use their cognitive resources to cope with the stressor produced

due to the negative behavior of DL. However, in the presence of a persistent toxic situation
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(DL) the resources of employees to reduce the stress will be depleted (emotionally exhausted)
and they failed to regulate their emotions.

Emotional regulation refers to internal energy that is consumed when regulating attention,
persevering at difficult tasks, and managing emotions. It is a complex multifaceted process
(Haqg et al., 2021) by which people manage their thoughts, feelings, and behaviors (Hopkin,
Hoyle & Toner, 2014) under tough situations. Emotions regulation is a coping strategy and
when employees have low emotional resources to cope with DL, may engage in maladaptive
behaviors at work (Gaudiino & Di Stefano, 2021). A state of emotion regulation failure (ERF)
has been said to occur when employees are unable to control their emotions to adapt to
complicated situations. Emotion regulation failure is described as an emotional response that
is poorly regulated and does not fall within the traditionally accepted range of emotional
reaction (Nauman, Zheng & Naseer, 2020).

De Clercq et al (2019) emphasized that despotic leadership is a new area and there is a dire
need to address its different avenues. Previous researchers argued that different natures of
moderation mediation variables can be applied to further elaborate the concepts and
consequences of despotic behavior in the workplace (Naseer et al., 2016). Saeed, Pervez &
Mushtaq (2022) suggested that future research is needed to improve the limited understanding
of the antecedents of leaders’ despotic behaviors. Sabir (2021) investigated how despotic
leadership jeopardizes employees’ performance and recommended that future research should
examine other mediating and moderating mechanisms to understand the processes. Zhou et al
(2021) suggested that future investigations should focus on the interplay between DL and its
outcomes by incorporating emotional and behavioral moderators and mediators to come up
with a more concrete body of knowledge. The reflection of mediating role (ERF) and
moderating role (SOE) perspective presents a novel idea in the interplay of despotic leadership
and work withdrawal behavior.

Therefore, the objective of the current study is to explore the impact of despotic leadership on
employees' work withdrawal behavior via emotion regulation failure as a mediator and
supervisor’s organizational embodiment as a moderator in the Federal Government Secretariat
Islamabad, Pakistan. The primary focus of the current study is to determine the significance of
despotic leadership as an impetus in the behavior of employees. This investigation also fixes
how and why the morale of employees comes down to a point where they disconnect from the
core objectives of the organization. This study also signifies how employees fail to regulate

emotions while working under despotic leaders.
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Literature Review

Despotic leadership (DL) is a broad concept and is based on personal dominance has an
authoritarian style and serves for self-interest, self-aggrandizing, and exploiting the followers.
They behave callously and selfishly towards their subordinates and also require unquestioning
obedience from subordinates (Schilling, 2009; Igbal et al., 2022). Despotic leaders have low
ethical standards and are morally corrupt (De Hoogh & Den Hartog., 2008). Naseer et al (2016)
stated that despotic leaders develop high power distance with their subordinates. Einarsen et
al., (2007) the systematic and repeated behavior by a leader, supervisor, or manager that
violates the legitimate interest of the employees by undermining and/or sabotaging the
organization’s goals, tasks, resources, and overall well-being of subordinates.

Under the influence of despotic leadership, the stress produced in the job environment keeps
employees emotionally distressed. In the presence of consistent negative behavior of DL, the
employees are emotionally exhausted (Sabir, 2021). A growing body of literature indicates that
emotions can be controlled and regulated (Grandey et al., 2005; Gross, 2003). Emotion
regulation can be defined as the processes by which individuals influence the emotions they
have, and how these emotions are experienced and expressed (Jabeen & Rahim, 2021).
Researchers argued that employees’ inability to regulate emotions can be associated with
negative organizational outcomes (Di Fabio & Saklofske, 2021). Poorly regulated emotions or
emotion regulation failure ERF is employees’ cognitive dearth of ability to control or manage
their emotions responding to the external undergoing stressor (Roczniewska & Bakker, 2021).
ERF is relatively a novel phenomenon and limited literature is available to explain its
relationship with DL and organizational outcomes (Schuenemann et al., 2022).

Thus, when employees are emotionally exhausted, they may engage in counterproductive work
behavior (Anjum et al., 2022). Work Withdrawal Behavior is a counterproductive work
behavior that characterizes an employee’s bid to avoid work in order to escape from job
stressors (Bruursema, Kessler & Spector, 2011). It is a sequence of attitudes and behaviors
conducted by employees in their workplace (Wang et al., 2021). This kind of behavior refers
to employees’ lateness, absenteeism, intention to leave work or actively disengaging from the
employment by resigning, causing turnover or indicating an intention to retire sooner than
planned (Murad et al., 2021). However, work withdrawal behavior can be minimized, when
the employees identify the role of the leader within the organization. Thus, the researcher
argues that employee evaluates their relationships with their supervisor because the
embodiment of their supervisors within the organization perceives them as "organizational

agents,” (Eisenberger et al., 2010). A supervisor's organizational embodiment (SOE) is the
www.ijbms.org 167


http://www.ijbms.org/

Amin & Ali

degree that the subordinates recognize or relate to the leader within the organization
(Eisenberger et al., 2010). The more a supervisor shares identity and has shared characteristics
with the organization, the more the SOE. Fame, recognition, praise, encouragement, accolades,
good relationships, achievements, and respect from a leader may be anticipated as coming from
the organization (Eisenbergeretal., 2002). Employees exhibited good behaviors and manners
and hold a strong sense of belonging to the organization (Eisenberger et al., 2001). Based on

the literature review the theoretical framework of the study is given as follows.

Supervisor’s
Organizational
Embodiment

Despotic W v =( Emotion Regulation Work Withdrawal
Leadership J L Failure Behavior

Figure:1 Conceptual framework of moderated mediation of the study.

Theory and Hypotheses Development

For the present investigation Lazarus' (1991) theory of Stress, Appraisal, and Coping (SAC)
was applied to explore how probable stress resulting from despotic leader behavior may affect
their subordinates' work withdrawal. The stress theory further explains that individuals’
physical and psychological resources are drained when they deal with the tension created by
despot leaders in the workplace which has negative repercussions on their work attitudes and
behavior (Hobfoll, 1989, 2001).

The theory of SAC has described the phenomenon of coping as a cognitive and behavioral
reaction that employees adopted to deal with external and internal stresses that exhaust their
available emotional resources. According to the Transactional Model of Stress and Coping
(Lazarus & Folkman, 1984) the employees appraised the stressor (DL) in two stages. In the
primary appraisal stage, employees first appraise or evaluate the situation as a threat or harm.
In the secondary appraisal stage, the employees decide to cope with the threat by adopting
certain coping strategies. It is believed that if the employee's SOE is high, he or she would have
stronger coping either emotionally or cognitively when confronted with a despotic supervisor.
Thus, the current research investigated the consequences of DL on WWB through the mediator
ERF and moderator SOE at the workplace.
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Despotic Leadership and Work Withdrawal Behavior

Work withdrawal behavior is defined as an employee's coping technique of employees against
the odds at the workplace (Feldman & Tompson, 1993). The employees abstained from talking
about the core issues with managers and daydreaming about quitting the job (Jha & Sud, 2021).
Abusive leadership is a workplace stressor that harms organizations by decreasing employees'
performance and well-being (Tepper et al., 2009). Despotic leaders' callous disregard and lack
of sympathy for their followers diminish their subordinates' sense of meaningfulness at work.
In response to their despotic leaders' humiliation and disdain, subordinates are prone to
withdraw their physical, emotional, and cognitive energy from job duties (Nauman et al., 2018;
Grandey & Gabriel, 2015).

The findings of two research investigations in this area (Nauman et al., 2018; Grandey &
Gabriel., 2015) suggest that more research is needed to pinpoint mediators and moderators, as
well as to better comprehend the essential mechanisms, to confirm direct and indirect
relationships between DL and subordinates’ WWB. According to the theory of Stress,
Appraisal, and Coping (Lazarus, 1991) employees working under the supervision of despotic
leadership may attempt to cope with the stressor (DL) by using their emotional and cognitive
resources to create a pleasant environment at the workplace. The authors formulated the
following hypothesis based on previous research.

H 1: DL positively and significantly affects employees’ WWB.

Despotic Leadership and Emotion Regulation Failure

Emotion has been recognized as a key aspect of employees’ work life. Research scholars
consider emotion as a set of phenomenological, physiological, and facial expressions that are
related to the appraisal of situations (Fabio & Saklofske, 2021). Emotion regulation literature
suggests that each person's capacity for emotion regulation appears to be a limited resource,
which is renewable over time and can be increased or decreased as a result of gradual
developments or practice. One cannot regulate everything at once (Jha & Sud, 2021). When
emotion regulatory resources are low, individuals are less able to manage their attention,
emotions, and behavior effectively (Wehrt, Casper, & Sonnentag., 2020).

The impact of emotional regulation is critical as both empirical and theoretical results show
that emotional regulation is a key part of many front-line professionals and is connected to
measuring the employee's level of satisfaction at the workplace (Schuenemann et al., 2022).
The role of emotions has largely been ignored in organizational literature until recent times
(Arvey, Renz & Watson, 1998), mainly because industrial and organizational environments

were viewed as rational environments where emotions and feelings had no place. However, in
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recent years it has been shown that emotions are powerful generators of employees’ actions
and thoughts at work (Syed et al., 2020).

Emotion regulation failure is provoked when employees don’t have further resources to deal
with the stressor they are facing (Wang et al., 2021). The prolonged vulnerability to despotic
leadership exhausts the resources of the exploited subordinates, resulting in emotional
regulation failure (Schuenemann et al., 2022). Therefore, employees attempt to employ various
techniques to manage their emotions to satisfy corporate emotional display standards
(Reyhanoglu & Akin, 2022). According to Lazarus’ theory, employees under the supervision
of despotic leadership will undergo stress, in response employees will regulate their emotions
by using cognitive resources to overcome the stresses induced due to despotic leadership. Thus,
in light of the above discussions, it is hypothesized that:

H 2: DL positively and significantly affects employees’ ERF

Emotion Regulation Failure and Work Withdrawal Behavior

Emotion regulation is a complicated, diverse approach through which employees regulate their
thinking, sentiments, attitudes, and behaviors, it is the cornerstone of successful psychological
well-being (Hopkin et. al., 2014). Emotional resources are the internal energy used to regulate
thoughts, manage emotions, and persevere energy for stressful activities. Contrary, Emotion
Regulation Failure (ERF) is a psychological condition characterized by anxiety, anger, intense
feelings of pain, and discomfort (Zaki, 2020). Considerable research has demonstrated that
employees tend to withdraw from their work when they feel emotionally exhausted due to the
stressed working environment created by DL (Deery, lverson, & Walsh, 2002; Schuenemann
et al., 2022). Studies further suggested that exhausted subordinates may engage in withdrawal
behaviors to cope with the depletion of valued emotional resources to minimize further losses
(Cole et al., 2010).

According to Lazarus’ theory, employees will first appraise the stressor (DL) as a challenge or
threat. Secondly, they will use their emotional resources to cope with the persistent toxic
situation. However, when the cognitive resources of employees to reduce stress are depleted,
employees may involve in work withdrawal behavior both psychologically and physically.
Based on the literature, researchers hypothesized that:

H 3: ERF positively and significantly affects the employees’ WWB

Mediating Role of ERF

Emotion regulation failure is a long-standing condition of physical and cognitive exhaustion
that is caused by constant work stress (Anjum et al., 2022). Employees experience the state of

ERF when their emotional resources for coping are exhausted as a result of despotic behavior
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at the workplace (Roczniewska, Bakker, 2021). According to Anwar ul Haq et al., (2021)
negative statements from supervisors increase subordinates' dissatisfaction and frustration.
Similarly, according to Wright & Hobfoll (2004), emotional failure happens when subordinates
believe that additional resources are unavailable to receive. Thus, subordinates will return to
negative attitudes and behaviors or engage in inefficient work (Murad et al., 2021).

The stresses induced by despotic leadership are likely to diminish an employee's emotional
resources, hope, and confidence in their job (Lazarus, 1991). Employees' desire to put extra
cognitive effort in to their jobs is likely to be reduced when a boss or a supervisor is despotic.
Literature argued that when employees are failed to manage their emotions, the probability of
work withdrawal behavior would likely increase at the job place (Schuenemann et al., 2022).
Therefore, upon reviewing the literature we conclude that:

H 4: ERF mediates the relationship between DL and WWB.

Moderating Role of SOE

SOE is the extent to which an employee views his supervisor's identity, behavior, actions, and
relationships with him as organizational representation owing to similar features. Through his
or her managerial duties, the leader by nature is an organizational ambassador toward his
employees (Dai et al., 2021). However, the degree of representativeness would differ from
supervisor to supervisor. Briefly, employees are driven to create perceptions about the amount
of common identity of the supervisors within the organization, which is termed the SOE
(Eisenberger et al., 2010). The interaction between leader-employees is heavily influenced by
the SOE. The high level of SOE of the supervisor shows a high degree of resemblance with the
organization's features. It means that subordinates respect their boss as the organization's
representative. Because of the supervisory nature of the leadership, an employee may feel
anxious if he does not view his supervisor as an organizational representation owing to a lack
of common qualities (Costa et al., 2022).

Lazarus' (1991) theory of Stress Appraisal and Coping, employees cognitively analyze their
relationships and determine the level of identification of supervisors with the organization.
Employees who have a strong sense of identification with the organization are more likely to
have good behaviors and attitudes (Eisenberger et al., 2001).

By applying the theory of (Lazarus, 1991), SOE might operate as a moderating variable that
affects an employee's primary appraisal, which resultantly makes them least emotionally
distressed. SOE progress depends upon employees ‘capacity to engage with the agents of the
organization, which may lead to a positive appraisal of the stressful condition. As a result, the

emotional damage caused by despotic leadership is reduced. Therefore, based on previous
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literature, we hypothesize that:
H 5: SOE moderates the relationship between DL and ERF in a manner that the relationship
will be weaker when SOE is high and vice versa.
The current study will further investigate how emotional regulation failure mediates the
interactive effects of DL and SOE on employees’ outcomes (WWB). More specifically, it is
argued in the literature when SOE is low, the relationship between DL and ERF is stronger.
Therefore, ERF is a strong predictor of WWB in the workplace. But in contrast, if SOE is high
the subordinates are less likely to exhibit failure in regulating their emotions, as their coping
appraisal process is activated (Lazarus 1991), which may lead to better productive behavior at
the workplace. The authors hypothesized that:
H 6: SOE moderates the indirect effects between DL and WWB via ERF. Thus, indirect effects
will be stronger when SOE is low.

Research Methodology
The population sample for this study was the Establishment Division (ED), which is an
important state department that manages, monitors, and controls the human resource to observe
best administrative practices in the Federal Government Secretariat. Due to this dominant role,
the leadership of ED is imperative for all the other Ministries, Divisions, Departments, and
Organizations working under its administrative control.
The study used the time-lagged design and non-probability convenience sampling technique
for the collection of data. The time-lagged research design approach is very useful for casual
studies (Cook & Campbell, 1979). The data for this research was obtained from the employees
(leaders and peers were the units of analysis) working in the nine (09) Wings and seven (07)
Attached Departments/Autonomous Bodies of the Establishment Division, Cabinet Secretariat,
Islamabad with a basic scale ranging from 17 to 20. The employees from BS 19 to 20 were the
leaders and from BS 17 to 18 were considered peers for the data analysis.
The study was quantitative, followed the deductive approach, used a non-contrived setting
conducted in the natural environment, and a similar methodological approach was also
followed by researchers such as (Usman et al., 2020). Therefore, a cross-section design was
applied in a set of three surveys in three different periods (time-tapped 1, 2, and 3) with an
interval of three to four weeks (Fouzia et. al., 2020). Thus, the independent variable (DL) of
this study and moderating variable (SOE) was tapped in time 1(T1) and mediators (ERF) were
tapped in time 2 (T2), and employee outcome (WWB) was tapped in time 3 (T3). Employing
a two-sourced, multi-wave data was collected from the employees (leaders and peers). The

same data collection design was followed by (Nauman et al., 2021). For this purpose, a total of
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470, 430, and 400 questionnaires were distributed in time T1, T2, and T3 respectively among
the leaders and their peers, and a total number of paired data of 254 responses were received.
An identification code was assigned to the questionnaires to match the survey responses and
keep anonymity (Bowden et al., 2020). For the current study, the received data was analyzed
by using SPSS 20.0, a statistical software. The proposed framework was validated by utilizing
the moderated-mediation technique.
Measures
Despotic Leadership (DL)
The study variable DL is measured with six items scale (De Hoogh & Den Hartog, 2008). The
sample questions were “My boss is punitive; has no pity or compassion.
Supervisor’s Organizational Embodiment (SOE)
The 09-item scale developed by Eisenberger et al., (2010) was used to measure SOE. The
respondents were asked questions like, “When my supervisor, encourages me, | believe that
Establishment Division is encouraging me”.
Emotional Regulation Failure (ERF)
The 10 items scale developed by Gross (2003) was used to measure the study variable ERF.
The respondents were asked about emotional regulation and to what extent they agree/disagree
with “When | want to feel more positive emotion (such as joy or amusement) ”.
Work Withdrawal Behavior (WWB)
WWB was measured with 08 items scale of psychological withdrawal behavior and 04 items
scale of physical withdrawal behavior, developed by (Lehman & Simpson, 1992) The
psychological work withdrawal behavior was given as “Thoughts of being absent” while the
physical work withdrawal behavior “I left work early without permission” etc.

Results and Analysis
The data was analyzed in SPSS software. To authenticate the data results, the authors have
performed the Confirmatory Factor Analysis (CFA), regression analysis, and mediation and
moderation techniques. The value of Cronbach's alpha for the measurement scales as shown in
table 1 was above 0.70 which is considered reliable and also suggested by (Nunnally, 1978).
The results of CFA in table 1 show that the factor loadings of the study variables (DL, ERF,
SOE, and WWB) are within the acceptable ranges as they are above the threshold value
(<=0.3). Similarly, to check the convergent validity of the constructs, the average variance
extracted (AVE) and composite reliabilities (CR) were calculated. The variables AVE was
greater than the threshold value of 0.50 while the CR value of the variables was greater 0.70 as

recommended by Sekaran and Bougie (2016).
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Table.1: The results of Confirmatory Factor Analysis (CFA)

Construct Items Factor Analysis  Average Variance =~ Composite
Extracted Reliability (CR)
DL1 0.79
DL2 0.80
DL DL3 0.85 0.72 0.94
DL4 0.90
DL5 0.82
DL6 0.91
ERF1 0.75
ERF2 0.83
ERF3 0.86 0.65 0.92
ERF ERF4 0.82
ERF5 0.78
ERF6 0.81
PWB1 0.78
PWB?2 0.87
PWB3 0.88
PWB4 0.92 0.75 0.96
PWB PWB5 0.89
PWB6 0.86
PWB7 0.87
PWBS 0.85
PHWB1 0.90
PHWB?2 0.93 0.81 0.95
PHWB PHWB3 0.96
PHWBA4 0.81
SOE1 0.80
SOE2 0.88
SOE3 0.87
SOE SOE4 0.86 0.73 0.97
SOE5 0.87
SOE6 0.84
SOE7 0.80
SOE8 0.91

The results of table 2 show the means, reliabilities, standard deviation, and intercorrelation of
the research variables. Using the time-lagged approach DL and SOE were tapped in time T1
ERF and WWB were tapped in time T2 and T3 respectively.

The results revealed a negative relationship between DL and SOE (r =-.98, p<0.01), while DL
is positively correlated with ERF (r=.91, p<0.01). DL and SOE are also linked positively with
WWB (r=.90, p<0.01), (r=.879, p<0.01). Similarly, the relationship between ERF and WWB
www.ijbms.org 174
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is positive and significant (r=.97, p<0.01). SOE showed a negative relationship with ERF (r=-

90, p<0.01).
Table 2: Means, Standard deviations, and correlations of the study variables
Mean SD 1 2 3 4
1-Despotic Leader (DL) 2344  6.23 1
2-Supervisors Organizational Embodiment 23.67 6.81  0.981" 1
(SOE)
3-Emotion Regulation Failure (ERF) 2357 6.65  0.909™ 0.900™ 1
4-Work Withdrawal Behavior (WWB) 23.09 6.77 0.900** 0.879** 0.970** 1

Note: N=254, **p< 0.01=correlation is significant, SD=standard Deviation
To test the hypotheses of the research, the PROCESS macro v 2.0 (Preacher & Hayes, 2004)

was used to analyze the mediation, moderation, and moderated mediation of the proposed
model. The analysis in table 3 indicated that the relationship between DL and WWB is positive
and significant (B=.71, p<0.001). According to the results, DL is positively linked to ERF
(B=.62, p< 0.001). The results of table 3 further described the direct relationship between ERF
and WWB. The analysis revealed that ERF is significantly and positively influencing WWB
(B=.78, p<0.001). From mediation analysis of the indirect positive effects of DL on WWB
through ERF is positive and significant (B=.46, p<0.001). The bootstrapping technique was
used to determine the effects of the mediator (ERF) on employees’ outcomes (WWB). The
results from bootstrapping revealed that a 95% confidence interval does not contain zero and
the moderator (SOE) has significant and positive indirect effects on the outcome (WWB) via
mediator (ERF).

Table 3: Mediating Role of Emotion Regulation Failure between DL and WWB

S. No Variable R2 B SE T P
Interactions

1 Direct effect 0.71 0.79 0.21 14.38 0.000
of DL on
WWB

2 Direct effect 0.62 0.54 0.42 75.83 0.000
of DL on
ERF

3 Direct effect 0.78 0.69 0.26 11.61 0.000
of ERF on
WWB

Bootstrap results for indirect effects ERF SE 95% LLCI 95% ULCI

0.46 0.032 0.0638 0.0022

Note: n=254, P < 0.005, Bootstrapping sample size = 5000. LLCI = Lower Limit Confidence Interval, ULCI =
Upper Limit Confidence Interval.

According to the results of moderation analysis, as represented in table 4, there is a significant
effect of DL and the interaction terms DL x SOE on ERF (B=-.36, SE=.018, p <0.05). This is
evidence that moderation exists. Similarly, the results of bootstrap predict conditional direct
impacts of DL on SOE under various levels and conditions. The results of the bootstrap analysis
indicated that the conditional indirect effects of DL on ERF were high when SOE is low. The
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effects of DL on ERF are stronger when SOE is low (B= 0.32, p < 0.05), whereas the
relationship was weaker when SOE is high (B=0.57, p < 0.05).
Table4: Moderating role of SOE and the results of Slop Analysis

Hypothesis Path B SE p-value LLCI
Step-1
Constant 21 .034 .000* -1.07
DL .32 .021 .000 45
SOE 57 .027 .023 21
Step-2
(DL x SOE) -.36 .018 .003 -72

Conditional Direct Effects of Predictor (DL) on Moderator (SOE) and (Simple Slope Analysis Results)

Bootstrap  Results Indirect Effect SE p-value LLCI
for Indirect Effects (ERF)

SOE at High SD (+1) .035 .06 .002 42
SOE at M (0.00) .052 .07 011 .38
SOE at Low SD (-1) .067 13 .003 46

Note: n=.254, bootstrap sample size = 5000, SE= Un-Standardized Regression Coefficient, SE= Standard Error,
*=p <.001 Lower Limit, UL== Upper Limit, Cl= Confidence Interval.

From the analysis of the simple interaction plot in figure 2, To visualize the impacts of
interaction/moderation, a simple slope analysis (Aiken & West, 1991) was carried out by the
researcher. By plotting the values obtained from SPSS on a graph to check how increasing the
moderator will change the linear relationship between the dependent variables and outcome

variable (WWB). This procedure is known as the Regions of Significance.

Slrmplbe Shog o MOoderatbon EFfect

== H gl SOE

—ip— LOmwy e

L DL High LH

Figure 2. Plot of Interaction Between DL and SOE and with ERF
The relationship between DL and ERF is depicted to be weaker when SOE was high. In
contrast, the relationship between DL and ERF was stronger for weaker SOE. Thus, it is

confirmed that SOE moderates the relationship between DL and ERF.

www.ijbms.org 176


http://www.ijbms.org/

International Journal of Business and Management Sciences

Discussion:

In light of the results, the present study successfully answered the research hypotheses. Thus,
the results indicated a positive and significant relationship between DL and WWB. The
presence of DL will increase employees” WWB which is in line with the H1 of the current
study. The results of DL on ERF show a positive and significant relationship which means that
DL is directly affecting ERF. In the presence of DL, employees fail to regulate their emotions.
Thus, the H2 of the study is supported. Results further indicated that when employees fail to
regulate their emotions it increases the WWB significantly. Employees involve in counter-
productive behavior when their cognitive resources are depleted as a consequence of DL. Thus,
H3 is supported. The results of mediating relationship of ERF between DL and WWB depict
that when employees are emotionally exhausted in the presence of DL, the WWB of employees
at the workplace is signified. Thus, the ERF aggravates the relationship between DL and WWB.
The H4 of the current study described the same relationship. From the results of moderating
the relationship between DL and ERF, it is revealed that when SOE is high, the ERF will be
weaker, employees will recognize the DL as a representative of the organization and will put
more effort to manage their emotions under the stressed situation. Similarly, SOE also
moderates the indirect effects between DL and WWB in such a way that WWB will be stronger
when SOE is low and vice versa. The results of moderating relationships support H5 and H6
of the present study.

Implications

The current research is remarkable as it explains various parts of despotic leaders and their
subordinate relationships. It is an added value in leadership literature especially concerning
public sector organizations in a developing country like Pakistan. Public sector organizations
follow a bureaucratic style of leadership in Pakistan which keeps the subordinates depressed,
miserable, and despondent. The despotic leadership due to its aggressive behavior and
exploitation creates stress and fear among the employees within the organization (Den Hartog
& De Hoogh, 2008). This research can help policymakers of the country to determine the
genuine role of the leader in the Federal Government organizations and help to make policies
to lessen the negative outcomes of the despotic leaders. This study will help the training wing
of the Establishment Division, as this training wing provides training to the officers of the
occupational groups and civil servants of the country. The leaders shape the organizational
culture, values, and motivation level of employees. Therefore, the outcomes of this research
will help in formulating institutional strategies and long-term policies that will inform the

leaders of public sectors about the impacts of a despotic style of leadership. The current study
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has various contributions to the literature on despotic leadership and the cognitive theory of
stress, appraisal, and coping.
Limitations and Future Directions
Although the current study holds its scholarly and practical significance still it contains certain
limitations. Firstly, the data for the current research has been collected from a single source,
which may hamper the final results in general. Therefore, data from multiple sources and on a
large scale should be collected. Secondly, the current research used time-lagged research with
a gap of three to four weeks which is not longitudinal, therefore longitudinal research design
approach is recommended for future studies with a longer time period for better outcomes
(Dobrow et al., 2018).
The current modality of research should be elaborated, and some other mechanisms are to be
adopted for the purpose to expand the dynamics of despotic leadership outcomes. For instance,
researchers can determine the effects of DL on other attitudes and behaviors of employees in
the private sector. At the same pattern, a thorough and comprehensive study can be initiated to
investigate how DL yields positive outcomes for employees by applying distinct mediator(s).
The various mediation-moderation variables could be applied for different outcomes. For
instance, researchers can utilize “facades of conformity” and “status striving” to examine how
DL could create pleasant outcomes for employees' growth and development in the organization
(Fouzia et. al., 2020). For this study, the researcher has used emotion regulation failure and
convenience sampling was used for the collection of data, but future studies can also focus on
other emotions and behaviors such as “psychological detachment”.
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