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Among the most significant variables are leadership which has been 

the subject of various scholars over the past several years. Since its 

beginning, leadership has been viewed through the perspective of 

emphasizing the good influence of the leaders on the subordinates 

without paying much attention to the dark side of leadership. In light 

of this gap, the current study aims to investigate the connection 

between emotional weariness and autocratic leadership while 

moderating organizational justice and mediating dehumanization. 

The sales force survey of the banking sector was used to gather the 

data for this study, and 820 valid replies were examined. This 

relationship is somewhat mediated by the discovery that autocratic 

leadership positively affects emotional weariness and 

dehumanization. Additionally, organizational justice mitigates the 

dehumanizing impacts of autocratic leadership. The investigation of 

dehumanization as a mediator between dictatorial leadership and 

emotional weariness is novel. The study also looks at the moderating 

impact of organizational justice on the connections between 

dehumanization and autocratic leadership. The study also looks at 

the moderating impact of organizational justice on the connections 

between dehumanization and autocratic leadership, and there is no 

scholarly literature on these connections. 
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1.0 Introduction 

Leadership is the capacity to persuade followers and subordinates to assist in 

accomplishing the goals of the organization (Erkutlu&Chafra, 2018). The social interactions 

between a leader and stakeholders form the foundation of the concept of leadership (Billington & 

Billington, 2017). Naseer, Raja, Syed, Donia, and Darr (2016) claim that leadership has 

traditionally been studied by highlighting the advantages that leader have for their followers while 

ignoring the negative or negative characteristics of leadership. Current scholarly discourse reflects 

a significant paradigm shift toward investigating the dysfunctional dimensions of leadership, 

specifically acknowledging the deleterious impact of maladaptive leader behaviors on subordinate 

outcomes (Karakitapoğlu-Aygün & Gumusluoglu, 2013).  

Petty tyranny, abusive supervision, destructive leadership, and authoritarian leadership are 

examples of dark leadership (Erkutlu & Chafra, 2018).  However, dictatorial leadership is the most 

dangerous of these negative leadership styles since its leaders are extremely self-serving, morally 

reprehensible, and have very low ethical standards (Schilling, 2009). According to Naseer et al. 

(2016), it is a behavior of leaders who are driven by self-interest and whose primary goal is to 

achieve supremacy and dominance in the workplace. These leaders are conceited, unforgiving, and 

have a dictatorial attitude. 

A despotic boss disregards the welfare of their staff, which causes them to experience a 

great deal of stress (De Clercq, Haq, Raja, Azeem, & Mahmud, 2018). Employees devote time and 

energy to deal with these pressures when supervisors mistreat subordinates in a manner similar to 

the boss's autocratic behavior, which results in a loss of resources. Furthermore, the pain of loss 

outweighs the gain in terms of resources (Nauman, Fatima, & Haq, 2018). According to Erkutlu 

and Chafra(2018), despotic leaders are detrimental for organizations and their employees because 

they are completely unforgiving and concentrate on promoting negative leadership. According to 

research, workers that are mentally distressed often produce work that is less masculine (De 

Clercq, Azeem, Haq, &Bouckenooghe, 2020). 

According to De Clercq, Haq, Raja, Azeem, and Mahmud (2018), an individual exerts 

significant influence over their followers by acting in accordance with their own interests. 

Autocratic leadership has a negative impact on the organization's overall performance. (Naseer, 

Raja, Syed, Donia, and Darr, 2016). Due to a low level of life satisfaction, despicable leadership 

influences the conflict between work and family (Nauman, Fatima y Haq, 2018). 

 According to Erkutlu and Chafra (2018), despotic leadership has a negative impact on 

organizational identity and a favourable impact on organizational deviance. According to Nauman, 

Fatima, and Haq (2018), there is a strong positive correlation between subordinates' home lives 

and dictatorial leadership. 

The perception of stress by the leader also causes dehumanization, so in case the 

subordinates are under stress, they can ruminate by thinking about the same thing repeatedly, 

which tends to be negative (Li et al., 2019). According to the response styles theory, 

dehumanization is the passive and repetitive thinking with regard to the symptoms of depression 

and the causes and outcomes of the symptoms. There is a habitual tendency towards rumination 
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that relates to more depression, agony, and anxiety. The relationship between stress and rumination 

is that when managers abuse their employees through mental means, they ruminate, and this 

increases the level of stress. Emotional weariness caused by stress is harmful to the individual 

employee and the society at large. 

According to Jabeen and Rahim (2020), the current study identifies future calls and plans 

a study to look into how despotic leadership affects subordinates' life. Therefore, the purpose of 

this study is to experimentally investigate the relationship between emotional weariness and 

autocratic leadership, taking into account the moderating function of organizational justice and the 

mediating influence of rumination.  

2.0 Literature Review  

2.1 Despotic Leadership and Emotional Exhaustion  

When an individual's emotional needs surpass his capacity to manage interpersonal 

interactions at work, emotional tiredness results (Maslac, Schaufeli, & Leiter, 2001). Research 

indicates that poor leadership increases the likelihood of depression and burnout among 

subordinates (Tepper B. J., 2000).  According to Johnson, Machowsk, Holdsworth, Kern, and Zapf 

(2017), employees experience emotional exhaustion when they work extremely hard and expect 

their supervisor to care about them. However, when this is not the case, employees become stressed 

and emotionally exhausted (Galiatsatos, Gurley, & Hale, 2017). According to Khetran (2018), the 

relationship between emotional exhaustion (EE) and autocratic leadership is mostly pragmatic due 

to the disgusting supervisor and exploited coworkers' interpersonal charges. The substantial 

positive correlation between autocratic leadership and followers' misbehavior is supported by 

Erkutlu and Chafra (2018). The conservation of resources theory (COR)  (Hobfoll, 2001) states 

that people strive to acquire and preserve resources—personal, social, material, or energetic 

resources—that they value. According to research based on COR theory, despotic leadership 

causes subordinates to exhaust them by depleting their emotional and social resources. As 

interactions with the supervisor become more frequent, this effect is likely to get worse over time 

(Grandey, Dickter, & Sin, 2004). We found that when subordinates cope with authoritarian 

leadership, their energy is depleted, which promotes emotional tiredness, in accordance with COR 

theory. So the argument is as follows:-  

H1: Despotic leaders has positive associated with  employee emotional exhaustion. 

2.2 Despotic leadership and dehumanization 

According to the current study, dictatorial leaders are more likely to experience stress and 

reject pro-social activity at work when they exhibit psychological superiority, mislead followers 

and show a lack of empathy for the organization (O'Reilly and Doerr, 2020). According to this 

reasoning, it may be said that when autocratic leaders are present, workers may grow resentful of 

them, which could lead to unfavourable actions like a sense of dehumanization. 

According to research on abusive supervision, employees suffer at the hands of abusive 

supervisors and blame the company for their mistreatment. According to Tepper B. J. (2001), 

employees who are victims of such behaviour report that the company has not done a sufficient 

job of building systems that protect targets of abuse, leading to a sense of dehumanization. 
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Accordingly, employees' views of abuse from the company are positively correlated with abusive 

supervision (Shoss, Eisenberger, Restubog, &Zagenczyk, 2013).  

Based on the explanation above, we may infer that autocratic leadership is a precursor to 

organizational dehumanization since it is a bad supervisory behaviour similar to that of an abusive 

supervisor. According to COR theory, when subordinates are subjected to autocratic leadership, 

their social resources are depleted, which causes them to feel stressed and dehumanized. According 

to Nguyen and Stinglhamber (2018), dehumanized workers will therefore try to avoid or at least 

lessen any future loss. In view of the foregoing, we argue that:-  

H2: Despotic leader behavior will leads towards dehumanization. 

2.3 Mediation  of dehumanization between DL and EE 

Dehumanization enhances bad thoughts and frequent negative thoughts, which increases 

undesirable effects of adverse life situations on the mental health. Rumination and perceived stress 

have a positive relationship (Liu, He, and Li, 2019). Liu, Tian, and Lu have found that 

dehumanization is positively related to negative feelings and reduction in inhibition of negative 

information (Liu, Tian, and Lu, 2013). Such standardized procedure in the process of negative 

emotions and thoughts is a catalyst. Emotional exhaustion occurs as a result of emotional needs of 

a person exceeding his ability to cope with social interaction at work (Maslach, 2001). 

The sadness of the subordinates (Tepper B., 2000) and burnout (Aryee, 2008) increased as 

the negative leaders mentally tormented their staff. According to the COR theory aggressive and 

exploitative authoritarian leaders take advantage of their subordinates in order to profit at their 

expense, dehumanizing them and depleting their resources, which causes emotional exhaustion. 

So we conclude that:-  

H3: Dehumanization mediates the association between despotic leadership and emotional 

exhaustion at the workplace.   

2.4 Moderating role of OJ between DL and dehumanization 

 Significant research suggests that employees' attitudes, feelings, and actions at 

work can be influenced by how they perceive organizational fairness (Groer& Salomon, 2014). 

Because employees feel appreciated and are focused on their professional growth and promotions, 

organizational justice plays a crucial role in shaping their behaviour and attitudes, which results in 

a low degree of rumination(Greenberg, 2005). Employees become less dehumanizing and more 

devoted to the company when they believe they have received fair treatment and merit-based 

promotions(Karakus, 2014). This is because, as it is taught in the social exchange theory, once a 

party has given a favor the other party would feel obliged to do the same. Based on the above, it 

can be inferred that the effect of the perceived increase of organizational justice lessens the 

relationship between dehumanization and autocratic leadership. So, we build a argue that  

H4: OJ moderates the relationship between DL and dehumanization . 

3.0 Methodology 

3.1 Population  

Banking company personnel made up the study's population. To stay competitive, these 

businesses must operate in a dynamic environment and provide innovation (Dean A & Slack, 
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2014). The sales force in the aforementioned industry must accomplish the goals set by upper 

management while working in a demanding environment. The boss in that sector may exhibit 

dictatorial traits due to the intense pressure of work and goals (Sabir, 2021). Because both 

dependent and independent variables were measured at the same time, this study takes certain 

precautions to avoid the typical method variance problem (Islam, 2018). Initially, we gather data 

in two lags separated by 30 days. Second, we employed different dummy variables after shuffling 

the questions of different measures. 

. 

3.2 Conceptual framework 

 

 

 

  

 

 

 

 

 

 

 

 

 

3.3 Data Collection Instrument and Measures 

A questionnaire was used to gather primary data. study carried out without any interference 

in a natural environment. The most suitable approach is the questionnaire since it can gather a lot 

of data quickly and affordably. The snowball sampling method has been applied. Employees in 

the banking sector were given 1100 questionnaires, of which 820 provided insightful answers. 

De Hoogh and Den Hartog (2008) employed a six-item measure created by Hanges and 

Dickson (2004) to assess despotic leadership and the alpha reliability was 0.80. The emotional 

exhaustion nine items measure was adopted by (Pines A. &., 1988) and alpha value was 0.76.  

Organizational justice was measured by Colquitt (2001) scale as the research explores the four 

dimensions in harmony and accordance with the previous research. Nevertheless, this study only 

looks at three aspects: distributive justice (4 items), interpersonal justice (4 things), and procedural 

justice (6 items). 
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4.0 Findings and Results 

4.1. Descriptive Statistics and Factor Loading  

Table 4.1: Descriptive statistics 

Variables Mean SD Minimum. Maximum. 

Despotic leadership 5.67 0.86 0.01 2.15 

Dehumanization 5.72 0.89 0.02 2.29 

Emotional exhaustion  5.43 0.91 2.42 1.95 

Organizational Justice 3.72 0.9 1.225 9.09 

The average score for organizational fairness is 4.62, emotional weariness is 3.43, and 

autocratic leadership is 4.67. This research complies with Anderson & Anderson's (1988) 

guidelines. The application of SEM was divided into two stages. The initial step involved a 

confirmatory factor analysis. Because the current scale was created utilizing theoretical 

perspectives and was derived from previous research, a confirmatory factor analysis was carried 

out. 

4.2 Reliability Analysis 

Table: 4.2Reliability Analysis 

Variables C Alpha Items 

Despotic Leadership 0.923 6 

Emotional Exhaustion 0.7999 9 

Dehumanization 0.966 8 

Organizational Justice 0.746 16 

4.3 Direct and indirect effects path 

The measurement model demonstrated an acceptable fit, with fit indices falling within 

recommended thresholds (χ²/df = 3.85, CFI = 0.91, GFI = 0.86, SRMR = 0.076, and RMSEA = 

0.058). These values indicate a good model fit. 

The structural model results, as presented in Table 4.3, reveal that autocratic leadership has 

a significant effect on subordinates’ emotional fatigue (β = 0.16, p = 0.000, CR = 3.11), supporting 
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Hypothesis H1. Similarly, autocratic leadership shows a significant positive influence on 

rumination (β = 0.18, p = 0.000, CR = 3.23), thereby supporting Hypothesis H2. 

Furthermore, the mediating role of dehumanization in the relationship between autocratic 

leadership and emotional exhaustion was examined. First, the direct relationship between 

autocratic leadership and emotional exhaustion was found to be significant (β = 0.17, p = 0.000). 

Second, the indirect effect through dehumanization (autocratic leadership → dehumanization → 

emotional exhaustion) was tested by multiplying the respective path coefficients. The results 

indicated a significant indirect effect (β = 0.11, p = 0.000). 

These findings confirm that dehumanization significantly mediates the relationship 

between autocratic leadership and emotional exhaustion, thereby supporting Hypothesis H3. 

 The direct and indirect approach is proven to be significant.  

Table 4.3: Direct & Indirect Paths 

Hypo. BETA C.R P Result 

DL-EE. 0.15 3.14 0.011 H1 Supported 

DL-DE 0.14 3.23 0.002 H2 Supported 

DE-EE 0.64 10.12 0.001 
 

OJ-DE 0.02 1.20 0.11 
 

Moderation of dehumanization 

DL-DE-EE 

Direct  0.17 
 

0.00 H3 Supported 

Indirect 0.11   0.00 

Despotic leadership, Emotional exhaustion, dehumanization, Organizational justice” 

4.4 Moderating Effects 

Finally, the impacts of organizational justice were found to be mediated by the hierarchical 

regression approach. Organizational justice and autocratic leadership were added, regressed, and 

their worth was established throughout the first step. The study sees dictatorial leadership as having 

a significant effect on dehumanization (β =.23, P = 0.00) and unimportant effect on organizational 

justice (β =.01, P =.55) based on Table 4.3. The second stage examined the effect of a (conditional) 

interactional term DL×OJ on dehumanization and the findings showed that there are significant 

effects ( =.20, P = 0.00). Consequently, the research discovered that the practitioners of OJ 
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moderate the relationship among the process of dehumanization and autocratic leadership, as well 

as the opposite. The given results corroborate and prove the hypothesis H4 that was proposed. 

Table 4.4: Regression for Moderation 

Variables M1(B) M1(B) 

Step 1 

DLL .22** 
 

OJJ 0.02 
 

D2 0.11 
 

Step 2 

DLL*OJJ 
 

.20** 

D2 
 

0.22 

Delta R2   0.25 

5.0 Discussion and Conclusion  

The current study aims to examine how dehumanization and organizational justice 

moderation under tyrannical leadership affect emotional weariness. The study discovered that 

emotional tiredness is significantly impacted by autocratic leadership. The literature on dictatorial 

leadership also shows how it is linked to employment outcomes including creative work practices, 

job satisfaction, and burnout. However, recent studies have found that autocratic leadership has a 

beneficial effect on the emotional tiredness of subordinates. 

Despotic supervisors are ethically reprehensible and use their staff for personal gain. 

Therefore, when a supervisor exhibits corruption in carrying out the mission and purpose of the 

business, subordinates should respond appropriately. Second, the results of the study demonstrate 

that dehumanization is positively impacted by autocratic leadership. When supervisors are 

pessimistic, employees tend to think negatively all the time. Employees constantly complain about 

subordinates because they feel ignored.  

Third, the study found that emotional weariness and autocratic leadership are partially 

mediated by dehumanization. This discovery is novel since no research has examined the 

mediating function of dehumanization in the literature on autocratic leadership. According to 

recent research, dehumanization is predicted by autocratic leadership, which makes subordinates 

more emotionally worn out. To the best of our knowledge, this is the first study that looks at how 

dehumanization functions as a mediator between emotional tiredness and autocratic leadership. 

According to the study's findings, negative leaders frequently ruminate or dehumanize their staff, 

which wears them out emotionally. This goes beyond the conservation of resources idea. 

Finally, the study's results indicated that OJ moderates the relationship between 
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dehumanization and autocratic leadership. The results make several contributions to the field of 

study. People who practice organizational justice lessen the connection between dehumanization 

and autocratic leadership, which implies that they will be less dehumanized by such leaders. 

Employees who lack organizational justice, on the other hand, will reinforce the link between 

dehumanization and autocratic leadership. 

5. Conclusion 

Several scholars have examined leadership by focusing more on its positive aspects while 

ignoring its negative aspects. Therefore, the main objective of this study is to examine how 

dictatorial leadership affects emotional tiredness while taking organizational justice and 

dehumanization into account information gathered from banking industry workers. Primary data 

was gathered using a questionnaire. Correlation and confirmatory factor analysis were performed 

for each construct's dependability. 

The results of the investigation indicate that the model fits well. Dehumanization was 

positively and significantly impacted by the autocratic government. The association between 

emotionally drained subordinates and autocratic leadership is partially mediated by rumination. 

Additionally, the association between dehumanization and autocratic leadership is somewhat 

moderated by organizational justice. This study is unique in that it examines how dehumanization 

mediates the relationship between emotional tiredness and autocratic leadership.  

6. Limitations and Future Directions 

In order to extrapolate the findings to the overall services sector, future research can 

examine the banking sector alone. Additionally, the examination of dehumanization in the 

literature on autocratic leadership is new. Future research should concentrate on experimental and 

longitudinal. 
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