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As diversity and complexity are increasing in organizations, so there is increased demand for leaders who can face

the challenges and maneuver the followers to accomplish organizational objectives. Dark leadership is becoming

the emerging area of today’s research, as it affects the personal life of employees, and has been ignored. This re-

search study establishes the connection to measure the well-being of employees by predicting through Despotic

Leadership (DL). Building the base on the Social Exchange Theory (SET), this study includes the PS as an interven-

ing variable to explore how effects of DL travel from professional life to family lives of workers, which results in

reduced well-being. The study examines the moderating effect of emotional intelligence on the relation between

DL and PS. Two wave surveys of time lags were conducted to collect the data from 384 nurses of the hospital in-

dustry of Pakistan. SPSS 20 and AMOS 15 were applied for data analysis. The 􀅫indings of the study show that DL

signi􀅫icantly and negatively in􀅫luences the well-being of employees through the intervention of PS. Emotionally

intelligent individuals have better control over PS. This study contributes by giving a relational process model and

can be implemented in hospitals to improve the well-being of nurses.

© 2021 The Author(s). Published by TAF Publishing.

INTRODUCTION

The negative relationship between employees as well as

leaders is a perilous idea of debate in business & manage-

ment (Capezio, Wang, Restubog, Garcia, & Lu, 2017). Re-

searchers have concentrated on the dark or negative lead-

ership (Naseer, Raja, Syed, Donia, & Darr, 2016; Wu & Hu,

2009) by unfolding the adverse effects of the destructive

facet of leadership (Schyns & Hansbrough, 2010) on em-

ployees’ performance (Aryee, Chen, Sun, & Debrah, 2007)

like turnover, absenteeism, and ef􀅫iciency (Tepper, Duffy,

Henle, & Lambert, 2006). Some other researchers high-

lighted the negative effects of DL in terms of PS (Harvey,

Stoner, Hochwarter, & Kacmar, 2007), and divergent work

behavior (Duffy, Ganster, & Pagon, 2002). Stress and job sat-

isfaction are also consequences of dark leadership (Chen,

Tang, & Wang, 2009; Tepper, 2000; Tepper, Duffy, Hoobler,

& Ensley, 2004). The manners of destructive leadership

are designated as abusive supervision (Tepper et al., 2004),

trivial tyranny (Ashforth, 1994), and DL (Aronson, 2001).

DL is the main indicator of the negative side of leader-

ship but is under-researched in leadership and manage-

ment area (Hewawitharana, Saher, Daniel, Masih, & Daniel,

2020; Naseer et al., 2016).

AsperA.H.DeHooghandDenHartog (2008)DL is a trendof

leaders to behave in proponent as well as the authoritarian

manner for the sake of self-interest, bragging, and to exploit

their subordinates. In DL, leaders are highly egocentric that

hunt for personal bene􀅫its at followers’ expense (De Clercq,

Fatima, & Jahanzeb, 2019) and despotic leaders require un-

conditional obedience from their subordinates and exploit

them by monitoring the system, for their personal bene-

􀅫its (Schilling, 2009). Hence, despotic leaders work against

the legitimate interests of their organizations by commit-

ting themselves to moral corruption (Aronson, 2001). Un-

*corresponding author: Shazmina Saher
†email: shazminasaher79@gmail.com

The Author(s). Published by TAF Publishing. This is an Open Access article distributed under a Creative Commons Attribution-NonCommercial-

NoDerivatives 4.0 International License

http://crossmark.crossref.org/dialog/?doi=10.20474/Jabs-7.1.1&domain=pdf
shazminasaher79@gmail.com
https://creativecommons.org/licenses/by-nc-nd/4.0/
https://creativecommons.org/licenses/by-nc-nd/4.0/


2021 S. Saher, S. Masih, V. Raju – Impact of despotism on well-being through . . . . 2

fair and unethical behavior of despotic leaders negatively

impacts the followers' job performance in the organization,

organizational citizenship behaviors, creativeness, as well

as well-being (Bilal & Zia-ur Rehman, 2017; Naseer et al.,

2016). Although DL is increasingly damaging to workers,

there is no research on its harmful effect on the well-being

of employees.

DL behavior is not in􀅫luencing the followers only but cus-

tomers, organizations, families, and society as well. In

despotism, leaders are not concerned with the followers’

well-being (Thoroughgood, Sawyer, Padilla, & Lunsford,

2018) which meaningfully damages the mental well-being

of employees and reduces the ability for job performance

(Chi, Tsai, & Tseng, 2013; Schilling, 2009; Zhang & Xie,

2017). The investigation has found that these habits

are linked to numerous negative effects, including de-

creased job satisfaction, interpersonal engagement, men-

tal fatigue and organization, sales intentions, family ten-

sion, and psychological distress among workers (Aasland,

Skogstad, Notelaers, Nielsen, & Einarsen, 2010; Ashforth,

1994; Greenhaus, 2003; Hershcovis et al., 2007; Schyns &

Schilling, 2013). Hence exploring thedark leadership is cru-

cial for organizations (Hoobler & Hu, 2013) and there is a

need for further studies (Collins & Jackson, 2015; Schyns &

Schilling, 2013) to look into the causes of DL and its nega-

tive impact on subordinates’ well-being. This study focuses

on the study gap by investigating the destructive impact of

DL on assistants’ well-being.

This research re􀅫lects on the signi􀅫icance of role de􀅫initions

within these theoretical frameworks. For example, within

SET, emotional intelligence concepts arise as a collection of

abilities which lead to correct self-assessment of feelings as

well as identi􀅫ication of emotional indentations in others as

well as usage of emotions to inspire aswell as succeed in life

(Greiner & Ennsfellner, 2010). Jordan, Ashkanasy, and Har-

tel (2002) recommended incorporating emotional intelli-

gence in organizational behaviormodels. On thebasis of the

reciprocity concept given byGouldner (1960) SET proposes

that individuals provide bene􀅫its to others in hopes of ob-

taining bene􀅫its of equal value back from them (Blau, 1964;

Barquet, 2019). In comparisonwith economic exchange re-

lations in which incentives are offered and obtained by a

single quota, social exchange relations are distinguished by

a long-term free 􀅫low of transactions. Both the parties in

the relationship contribute and gain bene􀅫its, with the type

and timing of contributions left to the giver and not the re-

ceiver's discretion (Organ & Bateman, 1983; Konovsky &

Pugh, 1994; Pillai, Schriesheim, & Williams, 1999; Tepper,

2000). It is worth noting that, given the shared nature of

social sharing relationships, the obligations to participate

inherently follow expectations of gaining from them. Social

exchange responsibilities give beliefs to each party about

what the other party expects, help to frame or describe the

roles for members of the relationship. People who want

to maintain reciprocally advantageous social exchange re-

lationships, carefully meet the expectations of partners and

regard this conduct as a dutywithin the relationship regard-

less of its formal prescription. Consistent with this under-

standing, the 􀅫indings show that employees facing DL gov-

erned by norms of social exchange face PS which affects

their well-being (Alatrash, 2018; Tepper et al., 2006).

SET is a crucial model to understand behavior at the work-

place (Homans, 1958) that emphasizes continuous connec-

tions which create responsibilities among the social net-

work of employees at the workplace (Richard & Emerson,

1976). The interdependent relationship can grow into a

loyal, trusting, and mutual commitment, as indicated based

on established interactive exchange rules. Concentrating on

social exchange associations in workplaces classify differ-

ent employees’- stakeholders’ social exchange associations

(like the direct manager, coworkers, suppliers, clients, and

operational company) which impact behavior. SET along

with the emphasis on social transactions and associations

in the company, workplace features, the social communi-

cations among administration/managers as well as juniors,

and the outcome of that association for employees and or-

ganization. The relevant hypothesized relationswere in line

with SET expectations as well as accomplish acknowledged

literature gaps.

Therefore, the current study efforts to explore the level at

which despotic leadership in􀅫luences the well-being of em-

ployees. Thereupon, this research explores how despotic

leadership creates PS. The emotional intelligence moder-

ates association among despotic leadership and PS, as well

as the dependent variables, has been explored too. Since in

a high power distance culture, the dark side of leadership is

further evident (Stajkovic & Luthans, 1998) as juniors are

anticipated to comply with the orders of their supervisors

unconditionally in such type of culture, so employeeswork-

ing in Pakistani culture aremost 􀅫it for this study (Naseer et

al., 2016). The healthcare sector is one of the nation's main

service sectors, aswell as concerns such as thewell-being of

nurses, need academic consideration (Nadeem, Zia-uD din,

Riaz, Sha􀅫ique, & Sattar, 2018). The research demonstrates

which such adverse behaviors generally a consequence of

managers’ leadership style (Asrar-ul Haq&Kuchinke, 2016;

Daniel, Saher, & Hewawitharana, 2020). Hence, current re-

search is to examine part of despotic leadership to well-
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being in Pakistan’s healthcare sector withmoderatedmedi-

ation model (Figure 1). The healthcare sector is the main-

stay of any nation’s well-being, especially emerging states

(Mills, 2014).

LITERATURE REVIEW AND HYPOTHESES

DL and PS

The stress that a man perceives is howmuch more than his

capacity to cope with environmental requirements. PS is

classi􀅫ied as “the result variable – measuring experienced

stress levels concerning stressful events, processes of cop-

ing and personality factors, etc.” (Cohen, Kamarck, & Mer-

melstein, 1983; Tripathi & Bharadwaja, 2020).

Leadership is a key factor in assessing levels of PS in work-

ers and the strategies to cope with that (Gilbreath & Ben-

son, 2004; Ryska, 2002). Aggressive leadership has become

increasingly evidence of negative consequences for assis-

tants, containing depression and anxiety (Tepper, 2000)

and burnout (Aryee et al., 2007; Harvey et al., 2007; Wu &

Hu, 2009). As despotic leaders are narcissistic, autocratic,

exploitable, and unconsidered, they cause their dependents

to undergo PS (Taşdelen-Karçkay & Bakalım, 2017). Hence,

we hypothesize:

H1: Employees’ perception of despotic leadership is posi-

tively related to their PS.

DL andWell-being (WB)

Despotic leaders being authoritarian and unethical, have no

ethical code of conduct, as well as they are not concerned

with the needs of remains (Naseer et al., 2016). They may

be dominant, controlling, vengeful, and exploitative in pur-

suing their interest (Aronson, 2001; Bass & Stogdill, 1990;

Howell & Avolio, 1992). Negative implications of despotic

leadership underscore the value of recognizing the impact

of that generosity of leadership on exists of assistants. Con-

sidering the value of life satisfaction in assessing the well-

being of the individual, a few pieces of research investi-

gated the adverse impact of negative leaders on the satisfac-

tion of life as well as indicated inadequate and unequal ac-

tion through others in form of abusive supervision (Tepper,

2000) as well as workstation oppression (Dzuka & Dalbert,

2007; Heller, Ezie, Otto, & Timpano, 2018) is negatively

linked to the well-being of followers. Following that line of

debate, we claim that, in which the leader is coercive, ex-

ploitative, andvengeful, the emotional intelligenceof subor-

dinates to cope with like stresses is decreasing. As a conse-

quence, subordinates experience perceived tension as well

as are possible to have a small degree of well-being. There-

fore, we assume that:

H2: Employees’ perception of despotic leadership is posi-

tively and directly related to their well-being.

PS as a Mediator

Perceived stress is a psychological term that has been in

focus over the last two eras. A stressor usually causes an

anxiety response if the stressor is supposed as a risk or

a request, or if surviving assets are seen as inadequate to

cope with the situation (Cohen et al., 1983). Hewitt, Flett,

and Mosher (1992) highlighted the signi􀅫icance of PS to

􀅫ight against stress to forecast the signs related to stress.

Whereas, in reality, stressors are experienced as negative

psychological states and they are experienced as unman-

ageable and dangerous (Cohen et al., 1983; Pedrelli, Feld-

man, Vorono, Fava, & Petersen, 2008). The association

among despotic leadership as well as well-being can beme-

diated through the perception of stress (Lee, Joo, & Choi,

2013). The perceived stress-related work has shown that

Malaysian workers' quality of life has been greatly affected.

Stress and controlmechanisms consideredmaybe essential

goodness predictors (Ruiz-Aranda, Extremera, & Pineda-

Galan, 2014). The psychological features of a person in􀅫lu-

ence stress-related processing.

It is proved by the studies that personality in􀅫luences well-

being through stress–healthbehavior relationsorperceived

stress (Besser & Shackelford, 2007) therefore, we presume

that perceived stress is amediator in the association among

despotic leadership as well as well-being.

H3: Employees’ perceived stress has a negative relation to

their well-being.

H4: Employees’ perception of despotic leadership has a

negative relation to their well-being via perceived stress.

Emotional Intelligence (EI) as a Moderator

EI is a combination of skills that add to precise self-

assessment of emotions, along with detection of emotions

in others and effective utilization of emotions for motiva-

tion and achievement in the life of someone (Salovey &

Mayer, 1990). EI, however, may be an obliging individual

resource to handle the emotional situations–playing a help-

ful part in the performance of emotional work (Van Dussel-

dorp, van Meijel, & Derksen, 2011). The EI and health re-

lationships are well-validated empirically by the two meta-

analyses recently, basedon149effect sizes aswell as 27,713

applicants (Martins, Ramalho, & Morin, 2010; Schutte, Mal-

ouff, Thorsteinsson, Bhullar, & Rooke, 2007). According to

Martins et al. (2010) adequacy and stability have already

entered this line of study and emotional intelligence as a

plausible health forecaster. The management of the emo-
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tions of others has been identi􀅫ied by Schutte et al. (1998).

In a group of university scholars, he played a moderat-

ing role in the association between stress as well as sui-

cidal attention. Signi􀅫icantly, enhancing individual stress

resistance can be mainly supportive in the 􀅫ight against

burnout in nurses if the indication of moderating impact

of emotional intelligence in that association is originated

(Ciarrochi, Deane, & Anderson, 2002).

EI has been related to the capability to offer a posi-

tive response as well as stimulate group accomplishment

(Goleman, 195). In a research of 108 supervisors Baron

(1990) discovers which incompetent criticism or incapa-

bility of subordinates to deliver a balanced view of their

performance was the main reason for con􀅫lict in the work-

place. Given that one-third of our population is made up

of persons whose talents are so extremely speci􀅫ied which

they may be effective solitary if their actions are well orga-

nized (Drucker, 1994). The development of essential social

skills of emotional intelligence is required for achievement.

Kelley and Caplan (1993) originated which greater perfor-

mance was accomplished through researchers who com-

pleted an effort to form a network of professionals along

with varied abilities which may be termed upon when re-

quired. Positive ties between individuals increasework sat-

isfaction as well as reduce stress. Social relations networks

enhance reliability as well as the obligation of employees

to both working groups and managers. As commitments to

the workgroup as well as a manager are crucial for organi-

zational responsibility, individuals who are emotionally in-

telligent may have more commitments towards the organi-

zation.

The effect of emotional intelligence can be in􀅫luenced in two

ways by job control. To the degree that emotionally intelli-

gent people portray themselves so that they deliver mean-

ingful experiences Goffman (1959) theymust have the free-

dom to choose the impressions of others from a variety of

abilities to in􀅫luence and direct their impressions. Emo-

tional intelligence would also affect employee well-being

through despotic leadership. Emotionally smart people can

connect issues with the experience of their internal emo-

tions. The comprehension of issuesmakes it further impor-

tant because they apply it to different situations. This im-

portance leads tomore versatility aswell as creativity in the

approach that presupposes preference to decide and to pur-

sue creative solutions. My secondary goal in this research is

to examine moderating impact of emotional intelligence on

the association among despotic leadership as well as their

perceived stress performance.

H5: Emotional intelligence of employees has the moderat-

ing effect between their perception of despotic leadership

and perceived stress.

Research Model Proposed for Study

FIGURE 1. The following model depicts the hypothesized relationships of our study

METHODOLOGY

Sampling Technique and Procedure for Data Collection

Two wave survey was conducted to collect data to control

the issue of commonmethod variance (Podsakoff, MacKen-

zie, Lee, & Podsakoff, 2003). Nurses were chosen as the re-

spondents who used towork in public and private hospitals

of Pakistan. The hospitals were approached to classify re-

spondents through personal connections, aswell as surveys

were dispersed through researchers to individual respon-

dents who volunteered themselves to take part in the sur-

vey. Participants signed approval procedures which clari-

􀅫ied the intent of research aswell as guaranteed full secretly.

Thiswas conveyed thatwhole answerswill be available only

to scholars that no data at the personal level will be pre-
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pared public as well as that only cumulative info will be ex-

changed.

Such protections assisted us in coping with social impor-

tance and gave to participants a sense of security. To en-

hance the return rate, respondents who were late and who

did not respond were approached to complete the data col-

lection process.

Thedata collectionwas accomplished through2on-site sur-

veys, one of that assessed despotic leadership as well as

emotional intelligence, and the other measured perceived

stress as well as employee well-being. After the surveys

were completed, the respondents located them in closed en-

velopes as well as returned them to interaction individu-

als. Scholars gathered answers fromcontact individuals. No

economic compensation or additional bene􀅫its were given

to respondents, as well as respondents were voluntary

􀅫irstly, forms were dispersed to 500 nurses in important

districts in all provinces, and 457 completed surveys were

refunded. Surveys were performed within three to four

weeks. After 􀅫inalizing the complete questionnaires which

matched two-time results, the 􀅫inal sample size was 384 to

satisfy Krejcie and Morgan (1970) requirement, which is

a 77 percent response rate after completing two surveys.

Survey questions were designed in English, as universities

as well as furthermost organizations in Pakistan usage En-

glish. The respondents were both men and women, both of

whomwere trained nurses and had strong language skills.

Measures

The current research followed all existing literature inter-

ventions evaluated in various countries, cultures, and work

settings. The possibility of instrumentation errors is re-

duced by using the standardized scales developed to mea-

sure research variables (Luthans, Youssef, & Avolio, 2007).

DL

A six-item scale was used to measure despotic leadership,

which was established by A. H. B. De Hoogh and Den Har-

tog (2008). The example items involved “My supervisor is

punitive and has no pity or compassion,” and “My super-

visor gives orders.” Respondents rated on a 5-point Likert

scale, where 1 = strongly disagree and 5 = strongly agree.

The Cronbach’s alpha for this scale is 0.79, which shows the

reliability for further analysis.

EI

This study measured employees’ emotional intelligence by

using Wong as well as Law EI Scale (WLEIS) (Wong & Law,

2002). This scale having sixteen evaluated four elements

of emotional intelligence that Salovey and Mayer (1990)

conceptualized: self-emotion appraisal, other-emotion ap-

praisal, use of emotion, as well as regulation of emotion.

The sample items include “I have a good sense of why I have

certain feelings most of the time” (self-emotion appraisal),

“I am a good observer of others’ emotions” (other-emotion

appraisal), “I am able to control my temper and handle dif-

􀅫iculties rationally” (regulation of emotion), as well as “I al-

ways set goals for myself and then try my best to achieve

them” (use of emotion). The Cronbach’s alpha of this vari-

able is 0.77.

PS

A perceived stress scale of Cohen et al. (1983) is being

used to assess how unpredictable, uncontrollable, and de-

bilitating respondents' pressure is (e.g., howmuch have you

thought you were incapable to control the signi􀅫icant be-

longings to your life in last month?).

In this analysis, a validated Korean short version of the PS

scale K-PSS was utilized (Park & Seo, 2010). The K-PSS is

a ten-item self-report survey with a 􀅫ive-point Likert scale

ranging from 0 (never) to 4 (always) (very often). The total

score ranges from 0 to 40, with extreme scores signifying a

greater level of PS.

The K-two-factor PSS's framework seemed to better match

data as well as was strongly linked to depression and anxi-

etymeasures, suggesting that it is a reliable indicator for the

Korean population. The current study found the Cronbach's

alpha 0.80.

WB

Job-relatedwell-beingwasmeasured by the scale having six

items dependent on theWHO-􀅫ivewell-being scale (Brahler,

Muhlan, Albani, & Schmidt, 2007), which was rated on a 5

point-Likert-Scale, 1 (not at all) to 5 (completely). A sample

item of this scale is “Do you like being at work?” The Cron-

bach’s alpha for this variable is 0.80.

RESULTS

SEM – Structural Equation Modeling 16 was used to ana-

lyze data and check the hypothesis. The normality, skew-

ness, kurtosis, and all related tests were run in SPSS 20. Hy-

potheses were tested by SEM – Structural Equation Mod-

eling through AMOS 15. The 􀅫irst step was to perform the

con􀅫irmatory factor analysis to build the estimation model

that categorized the observed variables as far as "veri􀅫i-

able" latent variable, for example, independent or depen-

dent, and anestimation error term. All latent variableswere

connected to all other latent variables. Subsequently, we

tweaked the estimationmodel to imply the guess hypothet-

ical system. The methodology we used in a study provides
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a scienti􀅫ic strategy to observe the 􀅫itness of the estima-

tion model as well as the derivation for anticipated postu-

lates. So, as the check intervention hypotheses, had boot-

strap strategy utilized certainty interim technique? This

study used bootstrapping for con􀅫irmation of the interven-

tion impact due to its precision to 􀅫indout certainty interims

for the mediation impact when there is a mediation impact

non-zero.

Validate Analysis

CFA was conducted to validate the distinctiveness of all the

constructs in this research. The data in Table 1 depicts the

model 􀅫itness (IFI = .95, TLI = .97, CFI, .93, RMSEA = .04).

The Con􀅫irmatory Factor Analysis outcomes con􀅫irmed sat-

isfactory discriminant validity as well as also presented an

absence of common method bias. Table 2 depicts correla-

tions, descriptive statistics.

TABLE 1. Measurement model

Model RMSEA IFI TLI CFI

Original model .21 .85 .69 .81

Revised .04 .95 .97 .93

TABLE 2. Correlations

Variables Mean SD 1 2 3 4

1. Despotic Leadership 2.6 .43 (0.79)

2. Perceived Stress 2.9 .39 .65** (0.80)

3. Emotional Intelligence 3.3 .45 .53 -.44* (0.77)

4. Well being K 3.1 .37 .45** -.53** .51** (0.80)

**Correlation is signi􀅫icant at the 0.01 level (2-tailed).

* Correlation is signi􀅫icant at the 0.05 level (2-ailed).

Total sample size, n = 384

Structure Equation Modeling (SEM) using AMOS 16 was

engaged to analyze the hypotheses and we followed the

two-step approach for analysis which is the recommenda-

tion of Anderson and Gerbing (1988). Each latent variable

was connected with all other latent variables. certainty

interim technique of bootstrapping was used to test the hy-

potheses. We used bootstrapping to verify the intervention

impact due to its accuracy in 􀅫inding out the certainty in-

terims to check the impact of mediation when there is a

mediation impact non-zero.

Table 3 depicts the examination; the unconstrained

multiple-factor model shows the superior to the particu-

lar factor model did. The outcomes of H1 are shown by the

direct path model, that forecasts which DL is emphatically

identi􀅫iedwith PS. The direct relationship provides the con-

sequences for H1, which predicts DL is positively related to

PS as well as results support this relationship (b = .48, p <

0.001) respectively. H2which is forecast DL is positively re-

lated toWB and results supports this relationship (b= .44, p

< 0.001). H3 this hypothesis has been forecasted PS is neg-

atively related toWB and results shows that relationship (b

= .51, p < 0.005). H4 this hypothesis has been forecasted

indirect relationship DL is negatively related to WB via PS

with the help of results DL→PS→WB (indirect effect=0.15,

CI 95%, [0.04], p ≤ 0.001) shown in Table 4. In hypothesis 5,

we hypothesize EI as a moderator among the relationship

of DL and PS. Outcomes support the variable of the study.

According to the slope test, adjustment of beta is a similar

way as proposed, at_1 standard deviation of moderator’s

mean worth which has been shown in Table 5.

TABLE 3. [Hypothesized model] standardized direct path coef􀅫icients

Path Estimate SE

H1 DL→PS 0.48*** 0.07

H1 (b) DL→WB 0.44*** 0.06

H1 (c) →BN 0.51*** 0.04

TABLE 4. Indirect effects with bootstrap outcomes

Paths Effect SE LL 99% CI UL99%CI

H2 a Psy→OC→BN 0.15 0.04 0.02 0.33
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TABLE 5. Moderation analysis result

B SE LLCI ULCI B SE LLCI ULCI

Constant 5.72 .56 4.49 5.80 2.51 .34 1.96 3.35

EI −.114* .08 -.37 −.06 .125* .04 .02 .26

DL −.176** .09 −.33 −.02 .31*** .06 .22 .45

EIxDL −.228*** .07 −.32 −.07 .08* .05 .03 .17

1R2 due to Interaction .039*** .013*

DISCUSSION & CONCLUSION

By combining DL, PS, EI, and WBwith SET, this study found

that DL in􀅫luences the well-being of nurses through PS. The

􀅫indings of this researchdiscovered that despotic leaders di-

rectly in􀅫luence the well-being of employees, whereas per-

ceived stress works as a partial mediator between the re-

lationship of DL and WB by mediating partially. Our study

depicts that despotism badly affects the organizational en-

vironment by being the reason for perceived stress among

employees which consequences in lower well-being. We

found in a previous study which was conducted by Kant,

Skogstad, Torsheim, and Einarsen (2013) that dark lead-

ership creates an unhealthy environment for employees at

work and personal, which is the reason for negative behav-

iors and poor quality of life. Our study makes a signi􀅫icant

contribution in the area of dark leadership by revealing that

despotic leadership negatively affects the well-being of em-

ployees. Our studymakes the addition in the existing litera-

ture on the apprehensive side of leadership, well-being, and

SET. In addition to that, the results of our study are coherent

with the results of despotic leadership adversely affects the

well-being of employees.

This research study contributed by expanding the dark

leadership area and its negative effects on the well-being

of employees. We combined together with the despotism

of leadership and the well-being of employees in hospitals

of Pakistan to 􀅫ind out the connections between despotism

andemployee’swell-being in nurses, which is regardedhigh

position in the community (Hofstede, 1983). Our study ex-

plored the negative effects of DL on the work as well as

the personal lives of employees. We also explored that

howdespotic leadership in􀅫luenceswell-being through per-

ceived stress.

Practical Implications

As our study found that despotic leadership adversely af-

fects the well-being of nurses who work in different hospi-

tals, so themanagement of hospitals can identify the despo-

tism in leaders to take care of the well-being of nurses.

A hospital that ignores the despotism in leadership who

wants to control to gain power, is at threat of gain of per-

ceived stress among nurses which will ultimately affect

their well-being. Nurses with decreased quality of life are

unable to perform well which causes dissatisfaction for pa-

tients. The best for hospitals is to 􀅫igure out the despotism

while selecting the leaders and take necessary measures to

decrease the perceived stress by increasing emotional intel-

ligence and workers should have access to the HR depart-

ment, to obtain input regarding despotism. Our study can

be helpful practically if the human resource department of

the hospital put constraints on despotic leaders through the

cultivation of a positive atmosphere and help out the suffer-

ing employees.

Limitations of Study and Recommendations

The 􀅫irst limitation of this study is that respondents par-

ticipated, most of them were female, and all the data was

collected from the hospital industry of Pakistan. Future

researchers should target the sample demonstrating male

orientation as well and data collection should be expanded

to some other industries as well. The second limitation of

our study is that the collection of data were done through

the self-reporting method. According to Podsakoff et al.

(2003) the self-reporting method of data collection can be

subjected to biases. Yet, we used various ways to avoid the

common method variance. Third, current research stud-

ies only one outcome variable that is well-being. Future

researchers are recommended to take the impact of other

variables like employee innovation, turnover intention, and

counterproductive work behavior.

Although this study has many limitations, still it is worth-

while to be implemented practically. This study will help

to improve the well-being of nurses in hospitals in Pakistan

throughexchange relationships. Further, this study is useful

for themanagement to implement the HR system to control

despotism for the well-being of employees. Additionally,

this study has addressed the concerns mentioned by Ferlie,

Hartley, and Martin (2003) to use the quantitative data for

analysis and theoretical research questions in the study of

management sciences.
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