
© 2021 Journal of ISOSS 247 

Journal of ISOSS 

2021 Vol. 7(3), 247-260 

 

SHADES OF PATERNALISTIC LEADERSHIP AND FLEXIBILITY DURING 

COVID-19: A STUDY OF PHARMACEUTICAL SECTOR OF PAKISTAN 

 

Ahmad Hassan1, Sarah Salahuddin2 and Yasir Aftab Farooqi3 

1 Faculty of Management and Administrative Sciences 

University of Gujrat, Gujrat, Pakistan.  

Email: ahmadhassan18051997@gmail.com 

 yasir.aftab@uog.edu.pk 
2 Department of Management Sciences, Virtual University  

of Pakistan, Rawalpindi, Pakistan. 

Email: sarahsdin@vu.edu.pk 

 

ABSTRACT 
 

 It is utterly important to observe how leadership styles and flexibility could affect the 

working behaviors of employees. This study was aimed to identify the effect of 

paternalistic leadership behavior and idiosyncratic deals in job on working behaviors of 

employees in the pharmaceutical industry, specifically in regions of Punjab Pakistan during 

the time of the COVID-19 pandemic. The questionnaire method was used to collect data 

from 503 pharmaceutical employees working in different organizations. Data was analyzed 

using correlation, regression analysis to test the proposed hypothesis of the study and 

bootstrapping technique was applied to test the mediation. The findings of this research 

supported the proposed hypotheses that paternalistic leadership and idiosyncratic deals 

significantly impact the commitment level of employees in the pharmaceutical industry, 

and paternalistic leadership affects employee commitment through idiosyncratic deals as a 

mediator. 
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1. INTRODUCTION 
 

 Idiosyncratic deals are now trending in manipulating the job behaviors of employees. 

Recent studies conducted by Microsoft Japan on a four-day working week claims that not 

only the employees became happier and satisfied, but they also became productive at the 

workplace. These shortened working weeks and flexibility made employees more efficient 

and productive at the workplace. Moreover, usage of electricity decreased by twenty-three 

percent and employees utilized fewer resources than before to accomplish their tasks (Paul, 

2019). Leadership styles are now playing a major role and are proved to be crucial factors 

in organizational success (Pratima, 2019). Paternalistic leadership style is a practical 

approach to get the maximum out of employees. According to Cheng et al., (2004), loyalty 

and commitment of employees are major outcomes of paternalistic leadership. Dedahanov 

et al., (2019) in their study claim that paternalistic leadership style fosters the commitment 
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level of employees. When employees are committed at the workplace, their performance 

boosts ups which ultimately affects the organizational performance positively. This study 

is conducted to observe and describe the role of paternalistic leadership on employee 

commitment level and how idiosyncratic deals can mediate this relationship in the 

pharmaceutical sector. Pakistan’s pharmaceutical industry is progressive, vibrant, and 

future-oriented. It consists of more than 700 manufacturing units, having 25-multinational 

pharmaceutical units working in the country. 70% of the country’s demand for finished 

medicines is been met by this sector and has shown remarkable growth over the last ten 

years. The pharmaceutical industry of Pakistan has invested in upgrading itself in past few 

years. The pharmaceutical sector has an export turnover of more than 12 million and 

accounts for less than one percent of the country’s GDP (Aamir & Zaman, 2011). The sales 

of pharmaceutical products have gone double in the international market during last five to 

six years and the exports are supposed to get a boost by some new regional and global 

opportunities. Moreover, during this time of the COVID-19 pandemic, the pharmaceutical 

employees are at the forefront to promote their pharmaceutical products and for this 

purpose, they have to visit healthcare establishments and doctors thus becoming highly 

vulnerable. To observe this productive phenomenon of paternalistic leadership, 

idiosyncratic deals and commitment in such a fast-growing sector in this time of pandemic 

can help to develop positive outcomes for them. 

 

1.1 Problem Statement 

 It is a fact in the pharmaceutical field that flexibility proves to be a performance booster 

for the employees as it makes them satisfied and encourages them to perform more 

efficiently and effectively. This is due to the reason that, the pharmaceutical employees 

travel and work at divergent times in day and night because they have to adjust their 

working hours according to doctor’s schedules who are practicing at various hospitals and 

healthcare establishments. The working hours and schedules of physicians and doctors 

differ in accordance with their area of specialization. During this time of the COVID-19 

pandemic, pharmaceutical employees are at the forefront to promote their pharmaceutical 

products to get high sales, and to do so, they have to visit doctors and hospitals thus 

becoming highly vulnerable to the COVID-19 virus. However, till now, the concept of 

idiosyncratic deals, and paternalistic leadership is not implemented properly and little 

empirical data exists to check the effect of idiosyncratic deals and paternalistic leadership 

on the behaviors of employees. To uplift the performance of pharmaceutical employees 

and to get them committed, there is a need to study the effect of paternalistic leadership 

behavior and idiosyncratic deals in the pharmaceutical industry. The research statement of 

this research problem can be summarized as: 
 

“Impact of paternalistic leadership behavior on the commitment of 

employees with idiosyncratic deals as mediator”. 

 

1.2 Research Questions 

 The research questions for this study are as follows: 
 

a. Does paternalistic leadership style affect the employee’s commitment level in the 

pharmaceutical sector? 

b. Does paternalistic leadership style affect idiosyncratic deals? 
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c. Do idiosyncratic deals affect the commitment level of employees in the 

pharmaceutical sector? 

d. Does paternalistic leadership style affect employee commitment with mediating 

role of idiosyncratic deals in the pharmaceutical sector? 

 

1.3 Research Objectives 

 The objectives of this research are as follows: 
 

a. To investigate how paternalistic leadership style influences the commitment level 

of employees. 

b. To investigate how paternalistic leadership style is related to idiosyncratic deals. 

c. To investigate the importance of idiosyncratic deals and to show its relationship 

with employee commitment. 

d. To investigate how the relation of paternalistic leadership with employee 

commitment can be affected by mediating role of idiosyncratic deals. 

 

2. LITERATURE REVIEW 
 

 In this section, the constructs of the theoretical model are defined and their relationship 

with each variable is proved. The first part explains the operational definitions of variables 

involved in this study and the second part explains the relationship of each variable with 

the other. 

 

2.1 Paternalistic Leadership 

 Farh & Cheng (2000) defined paternalistic leadership behavior as a leadership style that 

involves the combination of discipline and fatherly kindness. Paternalistic leaders deal their 

followers with kindness, love, same as the way a parent loves their children, teaches them 

about right and wrong, shapes their behavior, develops values, and cares for their 

happiness. Luu & Djurkovic (2019) have used this concept to define paternalistic 

leadership in their study too. Moreover, paternalistic leaders possess absolute power and 

authority over others which creates a feeling of inspiration for subordinates thus enforcing 

obedience in them. At the same time, these leaders show holistic care and kindness to their 

followers, facilitates them same as the way a parent facilitates their children. This positive 

caring behavior generates indebtedness and gratitude on follower’s side and as a result, 

their obedience strengthens. Paternalistic leaders are role models for their followers too, 

featured by high integrity, selflessness, self-discipline, and superior personal virtues (Chen 

et al., 2019; Gu et al., 2015). According to Aycan (2006), paternalistic leaders are mentors 

that address the work, family, and personal problems of employees. They encourage them 

in friendship, solidarity, and unity thus reducing work-family and job conflicts and 

enhancing the level of engagement of employees. Dedahanov et al. (2019) have defined 

paternalistic leadership behavior as a style of leadership that involves a combination of 

discipline and fatherly kindness. Paternalistic leaders deal their followers with kindness, 

love, same as the way a parent loves their children, teaches them about right and wrong, 

shapes their behavior, develops values and cares for their happiness. Hou et al. (2019) 

described paternalistic leadership in their study with a similar construct. 
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2.1.1 Paternalistic Leadership and Employee Commitment 

 Paternalistic leadership style is considered a typical leadership style for Asian culture 

having deep roots in Chinese Confucianism (Cheng et al., 2004). Paternalistic leadership 

is considered as an effective way to influence employee behaviors (Chen et al., 2019). A 

vast number of studies have focused on outcomes of paternalistic leadership (Pellegrini & 

Scandura, 2008). According to Farh et al. (2006), employee commitment is considered as 

one of the most important outcomes of paternalistic leadership behavior. Paternalistic 

leaders treat employees with the care that fosters their emotional attachment and level of 

identification with the organization (Göncü et al., 2014). Whenever employees consider 

their organization as a family rather than a company, they feel emotional attachment and 

commitment due to implicit attribution for the ideal prototypes of the leader (Mousavi et 

al., 2015; Shooshtarian et al., 2013). Unler & Kilic (2019) also support this concept in their 

studies conducted in Indonesia and South Africa. According to Meyer (2016), employees 

working under paternalistic leaders experience less work-family conflicts that leads to 

increase in their level of commitment with organizations so that they will make extra efforts 

to achieve the goals of the organization and to remain committed to organizations. Anwar 

(2013) claims that paternalistic leaders develop a family environment within the 

organization which makes employees feel satisfied and comfortable. This environment is 

considered suitable for employees thus their well-being and confidence are enhanced. This 

concept is hypothesized as follows:  
 

H1: Paternalistic leadership style significantly impacts the commitment level of 

employees. 

 

2.1.2 Paternalistic Leadership and Idiosyncratic Deals 

 Idiosyncratic deals are reflectors for the quality and strength of the employer-employee 

relationship (Liu et al., 2013). Leaders having a parent-like role in the organization proffers 

support and care for employee’s personal and professional life in exchange for loyalty and 

compliance (Aycan, 2006). That seems to be effective in shaping beneficial idiosyncratic 

deals (Pellegrini & Scandura, 2008). According to Tian & Sanchez (2017), paternalistic 

leaders show individualized care for their employees for the quality of life and work which 

creates a bond between them, and employees consider organizations as their second home. 

It leads to motivation to negotiate for work flexibility with their leaders. Furthermore, the 

kindness and moral values of paternalistic leaders, their caregiving nature, and fairness on 

idiosyncratic deals are in tune (Anand et al., 2017). Thus, this concept can be hypothesized 

as follows:  
 

H2: Paternalistic leadership style significantly impacts the idiosyncratic deals of 

employees.  

 

2.1.3 Paternalistic Leadership and Employee Commitment with Idiosyncratic 

Deals as a Mediator 

 According to Anand et al. (2017), the moral values of paternalistic leaders, their 

caregiving nature, and fairness are constituents of idiosyncratic deals. Rousseau (2015) 

claims that idiosyncratic deals enhance the feeling of trust with employers and concretes 

their relations with them thus promoting employee commitment. According to Meyer 

(2016), employees working under paternalistic leaders experience fewer work-family 
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conflicts that enhance their feeling of being committed to the organization. Hornung et al. 

(2011) in their study have used idiosyncratic deals as a mediator between employee-

oriented leadership and quality of working life. So, in this study, idiosyncratic deals is 

adopted as a mediator among paternalistic leadership style and employee commitment. 

This concept can be hypothesized as follows: 
 

H3: Idiosyncratic deals mediates the relationship between paternalistic leadership 

and the commitment level of employees. 

 

2.2 Idiosyncratic Deals  

 According to Rousseau (2006), idiosyncratic deals are personalized and voluntary 

agreements that employees negotiate with managers and employers regarding working 

terms that could benefit both. These employment conditions differ from regular 

employment conditions experienced by others and are beneficial both for employer and 

employee. I-deals are customized work arrangements negotiated by employees with their 

employers to make their tasks and job supportive to their aspirations, needs, and 

preferences (Arthur & Rousseau, 2001; Rousseau et al., 2006). The idiosyncratic deals are 

the deviated work arrangements from formal organizational practices regarding work 

arrangements and conditions of employment. Idiosyncratic deals are suggested to be 

beneficial mutually for employers as well as employees by enhancing the fit between job 

and person 

 

2.2.1 Idiosyncratic Deals and Employee Commitment 

 Ng & Feldman (2010) described two reasons for the positive relation of idiosyncratic 

deals and employee commitment. The first reason is based on the justification of studies of 

(Hornung et al., 2009), that individuals who perceive contracts as idiosyncratic deals feel 

privileged to get valued and to get access to rare sources. These positive emotions 

strengthen the employee commitment of employees. According to Greenberg et al. (2004), 

idiosyncratic deals enhance the feeling of trust with employers and concretes their relations 

with them. Idiosyncratic deals occur as a result of strong relationships among employers 

and employees and various researchers in their studies have noted employee commitment 

as the basic outcome of strong employer-employee relationships (Meyer et al., 2002). This 

concept can be hypothesized as follows: 
 

H4: Idiosyncratic deals significantly impacts the commitment level of employees. 

 

2.3 Employee Commitment 

 Paillé & Boiral (2013) define employee commitment as the interested attitude of the 

employee, sharing of organizational values, acceptance of goals, and their efforts at the 

workplace for the betterment of the organization. According to Meyer et al. (1993), 

employee commitment is the psychological state of the employee that characterizes the 

employee’s relationship with an organization and has implications about the decision to be 

or not to be a part of the organization. According to Behera et al. (2021), employee 

commitment is considered to be a most important attribute of an employee towards the 

organization as it represents the extent to which the employees feel as a part of the 

organization. Liden et al. (2000) claim that employee commitment is the psychological 

state of employee that describes the relationship of an employee with the organization, 
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leading towards strong belief in goals and values of the organization, and employee’s 

intention to put efforts for the achievement of organizational goals objectives and the desire 

of the employee to be a part of an organization for longer periods of time. Employee 

commitment directly affects the performance as well as the development of organizational 

behavior (Meyer et al., 2002).  

 

2.4 Research Model 
 

 
Figure 1: Research Model 

 

3. METHODS 
 

 Data was collected from employees of the pharmaceutical field working at different 

designations using questionnaires. The cross-sectional research design is adopted and same 

has been implemented for the collection of data. One-time data is collected from the 

employees of the pharmaceutical sector and analysis is made by using software Smart PLS 

3.2.2. 503 questionnaires were collected back out of 570 questionnaires distributed among 

the employees of the pharmaceutical industry.  

 

3.1 Instrument of Study  

 The questionnaire method is used for data collection from the respondents. The 

questionnaire is divided into two parts. 

 

Section A 
 Section A of the questionnaire relates to biographic information of employees that 

includes, age, gender, designations, and name of the organization.  

 

Section B 

 Section B of the questionnaire consists of three sets of questions for three variables: 
 

a. The items of paternalistic leadership behavior are adopted from Cheng et al. 

(2004). 

b. The items for employee commitment are adopted from Mowday et al. (1979). 

c. The items of idiosyncratic deals are adopted from Miller (2015). 

 

  

Paternalistic 

Leadership 

Behavior 

Idiosyncratic 

Deals 

Employee 

Commitment 
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4. RESULTS AND DISCUSSION 
 

4.1 Demographic Analysis  

 A total of 570 questionnaires were distributed among the pharmaceutical employees of 

Gujrat, Gujranwala, Sialkot and Mandibahudin out which 503 were received back with 

proper response generating the response rate of 88 percent. The Table 4.1 shows that out 

of 503 respondents 447 (89%) were male and 56 (11%) were female reflecting that most 

of the pharmaceutical employees working in field are male. From 503 respondents, 174 

(34.6%) belonged to age group of 18-29, 211 (41.9%) were from age group of 30-39, 66 

(13.1%) were from age group of 40-49 and 52 (10.3%) were from age group of 50-59 

reflecting that most of the employees working in field belong to young age groups. These 

503 employees had different periods of work experience, 175 (34.8%) employees had 

experience of 1-5 years, 205 (40.8%) had experience of 5-10 years, 91(18.1%) had work 

experience of 10-15 years and 32 (6.4%) had experience of 15-20 years showing that 

workers having experience of average 5-15 years are abundant in field force of 

pharmaceuticals. Out of these 503 pharmaceutical employees, 34(6.8%) were earning 1-25 

thousand per month, 239 (47.5%) were earning 25-50 thousand per month, 199 (39.6%) 

were earning 50-75 thousand, 27 (5.4%) were earning 75-100 thousand per month and only 

4 (.08%) were earning more than 1 lac per month reflecting that most of the pharmaceutical 

field workers are earning an average of 25-75 thousand per month in this region.  

 

Table 4.1 

Demographic Analysis 

  Frequency Percentage 

Gender 
Male 

Female 

447 

56 

89% 

11% 

Age 

18-29 

30-39 

40-49 

50-59 

174 

211 

66 

52 

34.6 % 

41.9% 

13.1% 

10.3% 

Experience 

1-5 Years 

5-10 years 

10-15 years 

15-20 Years 

175 

205 

91 

32 

34.8% 

40.8% 

18.1% 

6.4% 

Salary  

(per month) 

1-25 Thousand 

25-50 Thousand 

50-75 Thousand 

75-100 Thousand 

> 100 Thousand 

34 

239 

199 

27 

4 

6.8% 

47.5% 

39.6 % 

5.4% 

0.8% 

N=503 

 

4.2 Descriptive Statistics 

 The Table 4.2 explains the descriptive statistics of the research variables with mean and 

standard deviation. The mean value of Paternalistic leadership behavior is 3.40, 

idiosyncratic deals mean is 3.37, and mean of employee commitment is 3.38. The value of 

mean explains that the respondents comparatively agree with the particular given 

statements. Standard deviation is measure of dispersion; it explains that how many 
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responses vary from the mean value. The standard deviation of paternalistic leadership  

is .61, idiosyncratic deals is .64 employee commitment is .72. 

 

Table 4.2 

Descriptive Statistics 

Variable Name Mean Std Deviation 

PLB 3.4089 .61785 

I-deals 3.3784 .64935 

EC 3.3825 .72090 

 

4.3 Validity Analysis  
 

4.3.1 Factor loadings and Variance Inflation Factor 

 The Table 4.3 describes the outer loads and Variance inflation factor (VIF) values of 

the measures of each latent variable involved in the study. These values indicate the 

reliability and validity of the measurement model. According to Hair et al. (2014), the 

threshold rule for VIF is it should be around 1. The value greater than 10 shows that high 

multicollinearity exists in data. (Hair et al., 2014). So the values specify the goodness of 

measures and make sure there is no existence of collinearity in the PLS-SEM measurement 

model. Furthermore PLB4, PLB5, PLB6 and I-deals 1, I-deals 2 were eliminated to achieve 

model fit. 

 

Table 4.3 

Factor Loadings and Variance Inflation Factor 

 PLB I-deals EC VIF Value 

PLB 1 0.727   1.630 

PLB 2 0.758   1.690 

PLB 3 0.754   1.702 

PLB 8 0.751   1.673 

PLB 9 0.744   1.642 

PLB 10 0.775   1.728 

I-deals 3  0.728  1.686 

I-deals 4  0.762  1.864 

I-deals 5  0.780  1.905 

I-deals 6  0.783  1.974 

I-deals 7  0.765  1.830 

I-deals 8  0.781  1.933 

I-deals 9  0.733  1.667 

EC 1   0.741 1.499 

EC 2   0.781 1.708 

EC 3   0.761 1.684 

EC 4   0.779 1.682 

EC 5   0.773 1.670 
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Figure 2: Measurement Model 

 

4.3.2 Convergent Validity and Reliability   

 The Table 4.4 describes the reliability and validity of all the variables involved in the 

study. Reliability and validity both are suggested for the reflective measure (Hair et al., 

2014). Reliability explains about the inter item consistency of the same measure at different 

periods of time. It is considered to be a most important requirement to conclude 

effectiveness of the study (Zikmund et al., 2010). The composite reliability (CR) is 

considered as one of the more appropriate and finest measurement to observe the validity 

of the instrument (Hair et al., 2014). In addition, Dijkstra-Henseler’s rho (pA) is more 

essential and significant reliability test of PLS. Its values should be greater than 0.7 

(Dijkstra & Henseler, 2015). Furthermore, the convergent validity is accessed with 

Average Variance Extracted (AVE). The results of analysis deliver support to the 

convergent validity. As the AVE values are above 0.5 (Hair et al., 2014). The AVE, CR 

and rho A of paternalistic leadership behavior with six items is 0.56, 0.886 and 0.847 

respectively, idiosyncratic deals with seven items is reported 0.580, 0.906 and 0.880, 

Employee commitment is reported with 0.589, 0.877 and 0.826 respectively having five 

items which reflects that our mechanism or tool is reliable and acceptable for the 

measurement (Hair et al., 2014).  
 

Table 4.4 

Convergent Validity and Reliability 

Sr. No. Variable Name AVE CR rho A 

1. PLB 0.565 0.886 0.847 

2. I-deals 0.580 0.906 0.880 

5. EC 0.589 0.877 0.826 
 

4.3.3 Discriminant Validity 

 The discriminant validity is checked through Heterotrait-Monotrait Ratio (HTMT) and 

Fornell-Larcker Criterion shown in Table 4.5. Heterotrait-Monotrait Ratio (HTMT) is an 

advanced statistical used to conclude systematic discriminant validity of the constructs 

(Bihamta et al., 2017). The recommended value of HTMT should must be below from 0.85 
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(Henseler et al., 2016; Dijkstra & Henseler, 2015; Chan & Lay, 2018). The results of this 

study deliver support for discriminant validity. The Fornell-Larcker Criterion is square root 

AVE of each variable involved in the study. It applies that squared association between the 

two variables must be more than of the two variables. The Fornell-Larcker Criterion 

outcomes are explained in bold against the HTMT values in Table 4.5 mentioned below.  
 

Table 4.5 

Heterotrait-Monotrait Ratio (HTMT) and Fornell-larcker Criterion 

Construct PLB I-deals EC 

PLB .752   

I-deals .653 .762  

EC .702 .689 .767 
 

4.4 Reliability Analysis (Cronbach Alpha) 

 Cronbach alpha test is used to check the reliability of the instrument as it is one of the 

most frequently used best test to check the instrument’s reliability (Putka & Sackett, 2010). 

The Cronbach alpha value of paternalistic leadership is 0.846, idiosyncratic deals Cronbach 

alpha value is 0.879 and Cronbach alpha value of employee commitment is 0.825. All the 

obtained values are above than the threshold value of 0.7 which shows that the instrument 

is reliable as recommended (George & Mallery, 2013). 
 

Table 4.6 

(Cronbach Alpha) 

Variable Name No of Items Cronbach Alpha 

PLB 6 0.846 

I-deals 7 0.879 

EC 5 0.825 
 

4.5 Goodness of Structural Model Fit 

 Goodness of fit was checked for the proposed model of this research in order to check 

credibility (Henseler et al., 2016). Standardized root mean square error (SRMR) is one of 

the most useful and suitable measure to evaluate the goodness of model fit (Hu & Bentler, 

1998). The value lower than 0.1 or 0.08 is considered as a good fit for SRMR (Hair et al., 

2014;Hu & Bentler, 1998). The results of this study reports 0.054 SRMR value which 

shows that model is fit. Moreover, the values of d_G (geodesic discrepancy), d_ULS 

(unweighted least square discrepancy) are significant which shows that the model is fit. 

According to Lohmoller (1989), more the value of normal fit index (NFI) is closer to 1, 

more will be the model fit. The results have shown that, NFI is 0.875 which is very closer 

to 1 which shows that model is fit.  
 

Table 4.7 

Goodness of Model Fit Indices 

 Estimated Value Significance 

SRMR 0.054 0.000 

d_ULS 1.176 0.000 

d_G1 4.789 0.000 

d_G2 3.761 0.000 

NFI 0.875 0.00 
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4.6 Coefficient of Determination R2 

 R square is an effective and useful tool to measure the predictive accuracy of PLS 

model (Hopkins & Sarstedt, 2014). In addition, r square values explains the effect of 

exogenous variable on endogenous variables (Hair et al., 2011; Henseler, Ringle, & 

Sinkovics, 2009). Moreover, suitable criteria rely on the research context; it should 

generally be >0.25 (Hair et al., 2017). The Table 4.8 shows that the independent variable 

has accurate predicting power on dependent variable as all the values of results are above 

from the cut point value of 0.25. In this context paternalistic leadership behavior has 

considerable predicting power to promote employee commitment and idiosyncratic deals. 
 

Table 4.8 

Coefficient of Determination R2 

Variables R Square Values 

I-deals 0.475 

EC 0.692 

 

4.7 Structural Relation and Hypotheses Testing 

 The Table 4.9 shows the results of path analysis. The results of path analysis approves 

or the theoretical relationship suggested of the variables (paternalistic leadership behavior, 

employee commitment and idiosyncratic deals). According to the results of the path 

analysis, paternalistic leadership behavior has positive impact on employee commitment 

(β = 0.104, p<0.001), which support the proposed hypothesis H1. Paternalistic leadership 

behavior has positive impact on idiosyncratic deals (β = 0.689, p<0.001), which support 

the proposed hypothesis H2. Moreover, idiosyncratic deals has significant impact on 

employee commitment (β = 0.362, p<0.001), which support the proposed hypothesis H4.  
 

Table 4.9 

Structural Relation and Hypotheses Testing 

Path Hyp Beta Coefficient T Statistics P Value Decision 

PLB → EC H1 0.104 3.178 0.000 Accepted 

PLB → I-deals H2 0.689 24.738 0.000 Accepted 

I-deals → EC H4 0.362 7.152 0.001 Accepted 

 

4.8 Mediation Analysis 

 Mediation results obtained through bootstrapping has shown that i-deals mediate the 

relationships given in this study. The decrease in in-direct beta coefficient clearly shows 

the existence of mediation. Furthermore, the direct effect beta coefficient of paternalistic 

leadership and employee commitment is β = 0.652 and indirect beta coefficient with 

mediators i-deals is β = 0.250. The decrease in in-direct beta coefficient clearly shows the 

existence of mediation and accepts the proposed hypothesis H3. 
 

Table 4.10 

Mediation Analysis 

 Direct Effects Indirect Effects 

Relationship Hyp β Coeff P-Value β Coeff p-value Decision 

PLB → I-Deals → EC H3 0.652 0.000 0.250 0.000 Accepted 
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5. CONCLUSIONS & RECOMMENDATIONS 
 

 The main reason for this study was to point out how paternalistic leaders affect the 

commitment level of employees and how providing idiosyncratic deals can affect these 

results in the pharmaceutical sector. The study was quantitative, involving 503 respondents 

(n=503). The pharmaceutical employees filled out questionnaires asking about to what 

extent the role of a paternalistic leader affects the commitment level of employees and 

either providing idiosyncratic deals to employees enhances the commitment level of 

employees or not. The Scales of reliability were used in data analysis and as a result, the 

model proved to be fit. The sample is described and the conclusions of the problem 

statement are described with the help of inferential and descriptive statistics. Paternalistic 

leadership style and employee commitment are found to be positively associated with each 

other along with idiosyncratic deals enhancing the relationship of employee commitment 

as a mediator. It is required in Pakistan for the researchers to be more proficient and should 

help different sectors and industries to develop and grow. Even though some people in our 

country do not show up with positive work behavior at the workplace, but our study has 

given the result that employees of the pharmaceutical sector in Punjab have more levels of 

commitment due to good leadership behaviors and flexibility provided by organizations 

especially in the time of this COVID-19 pandemic. As they feel less vulnerable to the 

COVID-19 virus by customizing their working styles through idiosyncratic deals. The 

outcomes of this study can be useful to develop the flexibility culture by providing 

idiosyncratic deals to employees along with the support of their leaders in a paternalistic 

style which creates a positive effect on employee’s behavior. Moreover, the outcomes of 

this study can be implemented in other sectors and industries to get higher levels of 

commitment from their employees in the time of COVID-19. We infer that paternalistic 

leadership style positively affects the commitment level of employees in the 

pharmaceutical sector of Punjab. Furthermore, there is a need to conduct more researches 

in other sectors and industries to explore the phenomenon of paternalistic leadership that 

can be helpful in organizational policy-making and to enhances organizational 

performance.  
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