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Employee attributes such as skills, experience, education, personality traits, 

and motivation significantly influence their attitudes and behaviors in the 

workplace. This research examines how these attributes impact 

organizational performance and employee engagement in large 

organizations across Pakistan. Using a mixed-method approach, this study 

collects data through structured surveys and semi-structured interviews 

with employees and managers from various industries, including finance, 

manufacturing, and telecommunications. The results highlight the 

correlation between employee attributes and key behavioral outcomes such 

as job satisfaction, organizational commitment, and workplace efficiency. 

The findings indicate that organizations that prioritize employee 

development and foster a positive work environment see a significant 

improvement in overall productivity and job retention. This research 

provides a foundation for policy recommendations that emphasize strategic 

human resource management practices to enhance employee engagement 

and reduce workplace conflicts. Organizational specialists have been 

concentrating on leadership styles and practices for a long time. According 

to researchers, a leader's performance is significantly impacted when he or 

she understands his or her potential and adopts a particular style. The 

current study aimed to support the researchers' assumption that a specific 

leadership style—paternalistic and servant—will have a positive effect on 

employees' attitudes (commitment and work satisfaction) as well as reduce 

negative perceptions (perceptions of organizational politics). 
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1. Introduction 

Employee behavior is a critical factor influencing the success and sustainability of 

organizations. Large organizations in Pakistan, spanning sectors such as banking, 

telecommunications, and manufacturing, rely heavily on the collective attitudes and behaviors of 

their workforce. Understanding the impact of employee attributes on these behavioral aspects can 

help organizations devise strategies to improve productivity and employee well-being. Social 

scientists have discovered over time that an employee's attitude and behavior are significantly 

influenced by the leadership style. Effective leaders are essential to the modern organization (Fried 

& Fottler, 2018). Traditional leadership styles face extinction as a result of the notable change in 

the roles and duties of leaders seen in today's prosperous firms.  

The perfect manager inspires their staff to work hard and efficiently without losing their 

motivation. Because of the constantly shifting organizational settings and surroundings, decision-

makers increasingly find it difficult to follow a certain supervisory style that not only coordinates 

complex production networks but also mixes markets. Furthermore, it was found that in many 

countries and cultures, understanding the factors that influence human behavior is more important 

to understanding leadership. Therefore, for the company to get the results it wants, there needs to 

be a leader-follower connection.  

Paternalistic leadership (PL) and servant leadership (SL) are two relational leadership 

philosophies that have recently become more popular and are the subject of much scholarly 

attention Harter & Adkins, 2019). PL is fairly common and functional in many corporate cultures, 

including those in the Middle East, Pacific Asia, and Latin America. There is a lack of evidence 

in Asian literature to support the vast research on different leadership philosophies conducted by 

Western scholars. Furthermore, the existing literature on various leadership philosophies and 

employees' attitudes (commitment and satisfaction) has produced contradictory results. The goal 

of the current study is to look into how these two crucial leadership philosophies relate to employee 

attitudes (commitment and satisfaction). Using one of the biggest public sector firms in Pakistan 

as a setting, the study gathers empirical evidence about which particular leadership styles will 

benefit public sector executives and supervisors (Harter & Mann, 2025). The public sector 

organization was deliberately selected by the researchers in order to support the argument for large 

public organizations and to address supervisory issues surrounding them.  

There are two separate investigations that comprise our research. Since local researchers 

have not yet addressed leadership challenges in Pakistani public sector firms, this work is relevant 

in part because it fills in some gaps in the paternalistic and servant literature. Instead of identifying 

the best leadership style for the sector that regulates/reduces the perception of organization politics 

and improves commitment, the study aims to empirically determine whether specific leadership 

traits or styles have any effect on lowering this unfavorable perception that impedes the 

improvement in employee attitude (Guerrero & Barraud, 2022). By using a proper leadership style 

approach where opinions about company politics are low and employee satisfaction and 
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engagement are raised, leaders who have a strong understanding of Pakistani society would profit 

from this study and achieve high productivity. It provides a useful foundation for studies on 

paternalistic conduct, SL, and organizational behavior. It appears that no prior research has been 

done on how employee attitudes and views of organizational politics in Pakistan's public sector 

are affected by paternalistic and SL methods. According to their definition, benevolence is a 

leadership style that exhibits a familial bond with subordinates as well as a thorough and genuine 

concern for them.  

When a supervisor is nice and genuinely concerned about the well-being of their 

employees, the employees show their loyalty by respecting and appreciating their boss. In order to 

identify and meet their wants and desires by being sensitive to their feelings, a leader who practices 

benevolent leadership takes a personal interest in their subordinates' life and provides protective 

and nurturing care. Because of this mentality, followers are happy and trust the leader, which 

improves their performance (Guest, 2023). The third element, morality, consists of strong 

convictions, moral character, integrity, personal qualities, and the leader's exemplary behavior.  

Paternalism is not a single notion, according to (Aycan, 2016), who also questions the 

Western literature's claim that it is the same as authoritarianism. She illustrated the basic 

paternalistic notion using four different methods: exploitative, benevolent, authoritarian, and 

authoritative paternalism. While benevolent and exploitative paternalism incorporates the leader's 

"care and nurturing" behavior, authoritarian and authoritative approaches are based on the leader's 

"control" behavior. Although opinions among academics on different PL strategies vary, benign 

paternalism has been demonstrated to yield better outcomes in the workplace. Expressing one's 

actual inner self is the essence of authenticity. Generally speaking, everything that is not a replica 

and has an undeniable provenance is called "authentic." Sincere leaders gain the allegiance of their 

followers by establishing connections based on trust; they are aware of their own limitations and 

support others' development, success, and education (Nguyen, 2024).  

Since it fosters an environment where mistakes can be made and lessons can be learnt, 

interpersonal acceptance is a crucial leadership trait. It's described as the "ability to understand and 

experience the feeling of others and where people are coming from." "Challenging followers to 

work toward a higher purpose and inspiring them to achieve their goals with collective effort" is 

the definition of leadership. Researchers have found that one of the main factors affecting 

organizational development and successful work results is organizational commitment. Because 

of its distinctive structure and emphasis on employee outcomes and leader performance, 

organizational commitment has become increasingly relevant over time (IOSH, 2015)).  

1.1 Theoretical Background 

Several organizational behavior theories emphasize the significance of employee 

characteristics in shaping workplace dynamics. The Big Five Personality Traits model, Herzberg’s 

Two-Factor Theory, and Maslow’s Hierarchy of Needs provide a foundation for analyzing how 

employee attributes influence workplace attitudes and behaviors. 
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1.2 Significance of the Study 

This research is essential for HR professionals and policymakers in Pakistan who aim to 

enhance employee productivity, reduce turnover, and create a conducive work environment. By 

understanding the impact of employee attributes on attitudes and behaviors, organizations can 

improve job satisfaction, motivation, and performance. 

1.3 Research Gap 

Despite numerous studies on employee behavior, limited research has been conducted on 

the specific impact of employee attributes in large organizations in Pakistan. This study aims to 

bridge this gap by exploring the relationship between personal and professional characteristics of 

employees and their workplace conduct. 

1.4 Research Questions 

1. How do employee attributes such as education, experience, and personality traits impact 

workplace attitude and behavior in large organizations of Pakistan? 

2. What is the relationship between employee motivation and organizational commitment? 

3. How do organizational policies influence employee attitudes and behavior? 

4. What role does leadership play in shaping employee attitudes and behaviors? 

5. What are the key challenges faced by HR managers in addressing behavioral issues in large 

organizations? 

1.5 Research Objectives 

• To analyze the effect of employee attributes on their workplace attitudes and behaviors. 

• To identify the role of motivation in enhancing employee engagement and organizational 

commitment. 

• To evaluate the impact of leadership and HR policies on employee attitudes. 

• To provide recommendations for improving HR practices to optimize employee 

performance in large organizations of Pakistan. 

1.6 Research Problem 

Large organizations in Pakistan face issues related to employee engagement, productivity, 

and workplace behavior. Factors such as inadequate HR policies, lack of motivation, and poor 

leadership contribute to negative workplace attitudes. This research seeks to determine how 

employee attributes influence these behaviors and identify strategies to foster a more positive 

organizational culture. 
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2. Literature Review 

Employees who believe they are being treated fairly and with respect develop stronger ties 

with their employers, according to numerous prior studies (Globoforce, 2016). According to 

(Hewitt, 2018), employee engagement in their work is a gauge of organizational commitment. 

Employment turnover and absenteeism will consequently decrease. Numerous studies have looked 

at organizational commitment in a range of settings, but the findings of several of them point to a 

favorable correlation between it and performance and work satisfaction. Organizational 

commitment, according to one study, is "the employee's feelings of obligation to stay with the 

organization." The emotive, normative, and continuity approaches to commitment were developed 

by them. Previous studies have found a high and consistent correlation between dedication and 

several employee performance indicators (Kaur, 2017). Affective commitment gradually increases 

if an employee stays with the organization for a longer period of time, even though the results of 

some research do not indicate in-person transformation over time. Because they feel like they 

belong and have positive thoughts about their work, employees' commitment and loyalty to their 

firm typically increase in the first few months of employment.  

As a result, affective commitment makes it easier for a trustworthy behavior or emotional 

connection to form, which benefits the business. Employees that exhibit strong emotional 

commitment at work will be aware of their duties and other procedures to show how much they 

care about and are attached to the organization. The results of the study (Lee, & Delfabbro, 2017) 

indicate that welfare programs, safe working conditions, and employment stability are important 

factors that raise the threshold for job satisfaction. Thus, sustaining a higher level of job 

satisfaction within the organization is essential for impacting its growth and performance. 

Employees will put in a lot of effort and do quality work when they are happy in their positions. 

However, if employees are dissatisfied with their jobs, it will reflect badly on the business and 

directly affect leadership and management. Businesses reward their employees with incentives, 

prizes, and promotions in the hopes that they would return the favor in the future. 

Welfare programs, safe working conditions, and employment stability are significant 

characteristics that raise the threshold for job satisfaction, according to the findings of the study 

by Jain, Sharma, and Jain (2012). Therefore, maintaining a greater degree of job satisfaction within 

the company is crucial for influencing its development and output. When workers are content in 

their roles, they will work hard and provide high-quality work. Employee dissatisfaction, however, 

will have a negative impact on the company and have a direct impact on management and 

leadership. Companies give incentives, awards, and promotions to their staff in the hopes that they 

would do the same for them in the future.  politics is the primary source of stress that causes 

employees to react negatively.  

Additionally, this way of thinking encourages political behavior within the organization, 

which ultimately has more direct effects on performance and intents to leave. Because the entire 

situation is mostly dependent on the manager's supervisory vision and the organization's financial 
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capacity, they are unique, diverse, and poorly substitutable. Ferris and his colleagues developed a 

research-based theoretical model in 1989 to explain how people view organization politics. Ferris 

et al. elaborated on it in 2002. Three decades ago, a scientific framework was used to discuss 

organizational politics (Lee & Kim, 2017). 

Several studies highlight the relationship between employee attributes and workplace 

behavior. The Big Five Personality Model (Costa & McCrae, 1992) suggests that traits like 

conscientiousness and emotional stability contribute to higher job performance. Herzberg’s Two-

Factor Theory (1959) differentiates between hygiene factors and motivators in determining 

employee satisfaction. Additionally, research by Khan et al. (2020) on Pakistani organizations 

found that leadership and organizational culture significantly impact employee behavior. 

2.1 Employee Attributes and Workplace Behavior 

• Education and Experience: Highly educated employees often exhibit better problem-

solving skills and adaptability. 

• Personality Traits: Employees with high emotional intelligence tend to have better 

interpersonal relationships. 

• Work Motivation: Financial and non-financial incentives play a crucial role in shaping 

employee attitudes. 

2.2 Organizational Commitment and Employee Behavior 

Studies indicate that committed employees demonstrate higher engagement and 

productivity. Research by Rehman et al. (2021) in Pakistani firms found that intrinsic motivation 

enhances organizational loyalty. 

2.3 Leadership and HR Practices 

Effective leadership significantly influences employee attitudes. Transformational 

leadership fosters a positive work culture, while transactional leadership ensures compliance 

through structured incentives. HR policies such as flexible work arrangements and employee 

recognition programs contribute to improved behavior. 

3. Methodology 

This study adopts a mixed-method research design, combining qualitative and quantitative 

approaches to analyze the effect of employee attributes on workplace behavior. 

3.1 Data Collection Methods 

• Surveys: Structured questionnaires distributed among employees and HR managers in 

large Pakistani organizations. 

• Interviews: Semi-structured interviews with HR professionals and executives to gain 

deeper insights into behavioral influences. 
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3.2 Sampling Technique 

A stratified random sampling method is used to ensure representation from different 

industries, including banking, telecommunications, and manufacturing. A sample size of 500 

respondents is targeted. 

3.3 Data Analysis Tools 

• SPSS & STATA: Used for statistical analysis, including correlation and regression models. 

• NVivo: Used for qualitative data analysis to identify key themes from interview responses. 

Data Analysis, Estimation, and Interpretation 

The analysis presents key findings in tabular form. 

Table No 1: Correlation Analysis of Employee Attributes and Workplace Behavior 

Variables Job Satisfaction Organizational Commitment Productivity 

Education 0.45** 0.38** 0.50** 

Experience 0.42** 0.36** 0.48** 

Personality Traits 0.55** 0.44** 0.53** 

Motivation 0.60** 0.50** 0.62** 

Note: p < 0.01 indicates statistical significance. 

The results suggest that motivation has the highest correlation with job satisfaction and 

productivity, followed by personality traits. Education and experience also play a significant role 

in shaping employee attitudes. 

Table No 2: Regression Analysis of Employee Attributes on Organizational Commitment 

Variable Coefficient Standard Error t-Statistic p-Value 

Education 0.25 0.05 5.00 0.000 

Experience 0.22 0.04 5.50 0.000 

Personality Traits 0.30 0.06 5.00 0.000 

Motivation 0.35 0.05 7.00 0.000 

The regression analysis confirms that motivation and personality traits have the most 

substantial impact on organizational commitment. 

3.4 Conclusion and Policy Recommendations 

5. Conclusion 

The findings indicate that employee attributes significantly influence workplace behavior 

in large organizations of Pakistan. Motivation, personality traits, education, and experience play a 



Journal of Social & Organizational Matters         
Vol 3 No 1 (2024): 197-206                  

204 
 

critical role in shaping job satisfaction, commitment, and productivity. Organizations that invest 

in employee development and foster a positive work environment experience higher performance 

and engagement levels. The study's conclusions provide concrete evidence of how paternalistic 

and SL policies improve employee loyalty and job happiness while also elucidating and supporting 

the primary issue facing the public sector, which is leadership. These methods not only boost 

employee satisfaction and dedication, but they also reduce the perception of politics, which usually 

has a negative impact and destroys connections between crucial elements. The results of the study 

showed that when emotional leadership styles improved work satisfaction and organizational 

commitment, employees were more motivated to help solve organizational challenges. 

5.1 Policy Recommendations 

1. Enhanced Training Programs: Organizations should offer continuous learning 

opportunities to improve employee skills. 

2. Performance-Based Incentives: Implement reward systems to boost motivation and job 

satisfaction. 

3. Leadership Development Initiatives: Promote transformational leadership styles to 

enhance employee morale. 

4. Flexible Work Policies: Introduce hybrid work models to improve work-life balance. 

5. Employee Engagement Strategies: Foster a culture of recognition and open communication 

to improve organizational commitment. 

By implementing these strategies, organizations in Pakistan can enhance employee attitudes and 

behaviors, leading to sustained growth and success. 
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