Jurnal Aplikasi Bisnis dan Manajemen (JABM), Vol. 11 No.2, May 2025 Available online
Permalink/DOI: http://dx.doi.org/10.17358/jabm.11.2.614 http://journal.ipb.ac.id/index.php/jabm

AUTHORITARIAN LEADERSHIP AND EMPLOYEE JOB PERFORMANCE:
A MODERATED MEDIATION OF JOB ROLE CLARITY, TRUST IN LEADERS AND
POWER DISTANCE

Edilpatriz, Syahrizal', Tika Rahma Yani Siregar

Department of Management, Faculty of Economics and Business, Universitas Negeri Padang
J1. Prof. Dr. Hamka, Air Tawar Bar., North Padang, Padang, West Sumatra 25132, Indonesia

Abstract:
Article history:
Received . .. . . .. .
Background: Leadership is a critical factor in determining organizational success.
29 October 2024 It serves as the primary catalyst for significant changes within an organization, where
. leadership is defined as the art of fostering organizational alignment and stability.
Revised Purpose: This study examines the direct effect of authoritarian leadership on employee
27 January 2025 job performance. Furthermore, this study explores the moderating role of power distance
and the mediating roles of job role clarity and trust in leaders.
Accepted

Design/methodology/approach: This study employs a quantitative survey-based design
with a sample of 176 employees from water utility company in West Sumatra. The data
were analyzed using structural equation modeling with partial least squares (SEM PLS).
Findings/Results: The research findings show that authoritarian leadership has a negative
effect on employee job performance. Furthermore, the results indicate that power distance
moderates the relationship between authoritarian leadership and both job role clarity and
employee job performance. The findings also reveal that job role clarity and trust in leaders
mediate the effect of authoritarian leadership on employee job performance.
Conclusion: The authoritarian leadership style has a negative influence on the work
performance of employees at a water utility company in West Sumatera, resulting in an
unhealthy impact on the company's performance.
Originality/value (state of the art): This research combines the mediating influence
of job role clarity and trust in leaders for the influence of authoritarian leadership on
@ @ employee job performance, and the moderating effect of power distance on the influence

of authoritarian leadership on job role clarity and employee job performance.

11 April 2025

Available online
31 May 2025

This is an open access
article under the CC BY
license (https://
creativecommons.org/
licenses/by/4.0/)

Keywords: authoritarian leadership, employee job performance, job role clarity, power
distance, trust in leaders

How to Cite:

Edilpatriz E., Syahrizal, & Siregar T. R. Y. (2025). Authoritarian Leadership and Employee Job Performance: A Moderated
Mediation of Job Role Clarity, Trust in Leaders and Power Distance. Jurnal Aplikasi Bisnis Dan Manajemen (JABM), 11(2),
612. https://doi.org/10.17358/jabm.11.2.612

! Corresponding author:
Email: edilpatriz.ep@gmail.com, Syahrizal@fe.unp.ac.id

61 4' Copyright © 2025 The Author(s), ISSN: 2528-5149/EISSN: 2460-7819



INTRODUCTION

Leadership in an organization is the ability and skills
of a person who occupies a position as a leader to
influence the behavior of other people, especially his
subordinates, to think and act in such a way, so that
through positive behavior, he makes a real contribution
to achieving organizational goals (Budiyanto &
Mochklas, 2020; Ramaditya et al. 2023). Leadership
is a determining factor for success in organizations,
because leadership is the central point for significant
changes in organizations, where leadership is the art
of creating organizational conformity and stability
(Latifah, 2021). Leadership and leadership skills are
the most important things an organizational leader
has (Khan et al. 2018). Authoritarian leadership, also
called directive or dictatorial leadership, is often
associated with negative performance and a worsening
work climate, where the leader gives instructions to
subordinates, explains what must be done, and then
employees carry out their duties according to what the
leader ordered (Helwig et al. 2017) .

Previous research on authoritarian leadership shows
that it can have a positive or negative effect on
employee performance, depending on context and
factors. An authoritarian leadership style can positively
influence employee work performance, particularly
in contexts that require strong centralization and the
assignment of specific tasks (Nawaz et al. 2022).
The positive impact of authoritarian leadership on
employees’ job performance influences their learning
goal orientation, which is a state and trait that can be
enhanced by certain work contexts (H. Wang & Guan,
2018). In contexts where the individual power distance
is higher, authoritarian leadership has the potential
to significantly enhance employee job role clarity,
which can subsequently lead to improved performance
outcomes (Nawaz et al. 2022). The clarity of employee
job roles has been demonstrated to have a significant
effect on employee job performance (Thangavelu,
2017). While authoritarian leadership has a positive
impact on employee job role clarity at higher individual
power distance, this effect reverses at lower individual
power distance (Nawaz et al. 2022).

Apart from that, authoritarian leaders can provide
clarity and direction, but this can also reduce employee
work satisfaction and motivation because employees
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feel less involved and less motivated, which has
the potential to hinder work performance (Wen et
al. 2019). Authoritarian leaders tend to disregard
subordinates’ suggestions and contributions, ascribe
success to themselves and failure to subordinates, and
prioritize their dignity and self-confidence, which can
foster distance and distrust between subordinates and
leaders (Z. Wang et al. 2019). So it is necessary to test
employees’ trust in their leaders, based on existing
phenomena, in order to see how it affects employee
work performance. The detrimental effects of
authoritarian leadership are also evident in the context
of interpersonal relationships, work climate, and
employee job performance (Yi, 2022). Authoritarian
leaders frequently control and manipulate information
to maintain power distance, which sets an unfavorable
example for subordinates and is not conducive to
improving employee job performance (Z. Wang et al.
2019). So it is also important to know more deeply
how the power distance fostered by authoritarian
leadership can influence work performance and job
role clarity as well as how the influence of employee
job role clarity affects employee job performance
where researchers conduct research, such as in the
research conducted (Nawaz et al. ., 2022). Given the
ongoing debate surrounding the impact of authoritarian
leadership on employee work performance, further
research is essential to elucidate the precise influence
on performance and the potential for leaders to adapt
their approach based on past outcomes (Pizzolitto et
al. 2023).

Previous research has identified several factors that
influence employee job performance when viewed
from the influence of authoritarian leadership. These
include the clarity of job roles, trust in leaders, and
power distance. Previous research has partially
examined the factors that influence employee work
performance when viewed from the influence of
authoritarian leadership. This research introduces a
novel approach by examining the moderating effect of
power distance on the effect of authoritarian leadership
on job role clarity and employee job performance, also
test the mediating effect of job role clarity and trust
in leaders on the effect of authoritarian leadership on
employee job performance. This study aims to examine
the direct and indirect effect of authoritarian leadership
on employee job performance through job role clarity,
power distance, and trust in leaders
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METHODS

The research was conducted at water utility company
in West Sumatera with a population of 189 employees.
Data collection was carried out through direct
distribution of paper-based questionnaires. The
researcher explained directly to the respondents the
questions contained in the research questionnaire based
on the 16 existing question indicators. This type of
research is quantitative research. This study employed
a non-probability sampling technique, specifically
purposive sampling, with the sample criteria being
a work tenure of more than one year and full-time
employees. From the existing population, only 176
employees were ultimately used as samples for this
research. This sample size meets the requirements for
multivariate research, where the sample size is based
on the assumption that the sample size is at least 5-10
times the number of indicator variables (Nawaz et al.
2022).

The data obtained was then analyzed using the
Structural Equation Modeling-Partial Least Square
(SEM-PLS) method with a Likert scale ranging from
1 to 5. Researchers tested each variable used in this
research based on the questions used by previous
researchers. Among them is authoritarian leadership
measured using indicators developed by (Gumusluoglu
et al. 2020). Employee work performance is measured
using indicators developed by (Caliskan & kdoroglu,
2022). Job Role Clarity is measured using indicators
developed by (Unegbu et al. 2023). Trust in Leaders
is measured using indicators developed by (Adams et
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al. 2008), Power Distance is measured using indicators
developed by (Templer, 2003). Conceptual framework
in Figure 1.

Hypothesis

Authoritarian  Leadership and Employee Job

Performance

Authoritarian leadership is often associated with
negative performance, but under certain conditions this
leadership can also have a positive impact on group
performance (Pizzolitto et al. 2023). Authoritarian
leadership can have a negative influence on employee
job performance (Huang et al. 2023). The negative
impact of authoritarian leadership is also shown
on interpersonal relationships, work climate and
employee job performance (Yi, 2022). Authoritarian
leaders often control and manipulate information to
maintain power distance, which sets a bad example
for subordinates and is not conducive to improving
employees’ job performance (Z. Wang et al. 2019). The
negative relationship between authoritarian leadership
and workplace outcomes can be demonstrated by
team interaction, organizational commitment, task
performance, and extra-role performance (Du et al.
2020). Finally, according to research (Huang et al.
2023), authoritarian leadership is negatively related to
leader effectiveness, which ultimately harms employee
task performance.

H1: Authoritarian leadership has a negative effect on
employee work performance.

Power Job Role
Distance Clarity
Authoritarian Employee Job
Leadership Performance
Trust In
Leaders

Figure 1. Conceptual Framework
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Authoritarian Leadership and Job Role Clarity

Authoritarian leadership causes employees to feel
micromanaged and less empowered in making
decisions, which can reduce the clarity of work roles
(Nawaz et al. 2022). Authoritarian leadership will
increase role ambiguity (Zhang & Xie, 2017). Role
ambiguity occurs due to a lack of necessary information
regarding role expectations for certain organizational
positions, so that job role clarity is needed which is a
clear understanding of the tasks, goals and expectations
of their job role so that employees will know what
authority they have to decide and what they will do.
achieve(Thangavelu, 2017).

H2: Authoritarian leadership has a negative effect on
role clarity

Job Role Clarity and Employee Job Performance

Clarity of employee job roles has a significant effect on
employee job performance (Thangavelu, 2017). When
employees have a clear understanding of their roles,
they will be more engaged, productive, and motivated,
because role clarity helps employees understand their
specific tasks, goals, and how their work contributes to
the organization’s larger goals (Nawaz et al. 2022). The
clearer an employee’s work role will have a positive
impact on employee work performance (M. C. C. Lee
et al. 2024), while role ambiguity can have a negative
impact on employee work performance (Ahmad &
Din, 2023). A lack of role clarity can lead to stress,
poor prioritization, and duplication of work, which
ultimately has a negative impact on individual and
team performance (Kundu et al. 2020).

H3: Clarity of employee job roles has a positive effect
on employee job performance

Authoritarian Leadership and Trust in Leaders

Authoritarian leadership tends to reduce trust in
leaders because of its negative traits and the poor
social exchange relationships it fosters, but the
specific skills possessed by authoritarian leaders can
reduce these effects, and the context can influence the
type of leadership that fosters trust (D. Wang et al .,
2022). In contrast, employees with high cognitive
trust in their leaders show fewer negative reactions
to authoritarian leadership, indicating that trust can
reduce the negative impact of authoritarian leadership
(Du et al. 2020). Authoritarian leaders tend to ignore
subordinates’ suggestions and contributions, attribute
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success to themselves and failure to subordinates, and
focus on their dignity and self-confidence, which can
create distance and distrust between subordinates and
leaders (Z. Wang et al. 2019) . Overall, the literature
highlights that authoritarian leadership tends to
weaken trust in leaders, which can have significant
negative consequences for employee behavior and job
performance.

H4: Authoritarian leadership has a negative effect on
trust in leaders

Trust in Leaders and Employee Job Performance

The extant literature indicates that trust in leaders
has a direct impact on employee work performance.
Employees who trust their leaders tend to exhibit higher
levels of motivation and commitment to their work,
which in turn leads to enhanced performance (Asencio,
2016). Trust in leaders, such as direct superiors,
coworkers, and top managers, has an independent and
irreplaceable impact on employee job performance (C.
C. Lee et al. 2023). When employees trust their leaders,
they will be more motivated, engaged, and committed
to their work, resulting in better job performance
(Kleynhans et al. 2022). Research consistently shows
that when employees trust their leaders, they are more
engaged, more committed, and perform better in their
roles.

HS5: Trust in leaders has a positive effect on employee
job performance

The Mediating Role of Job Role Clarity and Trust in
Leaders on The Effect of Authoritarian Leadership on
Employee Job Performance

Authoritarian leadership was found to have positive
and negative impacts on employee job performance
(Pizzolitto et al. 2023). On the one hand, authoritarian
leadership can produce a clear definition of roles
and responsibilities, thereby increasing the clarity of
employees’ job roles (H. Wang & Guan, 2018). On the
other hand, authoritarian leadership can also cause a
lack of autonomy and creativity, thus having a negative
impact on employee work performance (Nawaz et al.
2022). Job role clarity plays an important mediating
role in the relationship between authoritarian leadership
and employee job performance (H. Wang & Guan,
2018). When employees have a clear understanding
of their roles, they will be more engaged, productive,
and motivated, because role clarity helps employees
understand their specific tasks, goals, and how their
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work contributes to the organization’s larger goals
(Nawaz et al. 2022).

H6: Job role clarity mediates the relationship between
authoritarian leadership and employee job performance

The decline in trust in leaders is attributable to the
characteristics of authoritarian leaders, including a
proclivity for violence, a tendency to maintain high
power distance, and an absence of personal warmth,
which collectively impede the formation of high-
quality relationships between leaders and employees
(D. Wang et al. 2022). Employees who trust their
leaders will be more open about their work and seek
guidance when needed, resulting in better performance
results (Arwika, 2022). Research shows that trust in
leaders is an important factor in determining employee
job performance. When employees trust their leaders,
they will be more motivated, engaged, and committed
to their work, resulting in better job performance
(Kleynhans et al. 2022). The mediating effect of trust
in the leader on the indirect influence of authoritarian
leadership on employee job performance is an important
aspect in understanding how authoritarian leadership
style impacts employee job performance.

H7: Trust in leaders mediates the relationship between
authoritarian leadership and employee job performance

Moderating Role of Power Distance

Individual power distance is the extent to which less
powerful members in an organization accept that power
is distributed unequally (Chien Jie et al. 2020). In
contexts where there are significant power differences
between leaders and employees, authoritarian
leadership can increase the clarity of job roles, resulting
in better employee performance (Nawaz et al. 2022).
Conversely, when power distance is low, the positive
impact of authoritarian leadership on job role clarity
will be weaker (H. Wang & Guan, 2018). In particular,
higher individual power distance can strengthen
the positive impact of authoritarian leadership on
employee job performance, job role clarity, learning
goal orientation, and organizational engagement (H.
Wang & Guan, 2018)(Nawaz et al. 2022).

HS8: Power distance moderates the relationship between
authoritarian leadership and employee job role clarity.

The positive impact of authoritarian leadership on
employee job performance is enhanced when power
distance is elevated. Nevertheless, in situations where
power distance is low, the positive effect is less
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pronounced (Nawaz et al. 2022). Employees who are
more accepting of unequal distribution of power and
have greater psychological dependence on their leaders
tend to accept authoritarian leadership more easily and
are more likely to focus on their work and improve their
competence and abilities (H. Wang & Guan, 2018). In
contrast, employees with lower power distance tend
to be less motivated and may experience negative
impacts such as emotional exhaustion (J. Wang et al.
2022). Specifically, higher individual power distance
can strengthen the positive impact of authoritarian
leadership on employee job performance, job role
clarity, learning goal orientation, and organizational
engagement (Nawaz et al. 2022). A higher power
distance index in an organization can lead to better
employee job performance (Chien Jie et al. 2020).

H9: Power distance moderates the relationship between
authoritarian leadership and employee job performance.

RESULTS

Research data was analyzed using a quantitative method
approach, using a measurement model in Partial Least
Squares Structural Equation Modeling (PLS-SEM).
That is, it is based on a composite-based approach.
SEM PLS has two models, namely the outer model and
the inner model, which are used to analyze complex
relationships between constructs and indicators in
multivariate data (Hair et al. 2019). After carrying out a
validity and reliability test (Convergent Validity) on the
results of this research, all indicators for each variable
were declared valid as shown in Table 1, so that they
could proceed to the Discriminant Validity test. Where
an indicator is considered reliable/valid if it has a
correlation (outer loading) that must be greater than or
equal to 0.70, an AVE value above 0.60, a composite
reliability value greater than 0.7 and a Cronbach alpha
above 0.70 (Hair et al. , 2019; Magno et al. 2022).

The inner model is tested using Partial Least Squares
(PLS) Structural Equation Modeling (SEM) with the
R-Square (R?) statistic, which measures the proportion
of variance in the endogenous latent variable that is
explained by the exogenous latent variable. This test
is utilized to assess the predictive efficacy of the model
(Sarstedt et al. 2020). In other words, R-Square (R?)
represents a statistical measure that demonstrates the
degree to which a model is effective in explaining
the variance of a dependent variable in relation to
one or more independent variables. An R? value of
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0.67 or higher indicates a strong relationship between
the independent and dependent variables. An R?
value between 0.33 and 0.66 indicates a moderate
relationship, while an R? value below 0.33 indicates a
weak relationship (Ravand & Baghaei , 2016).

From Table 2 it can be seen that the R-Square value
for the job performance variable is 0.752. This value
shows that 75.20% of job performance variables can
be explained by clarity of job roles and trust in leaders,
while the remaining 24.8% is explained by other
variables not explained in this research. The R-Square
value for the job role clarity variable is 0.239. This value
shows that 23.9% of job role clarity can be explained
by job performance and trust in leaders, while the
remaining 76.1% is explained by other variables not
explained in this study. And the R-Square value for the

Table 1. Vadility and Reliability Test
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variable trust in leaders is 0.089. This value shows that
8.9% of the variable trust in leaders can be explained
by job performance and clarity of job roles, while the
remaining 91.1% is explained by other variables not
explained in this research. After testing the outer model
and inner model, a causal relationship hypothesis is
then carried out for the research variables, as shown
in Table 3.

Table 3 illustrates that all hypotheses, both direct effects
(H1, H2, H3, H4, HS, H8, and H9) and indirect effects
(H6 and H7), are supported by the findings of this study.
The negative direction is shown by H1, H2, H4 , H6,
H7 and the positive direction is shown by H3, HS, HS,
H9 where a hypothesis is accepted if the significance
level value is 5% (p<0.05) and the t-statistic value is
>1.96 (Hair et al. 2019 ).

Variabel AVE Cronbach Alpha Composite reliability
Authoritarian leadership 0.770 0.963 0.968
Job Performance 0.685 0.954 0.954
Job Role Clarity 0.685 0.974 0.975
Power Distance 0.811 0.979 0.979
Trust In Leaders 0.739 0.981 0.982
Table 2. R square (R?)
Variable R-square
Job Performance 0.752
Job Role Clarity 0.239
Trust In Leadership 0.089
Table 3. Hypothesis of Direct and Indirect Effects
Hypothesis Path Coefficients T statistics P values Decision
HI Authoritarian Leadership —Job Performance -0.354 5.426 0.000 Supported
H2 Authoritarian Leadership — Job Role Clarity -0.349 6.778 0.000 Supported
H3 Job Role Clarity — Job Performance 0.270 2.655 0.008 Supported
H4 Authoritarian Leadership — Trust in Leadership -0.299 3.715 0.000 Supported
H5 Trust in Leadership — Job Performance 0.556 6.841 0.000 Supported
H6 Authoritarian Leadership — Job Role Clarity — Job -0.094 2.293 0.022 Supported
Performance
H7 Authoritarian Leadership — Trust in Leadership — Job -0.166 3.043 0.002 Supported
Performance
HS8 Power Distance x Authoritarian Leadership — Job 0.117 2.326 0.020 Supported
Performance
H9 Power Distance x Authoritarian Leadership — Job Role 0.254 3.831 0.000 Supported
Clarity
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The findings of this research indicate that authoritarian
leadership has a negative effect on employee job
performance. The findings of this research are
consistent with those of previous studies indicating
that authoritarian leadership has a detrimental impact
on interpersonal relationships, the work climate, and
employee job performance (Yi, 2022), authoritarian
leadership has a negative relationship with leader
effectiveness evaluation, which in the end is detrimental
to task performance or task performance (Huang et al.
al., 2023) and authoritarian leadership has a negative
influence on task performance (Z. Wang et al. 2019).
Where task performance is one indicator of employee
work performance (Caliskan & Koéroglu, 2022).

Furthermore, authoritarian leadership has a negative
impact on the clarity of job roles, which is supported in
this research, in line with research findings which state
that authoritarian leadership has a negative impact on
the clarity of employee job roles (Zhang & Xie, 2017),
where roles and expectations are not predetermined
for employees’ work under authoritarian leadership.
will result in an unstructured and disorganized work
environment, which can result in decreased clarity of
employee job roles (Nawaz et al. 2022). In carrying out
their work duties, employees need adequate information
about work responsibilities, detailed information about
work procedures, knowledge about work priorities,
adequate feedback and control over the work they do
(Unegbu et al. 2023).

The clarity of job roles has been demonstrated to have
a positive impact on employee job performance. This
is supported by the findings of this research, which
align with those of other studies (M. C. C. Lee et al.
2024). These studies indicate that there is a negative
relationship between role clarity and job performance.
In other words, there is a positive relationship between
role clarity and employee job performance. When
employees lack sufficient information about their work,
this lack of clarity can lead to confusion, frustration,
and perceptions of unfairness in the performance
evaluation process. This may result in difficulties for
employees in meeting performance expectations, which
can have a negative impact on their job performance.
To improve employee job performance, it is essential
to provide them with adequate information about their
work (Celik, 2013). The clarity of job roles perceived
by employees is not only positively related to job
performance but also serves to prevent role ambiguity,
which can result in stress, poor prioritization, and the
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duplication of work. This ultimately has a negative
impact on individual and team performance (Kundu et
al. 2020).

Authoritarian leadership’s has a negative impact on
trust in leaders is supported in this research, in line with
research results which state that employees with high
cognitive trust in their leaders show fewer negative
reactions to authoritarian leadership, which shows that
trust can reduce the negative impact of authoritarian
leadership, but the level Low trust in leaders will foster
negative reactions from the impact of authoritarian
leadership on employee work performance (Du et
al. 2020). Trust in leaders has a positive impact on
employee work performance, which is supported in this
research. This finding is in line with research findings
(C. C. Lee et al. 2023) which states that trust in leaders,
such as direct superiors, colleagues and top managers,
has a positive impact. on employee job performance.

The present study provides evidence that job role
clarity plays a mediating role in the relationship
between authoritarian leadership and employee
job performance. This finding is consistent with
the proposition that the mediating effect of job role
clarity between authoritarian leadership and employee
job performance represents a crucial aspect in
understanding the relationship between authoritarian
leadership and employee work outcomes (H. Wang &
Guan, 2018). Such clarity of job roles can, in turn, have
a positive impact on employee performance, providing
clear direction and expectations (Nawaz et al. 2022).
Conversely, authoritarian leadership may also result
in a lack of autonomy and creativity, which can have
a detrimental impact on employee work performance.
As evidenced by research conducted by Zhang and
Xie (2017), authoritarian leadership fosters role
ambiguity, which impairs individuals’ ability to discern
their work tasks and responsibilities. A lack of role
clarity can precipitate stress, poor prioritization, and
ultimately a detrimental impact on individual and team
performance. Therefore, it is imperative that employees
have access to clear job information in order to fulfill
their job duties and responsibilities effectively (Kundu
et al. 2020).

The research findings also indicate that trust in leaders
plays a mediating role in the influence of authoritarian
leadership on job performance. The findings of this
study align with those of previous studies which
suggest that a decrease in trust can lead to a decrease
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in employee motivation, effort, and overall job
performance. This decrease in trust is caused by the
characteristics of authoritarian leaders such as violence,
high power distance, and impersonality, which hinder
the establishment of high-quality relationships
between leaders and employees (D. Wang et al. 2022).
Employees who trust their leaders will be more open
about their work and seek guidance when needed,
resulting in better performance results (Arwika, 2022).
The findings of this research support the hypothesis that
power distance moderating authoritarian leadership
positively affects employee job role clarity. These results
align with previous studies that have demonstrated a
significant positive impact of authoritarian leadership
on employee job role clarity when individual power
distance is high (Nawaz et al. 2022). This indicates that
in circumstances where there is a considerable disparity
in power between leaders and employees, authoritarian
leadership can enhance the clarity of job roles, which
in turn leads to enhanced performance. Conversely, this
suggests that in situations where there is a significant
power differential between leaders and employees,
authoritarian leadership may have the opposite effect
The present study lends support to the proposition that
power distance moderates the impact of authoritarian
leadership on employee job performance. This finding
aligns with the existing research literature, which
indicates that power distance serves to moderate
the direct influence of authoritarian leadership on
employee job performance, enhancing the positive
effect of authoritarian leadership when individual
power distance is higher and attenuating it when
individual power distance is lower (H. Wang &
Guan, 2018). Individuals with higher power distance
accept and appreciate authoritarian leadership. This
results in a positive correlation between authoritarian
leadership and employee job performance. They view
authoritarian leadership as normal and acceptable.
They are also more motivated by discipline and rules,
which can lead to improved performance. Furthermore,
power distance is a significant factor influencing the
impact of authoritarian leadership on job performance.
Employees with higher power distance are more
inclined to accept authoritarian leadership and are
more likely to be motivated by it, leading to enhanced
job performance. Conversely, employees with lower
power distance may exhibit lower motivation and
may experience adverse effects such as emotional
exhaustion (J. Wang et al. 2022).
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Managerial Implication

This research offers insights into the concept of leadership
and its potential to positively impact a company. It also
sheds light on the influence of authoritarian leadership
on the work performance of employees. Moreover, it is
anticipated that the findings of this study will contribute
to the linking style of leader, sub-ordinate, and contextual
factors.

CONCLUSIONS AND RECOMMENDATIONS
Conclusion

The findings of this research strengthen the impact of
authoritarian leadership on employee performance which
is mediated by job role clarity and trust in the leader
and the moderation of power distance in authoritarian
leadership on job role clarity and employee performance.
From the current research findings, it is clear that
authoritarian leadership has a negative relationship with
employee job performance, job role clarity, and trust in
leaders. In terms of indirect effects, it was found that
job role clarity and trust in leaders mediate authoritarian
leadership on employee job performance. Apart from
that, this research also confirms that the moderating role
of power distance states that power distance moderates
the direct relationship between authoritarian leadership
and job role clarity.

Recommendations

In the context of academic research, the findings of
this study are anticipated to enhance understanding,
knowledge, and the literature review of the subject matter,
specifically with regard to the influence of authoritarian
leadership on employee work performance. This is
achieved through the examination of the role of job
role clarity and trust in leaders, which are moderated by
power distance. This research will be of particular benefit
to other researchers in the future who are interested in
studying the impact of authoritarian leadership in greater
depth. It would be advisable for future researchers
to consider modifying the mediating, moderating, or
dependent variables, such as the leader’s capability as a
moderator. Thus, an examination of the moderating role
of leader capability is expected to reinforce the impact of
authoritarian leadership on trust in leaders and enhance
its influence on job performance.

Ie21



FUNDING STATEMENT: This research did not
receive any specific grant from public, commercial, or
not-for-profit funding agencies.

CONFLICTS OF INTEREST: The author declares
no conflict of interest.

DECLARATION OF GENERATIVE Al
STATEMENT: During the preparation of this work
the author(s) used QuillBot Al in order to check
grammar and polish text. After using this tool/service,
the authors reviewed and edited the content as needed
and take(s) full responsibility for the content of the
published article.

REFERENCES

Adams, B. D., Waldherr, S., & Sartori, J. (2008). Trust
in Teams Scale Trust in Leaders Scale Manual for
Administration and Analyses. Human Systems,
July, 1-26.

Ahmad, M., & din, S. (2023). Effect of Role Conflict
and Role Ambiguity on Employee Creativity.
Library Philosophy and Practice (e-Journal).
https://digitalcommons.unl.edu/libphilprac/7615

Arwika, M. 1. (2022). The Effect of Leadership
Style , Trust In Boss , and Job Satisfaction on
Employee Performance. EAIL 2012. https://doi.
org/10.4108/eai.5-10-2022.2325841

Asencio, H. (2016). Leadership, trust and organizational
performance in the public sector. Transylvanian
Review of Administrative Sciences, 2016(Special
Issue), 5-22.

Budiyanto, E., & Mochklas, M. (2020). Kinerja
Karyawan Ditinjau dari  Aspek Gaya
Kepemimpinan Budaya Organisasi dan Motivasi
Kerja. In Evaluasi Kinerja SDM.

Caliskan, A., & Kéroglu, E. O. (2022). Job Performance,
Task Performance, Contextual Performance:
Development and Validation of a New Scale.
Uluslararas: Iktisadi ve idari Bilimler Dergisi,
8(2), 180-201. https://doi.org/10.29131/
uiibd. 1201880

Celik, K. (2013). The effect of Role Ambiguity and
role conflict on performance of vice principals:
The mediating role of Burnout. In Egitim
Arastirmalari - Eurasian Journal of Educational
Research (Issue 51).

Chien Jie, I. L., Munshid Harun, M. Z., & Djubair, R. A.

Jurnal Aplikasi Bisnis dan Manajemen (JABM),
Vol. 11 No. 2, May 2025

(2020). Effect of Power Distance and Uncertainty
Avoidance on Employees’ Job Performance:
Preliminary Findings. Journal of Technology
Management and Business, 7(2), 69-82. https://
doi.org/10.30880/jtmb.2020.07.02.006

Du, J.,, Li, N. N., & Luo, Y. J. (2020). Authoritarian
Leadership in Organizational Change and
Employees’ Active Reactions: Have-to and
Willing-to Perspectives. Frontiers in Psychology,

10(February), 1-8.  https://doi.org/10.3389/
fpsyg.2019.03076
Fenti Hikmawati. (2017). Metodologi Penelitian.

In PT Rajagrafindo Persada (Vol. 4, Issue 1).
RajaGrafindo Persada.

Gumusluoglu, L., Karakitapoglu-Aygiin, Z., & Hu, C.
(2020). Angels and devils?: How do benevolent
and authoritarian leaders differ in shaping ethical
climate via justice perceptions across cultures?
Business Ethics, 29(2), 388—402. https://doi.
org/10.1111/beer.12260

Hair, J. F., Risher, J. J., Sarstedt, M., & Ringle, C. M.
(2019). When to use and how to report the results
of PLS-SEM. European Business Review, 31(1),
2-24. https://doi.org/10.1108/EBR-11-2018-
0203

Helwig, N. E., Hong, S., & Hsiao-wecksler, E. T.
(2017). Perilaku Organisasi (cetakan pe). CV
Patra Media Grafindo Bandung.

Huang, Q., Zhang, K., Wang, Y., Bodla, A. A., & Zhu, D.
(2023). When Is Authoritarian Leadership Less
Detrimental? The Role of Leader Capability.
International Journal of Environmental Research
and Public Health, 20(1). https://doi.org/10.3390/
1jerph20010707

Khan, M. A., Zubair, S. S., & Kalsoom, Z. (2018).
Impact of Transactional Leadership and
Transformational Leadership on Employee
Performance: A Case of FMCG Industry of
Pakistan. Industrial Engineering Letters, 8(3),
23-30.

Kleynhans, D. J., Heyns, M. M., Stander, M. W., &
de Beer, L. T. (2022). Authentic Leadership,
Trust (in the Leader), and Flourishing: Does
Precariousness Matter? Frontiers in Psychology,
13(April), 1-13. https://doi.org/10.3389/
fpsyg.2022.798759

Kundu, S. C., Kumar, S., & Lata, K. (2020). Effects
of perceived role clarity on innovative work
behavior: a multiple mediation model. RAUSP
Management Journal, 55(4), 457—472. https://

6220



doi.org/10.1108/RAUSP-04-2019-0056

Latifah, Z. (2021). Pentingnya Kepemimpinan Dalam
Organisasi. Seminar Nasional, Vol 01, No, 103—
111.

Lee, C. C., Yeh, W. C, Yu, Z., & Lin, X. C. (2023).
The relationships between leader emotional
intelligence, transformational leadership, and
transactional leadership and job performance: A
mediator model of trust. Heliyon, 9(8), e18007.
https://doi.org/10.1016/j.heliyon.2023.e18007

Lee, M. C. C,, Sim, B. Y. H., & Tuckey, M. R. (2024).
Comparing effects of toxic leadership and team
social support on job insecurity, role ambiguity,
work engagement, and job performance: A
multilevel mediational perspective. Asia Pacific
Management Review, 29(1), 115-126. https://
doi.org/10.1016/j.apmrv.2023.09.002

Magno, F., Cassia, F., & Ringle, C. M. M. (2022). A
brief review of partial least squares structural
equation modeling (PLS-SEM) use in quality
management studies. TQM Journal, 36(5),
1242—-1251.  https://doi.org/10.1108/TQM-06-
2022-0197

Nawaz, K., Usman, M., Mulk, W. U., Ahmad, Z., &
Shahzad, H. (2022). Impact of Authoritarian
Leadership on Employee Performance and Job
Role Clarity . By Moderating Role of Power
Distance . (In Project Line Base Company ). 485—
502. https://doi.org/10.4236/jhrss.2022.103029

Pizzolitto, E., Verna, 1., & Venditti, M. (2023).
Authoritarian leadership styles and performance :
a systematic literature review and research
agenda. In Management Review Quarterly (Vol.
73, Issue 2). Springer International Publishing.
https://doi.org/10.1007/s11301-022-00263-y

Rahman, M. M., Tabash, M. 1., Salamzadeh, A.,
Abduli, S., & Rahaman, M. S. (2022). Sampling
Techniques (Probability) for Quantitative Social
Science Researchers: A Conceptual Guidelines
with Examples. SEEU Review, 17(1), 42-51.
https://doi.org/10.2478/seeur-2022-0023

Ramaditya, M., Effendi, S., & Syahrani, N. A. (2023).
Does Toxic Leadership, Employee Welfare, Job
Insecurity, and Work Incivility Have an Impact
On Employee Innovative Performance at Private
Universities in LLDIKTI III Area? Jurnal
Aplikasi Bisnis Dan Manajemen, 9(3), 830-842.
https://doi.org/10.17358/jabm.9.3.830

Ravand, H., & Baghaei, P. (2016). Partial Least Squares
Structural Equation Modeling with R CB-SEM

Jurnal Aplikasi Bisnis dan Manajemen (JABM),
Vol. 11 No. 2, May 2025

vs PLS-SEM. Practical Assessment, Research &
Evaluation, 21(11), 1-16.

Sarstedt, M., Ringle, C. M., & Hair, J. F. (2020).
Handbook of Market Research. In Handbook
of Market Research (Issue July). https://doi.
org/10.1007/978-3-319-05542-8

Templer Klaus J Templer, K. J. (2003). Dimensions
of Power Distance in Organizations and their
Effects on Subordinates’ Commitment and
Job Satisfaction: A Study from Singapore.
November 2003. https://www.researchgate.net/
publication/362751948

Thangavelu, A. (2017). Role Clarity and Job
Performance among the Employees in Small and
Medium IT Industries. 7(17), 6-10.

Unegbu, V., Ayoola, O., Oduwole, A., Aluko-Arowolo,
T., & Olusanya, F. O. (2023). Role clarity as a
determinant of job satisfaction among library
personnel in South-West universities, Nigeria.
Information Impact: Journal of Information
and Knowledge Management, 14(1), 126—143.
https://doi.org/10.4314/iijikm.v14i1.8

Wang, D., Wang, L., Wei, S., Yu, P, Sun, H., Jiang,
X., & Hu, Y. (2022). Effects of Authoritarian
Leadership on Employees’ Safety Behavior: A
Moderated Mediation Model. Frontiers in Public
Health, 10(May), 1-15. https://doi.org/10.3389/
fpubh.2022.846842

Wang, H., & Guan, B. (2018). The positive effect
of authoritarian leadership on employee
performance: The moderating role of power
distance. Frontiers in Psychology, 9(MAR),
1-10. https://doi.org/10.3389/fpsyg.2018.00357

Wang, J.,Akhtar, M.N., & Wang, Y.(2022). Authoritarian
leadership and cyberloafing: A moderated
mediation model of emotional exhaustion and
power distance orientation. October. https://doi.
org/10.3389/fpsyg.2022.1010845

Wang, Z., Liu, Y., & Liu, S. (2019). Authoritarian
leadership and task performance: the effects of
leader-member exchange and dependence on
leader. Frontiers of Business Research in China,
13(1). https://doi.org/10.1186/s11782-019-
0066-x

Wen, T. B., Theresa, C. F. H., Kelana, B. W. Y., Othman,
R., & Syed, O. R. (2019). Leadership Styles
in Influencing Employees’ Job Performances.
International Journal of Academic Research in
Business and Social Sciences, 9(9). https://doi.
org/10.6007/ijarbss/v9-19/6269

I623



Yi, K. (2022). How Does Authoritarian Leadership

Influence Employees and  Organisation?
Proceedings of the 2022 6th International
Seminar on Education, Management and
Social Sciences (ISEMSS 2022). https://doi.

0rg/10.2991/978-2-494069-31-2_366

Jurnal Aplikasi Bisnis dan Manajemen (JABM),
Vol. 11 No. 2, May 2025

Zhang, Y., & Xie, Y. H. (2017). Authoritarian leadership

and extra-role behaviors: A role-perception
perspective. Management and Organization
Review, 13(1), 147-166. https://doi.org/10.1017/
mor.2016.36

6241



