Journal of Sustainable Human Resource Management

Volume 6. Issue 11. Autumn and winter 2024. Pages 107 to 123.

Research Paper

The Effect of the Perception of the Leader's Humility on Organizational Commitment by
Explaining the Mediating Role of Perceived Emotional Trust and the Moderating Role of
Competitiveness

Samira KhanaliNataj" ) Morteza Movaghar* , Mohsen Alizadeh Sani®

' Department of Executive Management, Faculty of Economic and Administrative Sciences,Mazandaran University, Babolsar.

2 Assistant Professor, Department of Executive Management, Faculty of Economic and Administrative Sciences, Mazandaran
University, Babolsar, Iran.

3 Associate Professor, Department of Executive Management, Faculty of Economic and Administrative Sciences, Mazandaran
University, Babolsar, Iran.

d 10.22080/shrm.2024.4841

Received:

February 27, 2024 Abstract

Accepted: Th t study aims to investigate the impact of leaders' perceived humility on th
May 5l 2024 € present stuay alms 10 Investigate € Impact ot leaders percelve umility on e

organizational commitment of individuals in the tax and finance departments of Mazandaran
province and to provide opportunities for enhancing their organizational commitment. The
research was applied and descriptive in terms of purpose and nature, and a questionnaire was
used as the data collection method. The study population consisted of 923 employees in the
tax and finance departments of Mazandaran province, from whom 271 individuals were
selected as samples using Cochran's formula. Data was collected from employees using
standard questionnaires through a simple random sampling method. The findings obtained
from regression analysis in SPSS software showed that hypotheses one to three were
confirmed while hypothesis four was rejected. Thus, the results indicate that leaders' perceived
humility significantly impacts organizational commitment and the perceived emotional trust
of employees. Additionally, employees' perception of emotional trust influences their
organizational commitment, but followership competitiveness does not moderate the
relationship between leaders' perceived humility and employees' organizational commitment.
In conclusion, recommendations were made for creating a culture of teamwork, sharing desires
and expectations with employees, providing communication skills to employees through
training, etc.
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progress and improve its productivity level.
Hence, the employment of committed, motivated,
and hard-working employees is considered one of
the priorities of organizations (Sarsangi, 1401).
The lack of attention of high-ranking managers of
the organization to this concept can involve the
organization with many issues and problems

Extended abstract

1. Introduction
Decreasing commitment and loyalty is one of the
basic challenges of employees in today's era.

Every organization needs employees bound to
organizational commitment to step on the path of
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because the best plans, policies, and strategies
can be successfully implemented only when the
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employees of the organization have a high level
of organizational commitment. Therefore, the
managers of the organizations should seek to
identify the components that will strengthen and
consolidate the organizational commitment of the
employees (Talabi Shlimaki, 1400).

Organizational leaders always play a fruitful
role in the success of any organization’s
employees. Leaders in work environments
influence employees’ behavioral biases and
perceptions through different mechanisms.
Leadership styles can affect employees’ work
performance (Dastane, 2020). Humble leadership
is a new type of leadership style that has recently
received a lot of attention. Unlike the "top-down"
leadership style, humble leaders are more stable
and show a desire to discuss, share, learn, and
develop with their subordinates Owens et al.,
2016). The presence of mutual and emotional
trust among employees and communication with
mutual trust upstream-downstream in the set of
forces of the tax organization is among other
requirements for the success of this organization's
programs in improving people's commitments.

Organizations are the arena of mutual action
and reaction or overtaking of employees in
various fields of the workspace. This sometimes
leads people to compete with each other on
different issues. Competition is a form of social
interaction between the range of conflict,
cooperation exists, and it becomes a useful and
constructive social action only when it has a
cooperative character (Liborius & Kiewitz,
2022). Today, paying attention to dignity and
self-esteem is very important for employees.
They value gentle and friendly behaviors and
interactions with their colleagues and managers.
But in the meantime, HC people may not expect
kind behavior from their colleagues and higher
levels; in fact, unlike people with lower
competitiveness, value power, and dominance,
this group of people usually show a less negative
reaction to authoritarian behaviors (Liborius &
Kiewitz, 2022).

Considering the above-mentioned cases,
overcoming the challenge of reducing the
commitment and loyalty of employees and the
negative impact on their performance has become
a serious issue for managers. Leadership is the

way of interactions between people who are
involved in emotional interactions on the one
hand and competition with each other on the other
hand. Therefore, this prompted the researchers to
examine these interactions in the tax
organization, where the interaction of people in
different directions between employees and
upstream and downstream is very important. This
has been done, but there has not been any
research that examines this through the role of
mediation and adjustment in the order of
perceived emotional trust  and the
competitiveness of followers, especially in Iran's
tax organizations, which is what we were looking
for in this research. This research can help
managers and tax organizations find the best
methods and strategies to maintain and increase
the commitment and loyalty of their employees
and thus improve the organization’s performance.

2. Research Methods

The present study aimed to investigate the impact
of perceived leader humility on organizational
commitment, with the mediation role of
perceived emotional trust and the moderating
effect of employees' competitiveness. This
research is applied in terms of purpose,
descriptive-correlational in terms of
methodology, and survey-based in terms of data
collection. The statistical population of this study
consists of employees of the Tax and Finance
Department in Mazandaran province. The sample
size was determined using Cochran's formula
with a confidence level of 95% and a margin of
error of 5% .

Information from library resources, theses,
and reputable domestic and foreign websites was
utilized for the theoretical framework and
literature review. Standard questionnaires were
used for field studies, and data analysis was
conducted using the structural equation modeling
method with SMART PLS software. Cronbach's
alpha was used to validate the variables.

3. Results

This research found that it is possible to create an
innovative climate in organizations by using
leadership styles, and this manifestation of the
organization’s innovation climate would increase
employee creativity indicators. The results of this
research showed that leadership styles can be
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used to create an innovation climate in the
organization as well as to create trust and
individual identity in employees. Also, despite
the influence of individual identity in creating an
innovation climate in the organization, trust does
not have this effect. At the same time, the
innovation climate in the organization plays an
effective role in expressing creativity in
employees.

4. Conclusion

The regression analysis results in the PLS
software showed that the perception of leader
humility  significantly impacts employees'
organizational commitment (hypothesis one).
Leaders who trust their followers, value their
knowledge and skills, emphasize their strengths,
and focus on creating a culture of teamwork and
individual growth contribute to positive
competitiveness, increased emotional trust, and
organizational commitment. The results of testing
hypothesis two indicated that leader humility
influences employees’ perceived emotional trust.
This means that when followers perceive leader
humility, they feel they can trust their leaders,
share their problems with them, and rely on
receiving accurate responses. The results of
structural equation modeling tests showed that
employees' perception of emotional trust
significantly affects employees' organizational
commitment (hypothesis three). This suggests

that when followers feel they can trust their
leaders, share their problems with them, and rely
on receiving accurate responses, they will feel
comfortable and satisfied with meeting their
needs. In analyzing the moderating role of
follower competitiveness on the relationship
between leader humility perception and
employees' organizational commitment (which
led to rejecting hypothesis four), it seems better
for leaders in the described community to refrain
from any negative competition stimulation or
creation among followers to avoid reducing their
positive performance levels.
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