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Abstract 

The focus of this study is to examine the relationship between transformational leadership, 

empowering leadership and LXM with thriving at work. This research used survey questionnaire 

method for collecting the primary data from 299 officer rank bank employees of Lahore, Pakistan. 

SPSS-25 was used for the analysis of data. Results confirm that transformational leadership, 

empowering leadership and LMX have a positive impact on thriving at work.  This study adds to 

the body of literature by proposing the current framework on the basis of SET theory. This study 

provides guidelines for participating enterprises to enhance workplace thriving by promoting 

transformational leadership, empowering leadership and LMX.  
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1. Introduction 

One of the most recent constructs to gain attention for behavioral advances and a better workplace 

is "thriving" (Jiang & Jiang, 2020; Rai et al., 2024). Recent studies used this emerging variable 

i.e., thriving at work (TAW) (Rahaman et al., 2021). The concept of TAW covers both learning 

and energy. The concept of TAW is relevant and important as it helps as “an adaptive function that 

helps individuals navigate and change their work contexts to promote their development” 

(Spreitzer et al., 2005). TAW is also focused on the application and development of knowledge 

and new skills (Niessen et al., 2017). Additionally, 32% of flourishing employees perform much 

better, and 46%              of these workers are happy with their occupations (Spreitzer & Porath, 2012). TAW 

is one of the emerging issues which affect mostly workplace environment (Ahmed et al., 2021) and is 

essential for the effectiveness of both individuals and the organization (Ali et al., 2018).  
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It has been demonstrated that styles of leadership that focus more on relationships, such as contact 

among the supervisor and the employees, inspire higher levels of creative production (Opoku et 

al., 2019). Those who believe in social skills and the concept of                 reciprocity believe that people do 

more willingly when they feel that they've been given some importance (Parsell & Clarke, 2022). 

This belief is contained by those people who believe in the social exchange theory (SET) of 

reciprocity. SET elaborates that individuals who possess the better level of TAW may contribute 

to society and the environment in a better way (Tsai & Kang, 2019). Scholars also describe that 

when there is more focus on empowering leadership, there is a higher degree of employee 

adaptability (Srivastava et al., 2017), high work behavior (Jada et al., 2019), low ambiguity in 

work-related outcomes (Tierney et al., 2002) and increased work performance (Sigler & Pearson, 

2000). Empowering leaders play a vital role              s in sharing authority with their workers at the 

workplace and by assigning the decision-making authority to other members of their team 

(Lorinkova & Perry, 2017; Susanto et al., 2024). 

LMX is focused on dyadic relationships and describe the exchange of relationships between 

followers or members and leaders (He et al., 2021). The nature of the exchange connection that 

develops between a leader and their followers plays the crucial role of the leadership style (Gupta  

& Sharma 2018). High-quality exchanges result in trust, mutual respect, liking, and this quality of 

relation which has a positive effect on happiness at work (Ellis et al., 2019). The interactions that 

take place between workers and their superiors have a direct influence on workers’ perceptions and 

reduce stress at workplace (Enwereuzor et al., 2020). A number of researches examines that LMX 

has positive influence on TAW (Patnaik & Dubey, 2019; Lartey, 2022; Walumbwa  et al., 2020; Di 

Milia & Jiang 2024). 

Though TAW has gained increased importance, key very few researches have examined the effect 

of empowering leadership (EL) and transformational leadership (TL) on thriving at work in a 

single model. Similarly, no previous research has proposed the relationship of TL, EL and LMX 

with thriving at work on the basis of SET theory. Current study is significant as it focuses on the 

banking sector of developing countries and aims to improve this through the proposed research 

model. 
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The current research paper is organized into 4 sections. Section 1 is about introduction, section 2 

discusses methodology, section 3 provides the information about analysis and finally section 4 

presents the conclusion, limitation and future direction. 

2.  Literature Review   

2.1. Theoretical Framework 

SET is one of the persuasive frameworks for studying employee behavior in organizations 

(Oparaocha, 2016). This theory emerged in the 1920s (Malinowski, 1922) in the fields of 

anthropology (Firth, 1967; Sahlins, 1972), sociology (Blau, 1964), and social psychology 

(Thibault & Kelley, 1959). Although there are diverse concepts of SET, researchers describe it as 

involving a series of connections that create commitment (Emerson, 1976). SET suggests that these 

connections are generally viewed as codependent and reliant on others' actions (Blau, 1964). These 

interdependent exchanges result in stronger relationships (Muriuki et al., 2016).  

2.2. Transformational Leadership and Thriving at work  

Leadership is crucial as organizations are increasingly shifting work into environments based on 

teamwork. This is one of the reasons for leadership gaining enormous importance in recent times. 

However, there hasn't been sufficient research on how leadership grants people more autonomy, 

which ultimately increases their sense of thriving at work. Employees display a greater sense of 

support when their supervisors provide them with more freedom and autonomy in decision-making 

(Tuckey et al., 2012; Desgourdes et al., 2024). One key aspect of relational leadership is TL, which 

involves delegating authority to encourage active participation in assigned responsibilities. 

"Thriving" has recently gained attention for fostering behavioral advances and a positive 

workplace (Jiang et al., 2020). Recent studies have used the emerging construct of TAW (Rahaman 

et al., 2021), which has been linked to important organizational outcomes such as better health, 

performance, reduced burnout, innovation, and self-development (Paterson et al., 2014). TAW 

also emphasizes the development and application of knowledge and new skills (Niessen et al., 

2017).  
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Based on The Social Exchange Theory, several studies have examined the relationship between 

TL and TAW such as Exterkate (2021), Hayavi et al. (2022) and Hildenbrand et al. (2018). 

Similarly, Di Milia and Jiang (2022) also propose that LMX has a positive relationship with 

thriving. Hence, we propose the following hypothesis:  

H1: TL is positively related to TAW. 

2.3. Empowering Leadership 

In the field of behavioral research, numerous leadership styles have been examined, with EL 

emerging as a distinct type of leadership (Amundsen & Martinsen, 2014). In recent years, scholars 

have focused on understanding the impact of leader-empowering actions and their outcomes 

through both deductive and inductive approaches (Srivastava et al., 2006). Empowering leaders 

play a crucial role in sharing authority with employees by delegating decision-making power 

(Lorinkova & Perry, 2017). For successful task completion, they enhance workers’ confidence in 

their abilities (Spreitzer, 1995; Khalil & Yozgat, 2021). 

There are four main leader behaviors in empowerment: enabling employee participation in 

decision-making, emphasizing the significance of their roles, removing bureaucratic barriers, and 

highlighting their strengths (Ahearne et al., 2005; Leach et al., 2003). In short, employees are more 

psychologically empowered when they perceive meaning, autonomy, competence, and impact in 

their work (Spreitzer, 1995; Stoverink et al., 2020). Previous studies have also reinforced the 

concept that EL positively influences TAW (Ali et al., 2018; Li et al., 2016). Hence, the following 

hypothesis is proposed in this regard:  

H2: EL has a positive impact on TAW 

2.4  LMX 

The examination of LMX's effects on various job outcomes has recently gained attention from 

organizational professionals (Buengeler et al., 2021). Researchers have focused on this variable 

because leaders aim to cultivate diverse relationships with their subordinates based on exchanges 

and interactions (Teng et al., 2019). These interactions occur in different forms, and leaders can 

create high levels of dyadic interaction through LMX (Liang et al., 2022). LMX is defined as “the 

extent to which the quality of the relationship between superiors and employees is improved” 
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(Hasib et al., 2020). 

According to LMX theory, dyadic relationships develop over time through a series of interactions 

between leader and member (Martin et al., 2018). Employees reporting lower levels of 

psychological empowerment and job satisfaction also report lower levels of LMX (Martin et al., 

2018). Factors such as the absence of LMX relationships, low self-efficacy, and weak follower-

leader connections contribute to this deprivation. LMX positively impacts TAW (Di Milia & Jiang, 

2022; Li, 2015). The following hypothesis is proposed in this regard:  

H3: LMX has a positive impact on TAW 

 

 

 

 

 

 

 

 

Figure 1. Theoretical Framework   

3. Research Methodology 

The current research is cross-sectional, as responses were collected from 300 bank officers at a 

single point in time. A structured questionnaire was used to gather responses, consisting of 32 

items. TAW was assessed using 10 statements (Spreitzer & Porath, 2012). LMX was adapted from 

Caliskan (2015) with 7 questions, while transformational leadership was also adapted from 

Caliskan (2015) with 10 questions. EL was assessed using 8 statements (Hoch et al., 2010). All 

responses ranged from “1-Strongly Disagree” to “7-Strongly Agree.” The target population was 

private bank officers in Lahore. Data were gathered from lower, middle, and upper management 

through a survey. A total of 453 questionnaires were distributed using convenience sampling, and 

200 usable responses were received. Lower management provided 110 (36.78%) responses, 

middle management 164 (54.85%), and upper management 25 (8.36%). Demographic details are 

presented in Table 1. 
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4. Result & Discussion 

The analysis was conducted using SPSS-25. Descriptive analysis was employed to perform 

demographic analysis. Reliability, correlation, and regression tests were also conducted using 

SPSS-25 to further analyze the data. 

Table 1. Demographics Profile 

Particulars Description Values Percentage 

Gender Male 250 83.27% 

 Female 50 16.72% 

Age group 21-30 110 36.67% 

 31-40 164 54.67 

 41-50 26 8.66 

 51-60 0 0 

Job Position Lower 

Management 
110 36.78% 

 Middle 

Management 
164 54.85% 

 Upper 

Management 
25 8.36% 

Total work 

Experience 

Less than 1 

years 

0 0 

 1-5 years 110 36.78 

 6-10 years 165 54.85% 

 Above 10 Years 25 8.36% 

Recommended 

Working Hours 
4-8 279 93.31% 

 9-12 19 6.35 

 3-16 1 0.33% 

 17-20 0 0 

 21-24 0 0 

Qualification Matric 0 0 

 Inter 0 0 

 Graduation 22 7.02% 

 Masters 278 92.98 
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Table 2 illustrates the reliability of the model which includes factor loading ranges and reliability 

values. All the values of factor loading, and reliability meet the threshold criteria.  

 

Table 2. Reliability 

Construct Items Factor Loading 

Ranges 

Reliability 

LMX 7 0.899 0.841 

Empowering Leadership 

(EL) 

8 0.879 0.835 

Thriving at work (TAW) 10 0.896 0.896 

Transformational 

Leadership (TL) 
7 0.911 0.867 

 

 

            Table 3. Correlation Analysis 

 LMX EL       TL TAW 

LMX 1    

EL 0.342 1   

TL 0.457 0.424 1  

TAW 0.254 0.293 0.364 1 

Note: *. Correlation is significant at the 0.05 level (2-tailed)                                                                   

**. Correlation is significant at the 0.01 level (2-tailed). 

 4.1 Regression Analysis 

Regression analysis was performed to analyze the influence of TL, EL and LMX on TAW. The 

constant term is 14.452. The coefficient (B = 0.364, p = 0.000) indicates that for every unit 

increase in TL, there is a 36.4-unit increase in TAW. This finding aligns with prior research 

(Hayavi et al., 2022; Hildenbrand et al., 2018), which also found a positive impact of TL on 

TAW. Similarly, the coefficient (B = 0.284, p = 0.000) shows that each unit increase in EL is 

associated with a 28.4-unit rise in TAW, supporting previous findings (Ali et al., 2018; Li et 

al., 2016). Lastly, the coefficient (B = 0.249, p = 0.000) reveals that each unit increase in LMX 

results in a 24.9-unit increase in TAW, consistent with earlier research (Di Milia & Jiang, 2022; 

Li, 2015), which also identified a positive effect of LMX on TAW. 
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Table 3. Regression 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

T Sig. B Std. Error Beta 

1 (Constant) 14.452 4.238  5.318        0.000 

TL 0.364 .064 .364 2.692 0.000 

EL 0.284 .065 .372 4.364 0.000 

 LMX 0.249 0.54 0.243 3.434 0.000 

a. Dependent Variable: TAW 

5. Conclusion 

This study aimed to assess the impact of TL, EL, and LMX on thriving at work (TAW). The results 

confirm that all three variables have a positive influence on TAW, with TL having the most 

significant effect. EL also shows a strong positive impact on TAW. Therefore, bank management 

should prioritize employee development and leadership skills, as fostering these qualities will 

enhance satisfaction and contribute to thriving at work. 

5.1 Research Limitation and future direction 

This research has several limitations. The data was collected solely from banks in Lahore, limiting 

the generalizability of the findings. Future studies could collect data from banks across all 

provinces of Pakistan to provide more robust results. Additionally, this study is cross-sectional in 

nature, and future research could adopt a longitudinal design to improve generalizability. 

Expanding future research to include employees from the manufacturing and services industries 

could also provide more in-depth insights and explanations. 

 

References 

Ahearne, M., Mathieu, J., & Rapp, A. (2005). To empower or not to empower your sales force? An 

empirical examination of the influence of leadership empowerment behavior on customer 

satisfaction and performance. Journal of Applied psychology, 90(5), 945-963. 



    

Annals of Management Review                       

   

                                                                     

9 
Volume 1 Issue 1, (1-13)                             

Ahmed, W., Tscharke, B., Bertsch, P. M., Bibby, K., Bivins, A., Choi, P., ... & Mueller, J. F. (2021). SARS-

CoV-2 RNA monitoring in wastewater as a potential early warning system for COVID-19 

transmission in the community: A temporal case study. Science of The Total Environment, 761, 

144216. 

Ali, M., Lei, S. H. E. N., Jie, Z. S., & Rahman, M. A. (2018). Empowering leadership and employee 

performance: A mediating role of thriving at work. International Journal of Asian Business and 

Information Management (IJABIM), 9(2), 1-14. 

Amundsen, S., & Martinsen, Ø. L. (2014). Self–other agreement in empowering leadership: Relationships 

with leader effectiveness and subordinates' job satisfaction and turnover intention. The Leadership 

Quarterly, 25(4), 784-800. 

Blau, P. M. (1964). Justice in social exchange. Sociological inquiry, 34(2), 115-132. 

Buengeler, C., Piccolo, R. F., & Locklear, L. R. (2021). LMX differentiation and group outcomes: A 

framework and review drawing on group diversity insights. Journal of Management, 47(1), 260-

287. 

Caliskan, G. (2015). An examination of coach and player relationships according to the adapted LMX 7 scale: 

A validity and reliability study. Measurement in Physical Education and Exercise Science, 19(1), 22-

33. 

Di Milia, L., & Jiang, Z. (2024). Linking leader-member exchange and work–nonwork balance: the mediating 

role of thriving at work and the moderating role of gender. Personnel Review, (ahead-of-print). 

Desgourdes, C., Hasnaoui, J., Umar, M., & Feliu, J. G. (2024). Decoding laissez-faire leadership: 

an in-depth study on its influence over employee autonomy and well-being at work. 

International Entrepreneurship and Management Journal, 20(2), 1047-1065. 

Ellis, A. M., Bauer, T. N., Erdogan, B., & Truxillo, D. M. (2019). Daily perceptions of relationship quality 

with leaders: implications for follower well-being. Work & Stress, 33(2), 119-136. 

Emerson, T. I. (1976). Legal foundations of the right to know. Wash. ULQ, 1. 

Enwereuzor, I. K., Ugwu, L. E., & Nnadozie, E. E. (2021). Dynamics of person-supervisor fit in relationship 

quality and well-being of university academicians. Personnel Review, 50(5), 1356-1371. 

Exterkate, L., Peters, M., Somford, D. M., & Vergunst, H. (2021). Functional and oncological outcomes of 

salvage cryosurgery for radiorecurrent prostate cancer. BJU international, 128(1), 46-56. 



    

Annals of Management Review                       

   

                                                                     

10 
Volume 1 Issue 1, (1-13)                             

Firth, R. (1967). Ritual and Drama in Malay Spirit Mediumship1. Comparative Studies in Society and 

History, 9(2), 190-207. 

Hasib, K. M., Iqbal, M. S., Shah, F. M., Mahmud, J. A., Popel, M. H., Showrov, M. I. H., ... & Rahman, O. 

(2020). A survey of methods for managing the classification and solution of data imbalance 

problem. arXiv preprint arXiv:2012.11870. 

Hayavi-Haghighi, M. H., Gharibzade, A., Choobin, N., & Ansarifard, H. (2024). Applications and outcomes 

of implementing telemedicine for hypertension management in COVID-19 pandemic: A systematic 

review. Plos one, 19(8), e0306347. 

He, J., Morrison, A. M., & Zhang, H. (2021). How high-performance HR practices and LMX affect 

employee engagement and creativity in hospitality. Journal of Hospitality & Tourism Research, 

45(8), 1360-1382. 

He, Z., Ren, L., Yang, J., Guo, L., Feng, L., Ma, C., ... & Wang, C. (2021). Seroprevalence and humoral 

immune durability of anti-SARS-CoV-2 antibodies in Wuhan, China: a longitudinal, population-

level, cross-sectional study. The Lancet, 397(10279), 1075-1084. 

Hoch, J. E., Pearce, C. L., & Welzel, L. (2010). Is the most effective team leadership shared?. Journal of 

Personnel Psychology. 17(4), 75-84. 

Jiang, R. D., Liu, M. Q., Chen, Y., Shan, C., Zhou, Y. W., Shen, X. R., ... & Shi, Z. L. (2020). Pathogenesis 

of SARS-CoV-2 in transgenic mice expressing human angiotensin-converting enzyme 

2. Cell, 182(1), 50-58. 

Khalil, M. A., & Yozgat, U. (2021). Psychological empowerment and job satisfaction: Insights from Libyan 

banking sector. Journal of Islamic World and Politics, 5(2), 179-195. 

Lartey, F. M. (2022). Using EENDEED to Measure Remote Employee Engagement: Influence of the Sense 

of Belonging at Work and the Leader-Member Exchange (LMX) on Virtual Employee 

Engagement. Journal of Human Resource and Sustainability Studies, 10(2), 203- 222. 

Leach, C. W., Spears, R., Branscombe, N. R., & Doosje, B. (2003). Malicious pleasure: schadenfreude at 

the suffering of another group. Journal of personality and social psychology, 84(5), 932-948. 

Li, J., Galley, M., Brockett, C., Spithourakis, G. P., Gao, J., & Dolan, B. (2016). A persona-based neural 

conversation model. arXiv preprint arXiv:1603.06155. 

Liang, L., Gu, W., Wu, Y., Zhang, B., Wang, G., Yang, Y., & Ji, G. (2022). Heterointerface engineering in 

electromagnetic absorbers: new insights and opportunities. Advanced Materials, 34(4), 2106195. 



    

Annals of Management Review                       

   

                                                                     

11 
Volume 1 Issue 1, (1-13)                             

Lorinkova, N. M., & Perry, S. J. (2017). When is empowerment effective? The role of leader-leader 

exchange in empowering leadership, cynicism, and time theft. Journal of Management, 43(5), 

1631-1654. 

Malinowski, B. (1922). Ethnology and the Study of Society. Economica, (6), 208-219. 

Martin, J. (2022). Martin Library Leadership survey: development, reliability and validation. Library 

Management, 43(3/4), 306-316. 

Muriuki, L., Maru, L., & Kosgei, D. (2016). Internal marketing strategy, employee performance, and 

organizational commitment in selected public universities in Nairobi County, Kenya. International 

Journal of Business and Social Science, 6(8), 91-107. 

Oparaocha, G. O. (2016). Towards building internal social network architecture that drives 

innovation: A social exchange theory perspective. Journal of Knowledge Management, 20(3), 

534-556. 

Opoku, M. A., Choi, S. B., & Kang, S. W. (2019). Servant leadership and innovative behaviour: An 

empirical analysis of Ghana’s manufacturing sector. Sustainability, 11(22), 6273. 

Parsell, C., & Clarke, A. (2022). Charity and shame: Towards reciprocity. Social Problems, 

69(2), 436-452. 

Paterson, T. A., Luthans, F., & Jeung, W. (2014). Thriving at work: Impact of psychological capital 

and supervisor support. Journal of Organizational Behavior, 35(3), 434-446. 

Patnaik, A., & Dubey, R. (2019). Impact of leadership on Employee engagement and intent to stay. 

International Journal on Leadership, 7(2), 58-67. 

Rahaman, M. S., Rahman, M. M., Mise, N., Sikder, M. T., Ichihara, G., Uddin, M. K., ... & Ichihara, 

S. (2021). Environmental arsenic exposure and its contribution to human diseases, toxicity 

mechanism and management. Environmental Pollution, 289, 117940. 

Rai, A., Kim, M., & Pereira, V. (2024). How supportive and challenging behaviors of leaders promote 

employees' thriving at work: An examination of underlying mechanisms. Journal of Business 

Research, 172, 114439. 

 

Sahlins, M. (2013). The original affluent society. In Sociological Worlds (pp. 2-14). Routledge. 

Schaufeli, W. B., Salanova, M., Gonzalez-Roma, V., & Bakker, A. B. (2002). The measurement of 



    

Annals of Management Review                       

   

                                                                     

12 
Volume 1 Issue 1, (1-13)                             

engagement and burnout: A two-sample confirmatory factor analytic approach. Journal of 

Happiness Studies, 3(1), 71-92. 

Spreitzer, G., & Porath, C. (2012). Creating sustainable performance. Harvard business 

review, 90(1), 92-99. 

Spreitzer, G., Sutcliffe, K., Dutton, J., Sonenshein, S., & Grant, A. M. (2005). A socially embedded 

model of thriving at work. Organization science, 16(5), 537-549. 

Srivastava, A., Bartol, K. M., & Locke, E. A. (2006). Empowering leadership in management teams: 

Effects on knowledge sharing, efficacy, and performance. Academy of management 

journal, 49(6), 1239-1251. 

Srivastava, A., Morgan, A. P., Najarian, M. L., Sarsani, V. K., Sigmon, J. S., Shorter, J. R., ... & De 

Villena, F. P. M. (2017). Genomes of the mouse collaborative cross. Genetics, 206(2), 537-

556. 

Susanto, P. C., Suhendra, A., Sundari, P., Wijayanthi, I. A. T., & Fachrial, P. (2024). Coaching 

Approach: Empowering Team Work For Organizational Transformation: Human Resource 

Management. International Journal of Advanced Multidisciplinary, 3(2), 393-406. 

Stoverink, A. C., Kirkman, B. L., Mistry, S., & Rosen, B. (2020). Bouncing back together: Toward a 

theoretical model of work team resilience. Academy of Management Review, 45(2), 395-422. 

Teng, H. Y., & Yi, O. (2022). How and when authentic leadership promotes prosocial service behaviors: A 

moderated mediation model. International Journal of Hospitality Management, 104, 103227. 

Thibault, L. (1983). Tangent cones and quasi-interiorly tangent cones to multifunctions. Transactions 

of the American Mathematical Society, 277(2), 601-621. 

Tierney, W. G. (2002). Get real: Representing reality. International Journal of Qualitative Studies in 

Education, 15(4), 385-398. 

Tsai, J. C. A., & Kang, T. C. (2019). Reciprocal intention in knowledge seeking: Examining social exchange 

theory in an online professional community. International Journal of Information Management, 48, 

161-174. 

Tuckey, M. R., Bakker, A. B., & Dollard, M. F. (2012). Empowering leaders optimize working conditions 

for engagement: a multilevel study. Journal of occupational health psychology, 17(1), 15. 

Usman, M., Liu, Y., Li, H., Zhang, J., Ghani, U., & Gul, H. (2021). Enabling the engine of workplace 



    

Annals of Management Review                       

   

                                                                     

13 
Volume 1 Issue 1, (1-13)                             

thriving through servant leadership: The moderating role of core self- evaluations. Journal 

of Management & Organization, 27(3), 582-600. 

Yang, L., Holtz, D., Jaffe, S., Suri, S., Sinha, S., Weston, J., & Teevan, J. (2022). The effects of remote 

work on collaboration among information workers. Nature human behaviour, 6(1), 43-54. 


