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This paper aims to provide an in-depth 

understanding of how the combination of 

intuitive leadership and mentoring can be a key 

factor in achieving competitive advantage and 

sustainable growth in the modern business 

context. The method used is qualitative where 

the source of findings comes from articles related 

to the variables in this paper, with a time span of 

ten years and this proof to strengthen and 

provide an implementation result in a result in a 

scientific paper or article. Intuitive leadership and 

mentoring on employee performance, it can be 

concluded that these two elements play an 

important role in shaping a productive work 

environment that supports individual growth. 

Intuitive leadership, with its emphasis on instinct-

based decision-making and emotional 

intelligence, creates responsive and adaptive 

leaders. This dynamic work environment allows 

employees to thrive, creating a culture of 

flexibility and innovation. Mentoring also 

contributes significantly to employee 

performance, through personalized and ongoing 

mentoring. With mentors in place, employees can 

experience increased job satisfaction, engagement 

and development of specialized skills.   
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INTRODUCTION  
In today's dynamic and competitive business landscape, the role of 

leadership and mentoring in shaping employee performance has attracted 
significant attention. The domains of intuitive leadership and mentoring, aim to 
analyze their joint influence on employee performance in an organizational 
context. According to (Uusi-Kakkuri & Pape, 2018) Intuitive leadership goes 
beyond traditional management styles, emphasizing a leader's ability to access 
their instincts and emotional intelligence. Leaders who possess intuitive qualities 
are skilled at making quick and informed decisions, often relying on a 
combination of experience, perception, and empathy. This type of leadership 
fosters a dynamic and responsive work environment, where adaptability and 
innovation thrive (Barnard & Nel, 2015; Erenda et al., 2018).  

In the context of employee performance, intuitive leaders are well-
positioned to understand the individual strengths and weaknesses of their team 
members. This personalized approach allows for customized guidance and 
support, ultimately contributing to increased job satisfaction and productivity 
(Piotrowski, 2015), real-life examples of intuitive leaders overcoming challenges 
and driving their teams to new heights. Mentoring has a complementary role in 
the employee development landscape. It involves more experienced individuals 
mentoring less experienced colleagues, sharing knowledge, insights and 
providing constructive feedback (Mentoring et al., 2015). Effective mentoring 
relationships go beyond formal structures, fostering a culture of continuous 
learning and growth. Analyzing the impact of mentoring on employee 
performance reveals a range of benefits (Baran, 2017; Malik & Nawaz, 2021).  

Mentored employees often demonstrate higher levels of job satisfaction, 
engagement, and a sense of belonging to the organization, exploring case studies 
of successful mentoring programs, highlighting how they contribute to skill 
development, career advancement, and overall professional fulfillment (Menzin 
et al., 2021). Emphasizes the synergy between intuitive leadership and 
mentoring, emphasizing how their combined influence creates a powerful 
catalyst for employee performance (Lewis, 2018). Intuitive leaders, who are 
attuned to the unique needs of their team members, can strategically use 
mentoring relationships to nurture talent and address specific skill gaps, real 
examples will be outlined to illustrate situations where intuitive leaders 
effectively leverage mentoring to maximize individual and collective 
performance (Agunloye, 2013). From skill development initiatives to career path 
guidance, the symbiotic relationship between intuitive leadership and mentoring 
cultivates a culture of continuous improvement. 

The synergy between intuitive leadership and mentoring, emphasizes 
how their combined influence creates a powerful catalyst for employee 
performance. Intuitive leaders, who are attuned to the unique needs of their team 
members, can strategically use mentoring relationships to nurture talent and 
address specific skill gaps. From skills development initiatives to career path 
guidance, the symbiotic relationship between intuitive leadership and mentoring 
cultivates a culture of continuous improvement (Uslu, 2020). While the benefits 
of intuitive leadership and mentoring are clear, it is important to acknowledge 
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the challenges that may arise, potential barriers, such as the need for leaders to 
strike a balance between intuition and decision-based decision-making, the 
discussion will also include addressing issues related to diversity and inclusion 
in mentoring programs, highlighting the importance of creating an inclusive 
environment to meet the diverse needs of employees (Shamir et al., 2021). 

Measuring the impact of intuitive leadership and mentoring on employee 
performance poses a number of unique challenges, exploring methodologies for 
measuring success, including key performance indicators (KPIs), employee 
feedback mechanisms, and case studies that demonstrate tangible improvements 
attributable to these leadership and mentoring strategies (Doran et al., 2018). 
Explores how effective intuitive leaders and mentors adapt to changing 
technologies, industry trends and work dynamics. This adaptability ensures that 
leadership and mentoring approaches remain relevant and responsive to the 
evolving needs of employees and the organization as a whole, new trends in 
intuitive leadership and mentoring (Apoi et al., 2021). Provides insight into how 
organizations can stay ahead of the curve in developing employee growth and 
performance. 

This paper aims to provide an in-depth understanding of how the 
combination of intuitive leadership and mentoring can be a key factor in 
achieving competitive advantage and sustainable growth in a modern business 
context. 
 
THEORETICAL REVIEW 
Intuitive Leadership 
 Intuitive leadership is a leadership approach that emphasizes the use of 
intuition and instinct in decision-making and problem-solving. It involves 
relying on inner feelings and perceptions to guide actions and strategies. 
Intuitive leaders trust their instincts and rely on their gut feelings when making 
decisions. They have high emotional intelligence, allowing them to understand 
and manage their own emotions as well as those of others. Intuitive leaders are 
adaptable and quickly adjust to changing circumstances based on their intuitive 
insights. They often have an insightful approach, able to see the big picture and 
anticipate future trends and challenges. Intuitive leadership can be beneficial in 
certain situations, especially when quick decisions are required or when dealing 
with ambiguous or complex issues. However, it is important to note that intuitive 
leadership should be balanced with rational analysis and critical thinking to 
ensure well-informed decisions (Doulgerof et al .; Gosling et al., 2012). 
 
Mentoring 
 Mentoring is a developmental relationship that enhances a person's career 
performance, development and potential during various career stages. It 
involves a close and supportive relationship between a more experienced or 
knowledgeable mentor and a less experienced or knowledgeable mentee (Eby & 
Robertson, 2020). Mentoring can occur in a variety of contexts, including 
education, work environments, and organizational life. The concept of mentoring 
has evolved, and traditional definitions are being transformed to encompass the 
changing learning and working environment (Mullen & Klimaitis, 2021). 
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 Mentoring is a valuable development tool that contributes to the growth 
and success of individuals in various fields. It plays an important role in 
encouraging positive development in youth and supporting individuals in their 
personal and professional endeavors (Van Dam et al., 2018). 
 
Employee Performance  

 Employee performance can be defined as the level of productivity, 
efficiency, and effectiveness with which an employee carries out his or her job 
responsibilities in an organization. It includes various aspects such as task 
completion, quality of work, adherence to organizational policies, and 
contribution to the overall goals and objectives of the organization. Employee 
performance is influenced by several factors, including organizational culture, 
employee engagement, job satisfaction, training and development, intrinsic 
rewards, and high-performance work systems. Organizational culture has a 
significant role in shaping employee performance, as it affects how engaged 
employees are at work and their level of productivity (Mafrudoh, 2023). 
 Training and development has been shown to have a positive impact on 
employee performance, as it improves employee skills and capabilities. Intrinsic 
rewards and high-performance work systems can also facilitate employees in 
providing help and voice, leading to expanded role definition and improved 
performance (Mwangi, 2017; Wang et al., 2019). In summary, employee 
performance is a complex concept that is influenced by various factors such as 
organizational culture, job satisfaction, training and development, intrinsic 
rewards, and high-performance work systems. Understanding and addressing 
these factors can contribute to improved employee performance in an 
organization. 

 
METHODOLOGY   

The method used is qualitative where the source of findings comes from 
articles related to the variables in this paper, with a time span of ten years and 
this proof to strengthen and provide an implementation result in a result in a 
scientific paper or article. 
 
RESULTS 
 Intuitive leadership can have a significant impact on employee performance. 
Research shows that servant leadership, mentoring practices, ethical leadership, 
and training and development are some specific aspects of intuitive leadership 
that can impact employee performance. Servant leadership emphasizes the 
leader's role in serving and putting the needs of their employees first, which can 
contribute to increased job satisfaction and employee performance (Doulgerof et 
al., 2006). Mentoring practices, such as acceptance, sponsorship, delegation, and 
relationship, were shown to have a positive and significant impact on employee 
performance in local government agencies (Oamen, 2023). 
 Ethical leadership has a positive and significant impact on employee 
productivity. Training and development has a positive effect on employee 
performance by improving their skills and capabilities (Dittrich-Lagadec et al., 
2010; Malewska & Sajdak, 2014). Results of the paper from (Mnasi et al., 2022) 
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stated that mentoring practices such as acceptance, sponsorship, delegation, and 
relationship have a positive and economic contribution to the employee 
performance model in local government agencies at 95% confidence interval. 
However, the findings showed that role modeling and togetherness had an 
insignificant impact on employee performance at the same confidence interval. 
 The impact of mentoring functions (career, psychosocial, role model) and 
employee performance (career success, organizational citizenship behavior, and 
job performance) through the mediating effect of relational self-efficacy. For this 
purpose, data were collected from 310 banking employees of conventional bank 
branches of Pakistan. PLS-SEM was used for data analysis, showing that there is 
a direct relationship between mentoring function and employee performance 
(Malik & Nawaz, 2021). Results of proprietary papers (Thakur et al., 2020) stated 
that there were no differences in the research variables with respect to gender, 
qualifications, and marital status. Ethical leadership and employee performance 
varied depending on age and experience respectively. A discussion of the 
limitations and scope of future research is also included. 
 In a finding from a paper by (Agarwal & Raghav, 2023) states four key 
variables that improve employee performance. They are employee engagement, 
employee empowerment, development value, and interest value. Based on the 
results, this study provides useful insights to leaders and policymakers on 
determining priorities during policy formation, developing work practices, and 
building or encouraging work culture. 
 Training and development is more likely to improve employee 
performance, results show that employees who have been trained are more likely 
to improve service delivery, training and mentoring can be used to improve 
performance. therefore, the study found that local governments are not 
providing relevant training and development to employees to enable them to 
overcome poor service delivery, the study recommends that local governments 
invest in training and development to enrich employees with new skills and 
knowledge to improve service quality (Nama et al., 2022). 
 A study of (Titilope & Babalola, 2020) stated in his paper that knowledge 
sharing behavior, mentoring, and motivation together affect employee 
performance in selected new generation banks in Lagos, Nigeria. However, in 
terms of relative contribution to employee performance, motivation made a 
higher contribution than knowledge sharing behavior, while mentoring did not 
make a significant contribution to employee performance. Another paper also 
stated that employee training and mentoring showed their influence on 
employee performance (Tanoli, 2016). 
 Mentoring significantly predicts improved employee performance in 
public hospitals in Rivers State, providing recommendations that the 
management of public hospitals design successful mentoring strategies that will 
focus on developing critical employee skills, capacities and competencies, which 
will promote improved employee performance (Ibiye & (Ph.D), 2020). 
 
DISCUSSION 

 Not all results or findings from existing literature were found, so several 
dozens of articles related to employee performance, mentoring, leadership. This 
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discussion provides an overview of the results that have been implemented and 
makes the results of a paper. Intuitive leaders encourage a dynamic and responsive 
work environment where flexibility and innovation flourish. This environment 
encourages flexibility, creativity, and rapid adaptation to changing circumstances, 
Intuitive leadership goes beyond conventional management styles by 
emphasizing a leader's ability to access instinct and emotional intelligence, this 
approach involves making quick, informed decisions based on a combination of 
experience, perception, and empathy. 

Prioritizing these elements is considered critical for sustained success 
amidst the challenges of an ever-changing business landscape. The discussion 
outlines a comprehensive analysis of intuitive leadership and mentoring, 
illustrates their associated impact on employee performance, and emphasizes their 
significance for organizational success. 
 
CONCLUSIONS AND RECOMMENDATIONS 

 Intuitive leadership and mentoring on employee performance, it can be 
concluded that these two elements play an important role in shaping a productive 
work environment that supports individual growth. Intuitive leadership, with its 
emphasis on instinct-based decision-making and emotional intelligence, creates 
responsive and adaptive leaders. This dynamic work environment allows 
employees to thrive, creating a culture of flexibility and innovation. Mentoring also 
contributes significantly to employee performance, through personalized and 
ongoing mentoring. With mentors in place, employees can experience increased 
job satisfaction, engagement and development of specialized skills. A successful 
mentoring program can be a catalyst for employees' professional and personal 
growth. 

The importance of understanding the relationship between intuitive 
leadership and mentoring in the context of employee performance suggests that 
organizations need to consider holistic strategies to optimize the contribution of 
both elements. Creating an environment where intuitive leaders can effectively 
harness the potential of mentoring will provide a competitive advantage and 
sustain organizational success amidst evolving business challenges. 

  
FURTHER STUDY 

The results of this paper can be one of our contributions by representing 
the variables used, for institutions and researchers in the future it can be one of 
the references in continuing in further research. 
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