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Abstract

This study was conducted to empirically test how follower's organizational citizenship behavior
is influenced by authentic leadership mediated by psychological empowerment. This study
provides in depth understanding of the relationship between leadership styles and follower's
behavior and its strong linkages with psychological empowerment of employees by developing
an appropriate research design. Using a quantitative approach, a cross sectional research design
was employed to examine the association between Authentic Leadership and organizational
citizenship behavior mediated by psychological empowerment. The data was collected from the
200 employees of the textile sector to conduct a research analysis. Reliability analysis, descriptive
statistics, factor analysis, Pearson’s correlation and regression were applied to test the
formulated hypothesis. The results revealed a statically significant relationship among all the
variables proposed for this research study. The results of this research study supported the
structural model where organizational citizenship behavior is strongly influenced by authentic
leadership mediated by psychological empowerment. The result suggested that authentic
leadership behavior should be encouraged in all organizational structures to increase the
psychological empowerment and organizational citizenship behavior among employees. As far
as practical perspective is concerned, it will be helpful for organizations especially in Pakistan
where top-down hierarchical control is prevailing, to shift from control to empowerment by
implementing authentic leadership styles to foster the organizational citizenship behavior
through the linkage of psychological empowerment.

Keywords: Authentic Leadership, Psychological Empowerment, Organizational Citizenship
Behavior.

Introduction

In today's competitive work environment, employees with creativity, motivation and outstanding
performance are considered a key determinant of organization's success (Cross, Baker, & Parker,
2003; Walumba & Lawler, 2003; Pfeffer & Veiga, 1999). Therefore, it is very critical to utilize the
potential of employees for the achievement of organizational goals. Hence, the development of
an effective leadership style has been suggested by many researchers (Yukl, 2002; Northouse,
1997).

The concept of authentic leadership has become a significant area of interest for researchers
over the last decade. Authentic leadership approach aimed at optimism and meaningfulness is
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required to deal with the societal challenges faced by the organizations (Avolio et al., 2004).
Authentic leadership is a process of fostering self-awareness and self-development drawn from
psychological capacity. The literature described that followers of authentic leaders feel more
psychologically empowered about their work (George, 2003). Authentic leaders influence
employee’s behaviour positively (Avolio et al., 2004). Psychological empowerment motivates
employees by increasing a sense of personal control and work engagement to contribute
significantly towards organizational outcomes (Quinn & Spreitzer, 1997).

In this era, organizations are facing multiple challenges due to complex and uncertain
environment. These challenges forced the organizations to be flexible in order to survive in this
globalized market. Traditional practices decreased the employee’s productivity speed and quality
as well. There is a need to shift from control to empowerment in this development phase. In
Pakistan, top-down hierarchical control is prevailing in most of the organizations. In these
Organizations, employees don’t feel themselves to be a part of the organizations as they are not
allowed to think, speak or express their opinion. As a result, employee’s production rate has been
decreased. Therefore, the demand for the employee’s psychological empowerment has been
generated to increase the productivity and meet the challenges of uncertain environment.
However, employee psychological empowerment is insufficient without authentic leadership to
cope with the challenges faced by the organizations in globalized market. Authentic leaders
Provides an Environment of autonomy to their followers by discovering their talent and
empowering them to engage in the tasks accordingly (Clifton &Harter, 2003; Liden, Wayne,
Kraimer & Sparrowee, 2003).

In this era, organizations are facing continuous environmental changes. Therefore organizations
significantly depend on intellectual human capital in order to compete, develop and in this
competitive and dynamically changing environment. Employees’ behavior played a significant
role in the organizational work environment. This dynamically changing environment forced the
organizations to invest large number of financial resources on the training, development and
retention of employeesin order to perform optimal. In this modern era, organizations are defined
as learners so employees’ OCB is definitely going to affect it positively.

Mostly theoretical research on authentic leadership so far has been done, suggesting exploring
the concept of authentic leadership practically (Gardner, Cogliser, Davis, & Dickens, 2011). Most
of researches have described the concept of authentic leadership development (Gardener,
Avolio, Luthans, May, & Walumbwa, 2005; Shamir & Eilam, 2005; Avolio & Gardener, 2005) and
the relationship between authentic leadership and organizational citizenship behavior
(Walumbwa, Peterson, Avolio, & Hartnel, 2010). However, researchers have not given much
importance to authentic leadership concept so far in Pakistan. This study examined the influence
of authentic leadership on psychological empowerment of employees in private sector of
Pakistan. Further it elaborates the concept of psychological empowerment in association with
authentic leadership through literature. This study provides in depth understanding of the
authentic leadership and its link with psychological empowerment of employees by developing
an appropriate research design.

As far as the relationship between leadership and OCB has been concerned, less research has
been done yet. Most of the researches conducted so far have examined the direct effect of
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leadership behaviour and OCB without investigating the role of mediator. Now days it is believed
that employee's attitude have direct effect on organizational outcomes (Ladebo, 2005).
Employees’ work attitude is defined as the thoughts and feelings, employees have about their
organization and job. As employees attitude include behavioural component (Ajzen and Fishbein,
1972), therefore it play a significant role in organizational work environment. Therefore, this
study is conducted to empirically test how follower's behaviour is influenced by authentic
leadership mediated by psychological empowerment.

Research Objectives
The main objective of this research study is to investigate the relationship between authentic
leadership and organizational citizenship behaviour mediated by psychological empowerment. A
scientific research methodology is used to empirically test a structural model.
e To investigate the relationship between authentic leadership and organizational
citizenship behavior

e To examine the relationship between authentic leadership and organizational citizenship
behavior mediated by psychological empowerment

Literature Review

Authentic leadership

According to the published literature, Leadership represents the relationship between leaders
and followers (Howell & Shamir, 2005). Therefore, authentic leadership is a process of applying
the term authenticity to the leader, followers and the relationship between leader & followers
as well (Gardener et al., 2005). Authentic leadership is an advanced approach of leadership
comprised of behavioural transparency (Avolio et al., 2004) and consistency (Eagly, 2005).
Authentic leaders know which qualities they should present at what time and how to get
acceptance in social cultures change (Goffee & Jones, 2005).

The literature on authentic leadership revealed four types of authentic leader’s behaviour that
includes balanced processing, internalized moral perspective, relational transparency, and self-
awareness (Walumbwa et al., 2008; Gardener et al., 2005; llies, Morgeson, & Nahrgang, 2005).
These four dimensions of authentic leadership have gained a considerable attention of research
in the literature of psychology (Walumbwa et al., 2010).

Authentic leaders are more ethical and optimistic that help them to win the trust based
relationship of their followers. Authentic Leaders make their followers committed by showing
them future oriented approach. Green-leaf (2002) stated that authentic leaders motivate their
followers in right direction to make them successful and wiser in their lives. Authentic leaders
being a role model make their follower’s future leader (Avolio & Gardner, 2005). Authentic
leaders being optimistic and future oriented (Gardner et al., 2005; May, Chan, Hodges, & Avolio,
2003), focuses particularly on the development of their followers. Authentic leaders are loyal,
responsible, broadminded, and honest and believe in equality and social justice like other forms
of leadership though distinct in nature (Avolio & Gardner, 2005; George, 2003; Michie & Gooty,
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2005). Authentic leaders induce moral and ethical values in their followers and motivate them to
long term superior relationship with their customers and shareholders (George, 2003).
Authentic leaders value their integrity and develop authenticity in their followers that lead to
their outstanding performance (Gardner et al, 2005). George (2003) stated that authentic
leaders accept their mistakes and try to overcome these short comings in the future. Authentic
leaders focus on the strengths of the workers instead of weaknesses (Gardner & Schermerhorn,
2004). Authentic Leaders contributes positively in organizational performance by emerging all
the characteristics of authentic leaders, work as a role model and develop trust based
relationship with employees.

Authentic Leadership Characteristics

Self-Awareness

Researchers identified self-awareness as the initial point of the authentic leadership (Avolio &
Gardner, 2005; Walumbwa et al., 2008; Avolio et al., 2004; Gardner et al., 2005). Heightened self-
awareness is required in authentic leadership (Avolio et al., 2004). Self-awareness means leaders
know him fully (May et al., 2003). Self-awareness is a process of knowing One's values, strengths,
beliefs, weaknesses (Gardner & Avolio, 2005). Self-awareness refers to the ability of leader to
understand the skills of self and others relevant to emotions and desires (Kernis & Goldman,
2006). Self-awareness is a person's ability to present oneself authentically in front of other in
order to build relationships based on trust (Jourian, 2014). Penger & Cerne (2014) relates self-
awareness to self-reflection.

Balanced Processing

Balanced processing refers to one's ability of analysing the information objectively before making
decisions (Avolio et al.,, 2009).Balanced processing refers to relevant and non-relevant
information about self-esteem incorporating value and belief qualities (Gardener et al., 2005).
Jourian (2014) defined the balanced processing as a process of exploring other analysis and
perspective in decision making.

Internalized Moral Perspective

Internalized moral perspective underscores the ethical aspects of decision making (Walumbwa
et al., 2008). This dimension refers to a behavior of the leader that is based on moral and ethical
standards and not guided by external pressures (Gardener et al., 2005). Jourian (2014) described
the internalized moral perspective as a process of self-regulation. Internalized moral perspective
refers to one's behaviour based on internal values and moral standard rather than external
pressures

Relational Transparency
This dimension of authentic leadership refers to transparent interaction of leader with followers
(Kernis & Goldman, 2006). Relational transparency refers to a key component involves the
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disclosure of one's emotions and values that enhance the followers trust in leaders (Norman,
2006). Relational transparency refers to share and express the information and feelings openly
(Walumbwa et al., 2010).Leaders possessing relational transparency build a trust based
relationship with followers by providing secure environment for growth (Macik-Frey et al., 2009).

Authentic Leadership and Psychological Empowerment

Leaders determine the level of employee’s involvement in decision making processes
(Walumbwa et al.,, 2010). Leaders promoting transparent information sharing and inclusive
climate, both are attributes of authentic leaders heightened the psychological empowerment of
followers (Spreitzer, 1996). Authentic Leadership supports and encourages development of
autonomy while creating developmental opportunities for the followers (Deci, Connell, & Ryan,
1989).

Authentic leaders understand the need of the followers by providing meaning to their work and
show trust in them so they can take initiative and work with autonomy (llies et al., 2005).
Authentic leaders provide more valuable feedback i.e. a key component of psychological
empowerment to the followers through balanced processing and internalized moral perspective
(Walumbwa et al., 2010). Authentic leadership motivates followers to share their power and
responsibility in the leadership and self-development.

Authentic Leadership and Organizational Citizenship Behaviour

An extensive research has been done by many researchers to determine the causes and
consequences of OCB over the last decade and identified several determinants like organizational
characteristics, task characteristics and most importantly leader's behaviour that is relevant to
this study (Podsakoff, MacKenzie, Paine, & Bachrach, 2000). In reviewing literature on OCB,
Organ et al. (2006), found that all researchers concluded a significant association between
leadership and OCB. This comes from the logic that followers usually enact those behaviours that
is emphasized by the behaviour of their leaders (Schneider, Renker, & Maraun, 2005).

It has been very clear from authentic leadership model that open and supportive work
environment behaviours of authentic leaders motivate their followers to engage themselves in
organizational helping behaviour even when this is not a part of their job (Avolio & Gardner,
2005; Brown, Trevifio, & Harrison, 2005). Authentic leaders are perceived to play a significant
role in promoting helping behaviour by describing the benefits of helping others and sharing
information openly to their followers. Therefore, authentic leaders are expected to promote OCB
among their followers.

Research Methodology

Structural Model

The structural model is proposed on the basis of theoretical evidence supported by the literature
review. This model is proposed to understand the relationship among all the variables that has
been determined to encourage the organizational citizenship behavior. Therefore, the authentic
leadership is the most important factors that significantly influence the organizational citizenship
behavior in employees. In addition psychological empowerment is a mediating factor that links
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the leadership styles with the follower’s behavior. This study focuses on the combination of
different variables to understand the relationship among the variables in a comprehensive way.

Psychological Organizational
Empowerment > Citizenship Behavior

Hypotheses
Hypothesis 1: A strong positive relationship exists between Authentic Leadership and
Organizational Citizenship Behaviour

Authentic Leadership

Hypothesis 2: A strong positive relationship exists between Authentic Leadership and
Organizational Citizenship Behaviour mediated by Psychological Empowerment.

Authentic leaders motivate their followers to engage themselves in organizational helping
behaviour even when this is not a part of their job (Avolio & Gardner, 2005; Brown, Trevifio, &
Harrison, 2005). Walumba et al, 2010 found that authentic leadership encourages psychological
empowerment among employees that creates developmental opportunities for the follower’s.
The hypothesis 1 and 2 are developed to examine the relationship between Authentic Leadership
and Organizational Citizenship Behaviour mediated by Psychological Empowerment.

OCB=ao+ a1AL+€t 1
PE= ao+ aiAL+g; 2
OCB= ao+ a1PE+&: 3
OCB=ao+ aiAL+ o;PE+€ 4
Where

AL= Authentic Leadership

OCB= Organizational Citizenship Behavior
PE= Psychological Empowerment

o= Constant

€= Error Term

Research Design

This study used Pearson’s correlation to investigate the causal relationship among authentic
leadership style, organizational citizenship behavior and psychological empowerment. The
correlation design is used to identify the causal relationship between dependent and
independent variables in order to identify the direct or indirect effect. This type of research
design that is based on correlation has certain limitations that should be taken into account
(Babbie & Mouton, 2006; Babbie & Mouton, 2001). Therefore, regression was applied on the
data to analyze the results revealed by applying correlation. The hypothesis formulated on the
basis of structural model is tested with regression in addition to correlation in order to investigate
the relationship among variables considered in this study.
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Sampling Technique and Sample Size

Arandom sampling technique was used to collect the data from the participants. The participants
of the study were the employees of the textile sector. The data was collected from 200
subordinates who were working under a manager. The employees from the textile industry were
selected randomly to fill the questionnaire that will help in the completion of thesis. The size of
the sample is the major concern in sampling. The sample size of the research should be adequate
enough to allow the inference to be made from the findings of the research design about the
population.

Data Collection and Measuring Instruments

The data was collected from the 200 employees of the textile sector to conduct a research
analysis in order to understand the relationship between leadership styles and follower's
behavior mediated by psychological empowerment. The questionnaire was distributed among
the employees with a cover letter contained all the necessary information about the study
required by the participants to complete the questionnaire fairly without leaving an unanswered
guestionnaire. To ensure the confidentiality, participants were not asked any identifying personal
question. The response rate was 100%, as all 200 employees returned the filled questionnaire.
The questionnaire was properly and satisfactorily filled by the participants that can be used in
the study to conduct research analysis.

Authentic Leadership

The Authentic Leadership Questionnaire designed by Walumbwa et al. (2008), was adopted after
some modification to measure the perception of employees regarding the authenticity of their
leaders/supervisor using five point likert scale from strongly disagree (5) to strongly agree(1).
The authentic leadership questionnaire was comprised of four dimensionsi.e. self-awareness and
internalized moral perspective, relational transparency and balanced processing each with four
items. The four components of transformational leadership were combined to create a
composite measure in order to use a single construct of authentic leadership. The highest score
marked by the participants indicates that leader or supervisor displays great behavior regarding
each component of authentic leadership behavior and the lowest score marked by the
participants indicates vice versa.

Psychological Empowerment

The empowerment questionnaire (MEQ) designed by Spreitzer (1995) comprised of four
dimensions including Competence, Meaning, Self-determination and Impact, each with 3-itmes,
was adopted after some modification to measure the empowerment level of employees using
five point likert scale from strongly disagree (5) to strongly agree(1). High Score of psychological
empowerment marked by the participants indicates the level to which employees are
psychologically empowered in their job.

Organizational Citizenship Behavior

Organizational Citizenship Behavior is a modified form of OCB 24- items scale designed by
Podsakoff and colleagues (1990; Appendix C), comprised of five dimensions i.e. Altruism,
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Conscientiousness, Civic Virtue, Courtesy and Sportsmanship, using five point likert scale from
strongly disagree (5) to strongly agree(1) to measure the strength of employee's behavior. The
score indicates the extent to which the participants are engaged in the described behavior Higher
OCB score indicates that participants are engaged more in the above described behavior. The
participants were assured to keep their answers confidential in order to get the fair response.

Data Analysis

The statistical techniques used to analyze the collected data and to test the proposed structural
model includes reliability analysis, descriptive statistics, correlation, factor analysis and
regression. Moreover, Baron and Kenny (1986) approach is used to check the mediation effect
between dependent and independent variables. This study applied multiple statistical techniques
to test the significance of proposed structural model. Statistical Package for social sciences tool
was used to test the hypothesis and analyze the data.

Results of the Study

Reliability Analysis

In Table 4.1, the reliability of all the variables was computed to check the authenticity of the
instrument, used to collect the data from the participants to analyse the proposed model for
research. The Cronbach’s Alpha for all the measures was .815.

Table 4.1 Reliability Analysis
Reliability Statistics

Cranbach's

Alpha

I of tems

815

48

Descriptive Statistics
Table 4.2.1 Descriptive Statistics Authentic Leadership

N Minimum |Maximum |Mean Std. Deviation
Self _Awareness 200 4.00 5.00 4.3375 27768
Lr’ctt?\:ga"zed—Moral—Persp 200 4.00 5.00 4.4062  |.29060
Balanced_Processing 200 4.00 5.00 4.3913 .27974
Relational_Transparency |200 4.00 5.00 4.4125 .28658
Valid N (listwise) 200

In table 4.2.1, the self-awareness, first subscale of authentic leadership showed mean value 4.33
and S.D=.277 indicated that leader is well aware of his strengths & weaknesses and willing to
accept the feelings about himself. The internalized moral perspective, second subscale of
authentic leadership showed mean value 4.40 and S.D=.290 indicated that leader action are
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guided by his moral values and are not controlled by the group pressures. The balanced
processing, third subscale of authentic leadership showed mean value 4.39 and S.D=.279
indicated that leader seeks the opinion and listen to the ideas of others before making any
decision. The relational transparency, fourth subscale of authentic leadership showed mean
value 4.41 and S.D=.286 indicated that leader share his feelings with others and openly admit his
mistakes in front of others. .

Table 4.2.2 Descriptive Statistics Psychological Empowerment

N Minimum [Maximum [Mean Std. Deviation
Meaning 200 4.00 5.00 4.4033 .31453
Competence 200 4.00 5.00 4.4067 .32080
Self Determination 200 4.00 5.00 4.3800 31176
Impact 200 4.00 5.00 4.4100 .32002
Valid N (listwise) 200

In, Table 4.2.2, the meaning, first subscale of psychological empowerment showed mean value
4.40 and S.D=.314 on a five point likert scale indicated that job activities are very important and
meaningful for the participants. The competence, second subscale of psychological
empowerment showed mean value 4.40 and S.D=.320 indicated that participants have the skills
and are capable of doing the job tasks. The self-determination, third subscale of psychological
empowerment showed mean value 4.38 and S.D=.311 indicated that the participants have the
autonomy to determine how to do the job task. The impact, fourth component of psychological
empowerment showed mean value 4.41 and S.D=.320 indicated that the impact and influence of
participants is significant on what happens in the department.

Table: 4.2.3 Descriptive Statistics OCB

N Minimum [Maximum [Mean Std. Deviation
Altruism 200 4.00 5.00 4.3925 .28632
Sportsmanship 200 4.00 5.00 4.4000 .30075
Courtesy 200 4.00 5.00 4.3925 .28959
Civic_Virtue 200 4.00 5.00 4.4075 .25597
Conscientiousness 200 4.00 5.00 4.4137 .28751
Valid N (listwise) 200

In Table 4.2.3, the altruism, first subscale of OCB showed mean value 4.39 and S.D=.286 on a five
point likert scale indicated that participants help their co-workers in their work issues voluntarily.
The sportsmanship, second subscale of OCB showed mean value 4.40 and S.D=.300 indicated that
participants ignore any personal inconvenience to accomplish the tasks at work. The courtesy,
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third subscale of OCB showed mean value 4.39 and S.D=.289 indicated that participants are
willing to take actions in order to prevent problems for their work fellows. The civic virtue, fourth
subscale of OCB showed mean value 4.40 and S.D=.255 indicated that participants feel
themselves responsible to get involved in the organisational issues. The conscientiousness, fifth
subscale of the OCB showed mean value 4.41 and S.D=.287 indicated that participants are
punctual, show consistency in attendance and properly utilizing the time at work.

Correlation

Pearson Correlation (2-tailed) was applied on the model to check the relationship among the
variables. In table 4.3, Pearson Correlation for the Authentic Leadership with Psychological
Empowerment (r = 0.424) and Organizational Citizenship Behavior (r = 0.503) shows a positive
relationship. The entire hypotheses were tested by applying Pearson two tailed correlation on
the collected data. The results were supporting the entire hypothesis by showing a significant
relationship among all the variables. These findings suggest that authentic leadership
empowered the employees psychologically that induced the organizational citizenship behavior
and loyalty among employees.

Table 4.3 Correlation

Correlations
Psychological
Authentic_ _Empowerme
Leadership mt QCHE

Authentic_Leadership FPearson Correlation 1 424" A03
Sig. (2-tailed) .oon .0on
M 200 200 200
Psychological_ FPearson Correlation 424" 1 A44"
Empowerment Sig. (2-tailed) 000 000
M 200 200 200
QCE Pearson Correlation A0 Aq44" 1

Sig. (2-tailed) .0ao .ooa
M 200 200 200

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

Factor Analysis
Factor analysis is a statistical technique that is usually used to extract few numbers of variables
from the list of large variables. There are multiple methods available to conduct factor analysis
but the most commonly used method is principal component analysis. There is multiple
assumptions of factor analysis like there should be no multicollinearity and the relationship
should be linear.
The total variance table 4.4.1 showed six components of authentic leadership is extracted out of
16 components. The first factor showed the 15.4% of the total variance, second factor showed
10.20% of the total variance, the third factor showed 9.53% of the total variance, forth factor
showed 8.09% of the total variance, the fifth factor showed 7.65% of the total variance and the
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sixth factor showed 7.60% of the total variance. These six components out of sixteen components
explained 58.49% of the total variance. The rotated sum of squared loadings distributes the
variance of each of the factor over six extracted components. The component one showed 15.4%
variance as compare to others that are 10.20%, 9.53%, 8.09%, 7.65% and 7.60% before rotation
whereas the first component accounted for 11.21% as compared to other components that are
10.95%, 9.54%, 9.42%, 9.08% and 8.27% variance after rotation.

Table 4.4.1 Total Variance Explained Authentic Leadership

Total Variance Explained

Initial Eigenvalues Extraction Sums of Sguared Loadings Rotation Sums of Squared Loadings

L Component Total % ofvariance | Curnulative % Total % ofvariance | Curnulative 9% Total % ofvWariance | Curmulative %
1 2.464 15.400 15.400 2464 15.400 15.400 1.794 11.211 11.211
2 1.633 10.206 25.606 1.633 10.206 25606 1.742 10.852 22163
3 1.525 9.532 35.138 1.525 9.532 35138 1.527 9.543 3705
4 1.295 8.093 43.231 1.295 8.093 43.231 1.508 9.424 41.129
5 1.225 7.658 40.888 1.225 7658 50.888 1.454 9.085 40.215
G 1.217 7.603 58.491 1.217 7.603 58.491 1.324 8.277 58.491
7 966 6.040 §4.531
8 878 5.488 70.017
9 808 5.051 75.068
10 788 4826 79.883
A 681 4.254 84.247
12 641 4.008 88.256
13 562 3515 91.771
14 506 3162 94,833
15 445 2.782 497.714
18 366 2.286 100.000

Estraction Method: Principal Componeant Analysis.
The total variance table 4.4.2 showed five components of psychological empowerment are
extracted out of 12 components. The first factor showed the 16.87% of the total variance, second
factor showed 14.15% of the total variance, the third factor showed 9.71% of the total variance,
forth factor showed 9.50% of the total variance and the fifth factor showed 8.84% of the total
variance. These six components out of sixteen components explained 59.09% of the total
variance. The rotated sum of squared loadings distributes the variance of each of the factor over
five extracted components. The component one showed 16.87% variance as compare to others
that are 14.15%, 9.71%, 9.50% and 8.84% before rotation whereas the first component
accounted for 12.97% as compared to other components that are 12.93%, 12.18%, 10.64% and
10.35% variance after rotation.

Table 4.4.2 Total Variance Explained Psychological Empowerment
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Total Variance Explained

Initial Eigenalues Etraction 5ums of Squared Loadings Rotation Sums of Squared Loadings

| Component 1 Total | % ofVariance | Curmulative % | Total | SofVarance | Cumulaive® | Total | %ofvariance | Curmulative %
1 2028 16,676 16676 | 202 16,676 16876 | 157 12972 12972

! 1,698 14153 31029 | 169 14153 N9 158 12939 2911

] 1.166 4719 07| 1168 4,719 0747 | 1463 12188 3100

{ 1140 0403 020 | 1140 0403 020 | 120 10641 48741

i 1.062 040 G909 | 1062 8.048 G009 | 1243 10.358 59,09

i il 8200 7318

f

g

!

1

1

1

00 £.569 13987
T8l f.353 a0.33
T4 5,950 46280
0 il 5460 .74
4] 4518 46,267
! 448 31733 100,000
Extrattion Method: Principal Component Analysis.

j—

The total variance table 4.4.3 showed six components of organizational citizenship behaviour is
extracted out of 16 components. The first factor showed the 16.72% of the total variance, second
factor showed 12.50% of the total variance, the third factor showed 7.16% of the total variance,
forth factor showed 6.05% of the total variance, the fifth factor showed 5.90% of the total
variance and the sixth factor showed 5.33% of the total variance. These six components out of
sixteen components explained 53.22% of the total variance. The rotated sum of squared loadings
distributes the variance of each of the factor over six extracted components. The component one
showed 16.72% variance as compare to others that are 12.50%, 7.16%, 6.05%, 5.90% and 5.33%
before rotation whereas the first component accounted for 10.65% as compared to other
components that are 9.69%, 9.66%, 8.48%, 7.56% and 7.16% variance after rotation.

Table 4.4.3 Total Variance Explained Organizational Citizenship Behaviour
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Total Variance Explained

Initial Eigeralues Extraction Sums of Sguared Loadings Rotation Sums of Squared Loadings

Compponent | Total | % of'ariance | Curnulative % Total % ofVariance | Curnulative % Total % ofVariance | Cumulative %
1 334 16.722 16.722 3344 16.722 16.742 213 10.657 10.657
2 2410 12.060 28772 2410 12.060 8772 1.939 8.694 20.351
3 1.433 7165 35.837 1.433 7.165 35.937 1.932 8662 0,013
4 1.210 g.040 41,986 1.210 f.050 41.986 1.688 8.489 38.402
& 1.182 5.908 47.895 1.182 5.908 47,8945 1.513 7567 46.0649
B 1.067 5.335 532249 1.067 5335 53.2249 1.432 7161 §3.2249
i A7 4833 A8.063
B A48 4.741 f2.803
5 e 4,428 67,231
10 A0 4.048 71.280
1 740 3.609 74,478
12 714 3.583 78.471
13 il 3.281 81.8482
14 32 3161 ga.03
15 A40 2.949 87.962
18 ABD 2.800 40.762
17 A20 2.601 83.363
18 473 2.364 85.726
18 437 2187 a7.a14
20 A7 2.086 100.000

Extraction Method: Principal Campanent Analysis.
Regression Analysis
Table 4.5.1 Model Summary
Model Summany
Change Statistics

Mode AdjustedR | Std. Errarof R Square

| R [ RSquare | Square the Estirmate Change | FChange | dff df? | Sig.F Change

1 A0F 253 240 17162 253 | BT048 198 100

3. Predictors: (Constanf), Authentic_Leadership

In table 4.5.1, the value of Coefficient of determination (R?) is 0.253 that indicates the25%
variation in organizational citizenship behavior is due to proposed model.

Table 4.5.2 ANOVA®
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ANOVA®
Sum of
Model Sguares if hean Souare F Sin.
1 Fegression 1.975 1 1.975 67.058 .ooo=
Residual 5.832 198 028
Total 7.807 195

a. Predictors: (Constanfy, Authentic_Leadership
h. Dependent Variable: OCE

In table 4.5.2 the significant value of F Statistic in ANOVA table is less than 0.05 shows that the
model is statistically significant.

Table 4.5.3 Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model R Std. Error Beta t Sig.
1 (Constant) 2.091 .282 7.403 .000]
?r:‘ighe”t'c—Leader 527 064 503| 8.189|  .000

a. Dependent Variable: OCB

The coefficient table 4.5.3 shows that Authentic Leadership is significant as it significant value is
less than 0.05. The beta value of authentic leadership in table 4.5.3 shows the one unit increase
in authentic leadership raise the organizational citizenship behavior by 50 units. The higher t
value with a significant value less than 0.05 shows a strong influence of authentic leadership on
organizational citizenship behavior. This table clearly indicates that there is a strong and positive
relationship between Authentic Leadership and Organizational Citizenship Behavior.

Table 4.5.4 Model Summary

Model Summary

Adjusted R | Std. Error of
Model R R Square Square the Estimate

1 .668? 424 416 17834
a. Predictors: (Constant), Authentic_Leadership

In table 4.5.4, the value of Coefficient of determination (R?) is 0.424 that indicates the 42%
variation in psychological empowerment is due to proposed model.
Table 4.5.5 ANOVAP
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ANOVA"
Surm of
Wodel Suares if Mean Square F .
1 Regression 1.383 1 1.383 43.600 00o=
Residual .297 198 03z
Total 7R3 1949

a. Predictors: (Constant), Authentic_Leadership
h. Dependent Variable: Psychological_Empowerment

In table 4.5.5, the significant value of F Statistic in ANOVA table is less than 0.05 shows that the
model is statistically significant.

Table 4.5.6 Coefficients?

Coefficients?
Standardized
Lnstandardized Coefficients Coeflicients
Iode] =] St Error Beta 1 Sin.
1 (Constant) 2 466 293 g.404 .ooo
Authentic_Leadership 441 MG7 424 F.595 000

a. Dependent Wariahle: Peychological_Empowerment

The coefficient table 4.5.6 shows the significance of Authentic Leadership as its value is less than
0.05. The beta value of authentic leadership in the table 4.5.6 shows the one unit increase in
authentic leadership raise the psychological empowerment by .42 units. The higher t value with
a significant value less than 0.05 shows a strong influence of authentic leadership on
psychological empowerment. This table clearly indicates that there is a strong and positive
relationship between psychological empowerment and Authentic Leadership.

Table 4.5.7 Model Summary

Model Summary

Adjusted R | Std. Error of
Model R R Square Square the Estimate

1 4442 .198 193 17788

a. Predictors: (Constant), Psychological Empowerment

In table 4.5.7, the value of Coefficient of determination (R?) is 0.424 that indicates the 42%
variation in organizational citizenship behavior is due to proposed model.

Table 4.5.8 ANOVAP
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ANOVA"
Sum of
miode] Souares df hMean Sguare F Sid.
1 Regression 1.542 1 1.542 48741 .0nn=
Residual B.265 1498 03z
Total 7.807 199

a. Predictors: (Constant), Psychological _Empowerment
h. Dependent Variable: OCB

In table 4.5.8, the significant value of F Statistic in ANOVA table is less than 0.05 shows that the
model is statistically significant.

Table 4.5.9 Coefficients?

Coefficients?
Standardized
Lnstandardized Coefficients Coefficients
Iodel B Std. Error Beta 1 Sin.
1 (Constant) 2430 283 8.595 .0on
Psychological _
Empowerment 448 064 444 f.981 .ooo

a. DependentVariahle: OCB

The coefficient table 4.5.9 shows the significance of psychological empowerment as its value is
less than 0.05. The beta value of psychological empowerment in the table 4.5.9 shows the one
unit increase in psychological empowerment raise the authentic leadership by .44 units. The
higher t value with a significant value less than 0.05 shows a strong influence of psychological
empowerment on authentic leadership. This table clearly indicates that there is a strong and

positive relationship between psychological empowerment and organizational citizenship
behavior.

Table 4.5.10 Model Summary

Model Summary

Change Statistics

Mode Adjusted R Std. Error of R Square
| R R Sguare cglare the Estimate Change F Change il df2 Sig. F Change
1 E47 318 311 164349 318 45947 2 1497 000

a. Predictors: {(Constant), Psychological_Empowerment, Authentic_Leadership

In table 4.5.10, the value of Coefficient of determination (R?) is 0.318 that indicates the 31%
variation in organizational citizenship behavior is due to proposed model.

Table 4.5.11 ANOVA®
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ANOWAY
Sum of
Model Sguares if hean Souare F Sin.
1 Fedression 2.483 2 1.242 45942 .oooe
Residual 5324 197 027
Total T.807 1949

a. Predictors: (Constanty, Peychaological_Empowerment, Authentic_Leadership
h. Dependent Variable: OCE

In table 4.5.11, the significant value of F Statistic in ANOVA table is less than 0.05 shows that the
model is statistically significant.

Table 4.5.12 Coefficients?
Coefficients®

Unstandardized Standardized
Coefficients Coefficients

Model R Std. Error Beta T Sig.

1 (Constant) 1.390 315 4.412 .000|
Authentic_Leadership 401 .068 .383| 5.901 .000
Psychological_Empower 284 066 282| 4.336] .000
ment |

a. Dependent Variable: OCB

The coefficient table 4.5.12 shows that Authentic Leadership and psychological empowerment
are significant as their significant values are less than 0.05. The beta value of psychological
empowerment in the table 4.5.12 shows the one unit increase in psychological empowerment
increase the organizational citizenship behavior by 28 units. The beta value of authentic
leadership in the table 4.5.12 shows the one unit increase in authentic leadership increase the
organizational citizenship behavior by 28 units. The higher t value with a significant value less
than 0.05 shows a strong influence of authentic leadership and psychological empowerment on
organizational citizenship behavior. This table clearly indicates that there is a strong and positive
relationship between Authentic Leadership, Psychological Empowerment and Organizational
Citizenship Behavior.

Hypothesis 1 was formulated to examine the relationship between authentic leadership and
organizational citizenship behaviour. The table 4.4.1 showed a positive correlation between
authentic leadership and organizational citizenship behaviour i.e. (r= .503). Afterwards, the
regression was applied to test the hypothesis. The significance value is less than 0.05 that shows
the fitness of the model. The beta value in table 4.5.3 shows the one unit increase in authentic
leadership raise the organizational citizenship behaviour by .50 units. Therefore, the results
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clearly indicated a strong and positive relationship between authentic leadership and
organizational citizenship behaviour.

The result of the hypothesis clearly indicates that authentic leaders enhance organizational
citizenship behaviour among employees that is consistent with the previous researchers (Avolio
& Gardner, 2005; Brown, Trevifio, & Harrison, 2005). Authentic leaders promote helping
behaviour in their employees by describing them the benefits of sharing information and helping
others. Authentic leaders motivate their followers to help other employees who are facing
difficulties in their job. Therefore, authentic leaders tend to promote organizational citizenship
behaviour among employees.

Hypothesis 2 was formulated to examine the relationship between Authentic Leadership and
Organizational Citizenship Behaviour mediated by Psychological Empowerment. The correlation
showed a positive relationship between authentic leadership and psychological empowerment
i.e. (r=.424) in table 4.4.1. Moreover, the regression was applied to test the hypothesis. The
significance value is less than 0.05 that shows the fitness of the model. The beta value in the table
4.5.12 shows the one unit increase in psychological empowerment increase the organizational
citizenship behavior by .28 units and one unit increase in authentic leadership increase the
organizational citizenship behavior by .38 units. Therefore, the results clearly indicated a strong
and positive relationship between transformational leadership and Organizational Citizenship
Behaviour partially mediated by Psychological Empowerment.

The result of this hypothesis clearly indicates that authentic leaders enhance the psychological
empowerment among employees that is consistent with previous researcher (Walumbwa et al.,
2010). The findings of this hypothesis clearly indicate that authentic leaders develop maximum
potential in their followers and empower them to enhance organizational citizenship behaviour.

Conclusions, Recommendations and Future Research

Conclusion

The objective of this study was to examine the relationship between authentic leadership and
organizational citizenship behavior mediated by psychological empowerment. The results
revealed a statically significant relationship among all the variables proposed for this research
study. The present study concluded that the organizations should develop authentic leadership
style at the supervisor positions to encourage the psychological empowered behavior among
employees. The psychologically empowered employees display the organizational citizenship
behavior that reduces the turnover intention among employees.

This study focused to explain the link between authentic leadership and psychological
empowerment of employees. The results of the study are consistent with theoretical
assumptions. Authentic leaders’ support their follower’s to feel psychologically empowered.
Followers who work under the supervision of authentic leaders feel themselves psychologically
empowered that in turn increase their work engagement and job satisfaction (Penger & Cerne,
2014). The results of this study are consistent with Walumbwa et al, 2010. This study revealed
that authentic leaders influence the psychological empowerment of employees positively. The
outcome of this research is that psychologically empowered employees are more creative than
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employees who are not psychologically empowered and that can only be led by authentic leaders
(Rego et al. 2012).

Moreover, the results clearly indicated a strong relationship between psychological
empowerment and organizational citizenship behavior. Organizational Citizenship behavior plays
a significant role in the productivity and success of the organization. The organizational
citizenship behavior positively contributes to the organizational performance acknowledged by
many researchers (Castro et al., 2004; Podsakoff & Mackenzie, 1997; Euwema & Emmerik, 2007).
Therefore, it is clearly stated that leader’s behavior towards subordinates can create
organizational citizenship behavior and psychological empowerment among employees. Higher
level of psychological empowerment leads to higher level of organizational citizenship behavior.
Therefore, it is important for the organization to psychologically empower the employees in
order to bring a positive change in the behavior of their valued employees. It is important for the
organization to incorporate authentic leadership behavior in their supervisors during their
training to achieve the desired results (Humphrey, 2012).

The managers are required to be more caring about their followers and emphasize high moral
and ethical standards to understand their followers in the working relationships. When managers
identify their follower’s strength and its contribution towards organizational goals, this will lead
to psychological empowerment resulting in organizational citizenship behavior. This will help the
employees to utilize their strengths in performing their job tasks lead to achieve the desired
outcomes. This will encourage the employees to take more responsibility with a greater sense of
psychological empowerment especially when they see the transparent and balanced behavior of
their in decision making.

Authentic leadership by exhibiting transparent behavior complements other styles of leadership
where the followers trust their leaders of transparent and fair decision making. The followers
believe that authentic leaders are well aware of their employee’s performance and their
contribution towards the accomplishment of organizational goals. Authentic Leaders engage
their employees more in their job tasks by displaying high moral and ethical standards. The
results clearly suggested that employees feel themselves more psychologically empowered when
their leaders are exhibiting authentic leadership styles. The psychologically empowered
employees are engaged more in organizational citizenship behavior by involving themselves
more in work beyond their job description.

The findings of the study indicated that psychological empowerment as a mediating factor
support the relationship between leadership styles and followers behavior. The psychological
empowered employees feel themselves free from upper management pressure and thus are
more engaged in their work (Schaufeli & Bakker, 2004) that leads to the productivity of the
organization. The results of the study clearly described the relationship between leadership styles
and followers behavior mediated by psychological empowerment. The positive influence of
authentic leadership on organizational citizenship behavior is aligned with previous studies
(Walumbwa et al., 2008).

Walumbwa et al. (2010 research study showed a positive influence of authentic leadership style
on psychological empowerment and organizational citizenship behavior of employees.
Moreover, this research study indicated the authentic leadership style is a suitable style to
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enhance the organizational citizenship behavior among employees. Therefore, the managers
should develop authentic leadership style in order to enhance organizational citizenship behavior
among employees by psychologically empowering them. The managers would be able to achieve
the desired outcomes from the employees by developing the skills of authentic leadership style.
This research study strongly suggests the organizations to develop the authentic leadership styles
at all levels of organization structure.

Practical Implications

This study has significant practical implications as it is helpful for leaders to emphasize the
characteristics of authentic leadership to enhance psychological empowerment of employees
that in turn increase employee's work engagement (Walumbwa et al.,, 2010). This is very
important particularly in gaining competitive advantage in global market (Harter, Schmidt, &
Hayes, 2002). Authentic leaders by psychologically empowering the employees can increase their
follower's work engagement (Walumbwa et al., 2010).

This study suggests that leaders should have discussion with individual employee about his
strengths and how his strengths can make a difference in his work that will help in building a
transparent relationship between leader and employee that will lead to follower's positive
outcomes. An authentic leader is one who encourages his employee to be psychologically
empowered and open in addition to be engaged with his work. This way, leaders help employees
in clarifying and changing their roles according to their strengths to achieve organizational
outcomes.

This study showed significant practical implications for the organizations. The findings of the
study showed that it is important for the managers to emphasize balanced processing,
transparency, high ethical standards to enhance organizational citizenship behavior among
employees. To enhance organizational citizenship behavior is being recognized as a global
competitive advantage (Harter et al., 2002). Therefore authentic leadership style exhibited by
the managers seems beneficial to enhance the organizational citizenship behavior among
employees.

Limitations and Future Research

This study was primarily based on cross sectional design. Future research based on longitudinal
research design can be conducted to examine how authentic leaders build relationships with
their followers in terms of its impact on their work outcomes and engagement (Walumbwa et al.,
2010).

Second limitation is this study applied descriptive statistics, factor analysis, correlation,
regression and Barron and Kenny approach whereas other methods may have significant
influence on findings of the research. Moreover, other researchers may address this issue by
approaching qualitative and quantitative method simultaneously in order to generalize the
results of the study.

Third, this study approached the authentic leadership style while future research can be
conducted by considering other leadership styles like charismatic leadership, empowering and
ethical leadership (Walumbwa et al., 2010).
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