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ABSTRACT 

Bottom-up processes in leadership studies, in which leader achieves results from 

people in a collaborative environment, have started receiving more attention. In 

contrast, top-down leadership forms, in which all the direction comes from the top, 

are considered increasingly less effective for long-term organizational success. 

Bottom-up approaches and follower centric approaches to leadership have also gained 

popularity due to the potential psychological benefits of having a non-authoritarian 

leader. Authentic leadership is a form of leadership that is relevant to this paradigm 

shift in management of organizations. The major objective of the current study was to 

examine whether and why authentic leadership predicts followers’ attitudinal and 

behavioral outcomes and what mechanism is used by authentic leadership to influence 

follower outcomes. Working from a “social learning perspective”, the researcher 

developed and tested an integrated model of authentic leadership, and proposed that 

authentic leaders influence followers’ mastery goal orientation (the goal to develop 

and improve skill). In turn, given that mastery goal orientation determines how 

employees approach their work and their relationship to the organization, the 

researcher expected that mastery goal orientation predicts followers’ organizational 

commitment, job satisfaction, work engagement and organizational citizenship 

behavior. Furthermore, given that employees’ preferences and priorities are changed 

along different stages of their job with organization, the researcher suggested that 

organizational tenure moderates the relationship between mastery goal orientation and 

employee’s work related outcomes.  

This study attempted to address several gaps in literature. First, to study mastery goal 

orientation of followers as mediating mechanism through which an authentic leader 

influences subordinates’ attitudinal and behavioral outcomes. Second, to test the 

significance of moderating role of followers’ organizational tenure in determining the 

link between mastery goal orientation and employee’s work related outcomes. Third, 

to enhance the validity of authentic leadership theory by testing an integrated model 

in developing economy as majority of the studies pertinent to this area are conducted 

in developed economies i.e. US and Europe.  

The model was tested in a multi-source field study conducted in the 

telecommunication and banking sectors in Pakistan and including 218 supervisors and 

701 direct reports. Results of the study provided some novel findings specific to 
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Pakistani culture. It was found that authentic leadership is associated with a range of 

beneficial employee attitudinal and behavioral outcomes: employee organizational 

commitment, work engagement and organizational citizenship behavior but not job 

satisfaction. Mediation analysis provided partial support for the hypotheses as mastery 

goal orientation mediated relationships between authentic leadership and followers’ 

organizational commitment, work engagement and organizational citizenship 

behavior. The results of moderation analysis showed that organizational tenure tend to 

moderate the relationship between mastery goal orientation and only one of the 

outcomes (work engagement) and no support was found for moderated-mediation 

model. The results are explained and implications for managers and researchers have 

been suggested. 

 

Keywords: Authentic Leadership, Mastery Goal Orientation, Organizational 

Commitment, Work Engagement, Organizational Citizenship Behavior, Job 

Satisfaction
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CHAPTER 1 

INTRODUCTION 

1.1 Background of the study 

After the corporate scandals and management misconduct cases attributed to ego, 

self-importance and ethical defiance of the business leaders (Copeland, 2014; Boje, 

Roslie, Durant, & Luhman, 2004; Knottnerus, Ulsperger, Cummins, & Osteen, 2006), 

leader egotism and selfishness have been named as reasons why leaders make bad 

decision (Chatterjee & Hambrick, 2007; Dotlich & Cairo, 2003; Gilbert, J. A, Carr-

Ruffino, N. C., Ivancevich, J. M. & Konopaske, R., 2012). As a result leadership 

researchers’ focus has shifted away from authoritarian “top-down” approaches in which 

leaders provide guidelines, information and plans (Kerfoot, 1998; Morris, Brotheridge, & 

Urbanski, 2005; Vera & Rodriguez-Lopez, 2004; Weick, 2001) to “bottom-up” 

approaches in which leaders accomplish results by using processes that enable all the 

people involved in achieving a goal or outcome to contribute in effective manner. 

Furthermore, as organizational environments become more dynamic, uncertain, and 

unpredictable, it becomes increasingly difficult for any one leader to “figure it all out at 

the top,” (Senge, 1990) thus, emphasis has shifted to leaders engaging in more “bottom 

up” approaches. Researchers are of the view that the ‘hero myth’ or a ‘great man’ 

perspective of leadership is not appropriate in today’s knowledge-driven economy and 

the focus of future research studies should be on bottom-up leadership approaches 

(Lichtenstein, Uhl-Bien, Marion, Seers, Orton, & Schreiber, 2006). In top-bottom 

leadership approach, leader believes in policy of “fake it till you make it”, “show no fear” 

and “macho posturing” (Carney, Cuddy, & Yap, 2010; Weick, 2001), whereas in bottom-

up approach, leader believes in philosophy of “one of us is never smarter than all of us” 

(Owens & Hekman, 2012). 

Recently, however, a fundamental paradigm shift, from “top-down” to “bottom 

up” approach of leadership is taking place in management research and practice. The 

“top-down” form of leadership means that the leader is one single person and the 

leadership process is instigated from this person at the top, toward those below. Many 

theorists, however, now contend that top-down approaches to leadership are not effective 

and certainly not sustainable. Several alternative, more bottom-up, types of leadership 
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have been proposed, such as servant leadership and humble leadership. However, the 

most central and most promising of these new types of leadership is authentic leadership, 

because it not only incorporates a more bottom-up approach that considers the role of 

followers, but also integrates a more ethical approach to leadership. Leaders with 

authentic behavior are aware of their own strengths and weaknesses and are open to 

followers’ inputs (Luthans & Avolio, 2003). Such leaders establish close relationship 

with followers and encourage them to vocalize their concerns about the leader’s 

decisions. The positive and helping behavior of authentic leadership not only encourages 

followers’ authentic followership but also influences their attitudinal and behavioral work 

related outcomes (Leroy, Anseel, Gardner, & Sels, 2012). 

Authentic leadership has received wide attention in current decade and 

researchers from different fields such as organizational behaviors, psychology and 

leadership have studied this concept. The main cause of this attention is its relevance to 

the moral defiance in business organizations. In response to the corporate failures due to 

financial scandals at prominent US organizations such as Enron and WorldCom (Avolio 

& Gardner, 2005), theorists emphasized the importance of ethics and morality in 

exemplary leadership (Avolio, 2003; Avolio & Gardner, 2005; Brown & Treviño, 2006; 

Luthans & Avolio, 2003; May, Chan, Hodges & George, 2003). These incidences of 

corporate indignity and management misconduct highlighted the fact that the existing 

frameworks of leadership are not sufficient to develop leaders of the future (Cecily, 

Scandura, & Schriesheim 2005). The current turbulent situation demands from the 

leadership such characteristics as integrity, high ethical standards, self-awareness and 

authenticity (sticking to one’s own standards and behaving in accordance with them). 

Though the ethical meltdown in leadership may be addressed through ethical leadership 

style, the complete remedy would need authenticity and self-awareness in addition, 

because ethicality does not cover the idea that leaders are not, and do not consider 

themselves, to be infallible. Moreover, having major emphasis on ethical behavior of a 

leader, ethical leadership is leader-centered approach whereas authentic leadership also 

includes authentic followership as a major component (Shamir & Eilam, 2005).  

Though, abundant theoretical research studies are conducted and books are 

published on authentic leadership theory, yet there are still gaps to be filled. Conduction 
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of empirical studies can strengthen the case for validity of this leadership approach. There 

is dire need to test theoretical models of authentic leadership’s nomological networks 

(Cooper et al., 2005).  

In authentic leadership theory, ‘authentic followership development’ is an integral 

component (Gardner et al., 2005). Considering the emphasis given to the follower 

development in authentic leadership theory, very limited efforts are made in authentic 

leadership literature to investigate the link between authentic leadership and follower 

self-development. There is a clear need to expend the research and investigate the link 

between authentic leadership and follower development. This study offers a 

comprehensive approach to address this need. 

This study tests a model highlighting the fact that authentic leadership can support 

follower self-development through promoting the self-regulating mechanism of learning 

and development. In fact, this study draws on “social learning theory” to investigate a 

model that authentic leadership instills mastery goal orientation in the follower. Although 

the components of the model and their linkages will be developed through a detailed 

review of the literature in the upcoming sections, this means that authentic leader 

motivates follower to learn new skills and understand new job related techniques and the 

basic motivation of a follower remains to expand capacity and gain expertise. With this 

attempt, this research study also provides novel insight into the authentic leadership 

concept and advances the line of investigation to a new level as follower self-

development is studied for the first time authentic leadership (Avolio & Mhatre, 2012). It 

may be noticed that previous research studies have only focused oo model ‘authentic 

followership-development’, with major focus on developing authenticity in follower 

(Zilwa, 2016); under the notion of follower development and ‘follower self-development’ 

which specifically deals with building follower’s capabilities is neglected in previous 

research studies. This study initiates a debate and provides an alternative to the 

researchers to consider mastery goal orientation as a tool that can be used to expend 

follower’s expertise and ensure follower development.  

Furthermore, this study proposes on the basis of self-determination theory that 

authentic leadership can use the concept of mastery goal orientation as a mediating 

mechanism to enhance both attitudinal (i.e. employee organizational commitment and 

http://www.emeraldinsight.com/author/de+Zilwa%2C+Deanna
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employee job satisfaction) and behavioral outcomes (i.e. work engagement and employee 

organizational citizenship behavior). Avolio and Gardner (2005) indicated that follower 

development is a basic component of authentic leadership; therefore, leader with 

authentic approach is expected to display positive leadership behavior and instill mastery 

goal orientation in followers. In turn, highly responsive employees, with learning 

impulses can become source of competitive advantage for organizations (e.g. Garving, 

Edmondson, & Gino, 2008). 

Previous researchers have used other similar mediators in previous studies with 

authentic leadership such as personal identification and social identification (Wong et al., 

2010) and trust in leadership (Clapp-Smith et al., 2009) etc. This study explores the role 

of mastery goal orientation as a mediating mechanism that authentic leadership use to 

enhance follower’s attitudinal and behavioral outcomes.  

Given that employee’s preferences change as employee moves from initial stages 

of organizational tenure to mid and late tenures, the level and intensity of impact of 

mastery goal orientation on attitudinal and behavioral outcomes also varies. This study 

investigates this significant phenomenon as to what role organizational tenure of the 

employee plays in the relationship between mastery goal orientation and employee’s 

attitudinal and behavioral outcomes i.e. organizational commitment organizational 

satisfaction, organizational citizenship behavior and organizational engagement.  

Most of the studies addressing leadership have been conducted in developed 

economies (i.e. US, Europe and China). Same is also true for authentic leadership related 

research (Avolio & Gardner et al., 2004; Jensen & Luthans, 2006; Kernis, 2003; Luthans 

& Avolio, 2003). Questions arise about whether it is appropriate to take results of studies 

conducted in developed economies and apply these results to the business organizations 

of developing and under-developed countries. The work of Hofstede (1980, 1991, 2001, 

2006) responds to this topic and emphasizes that study of different aspects of the subject 

in terms of cultural context can provide better understanding of the topic. For example, 

the reason of frustration of employee in organization of developed economy may be 

different than that of an employee of developing economy. Therefore, cultural context 

must be considered as main factor while conducting management research. Given that 

very limited research studies have focused on authentic leadership in Pakistani context 
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(Abid, Altaf, Yousaf & Bagram, 2012; Khan, 2010 & Rizvi, 2010), this study tests 

authentic leadership with other variables in a complex model in South Asian 

organizational environment, particularly in Pakistan and seek to widen the validity of the 

findings derived from the authentic leader research conducted in the developed countries. 

Research study is based on valuable data from private sector organizations of Pakistan. 

Like many Asian cultures, Pakistan is also a collectivist. As individuals in 

collectivist cultures are emphasized to be embedded in a larger group (Schwartz, 2006), 

this phenomenon promotes trust and harmony and also fosters coordination capacities 

among the group members which resultantly develops the relationship of respect and care 

amongst coworkers. 

Considering the collectivistic features of Pakistani culture, this study presents an 

interesting case by measuring the influence of leader’s authentic behavior on follower’s 

attitudinal and behavioral outcomes. Attributed to the local culture, followers’ tendency 

towards displaying higher interest in work related outcomes due to leader’s authentic 

behavior is expected.  

Pakistan is a Muslim dominated country in which 98% population consider 

religion an   important factor in their life (Gilani Research Foundation Survey 2013). The 

teachings of Islam are in correlation with authentic leadership theory. Altruism is a basic 

tenant of authentic leadership theory (Luthans & Avolio, 2003) while Islam also highly 

emphasizes altruism, The Prophet Muhammad (peace be upon him) said “None of you 

truly believes until he loves for his brother what he loves for himself.” (Saheeh Al-

Bukhari, 40 Hadith Nawawi 13) and “And they give others preference over themselves 

even though they were themselves in need” (Quran 59:9). Similarly, authentic leaders are 

expected to show moral strength (May et al., 2003), the Prophet Mohammad (peace and 

blessings of Allah be on him) exemplify a Muslim’s conduct by saying that “The best of 

you are those who have the most excellent morals”. 

Although the corporate culture of Pakistani business organization will not be very 

different to western world as the primary motive of businesses in Pakistan is similar to 

that of businesses in the West, the researcher expects that the general traits of society 

must be reflected from the organization cultures of Pakistani business units. The 

managers of Pakistani business organizations should display high level of altruism and 



 

 

6 

 

morality. Followers of such managers are expected to emulate their leaders and should be 

equipped with the spirit of learning and development. The leadership characteristics like 

integrity and high ethical standards should augment attitudinal and behavioral outcomes 

in followers. During primary investigation of research problem, researcher observed 

during informal interviews with managers and followers that although managers are 

engaged in authentic leadership, followers are provided with opportunities to extend their 

skills and encouraged to develop whereas followers respond positively to the call and 

exhibit commitment to the organization, work engagement at the job, organizational 

citizenship behavior and satisfaction yet no emphasis on promoting this culture from 

organizations. Moreover, although most of Pakistani private sector organizations have 

formal human resource management departments, authorities at the helm of affairs are 

not fully aware that employees’ organizational commitment, citizenship behavior, work 

engagement and job satisfaction are scientifically related to organizational performance 

and can be intentionally managed through organizational factors like authentic leadership 

and by instilling mastery goal orientation in followers. Even if senior management in 

Pakistani organizations are somewhat informed about these concepts, applications of 

such concepts are not yet seriously considered and employees are expected to exhibit 

these behaviors as cultural norms of the country, because culture of Pakistan is based on 

collectivism, maintaining relationships and helping others. 

Given that results of research on psychology and organizational behavior which is 

conducted in developed economies such as US and Europe (Triandis, 1995) may not 

achieve same results in developing or under-developed economies would indicate a major 

flaw and gives a call for context specific research. Similarly, researchers are of the view 

that the organizational and management theories do not apply equally to public and 

private sector organizations (Denhardt, 1984; Harmon & Mayer, 1986). Baldwin (1987) 

identified three major distinctions between the sectors which must be considered while 

conducting research. First, the goals of private sector organizations are less ambiguous as 

compared to public sector organizations as that may be evaluated in terms of economic 

outcomes. Second, there is great difference between both the sectors in terms of turnover 

ratio. Third, employees of both the sectors experience different level of job security. 
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Other differences such as rewards systems, level of accountability, rules and regulations 

etc, provide totally different ground to the researches in one sector than in the other.  

Moreover, mangers in the private sector organizations show greater proficiencies, 

oral presentations, concern for impact, efficiency orientation and proactive approach 

(Boyatzis, 1982). Followers regard the discretionary power of the leader (Osborn & Hunt, 

1975), while leaders of private sector organizations have greater direct control over 

financial and nonfinancial resources, pay rises and accountability. As the main focus of 

this study is to investigate the authentic leadership’s impact on subordinates’ attitudinal 

and behavioral outcomes, private sector business units particularly banking and 

telecommunication sector organizations of Pakistan are selected as target sample 

organizations.  

To study leadership construct, banking sector organizations of Pakistan remained 

focus of researchers in recent past (Ali, 2009; Hassan, Saher, Zahid, Gull, Aslam & 

Sumaira, 2013). The reason of attraction may be the liberty and level of discretionary 

power available to leaders in this industry to influence subordinates’ behavior. Empirical 

evidences suggest that the work related outcomes of employees working in this sector are 

positively affected by leadership (Hunjra, Chani, Aslam, Azeem, Ur-Rehman, 2010; 

Khan, Aslam & Riaz, 2012).  

Pakistan’s telecommunication sector has seen a boom after Telecommunications 

De-regulation law in 2003. Since then, it is enjoying status of one of the best performing 

sectors in Pakistan. The boom of telecommunication sector is also affecting other 

businesses such as online banking systems which have enabled consumers to access their 

bank accounts from remote areas (Farooq & Mahmood, 2005).  

Research reveals that apart from witnessing business growth, both the sectors 

share common features in terms of business environment. Career opportunities are used 

as a tool to motivate employees, feedback mechanisms are designed and ideas of middle 

and lower level employees are welcomed while employees are motivated through 

provision of incentives (Malik, Ghafoor & Naseer, 2011). Conditional loyalty of the 

employees based on leadership’s cooperation and support, and personal freedom of the 

leaders are other common features which both the sectors share. Abovementioned 

rationale provides good reasons to select private sector telecommunication and banking 
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industry organizations to test comprehensive authentic leadership model to determine 

subordinates’ attitudinal and behavioral outcomes. 

As mentioned above, this study examines set of relationships in an integrated 

model. Authentic leadership is expected to indirectly predict organizational commitment, 

organizational citizenship behavior, work engagement and employee job satisfaction 

through developing mastery goal orientation in follower (through social learning 

perspective). 

 

1.2 Problem Definition and Gap Identification 

Despite the plethora of research attempts aiming at investigating the different 

consequences of authentic leadership, little research has examined the leadership’s role in 

developing mastery goal orientation in subordinates. This is surprising and problematic 

because follower self-development is at the core of the notion of authentic leadership 

(Zilwa, 2016). It is opportune time to examine the issues pertinent to employees’ 

attitudinal and behavioral outcomes that can be resolved through authentic leadership. 

This study addresses three gaps in leadership literature. The first gap is to study 

the link between authentic leadership and subordinate’s attitudinal and behavioral 

outcomes. Literature review revealed that little research has investigated the effect of 

authentic leadership on both attitudinal (i.e. employee organizational commitment and 

employee job satisfaction) and behavioral outcomes (i.e. work engagement and employee 

organizational citizenship behavior) in a single study.  

The second gap is to theorize and test a mediating mechanism of how authentic 

leadership processes unfold, and how authentic leadership fosters mastery goal 

orientation in subordinates. While addressing the second gap, the nomological network of 

authentic leadership is extended by introduction of subordinate’s mastery goal 

orientation, which refers to individual’s mind-set to focus on mastering the task at hand 

(Nicholls & Miller, 1984) as a mediator. This study is first attempt to test a model that 

explains that authentic leader fosters mastery goal orientation in subordinate. 

Subordinate’s mastery goal orientation serve as a mediator in the model for this study. 

Literature reveals that numerous mediators are tested with authentic leadership and 

different dependent variables such as follower empowerment (Emuwa (2013), personal 

http://www.emeraldinsight.com/author/de+Zilwa%2C+Deanna
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identification (Wong et al., 2010), social identification (Wong et al., 2010), trust in leader 

(Clapp-Smith et al., 2009) and work engagement (Giallonardo et al., 2010). Current study 

tests unique relationship based on the argument that authentic leadership promotes 

mastery goal orientation in subordinate through social learning perspective.   

The authentic leadership literature reveals that very limited attention has been 

paid to investigate the link between authentic leadership and goal orientation (Avolio & 

Mhatre, 2012). Moreover, concerning follower’s learning and development, previous 

researchers have restricted their research studies to assume that authentic leaders can only 

promote followers’ authentic followership. This study examines novel idea and proposes 

that authentic leadership is expected to stimulate goal orientation in the follower; 

furthermore, it encourages them for continuous improvement by instilling the desire of 

learning new skills in them.  

Third gap addresses the moderating effect of organizational tenure between 

mastery goal orientation and employee attitudinal and behavioral outcomes. Previous 

researchers mainly focused on studying the relationship between individual’s 

organizational tenure and work related outcomes such as organizational commitment 

(Cohen, 1993; Taylor, Audia, & Gupta, 1996) and less attention has been paid to examine 

the relationships between organizational tenure and other employee’s outcomes such as 

an employee’s job satisfaction and behavioral outcomes i.e. work engagement, 

particularly with organizational tenure as a moderator. Drawing upon Super’s theory 

(1957) of individuals’ employment career stages, current study aims to address the gap by 

arguing that individual’s organizational tenure/work experience moderates the 

relationship between mastery goal orientation and attitudinal and behavioral outcomes.  

 

1.3 Research Questions 

Research questions of this study are given below: 

1. What is the inter-relationship between authentic leadership, employee mastery goal 

orientation, employee organizational tenure, work engagement, organizational 

commitment, organizational citizenship behavior, and job satisfaction?  

2. Does authentic leadership predict mastery goal orientation?  

3. Does employee’s mastery goal orientation play the role of a mediator?  
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4. Does employees’ organizational tenure moderate the relationship between employee 

mastery goal orientation, employee attitudinal and behavioral outcomes i.e. work 

engagement, organizational commitment, organizational citizenship behavior and job 

satisfaction? 

 

1.4 Objective of the Study 

The main aim of this research study is to determine a) the role of authentic 

leadership in instilling mastery goal orientation in subordinate, b) determine their link 

with organizational commitment, organizational citizenship behavior, and work 

engagement and employee job satisfaction with mediating role of employee mastery goal 

orientation and c) moderating impact of employee work experience/organizational tenure 

in relationship between employee mastery goal orientation and employee attitudinal and 

behavioral outcomes. This research study has three main objectives:  

1. To extend the nomological network of the concept of authentic leadership and increase 

understanding of the relationship between authentic leadership and employee’s 

mastery goal orientation, organizational commitment, organizational citizenship 

behavior, work engagement and employee job satisfaction.  

2. To find out relationships between authentic leadership and employee’s mastery goal 

orientation.  

3. To determine whether authentic leadership uses mastery goal orientation as mediating 

mechanism to augment organizational commitment, organizational citizenship 

behavior, work engagement and employee job satisfaction.  

4. To find out whether organizational tenure plays moderating role in the relationship 

between mastery goal orientation and employee outcomes.  

5. To test the comprehensive conceptual framework in Pakistani organizational  

context, to determine the external validity of the theories developed in West regarding 

authentic leadership. 

 

1.5 Significance of the Study 

This study has several significant features. First, very limited leadership related 

research studies are conducted in South Asian cultural background which investigates the 
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leadership process from leaders as well as followers’ perspective. This study caters for 

the paradigm shift need of focusing on bottom-up leadership and collected follower as 

well as leader level data. The participation of both leader and follower in a single study is 

the significance of this study. Second, as follower development is the core feature of 

authentic leadership theory, major focus of previous studies was on developing authentic 

followership in a follower in a pretext of follower development (Gardner et al., 2005). 

This study provides novel insight into the concept of promoting mastery goal orientation 

in followers and to encourage them for self-regulation in learning process. This study 

presents an integrated model that extends the debate of follower development beyond 

authentic followership development into promoting mastery goal orientation in follower. 

Third, it provides empirical evidence from relatively new organizational context of 

developing economy as focus of earlier researches were developed organizational 

contexts such as US and Europe.  

 

1.6 Conceptual Definitions of Terms 

 The conceptual definitions of key terms used in this study are given below.  

Authentic Leadership: “A pattern of leader behavior that draws upon and 

promotes both positive psychological capacities and a positive ethical climate, to 

foster greater self-awareness, an internalized moral perspective, balanced 

processing of information, and relational transparency on the part of leaders 

working with followers, fostering positive self-development” (Walumbwa et al. 

(2008). 

Mastery Goal Orientation:”A relatively stable individual difference that promotes  

mastery-oriented responses” (Button et al., 1996).” 

 Organizational Commitment: “the strength of an individual's identification with  

and involvement in a particular organization" (Porter et al., 1974). 

 Job Satisfaction: “The extent to which people like their jobs” (Spector, 1996) 

Organizational Citizenship Behavior: Employees’ extra-role behavior pertinent to 

service delivery while behaving in a conscientious manner in activities 

surrounding service delivery to customers Bettencourt, Gwinner and Meuter’s 

(2001). 
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Employee Work Engagement: “being positively present during the performance 

of work by willingly contributing intellectual effort, and experiencing both 

positive emotions and meaningful connections to others” (CIPD, 2008) 

 

1.7 Operational Definitions of Terms 

 The operational definitions of the key terms used in this study are given below. 

 Authentic: Genuine, true and real.  

  Authentic Leadership: A leadership model in which leader deeply understands the  

nature of oneself (self-awareness), displays transparency in routine affairs 

(relational transparency), processes information with open heart to ensure that 

opposing opinions are listen and catered for (balanced processing) and behave 

behaves according to internal standards (internalized moral perspective) and is 

measured by Walumbwa, Avolio, Gardner, Wernsing and Peterson (2008).  

 Mastery Goal Orientation: Individual’s mind-set in which he/she aims to expend  

capacity by learning new skills and seeks further knowledge, measured by Button 

and colleagues (1996).  

 Organizational Commitment: Individual’s level of association and connection  

with organization, measured by Mowday, Steers and Porter’s (1979).  

Job Satisfaction: Individual’s level of satisfaction with organization environment 

and affairs in which one is currently working, measured by Dubinsky and Harley 

(1986).  

 Organizational Citizenship Behavior: Display of extra-role behavior to support  

organizational functions and help colleagues, measured by Bettencourt, Gwinner  

and Meuter’s (2001). 

 Employee Work Engagement: Individuals level of obsession and commitment  

with job, measured by CIPD survey (2006).  

 

1.8 Summary of the Chapter 

Leadership theory is experiencing a paradigm shift from top-down to bottom-up 

leadership approach because it is becoming difficult for a single person to lead the whole 

organization single handedly while looking at different aspects of management. In 
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today’s knowledge driven economy, team work is proving to be a better alternative to 

authoritarian leadership approaches.  

Authentic leadership is widely researched topic in recent past. There is need to 

further expends the nomological network of this concept and investigate new 

relationships and linkages in connection with this leadership style. This study tests novel 

concept that authentic leadership can augment mastery goal orientation in the follower 

and can indirectly use this mechanism to influence follower’s organizational 

commitment, job satisfaction, organizational citizenship behavior and work engagement. 

This study presents a case from developing economy like Pakistan with a target sample of 

private sector organizations such as telecommunication and banking sector organizations.    
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CHAPTER 2 

LITERATURE REVIEW AND DEVELOPMENT OF HYPOTHESIS 

This chapter starts with the discussion about the history of leadership and the 

introduction of authentic leadership theory. The next section explains the dependent 

variables which are the part of this research study i.e. organizational commitment, job 

satisfaction, organizational citizenship behavior and work engagement and the 

relationship between authentic leadership and these dependent variables Next section of 

the chapter focuses on the introduction and definition of mediator variable (mastery goal 

orientation) which is followed by the discussion about the relationship between authentic 

leadership and mastery goal orientation. In the final section of this chapter, organizational 

tenure is introduced and theoretical justification is provided to the moderating impact of 

organizational tenure between mastery goal orientation and employee outcomes i.e. .e. 

organizational commitment, job satisfaction, organizational citizenship behavior and 

work engagement.  

 

2.1 Leadership History and Authentic Leadership 

During the course of the paradigm shift from the top-down leadership approach to 

the bottom-up approach, leadership literature has passed through different phases, and to 

better understand the journey of leadership literature across different phases, it is 

necessary to know about evolution process. The below discussed leadership history 

provides insight into the phases that the concept of leadership has witnessed.  

The topic of leadership has received wide attention from researchers in past and 

recent decades. This concept has been debated widely but because of the sensitive and 

complex nature of the topic, no universal definition is agreed upon (Krekeler, 2010). 

Leadership is generally conceptualized as the process in which an individual encourages 

others to follow a common goal (Rickets, 2009).  

The mechanism that helps leader utilize leadership’s power to attract followers for 

higher performance remained the mystery for thousands of years (Kritsonis, 2004). The 

leadership theory and practices have witnessed evolution overtime to incorporate the 

demands of the business whereas, the leadership concept is traced back to 1300s (Seters 

& Field, 1990). The term ‘leadership’ is in scientific existence since 1700; however, no 
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systematic research was carried out on this topic until the 20th century. Since then 

intensive research has been conducted and different dimensions and perspectives of 

leadership have been explored. Leadership theory has experienced different leadership 

eras such as the personality era, the influence era, the behavior era, the situation era, the 

contingency era, the transactional era, the cultural era, the transformational era and so 

forth. 

The trend of doing research on leadership theory started with the work on Great 

man and Trait theory. It was assumed that all warriors, wealthy persons and successful 

individuals of the society have certain abilities and traits that make them somehow 

superior to the common man. Great man trait theory has association with Aristotelian 

philosophy, which holds that leaders are born and not made (Marquis & Huston, 2000). 

Major limitation of trait theory is that leaders cannot be developed through education and 

training (Murphy, 2005). Criticism on this theory led towards refocusing on the behavior 

of the leader – also because trait theory failed to address the different circumstances 

leaders face. Furthermore, no mechanism was drawn in trait theory to measure the 

performance of leader (Hollander & Offermann, 1990).  

The primary focus of leadership’s behavioral approach was to recognize how 

good leaders perform on duty (Yukl, 2002). The central theme of behavioral theory was 

to recognize actions that made an individual an effective leader (Wright, 1996). During 

leadership behavioral approach’s investigation, job-centered (task) and employee-

centered (human aspects) behaviors were identified as basic dimensions. The job-

centered behavior focuses on the leader’s approach to consider the nature of tasks to get 

the job done whereas the employee-centered behavior focuses on leader’s approach while 

dealing the interpersonal and human aspects during job (Lussier & Achua, 2004).  

Further evolution of the leadership theory considered that leader experiences 

different situations and contexts. The importance of these situations and contexts can 

never be ignored. Stogdill (1948, 1974) and Mann (1959) made major contribution in 

orientation of this area that is ‘situational leadership’. Previous research studies revealed 

several factors that impact performance of the leader such as leader’s authority, nature of 

business and an external environment (Greenberg, 2011; Yukl, 2002). 
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The research on situational leadership theory paved the way to explore leader-

follower relationship and, subsequently, contingency and transactional leadership models 

surfaced. The contingency model of Fiedler (1964), Path-Goal theory of House (1971) 

and the normative decision-making model of Vroom and Yetton (1973) described that 

leadership’s performance depends on leader’s qualities and situational demands.   

Social exchange theory perspective provided the basis to develop transactional 

leadership theory (Bass, 1985; Burns, 1978). Van Eeden and colleagues (2008) defined 

transactional leadership as a transactional exchange process between the leader and 

employee. Hollander and Offermann (1990) also assert that the leader-follower 

relationship is based on exchange. For successful culmination of leadership influence 

processes, the perception of follower that the exchange process is equitable and fair was 

considered vital for the relationship.  

Another leadership approach in which researchers showed great interest in the 

area during the end of 1970s and start of 1980s was “charismatic leadership”. House 

(1977) described that charismatic leaders have tremendous influence on followers due to 

emotional appeal which is inspirational but devoid of facts or rational appeal, which 

credibly conveys the relevant fact but it is emotionally cold.  The further evolution of this 

leadership construct led towards idea of transformational leadership.  

James MacGregor Burns introduced “transformational leadership” in 1978 in his 

well-known book ‘leadership’. According to Burns (1978), transformational leadership 

refers to a process in which an individual motivates another individual or group for a 

specific goal or job. This relationship enhances stakeholders’ association with 

organization.  

 

2.1.1 Authentic Leadership 

Authentic leadership is based upon the concept of authenticity – being true to 

one’s values– and is made up of the four unique components of self awareness, 

internalized moral perspective, balanced processing of information, and relational 

transparency (Avolio & Gardner, 2005; Kernis, 2003; Luthans & Youssef, 2004). 

Previous research studies indicate that the concept of authenticity is well documented and 

can be traced back to ancient Greek philosophy (Erickson, 1995; Harter, 2002; Hughes 
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(2005). The term “authentic” is also used in positive psychology literature (Seligman, 

2002) which refers to building from personal experience, emotions, preferences and 

beliefs to know oneself and act in accordance with the true self (Harter, 2002). Authentic 

leadership gained the attention of researchers in last decade when practitioner Bill 

George, former CEO of Medtronic discussed authentic leadership in his 2003 book. Bill 

George emphasized the need of a new type of leadership to bring ethical as well as 

effective leadership. Theoretical research on authentic leadership started in 2003 

(Luthans & Avolio, 2003) with focus on the positive aspect of ‘authenticity’ as a major 

component of leadership. As a further development on the construct of authentic 

leadership, the Gallup Leadership Institute (GLI) arranged Interdisciplinary summits in 

2004 and 2006 with objective to seek attention of the researchers and produce interest in 

the topic of authentic leadership development. The book of Gardner, Avolio, and 

Walumbwa, (2005) also promoted this topic.  

The definition of authentic leadership passes through different phases. Luthans 

and Avolio (2003) presented a theory-based authentic leadership model and identified the 

specific construct variables encompassing authentic leadership development. They stated 

that authentic leadership is a process that is influenced by organizational context and 

positive psychological capacities. Furthermore, they argued that the desirable outcomes 

of the authentic leadership process are greater self awareness, leaders and followers’ self-

regulated positive behavior that it enhances positive self-development. The additional 

attributes of an authentic leader are self-confidence, hope and morality emphasize 

promoting followers into leaders (Avolio & Gardner, 2005; Gardner et al., 2005 & 

Luthans & Avolio, 2003). 

Avolio and Gardner (2005) argued that it is necessary for every leader to be aware 

of one’s self. They furthermore proposed numerous attributes as ingredients of authentic 

leadership. These attributes include self awareness and self regulation of the leader, 

relationship transparency and positive but genuine leadership behavior. Avolio and others 

(2005) described authentic leadership as a root construct that transcends other leadership 

theories and provides explanation to understand differentiation between good and bad 

leadership.  
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Moreover, to further explore the concept of authentic leadership, Gardner and 

Avolio (2005) made an important revelation that authentic leadership does not refer to 

leader’s specific attributes or characteristics, rather, it encompass features that all 

individuals may possess in varying scales. Authentic leadership attributes ranges from 

very low to very high and that can be grown, deepened and developed within all 

individuals (Chan, Hannah & Gardner; 2005). In fact, individuals with authentic 

leadership attributes are internally motivated to practice their values persistently and lead 

with their hearts and heads (George & Sims et al., 2007). 

The theory of authentic leadership is heavily drawn upon Deci and Ryan’s (1995, 

2000) self-determination theory and Kernis’ (2003) conceptualization of authenticity. 

Self determination theory states that authenticity of individual depends more upon 

internal regulatory factors than external factors. This means that authentic leaders are 

driven by emotional sentiments such as hope, optimism and resilience (Avolio & 

Gardner, 2005) rather monetary benefits. Moreover, other researchers (Luthans & Aovio, 

2003; May et al., 2003) proposed that authentic leadership encompasses a positive moral 

perspective motivating individuals for high moral principles that lead decision making 

and behavior.  

In addition to abovementioned attempts to explore the authentic leadership 

construct, multiple definitions of authentic leadership have emerged in last decade 

(Cooper et al., 2005). Initially, Luthans and Avolio (2003) defined authentic leadership 

and called it a process that is based on both positive psychological capacities and a highly 

developed organizational context, the outcome of which is both higher self-awareness 

and self-regulated positive behaviors on the part of leaders and followers, thus promoting 

positive self-development. However, few researchers (e.g., Cooper et al., 2005; Shamir & 

Eilam, 2005; Sparrowe, 2005) took different course and showed concern over including 

the positive psychological capacities of self-belief, optimism and resilience in authentic 

leadership construct. Ilies and others (2005) drew upon Kernis (2003) conception of 

authenticity, presented a model of authentic leadership having four facets. This proposed 

model included self-awareness, unbiased processing, authentic behavior/acting, and 

authentic relational orientation. Shamir and Eilam (2005) proceeded with the life stories 

approach to authentic leadership development and asserted that authentic leaders have 
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below mentioned attributes: (a) leader’s role is main part of their self-concept, (b) they 

have obtained greater level of self-concept clarity, (c) the goal which they pursue are in 

agreement with their values, and (d) the behavior they exhibit is self-expressive (2005: 

399). Apart from the abovementioned definitions, the study of Walumbwa and colleagues 

(2008) provided comprehensive and operational definition of authentic leadership “A 

pattern of leader behavior that draws upon and promotes both positive psychological 

capacities and a positive ethical climate, to foster greater self-awareness, an internalized 

moral perspective, balanced processing of information, and relational transparency on the 

part of leaders working with followers, fostering positive self-development (Walumbwa 

et al.2008, p. 94). 

The notion of authentic leadership has been widely discussed by numerous 

researchers (Avolio et al., 2004; Gardner, Cogliser, Davis, & Dickens, 2011; George, 

2003; Hannah, Woolfolk, & Lord, 2009; Beddoes-Jones & Swailes, 2015) in their studies 

and those authors have addressed issues like validation of authentic leadership construct 

and authentic leadership development. In order to determine whether authentic leadership 

indeed is an effective form of leadership previous research studies also focused to 

provide foundation for examining how authentic leaders predict follower attitudes, 

behaviors and performance and they discussed how authentic leadership is different from 

extant leadership concepts (Giallonardo et al., 2010; Jensen & Luthans, 2006). 

Authentic leadership can be differentiated from other popular leadership theories 

as it is a broad construct and correspond to the phenomenon which may be termed as 

‘root’ construct (Avolio et al,. 2004). It incorporates other positive leadership theories 

such as transformational leadership theory (Avolio & Bass, 1988; Bass & Avolio, 1994). 

Authentic leadership contains the themes from servant leadership (Greenleaf, 1970), 

spiritual leadership (Fry, 2003) and charismatic leadership (Conger & Kanungo, 1998). It 

also holds the ideology of ethical leadership (Trevino, Brown & Hartman, 2003). 

Although, authentic leadership encompasses all the aspects of positive leadership and it 

can incorporate the features of other forms of positive leadership including servant, 

charismatic, transformational and spiritual leadership, there are certain features which are 

not included yet in other forms of leadership. 
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The self awareness is an important element of authentic leadership. Though this 

element is in common with the servant leadership theory but there are certain factors that 

can differentiate one form of leadership from other. First, servant leaders’ awareness, 

compassion and long-sightedness is more a hypothetical, which lacks empirical support 

and not grounded (Stone, Russell & Patterson, 2003). Secondly, servant leadership theory 

further failed to mention self awareness of the follower and positive psychological capital 

(Avolio & Gardner, 2005).   

Authentic leadership theory is different from charismatic leadership in several 

aspects. Unlike authentic leadership, Conger and Kanungo’s (1987) behavioral theory of 

charismatic leadership lacks focus to foster on leader and follower’s self awareness. 

Gardner and Avolio (1998) opined that authentic leaders impact value and ethical 

perception of follower by showing themselves as models (Gardner & Avolio, 1998), 

whereas charismatic leadership concentrates on impressive presentation and impression 

management. Leadership’s charisma would fail to sustain impact in such organizational 

settings where leader and follower work together closely (Hollander, 1978). The other 

shortcoming of charisma is its relationship with integrity (Maccoby, 2000). An authentic 

leader is the person with integrity. While, in some cases, charismatic leaders present 

themselves being authentic but in fact they take benefit of the situation and instead of 

working for the welfare of the organization and associates, they satisfy their desire for 

power (Bass & Steidlmeir, 1999). In such cases, due to the lack of integrity and 

authenticity, the effect of charisma diminishes (McCall & Lombardo, 1983).   

The transformational leaders are supposed to have charisma while authentic 

leadership may or may not have charisma (George, 2003). Other major difference 

between authentic and transformation leadership is that authentic leader may or may not 

positively focus on transforming follower into leader. However, authentic leader would 

predominately influence them positively through character and role modeling (Avolio & 

Gardner, 2005).  

Few components of ethical leadership are perceived to be overlapping with 

authentic leadership. In both types of leadership styles, leaders believe themselves to be 

ethically accountable for the decisions they made. However, unlike authentic leadership, 

ethical leadership lacks authenticity and self awareness (Brown & Trevino, 2006).  
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Avolio and Gardner (2005) are of the view that effective leaders can practice 

authentic leadership style without adopting servant, transactional, transformational or any 

other type of the leadership style.  

 

2.1.2 Components of Authentic Leadership 

As mentioned above, both the research studies Kernis (2003) and Walumbwa, 

Avolio, Gardner, Wernsing and Peterson (2008) proposed common components of 

authentic leadership construct: a) self awareness–being aware of one’s motives, feeling, 

desires and other self relevant cognitions, b) balanced procession–objective processing of 

self-relevant information, c) internalized moral perspective–consistently behaving in a 

manner that is in accord with one’s true self and d) relational transparency–achieving 

openness and truthfulness in one’s close relationships. These components of authentic 

leadership are further explained below. 

 

2.1.2.1 Self -Awareness 

The term self-awareness indicates one’s understanding of personal feelings, 

desires and motives. This term refers to the individual’s awareness of one’s personal 

weaknesses and strengths as well as one’s emotions. Self-awareness includes individuals’ 

awareness about others’ perception about him/her and how others are impacted by his/her 

actions (Kernis, 2003). 

 

2.1.2.2 Balanced Processing 

Balanced processing refers to the balanced and well-considered (relatively 

unbiased) analysis of all types of relevant information. It also includes considering 

others’ opinion and input while making any decision. Walumbwa and others (2008) 

describes that authentic leader having balanced processing attribute will analyze all 

relevant information, listens to others opinion and consider their views before coming to 

conclusion. It enhances the chances of remaining authentic by augmenting individual’s 

capability to process related information with great accuracy and thus minimizes biases.  
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2.1.2.3 Relational Transparency 

The term relational transparency refers to expression of true thoughts and 

feelings. It includes free sharing of information with others. Relationship transparency 

attributes help leader in maneuvering to gain followers trust and create sense of fairness 

among all stakeholders (Avolio & Gardner, 2005).   

 

2.1.2.4 Internalized Moral Perspective 

It refers to individuals’ self regulation; which means that internalized moral 

perspective explores the extent of the leader’s behavior that is directed by internal moral 

standards and values regardless of the external pressure (Avolio & Gardner, 2005). It 

makes a strong case for the argument that only ethical leaders, or at least those with 

integrity, can play the role of authentic leadership. Leader can earn respect and love of 

the follower by showing integrity and authenticity.  

 

2.2 Relationship between Authentic Leadership and Subordinate Outcomes? 

Authentic leadership can have a far-reaching impact on organizational 

environment from overcoming management misconduct issues to countering problems 

such as unstable economic atmosphere, rapidly changing technology and competitive 

environment that pose new challenges for organizations. Since its integration into the 

leadership literature, the authentic leadership construct has received a great deal of 

attention and has drawn considerable intuitive and theoretical support (Avolio, Gardner, 

Walumbwa, Luthans, and May, 2004; Giallonardo et al., 2010; Jensen & Luthans, 2006; 

Kernis 2003; Luthans & Avolio, 2003;Walumbwa et al., 2008). Authentic leadership 

literature needs further empirical support for different proposed relationships between 

authentic leadership and followers’ outcomes. To fill this gap in literature and provide 

empirical evidence for novel relationships in authentic leadership contexts, the researcher 

choose to examine a range of followers’ work related outcomes that are both widely 

studied in the literature and that are considered important to organizational success. 

These include attitudinal outcomes (organizational commitment, job satisfaction) and 

behavioral outcomes (organizational citizenship behavior and engagement). Rationale for 

each relationship is provided below.  
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2.2.1 Organizational Commitment 

Academic literature has different definitions of organizational commitment. 

Mowday, Steers, and Porter (1982) referred to organizational commitment as an 

employee’s association as well as involvement with the recognition of organization’s 

mission, goals and values. Allen and Meyer (1990) state that organizational commitment 

is a psychological state that attaches an employee to organization. According to Porter 

and others (1974), organizational commitment refers to an individual’s acceptance of 

organizational goals, intent to remain with organization and willingness to make extra 

efforts on its behalf. Mowday, Steers and Porter (1979) defines organizational 

commitment as an attitude that connects employees to the organization. In nutshell, all 

definitions of employee’s organizational commitment have common theme that there is 

strong bond between employee and organization (Samad, 2005). 

The concept of organizational commitment is generally studied in literature as the 

alternative of turnover (Cohen, 1993). The more an employee is committed with 

organization, the lower will be the turn over intention of that particular employee. In 

other words, an employee higher at commitment level desires to remain with the 

organization and keeps working (Mowday, Porter & Steers, 1982). Organizational 

commitment has received wide attention in attitudinal literature because it can easily 

predict employee’s turn over intention. Besides turn over, organizational commitment is 

also linked with other essential employee level outcomes such as job performance and 

productivity (Morris & Sherman, 1981). Furthermore, an employee higher at 

organizational commitment can be expected to have lower level of absenteeism from job.   

 

2.2.1.1 Authentic Leadership and Organizational Commitment  

Authentic leadership is expected to have association with different employee 

outcomes. The relationship between authentic leadership and organizational commitment 

has been investigated in previous studies. Rego, Lopes, Nascimento (2015) stated that 

authentic leadership exerting influence on the organizational commitment of the follower 

because of authentic leader’s behavior pattern and resultantly positively affecting the 

behaviors and attitudes of the followers. In other study, Kliuchnikov (2011) investigated 

the impact of authentic leadership on three dimensions of organizational commitment: 
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affective, continuance and normative and found that authentic leadership predicts 

affective organizational commitment, which referred to the emotional bond with 

organization (Ashman, 2007). The relationship between authentic leadership and 

continuous commitment-perceived cost to leave organization was positive but a bit 

weaker in comparison to that of affective commitment whereas the link between 

authentic leadership and normative commitment-employee’s obligation towards 

organization (Marsh & Mannari, 1977) was also significant and positive.  

Javaid, Luqman, Amir and Umair (2015) examined the relationship between 

authentic leadership and single dimension of organizational commitment i.e. affective 

commitment. They used social exchange theory to justify the assumption that authentic 

leadership influences the affective commitment of the follower. Javaid et al. (2015) 

concluded that authentic behavior of leader by displaying high level of self-awareness, 

relational transparency and balanced procession of information produce positive 

sentiments in followers’ heart, to which, they reciprocate and show affective 

commitment. Similarly, Alinezhad, Abbasian & Behrangi (2015) investigated the link 

between authentic leadership and organizational commitment of the teachers and found 

that authentic leadership has positive effects on the organizational commitment.  

Besides the empirical support provided by previous research studies, the 

theoretical base for the argument that authentic leadership positively influences employee 

organizational commitment can be drawn from the fact that authentic leadership develops 

followers who share principles, values and convictions similar to their leaders (Gardner et 

al., 2005; Shamir & Eliam, 2005). In order to develop a long and productive career and 

have a successful career progression, followers of authentic leader emulate the 

characteristics of their leaders such as candor, integrity and developmental focus 

(Gardner et al., 2005). Thus, on the basis of above arguments and the empirical support 

provided by previous studies mentioned above, it is suggested that authentic leadership is 

positively associated with employee’s organizational commitment.  

 

Hypothesis 1. Authentic leadership is positively associated with employee’s 

organizational commitment.  
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2.2.2 Job Satisfaction 

Hoppock initiated the concept of job satisfaction in 1935 and refers to job 

satisfaction as the employees’ feeling in the working environment based on physical and 

psychological pleasure attained from the job. Since then, a number of definitions of job 

satisfaction were presented in the job satisfaction literature. Some researchers are of the 

view that employee job satisfaction is blend of physiological, psychological and 

environmental experiences (Hoppock, 1935) whereas others opined that it is individuals’ 

affective orientations towards job tasks that they are currently engaged in (Vroom, 1964). 

Hulin and Judge (2003) described job satisfaction as the degree of pleasure the employee 

derives from his or her job due to job experience.  

Job satisfaction represents employees’ sense of accomplishment and success on 

the job and is usually referred to individuals’ approach and feelings in relation to the job. 

The employee job satisfaction constitutes both negative and positive feelings of 

individuals about their job (Steyn & Van, 1999). Armstrong (2006) concluded that 

positive approach towards the job is as termed job satisfaction whereas negative and 

unfavorable attitude is termed as job dissatisfaction.  

While defining job satisfaction, many definitions of job satisfaction limit their 

emphasis to the job whereas others definitions included all those factors which are 

relevant to the job. More general definition of employee job satisfaction was presented by 

Cribbin in 1972, as he included supervisors, co-workers, organizations, family life 

besides job.  

Moreover, according to Prince (1997) employee job satisfaction is a level of 

affection and orientation towards organization. Locke explained job satisfaction as an 

emotional state that is based on the evaluation of one’s job experience (as cited in Reisel 

et al., 2010). Furthermore, Locke also asserted that job satisfaction can be better 

understood provided certain factors are considered. These factors are work, pay, 

promotion, recognition, working conditions, co-workers etc (Lomoya, Pingol, Teng-

Calleja, 2015).  
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2.2.2.1 Authentic Leadership and Employee Job Satisfaction 

Employee’s job satisfaction is an important element to the success of any business 

because satisfied employee contributes towards organizational success. On the other 

hand, the dissatisfied employee shares problems with the co-worker thus create 

disturbance in organizational environment. Due to its significance for the organizational 

effectiveness, practitioners gave great attention to job satisfaction. Previous research 

studies revealed numerous reasons that may cause employee job satisfaction such as job 

factors, intrinsic motivation, employee attitude towards co-workers, working conditions 

of the organization, financial benefits and leadership (Azri, 2011; Rue & Byers, 1994; 

Shah, Rehman, Akhtar, Zafar & Riaz, 2012; Yun, Cox Sims & Salam, 2007).  

Leadership plays a vital role in enhancing employee job satisfaction. The more 

the leader is caring, supportive and inspirational, the greater will be employee job 

satisfaction. Authentic leaders are more likely to influence individuals’ job satisfaction 

level due to their friendly approach towards followers (Avolio et al., 2004). Empirical 

evidence supports the suggestion that authentic leadership has a positive relationship with 

employee job satisfaction (Gardner et al, .2011). The relationship between authentic 

leadership and job satisfaction are tested in previous research studies, like, Darvish and 

Rezaei (2011) suggested positive relationship between all four dimensions of authentic 

leadership i.e. self-awareness, an internalized moral perspective, balanced processing of 

information  and relational transparency. They asserted that the authenticity of leader 

develops trust of leader and as a result follower feels more satisfied at job. The results of 

Darvish and Razaei (2011) found that all components had positive association with job 

satisfaction.   

Gialllonardo et al. (2010) examined the relationship between nurses’ perception 

of authentic leadership and job satisfaction and found positive association for the 

hypothesized relationship. Furthermore, Jensen and Luthans (2006), Laschinger, Wong & 

Grau (2012) and Walumbwa et al. (2008) found positive association between authentic 

leadership and employee job satisfaction.  

Authentic leadership is likely to have positive association with employee job 

satisfaction because authentic leaders provide support for followers’ self determination. 

Leaders with authentic behavior are thus more effective at promoting followers’ intrinsic 
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motivation (Deci, Connel & Ryan, 1989) which in turn results in enhancing followers’ 

satisfaction at job (Walumbwa et al. 2008).  

 

Hypothesis 2. Authentic leadership is positively associated with employee’s job 

satisfaction. 

 

 

2.2.3 Organizational Citizenship Behavior 

Organizational citizenship behavior is an important employee outcome. Organ 

(1988) coined the term “organizational citizenship behavior” drawing on Barnard’s 

(1938) work of ‘willingness to cooperate’ and Katz’s (1966, 1978) concept of ‘innovative 

and spontaneous behavior. This concept is under study since 1980s and has passed 

through evolution phases as initially employee behavior was categorized into general 

compliance (job behavior that an employee is required to display at job) and altruism 

(extra behavior that aims at helping other employees) (Bateman & Organ, 1983). 

The term organizational citizenship behavior became focus of attention of 

researchers since Organ’s (1988) contribution to organizational citizenship behavior 

literature. According to Organ (1988), organizational citizenship behavior is an 

employee’s discretionary behavior that the organization’s salary and compensation 

system does not officially recognize. Organ (1988) categorized organization citizenship 

behavior construct into five distinct dimensions i.e. 1) altruism (providing assistance to 

others), 2) civic virtue (remain engaged in important organizational matters), 3) 

conscientiousness (keeping up with the norms of organization), 4) courtesy (considering 

others opinion before making decision) and 5) sportsmanship (showing patience at 

difficult situations and not complaining about minor things). The construct of 

organizational citizenship behavior received further classification when Williams and 

Anderson (1991) divided it into two parts. The first part addresses issues pertinent to 

individuals such as showing courtesy and altruism. This category was termed as 

organizational citizenship behavior directed towards individual. The other category deals 

with the issues pertinent to organization by displaying behavior that benefits organization 

such as conscientiousness, civic virtue and sportsmanship.  
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However, Bettencourt and others (2001) shown concern over emphasizing on 

citizenship behaviors that are widely applicable across positions and organizations and in 

doing so ignoring calls to extend the focus of OCB to include service oriented behaviors. 

They emphasized to widen the application of organization citizenship behavior by 

including the perspective of service oriented behavior. Thus drawing upon prior empirical 

work of (Van Dyne et al., 1994), Bettencourt and others (2001) developed a measure of 

organizational citizenship behavior with a major focus on employees of service sector. 

This research study used Bettencourt and Colleagues (2001) measure for studying 

organizational citizenship behavior.  

 

2.2.3.1 Authentic Leadership and Employee Organizational Citizenship Behavior  

Authentic leadership is suggested to enhance followers’ organizational citizenship 

behavior because such leaders provide an open and fair work environment which is 

favorable for employees who are more willing to engage in extra role behavior that 

promote organizational agenda and is not specified in their job descriptions (Avolio & 

Gardner, 2005; Brown, Treviño, & Harrison, 2005). Authentic leaders play key role in 

developing authentic followership and thus facilitate followers’ helping behavior by 

making them more aware of the importance of helping others and displaying the value of 

openly sharing of information. 

Previous studies revealed positive association between authentic leadership and 

organizational citizenship behavior. According to Nikpay, Siadat, Hovelda and 

Nilfrooshan (2014) university leaders authentic behavior play significant role in 

developing organizational citizenship behavior in followers. Yesilkaya and Aydin (2016) 

proposed positive association between authentic leadership and argued that leaders have 

higher affect on followers to display organizational citizenship behavior. Result of this 

study supported the argument as higher correlation .40 was found between authentic 

leadership and organizational citizenship behavior. In addition to aforementioned studies, 

literature has documented other studies such as Song and Seomun ( 2014),  Valsania et al 

( 2012), Al-Sharafi & Rajiani (2013) and Walumbwa et al (2008) which has investigated 

the link between authentic leadership and organizational citizenship behavior and found 

positive association.  
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Hypothesis 3. Authentic leadership is positively associated with employee’s 

organizational citizenship behavior 

 

2.2.4 Work Engagement 

The work engagement construct is a relatively new concept, widely used and 

important term (Robinson, Perryman & Hayday, 2004) and has received a great deal of 

attention in last few years as it is considered a key to organizational competitiveness. 

Work engagement is sometimes mixed with other established constructs (Robinson et al., 

2004), the factors responsible for the outcome of work engagement may not be the same 

which develop other employee outcomes such as organizational commitment and 

employee job satisfaction (Macey, Schneider, Barbera & Young, 2009). Definition of 

work engagement is heavily debated in academic literature and numerous researchers 

described the term in different ways (Bakker et al,. 2008; Kular, Gatenby, Rees, Soane & 

Truss, 2008; May, Gilson & Harter, 2004; Schaufeli, Salanova et al,. 2002). Vazirani 

(2007) referred work engagement to individuals’ level of organizational commitment and 

involvement with organization and its values. Kahn (1990) opined that the definition of 

work engagement encompasses individuals’ strong bond to their work roles. It includes 

physical, cognitive and emotional job satisfaction drawn from job roles. However, 

researchers agree on the fact that work engagement is very much desirable outcome as 

possesses both psychological and behavioral perspectives (Macey & Schneider, 2008). 

Macey and Schneider (2008) concluded that the common features of definition of work 

engagement include both attitudinal and behavioral components that are the desirable 

state of involvement, passion, commitment and enthusiasm. 

Work engagement is an immediate solution to many challenges which many 

organizations face today. Macey et al. (2009) believed that organizations may achieve 

competitive advantage by giving attention to work engagement. Although academic 

research relates work engagement to other employee outcomes such as organizational 

citizenship behavior, it is different in nature because employee organizational citizenship 

behavior refers to helping colleagues by showing voluntary and informal behavior 

whereas employee work engagement is neither extra role nor volunteer behavior but a 

strong engagement, involvement and dedication felt to the work (Schaufeli, Salanova, 
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González-Romá & Bakker, 2002). It is widely believed that engaged employees provide 

competitive advantages to their organizations by contributing towards organizational 

success through higher efficiency and causing reduction in the employee turnover.   

  

2.2.4.1 Relationship between Authentic Leadership and Work Engagement 

  This study proposed positive association between authentic leadership and work 

engagement. Previous studies have investigated this link and provided empirical support 

that authentic leadership can influence follower’s work engagement. Penger and Cerne 

(2014) tested a multilevel model to investigate the assumption that authentic leadership 

affects work engagement in followers. They argued that authentic leaders provide support 

to the self-determination of the followers therefore it is likely that followers are 

motivated to show high level performance at job, which is the characteristic of work 

engagement. Result of study conducted by Penger and Cerne (2014) revealed positive 

association between authentic leadership and work engagement. The study of Hassan and 

Ahmed (2011) also found positive relationship between authentic leadership and work 

engagement. Furthermore, Hsieh and Wang (2015) also found that authentic leadership 

predict follower’s work engagement.  

  The link between authentic leadership and work engagement can be established 

on the basis of the following arguments. When followers realize that their leaders have 

skillful insight and ability to enhance the organizations’ growth and productivity, this 

situation will assure followers a more profitable future with organization under their 

leaders (Spreitzer & Mishra, 2002). Furthermore, authentic leaders demonstrate positive 

behavior and develop healthy relationship with subordinates, clarify organizational goals, 

assist them in achieving these goals and ignore their failures (Luthans & Avolio, 2003). 

Thus, the positive and supportive behavior of authentic leaders such as guiding the 

followers in pursuing their goals, drawing attention to drawbacks, helping them in their 

job progression, and providing counseling as needed  (Avolio & Luthans, 2003) is likely 

to augment followers’ work engagement. 

 

Hypothesis 4. Authentic leadership is positively associated with employee’s work 

engagement. 
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2.3 How do Authentic Leaders affect follower Outcomes?  

Previous studies has given little attention to conduct empirical research that 

identify the mechanisms through which authentic leaders apply their influence on 

effective behaviors (Clapp-Smith et al., 2009; Giallonardo et al., 2010; Wong et al., 

2010) as follower’s learning interest is widely ignored to be tested as a mediator. Hence, 

there is a need in authentic leadership literature to further explain theoretically and test 

empirically processes that link authentic leadership with follower outcomes (Yammarino, 

Dionne, Schriesheim & Dansereau, 2008).  

 

2.3.1 A Mediating Mechanism  

  In order to address the issue of testing new mediating mechanisms and fill the 

abovementioned gap in authentic leadership literature, the researcher identified and tested 

a mediator through which authentic leadership is likely to influence followers’ attitudinal 

and behavioral outcomes. In particular, the researcher proposed mastery goal orientation 

as a framework to establish the means by which authentic leaders affect follower 

outcomes.  

 

2.3.1.1 Mastery Goal Orientation 

Mastery goal orientation is a frame of mind which motivates individuals to 

improve capability and extend competency (Dweck, 1986). A so-called implicit 

“incremental theory” of ability supports mastery goal orientation and provides theoretical 

base. Implicit theories describe the beliefs or theories that people hold about themselves, 

in this case about ability, intelligence or competence. The incremental theory states that 

individuals believe that they can improve competence by learning new skills and, hence, 

gives rise to the adoption and pursuit of learning goals. Individuals with mastery goal 

orientation seek to enhance capability by learning new techniques, so that individuals 

face adverse situation with resilience by adopting adaptive response pattern, Mastery goal 

orientation builds a propensity to enhance the ability of achieving excellence at job 

(Dweck, 1999).  

Mastery goal orientation is one of the two dimensions of goal orientation. Goal 

orientation refers to the goals individual implicitly follow as working toward job related 
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outcomes (Dweck & Leggett, 1988). The goal orientation concept deals with inner 

regulatory processes that affect an individual's selection of task, goals setting, and effort 

mechanism in learning and performance contexts (e.g., Button, Mathieu & Zajac, 1996; 

VandeWalle, 1997).Goal setting theorists have proposed different models of goal 

orientation based on the number of factors such as a two factor model (Dweck, 1986; 

Dweck and Leggett 1988), three- (e.g., Elliot & Harackiewicz 1996; Middleton & 

Midgley 1997; VandeWalle, 1997), and most recently four-factor model (Elliot and 

McGregor, 2001). This study is based on the two factor model of goal orientation 

advanced by Button and others (1996) and VandeWalle (1997) which is drawn from 

Dweck and legget (1988).  

Button and others (1996) model categorized goal orientation into learning or 

mastery goal and performance goal orientation. The learning/mastery goal orientation 

refers to individuals’ attempt to enhance their competence and learn new skills. 

Performance goal orientation is a type of goal orientation in which individuals seek to 

create in others a positive impression about their competence. The learning goal 

orientation is also called mastery goal orientation. More precisely, the learning or mastery 

goal orientation gives attention to competence development, and individuals with mastery 

goal orientation seek to increase their competence by mastering new techniques whereas 

performance goal orientation focuses on portraying competence. The individuals having 

performance goal oriented tendencies seek to gain positive judgments of their 

competence and avoid negative evaluation of their capability. 

As discussed earlier, goal orientation has two dimensions (mastery goal 

orientation and performance goal orientation). The mastery goal orientation has been 

empirically tested in many research studies. The empirical results show that mastery goal 

orientation provided significant beneficial results when tested with multiple outcome 

variables (Sonnentag, 2003; Lyke & Young, 2006). On the other hand, while theorizing 

relationship between performance goal orientation, researchers have received very 

inconsistent empirical results. The performance goal orientation association with other 

variables received different results, negative but weak association (Phillips & Gully, 

1997), no relationship was found (Donovan and Swander, 2000) whereas non-significant 

but positive associations were witnessed by VandeWalle and colleagues (1999).   
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The nature of these facets reveals that mastery goal orientation is more suitable to 

be studied in relationship with authentic leadership. The genuineness and truthfulness of 

a leader to self and followers is likely to inspire followers to be like their leader and in 

turn, can be expected to generate motivation for learning and mastering the new skills in 

employee. While performance oriented employee demonstrate uncertain behavior that 

depends upon situation.    

Academic literature provides two perspectives of mastery goal orientation. 

According to the first perspective, mastery goal orientation is a stable personality factor, 

free of the effects of the situational impacts (Cellar et al., 2011; Deshon & Gillespie, 

2005). Second perspective states that though a bit stable construct, mastery goal 

orientation can be influenced by situational factors (VandeWalle et al,. 2001; 

VandeWalle & Cummings, 1997). Mastery goal orientation is generally recognized as a 

stable individual difference, however, empirical evidence support the preposition that 

various situational characteristics can affect this construct (Coad & Berry 1998; Chughtai 

& Buckley, 2011; Kohli et al., 1998; Sujan et al., 1994). Therefore, this research study is 

based on the second approach that the situational factors – particularly leadership – can 

influence the mastery goal orientation of an individual. 

 

2.3.1.2 Authentic Leadership Positively Associated with Mastery Goal Orientation? 

This study proposes a hypothetical model that mastery goal orientation of the 

follower mediates the relationship between authentic leadership and follower’s attitudinal 

and behavioral outcomes. The first part of the model that authentic leadership predicts 

mastery goal orientation is supported by “social learning theory”. This theory is discussed 

below.  

 

2.3.1.2.1 Social Learning Theory 

Social learning theory is presented by Albert Bandura (1971) and this theory deals 

with the learning that takes place in the social context. According to the theory, people 

learn from one another through observational learning, imitation and modeling. To 

explain how social learning theory may help explicate the effects of authentic leadership 

on mastery goal orientation, researcher provide an overview of the central mechanisms of 
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this theory by specifying that: (a) observer is likely to imitate the behavior of a person or 

model that have certain qualities such as talent, intelligence, power and honesty etc that 

observers find attracted, (b) observer will respond to the way model is treated i.e. 

rewarded or punished, (c) observer can ‘acquire’ a behavior and may ‘perform’ it when 

needed.  

First, social learning theory states that people like to follow the behavior of a 

person who has certain positive characteristics. As discussed above, authentic leaders are 

driven by emotional sentiments such as hope, optimism and resilience (Avolio & 

Gardner, 2005) and encompasses a positive moral perspective motivating individuals for 

high moral principles that lead decision making and behavior ((Luthans & Aovio, 2003; 

May et al., 2003), it is likely that followers of authentic leaders will imitate the behavior 

of their leaders.  

Second, social learning theory assumes that observers judge the result of model’s 

behavior and decides whether to produce the same behavior or refrain from copying the 

behavior of the model. The positive behavior of authentic leaders is most likely to 

produce good results. Leader with authentic behavior adopt friendly approach towards 

followers (Avolio et al., 2004), provides support for followers’ self determination 

(Hidayat, 2016) and aim to develop followers who share principles, values and 

convictions similar to their leaders (Gardner et al., 2005; Shamir & Eliam, 2005). 

Therefore, it is expected that the team work of leader-follower will help them to achieve 

targets and attain favorable outcomes thus paving way for followers to consider 

reproducing positive behavior of their leaders.  

Third, social learning theory further assumes that the observer may acquire certain 

behavior of the model and perform it when needed. This phenomenon provides base to 

the assumption that individual gain motivation of learning and developing from the 

model and applies acquired technique when required. From this argument, researcher 

build a case that authentic leader inspire follower for learning and development and instill 

sense of mastery goal orientation in him/her.  

 

Mastery goal orientation was traditionally considered a relatively stable individual 

difference (Deshon & Gillespie, 2005) thought to stem from an enduring belief that 
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ability and competence are malleable (Dweck, 1986). However, an increasing number of 

studies has examined the concept of mastery goal orientation as an outcome variable, as a 

situational variable, or provided empirical evidence that mastery goal orientation can be 

influenced by situational characteristics such as leadership and organizational contexts 

(Chughtai & Buckley, 2010; Hamstra, Sassenberg, Van Yperen, &  Wisse, 2014) 

implying that there is considerable evidence that mastery goal orientation is subject to 

social and organizational (or other contextual) influences. Hence, whether situational or 

chronic, mastery goal orientation ‘directs’ the nature of people’s pursuits in an 

achievement setting toward learning and development.  

The researcher proposes that one way in which the authentic leadership pattern 

brings about performance outcomes is through its relationship with followers’ mastery 

goal orientation – a proposition that aligns well with social learning perspectives on 

leadership (e.g., Brown & Treviño, 2006). Social learning theory holds that people learn 

by watching and imitating attractive and credible role models (Bandura, 1977). Authentic 

leaders are likely a strong source of social learning because they are both attractive and 

credible. That is, leaders’ power and status make them attractive role models in general 

(Brown & Treviño, 2006) and sincerity and authenticity more specifically are attractive 

individual qualities (DeCarufel & Insko, 1979). Furthermore, authentic leaders are 

attractive models because they demonstrate concern for followers’ input and feedback 

and they show fairness in their balanced processing of information. Authentic leaders are 

also highly credible role models: as authenticity implies behaving in accordance with 

inner values, it means consistency and integrity, which implies they will come to be seen 

as trustworthy and credible. Hence, social learning theory supports the notion that 

followers are likely to see authentic leaders as attractive and credible role models and, as 

such, this perspective suggests that followers will emulate authentic leaders. In turn, this 

implies that we can delineate the behaviors shown by authentic leaders to determine 

whether this behavior would ‘socially teach’ followers to adopt a mastery goal 

orientation. Several specific reasons can be identified that support the notion that 

authentic leadership may function as a role model for employees’ mastery goal 

orientation. Authentic leadership models mastery goal orientation directly, but can also 

be seen to model several of the key antecedents of mastery goal orientation in general. 
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To start with the former, first, authentic leaders’ self-awareness implies an 

awareness of fault, mistakes, and limitations and a sincere desire to improve themselves 

and their interactions with others. This awareness of the possibility to better oneself and 

this general focus on improvement explicitly signals that these leaders are oriented on 

learning goals and, given their function as role models, implies followers will attempt to 

emulate this mastery goal orientation. Second, authentic leaders are not afraid to admit 

when they have made a mistake because mistakes are a natural consequence of not being 

infallible and are seen as an opportunity to improve. This again signals to followers that 

authentic leaders are mastery goal oriented, as mastery goal orientation implies an 

openness to learn from mistakes and a tendency to deliver sustained effort in the face of 

failure. Third, and in line with the latter, through its example, authentic leadership 

stimulates openness and proactive seeking of feedback in order to improve, which 

directly links to an orientation on learning. Fourth, authentic leadership facilitates the 

mastery goal adoption process because it sets an example for seeking critical input from 

others that is necessary for effective pursuit of mastery goals.  

Hence, the pattern of authentic leadership behaviors signals a mastery goal to 

followers directly. However, there may be other reasons why followers of authentic 

leaders tend to adopt a mastery goal orientation – that is, authentic leadership may 

socially teach followers the antecedents of mastery goal orientation as well. For example, 

Payne and colleagues (2007; also VandeWalle et al., 2001) mention implicit theories of 

ability as an antecedent. That is, individuals who believe that competence and skill are 

relatively malleable, tend to adopt mastery goal orientations. Authentic leaders signal this 

same belief, by actively seeking feedback, by trying to improve their interactions with 

others, and by acknowledging their limitations. Those authors also discuss the 

antecedents in terms of more broad motives, such as the need to avoid failure (Elliot & 

Church, 1997), which is low for individuals with mastery goals. Indeed, authentic leaders 

also model a low need to avoid failure, by not being afraid to admit their mistakes and 

weaknesses. VandeWalle and colleagues (2001) also suggested specific ways to manage 

mastery goal orientation, specifically suggesting that managers should model behaviors 

consistent with a mastery goal orientation – these are precisely the type of behaviors that 

authentic leaders model. For example, VandeWalle and others (2001) argues that mastery 
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goal orientation coincides with a tendency to conceive of feedback as being useful and 

diagnostic. This same tendency can be seen in authentic leaders’ balanced processing of 

information and general openness to feedback and follower input. Hence, authentic 

leaders model mastery goal orientation directly, and model several antecedents and 

behaviors closely tied to mastery goal orientation. All these, can be integrated by 

considering the link between authentic leadership and mastery goal orientation as a 

matter of social learning (see Owens & Hekman, 2012). Therefore, I propose a positive 

link between authentic leadership and followers’ mastery goal orientation. 

 

Hypothesis 5: Authentic leadership is positively associated with employee’s mastery 

goal orientation.  

In turn, researcher expected mastery goal orientation to be positively associated 

with follower outcomes such as employee commitment, job satisfaction, organizational 

citizenship behavior and work engagement. The relationship between mastery goal 

orientation and abovementioned outcomes are supported by “self-determination theory”. 

This theory is discussed below.  

 

2.3.1.2.2 Self-Determination Theory   

Self-determination theory explains the human motivation behind adopting certain 

behaviors and maintaining them over time (Rayan & Deci, 2000). According to the 

theory, sense of competence-feeling capable of work related tasks, autonomy-feeling that 

one is initiator of work-related actions and relatedness-feeling that one is supported by 

the people at work, are critical for a person to self-regulate and sustain behaviors.  

 In connection to this study, self-determination theory explains the mechanism 

how mastery goal orientation motivates individual and influence their attitudinal and 

behavioral outcomes: (a) mastery goal oriented individuals are keen to develop their 

expertise by gaining new knowledge and techniques (Dweck, 1986) thus the spirit of 

learning and development is likely to satisfy the need of competence, (b) individuals 

higher at mastery goal orientation are stimulated by learning intentions therefore they are 

expected to accept challenges, take risks and make initiatives at job hence satisfy the 

need for autonomy at work, (c) for smooth learning and development, individual is 
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required to keep cordial  relationship with peers and colleagues as learning is only 

possible with the cooperation of co-workers. It is expected that individuals high at 

mastery goal orientation take necessary measures to keep pleasant environment with co-

workers thus the feeling that one is supported by the people at work is satisfied. Hence, it 

is argued on the basis of above discussion that the self-determination theory provide base 

to the suggestion that mastery goal orientation influence the attitudinal and behavioral 

outcomes at work.  

 

2.3.2 Mastery Goal Orientation with Employee Outcomes 

 The association between mastery goal orientation and employee outcomes is 

discussed below. 

 

2.3.2.1 Mastery Goal Orientation and Employee Commitment 

Mastery goal oriented individuals are keen to develop their expertise by gaining 

new knowledge and techniques (Dweck, 1986). Such individuals are driven by 

motivation to benefit from skill development and achieve progress in their career. The 

spirit of learning and development keeps them dedicated to achieve excellence at job. The 

dedication stimulated by learning intentions builds individual’s attachment with 

organization as a place in which they can learn and develop. Thus, to gain competence 

and avail opportunity to learn and develop, individuals with mastery goal orientation 

develop intent to remain with organization, respect its values and goals and agree to make 

extra efforts on its behalf. In a nutshell, learning motivation influences individual’s 

organizational commitment.  

Previous research studies investigated the concept that mastery goal orientation 

predicts commitment in employee. One of such case was presented by Porter (2005) who 

studied goal orientation in teams and suggested positive effect for the mean levels of 

mastery goal orientation in teams on commitment and found the relationship positive and 

significant. Furthermore, he argued that teams with members high on mastery goal 

orientation are expected to show high task persistency and more likely to work together. 

The members of such team are not expected to part ways with the team and abandon 

team’s tasks. Similarly, Lee, Tan, Javalgi (2000) found that mastery goal orientation is 
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positively associated to all three components of organizational commitment. Moreover, 

D’Amatoa and Herzfeldt (2008) concluded that mastery goal orientation motivates 

individual to stay at organization for long period of time (D’Amato & Herzfeldt, 2008).  

 

Hypothesis 6. Employee’s mastery goal orientation is positively associated with   

employee organizational commitment. 

 

2.3.2.2 Mastery Goal Orientation and Employee Job Satisfaction 

This study proposes that mastery goal orientation is positively related to job 

satisfaction. The link between mastery goal orientation and job satisfaction has received 

very little attention in the literature. Very few studies have focused to investigate this 

relationship. VanYperen and Janssen (2002) examine this association among the Duch 

employees and argued that mastery goal oriented individuals derives higher level of 

satisfaction from the task during the pursuit of goal achievement.  Furthermore, they 

stated that the mastery goal oriented individuals target goals for the sake of internal 

pleasure rather than social comparison criteria. The results of VanYperen and Janssen 

(2002) study found that mastery goal orientation predicts job satisfaction.  

The relationship between mastery goal orientation and employee job satisfaction 

may be explained by drawing on McClelland’s (1961) ‘need for achievement theory’ 

which states that achievement oriented individuals show more concerns to their personal 

achievements than towards the rewards of success.  It means that such individuals prefer 

personal satisfaction drawn from the achievement of the task over the financial benefit 

received. The sense of achievement brings intrinsic motivation as these individuals prefer 

accomplishment of goal over rewards (Argyris, 2010). Drawing from need for 

achievement theory, it is suggested that, regardless of gaining monetary benefits or 

promotions, mastery oriented individuals focus to improve their skills for personal 

satisfaction and to attain achievements at their job. Thus, the pursuit of achievement, in 

turn, provides pleasure as individuals succeed in learning new things at job. Individuals 

having mastery goal orientation enjoy their jobs and experience greater job satisfaction 

(Lai, Chi & Yang, 2010).  
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Hypothesis 7. Employee’s mastery goal orientation is positively associated with  

employee’s job satisfaction. 

 

2.3.2..3 Mastery Goal Orientation and Employee Organizational Citizenship 

Behavior.  

This study assumed positive relationship between mastery goal orientation and 

organizational citizenship behavior. Literature review reveals that empirical evidence 

exists to justify assumption that mastery goal orientation enhances employee citizenship 

behavior. Chien and Hung (2008) examined the relationship between mastery goal 

orientation and organizational citizenship behavior. According to their study, mastery 

goal oriented individuals accept challenges and consider difficult job assignments as 

opportunity to improve skills and gain knowledge thus they are in better position to help 

other colleagues at work. Moreover, they argued that at the pretext of gaining more 

knowledge while working with colleagues at job-in meetings and other job related 

activities, the chances of mutual interaction with co-workers increases thus the 

opportunity to show citizenship behavior also enhances.  

As mastery goal orientation represents the mindset of an individual who seeks to 

develop competence by learning new skills (Dweck, 1986), the process of learning and 

development requires cordial organizational environment, where employees are tied in 

strong positive relationships and are eager to help each other by executing extra and 

voluntary job roles. It is therefore argued that in a bid to improve and to learn new skills 

at work, individuals with mastery goal orientation would develop healthy relationships 

with line managers and colleagues (see Van Yperen & Janssen, 2002). They would be 

more willing to spend more time working with colleagues in pleasant environment 

because they realize that their goals are best attained in a more amicable social 

environment, and they see others as helpers, rather than as competitors. Thus, it may be 

hypothesized that mastery goal orientation has positive association with organizational 

citizenship behavior.  

 

Hypothesis 8. Employee’s mastery goal orientation is positively associated with  

employee’s organizational citizenship behavior. 
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2.3.2.4 Mastery Goal Orientation and Employee Work Engagement. 

It was hypothesized in this study that mastery goal orientation predicts employee 

work engagement. Previous research studies have also tested this relationship such as 

Adriaenssens, DeGucht and Maes (2015) who argued that mastery goal oriented 

individuals are expected to strive for personal development thus resulting in 

achievement-oriented behavior and task management. Such individuals are likely to show 

high resilience at work, are more persistence at job and demonstrate more resistance to 

obstacles because they deal tasks as challenge and not as a threat. The results of the study 

of Adriaenssens et al. (2015) found that mastery goal orientation was strongly associated 

with work engagement. Roebken (2007) explored the link between mastery goal 

orientation and engagement in students and found that students equipped with mastery 

goal orientation shown higher engagement in academic issues.  

Self-determination theory’s intrinsic motivation perspective provides the base for 

the argument that mastery goal orientation effects employee engagement. The intrinsic 

motivation aspect of self-determination theory refers to the phenomenon that individuals 

show enthusiasm at work through involvement with the job. Furthermore, intrinsically 

motivated individuals derive satisfaction from attachment with the job rather than from 

any external reward, therefore such individuals perform activity in search of enjoyment 

(Deci & Ryan, 1985). As individuals with mastery orientation are intrinsically motivated 

to equip themselves with new skills, approach job with learning intent and draw 

motivation by engagement in job roles (Skaalvik & Skaalvik, 2013), it is plausible to 

suggest that mastery oriented individuals remain physically and psychologically 

connected to the work. Hence, it is suggested that mastery goal orientation has positive 

relationship with work engagement.   

 

Hypothesis 9. Employee’s mastery goal orientation is positively associated with  

employee’s work engagement. 

    As discussed above that mastery goal orientation has positive association with 

follower level outcomes such as organizational commitment, job satisfaction, 

organizational citizenship behavior and organizational engagement.  There is a theoretical 
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justification present in the support of these linkages. The reasons of the positive and 

significant relationships between mastery goal orientation and aforementioned follower 

level outcomes are a) the desire of mastery goal oriented individuals to develop their 

skills and seek excellence (Dweck, 1986) keep them dedicated to achieve excellence at 

job and thus enhance their organizational commitment, job satisfaction, organizational 

citizenship behavior and organizational engagement, b) this pertinent relationship can 

also be explained by drawing on McClelland’s (1961) ‘need for achievement theory’ 

which explains that individuals with achievement-orientation and mastery orientation 

show more concerns to their personal achievements than to the rewards of success thus 

such individuals are likely to emphasize on enhancing their performance level outcomes 

such organizational commitment, job satisfaction, organizational citizenship behavior and 

organizational engagement, c) individuals with mastery goal orientation develops healthy 

relationships with line managers and colleagues (see Van Yperen & Janssen, 2002) and 

more willing to spend more time working with colleagues in pleasant environment 

because they realize that their goals are best attained in a more amicable social 

environment, and they see others as helpers, rather than as competitors thus this positive 

attitude helps them to enhance their follower level outcomes. 

Based on above discussion, it is suggested that authentic leader instills mastery 

goal orientation in individual employee. Furthermore, employee attitudinal and 

behavioral outcomes are affected by individual’s mastery goal orientation.  

 

Hypothesis 10. Mastery goal orientation mediates the relationship between authentic 

leadership and employee organizational commitment in such a way that the mediating 

impact of mastery goal orientation is higher for the early tenured employees and the 

mediating impact fades away as the tenure of the employee increases.  

Hypothesis 11. Mastery goal orientation mediates the relationship between authentic 

leadership and employee job satisfaction in such a way that the mediating impact of 

mastery goal orientation is higher for the early tenured employees and the mediating 

impact fades away as the tenure of the employee increases.  

Hypothesis 12. Mastery goal orientation mediates the relationship between authentic 

leadership and employee organizational citizenship behavior in such a way that the 
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mediating impact of mastery goal orientation is higher for the early tenured employees 

and the mediating impact fades away as the tenure of the employee increases.  

Hypothesis 13. Mastery goal orientation mediates the relationship between authentic 

leadership and employee work engagement in such a way that the mediating impact of 

mastery goal orientation is higher for the early tenured employees and the mediating 

impact fades away as the tenure of the employee increases. 

 

2.4 Moderating Role of Organizational Tenure 

 The model of this study hypothesized that organizational tenure of the employee 

moderates the relationship between mastery goal orientation and employee attitudinal and 

behavioral outcomes.  

2.4.1 Organizational Tenure 

Organizational tenure is a relatively less explored demographic variable that plays 

significant role in determining employees’ attitude and behavior (Cohen, 1993). 

Employees having diverse careers and backgrounds cover different service phases in 

organization specified by various activities and psychological adjustments (Levinson et 

al., 1978). The likeness, preferences and desires of employees change as they move from 

initial-level organizational tenure to middle and final-level organizational tenure.  

Organizational tenure is generally used as control variable in psychology and 

business management research (Kliuchnikov, 2011; Kuvaas, 2009), however, recently 

researchers have started taking interest in examining the moderating role organizational 

tenure in different relationships. For example, Wang (2014) found that organizational 

tenure moderates the impact of perceived supervisor support on organizational 

commitment. Hameed, Roques and Arain (2013) suggested that the influence of prestige 

on organizational identification is strengthened for the employees till their medium 

employment tenures and after this the influence is weakened. Therefore, researcher in this 

study attempted to examine the moderating role of organizational tenure in this study.  

Employees adapt a diverse set of attitudes and behaviors to cope with the 

challenges they face in their organization at different points in their careers (Weick, 

1995). For example, employees at earlier career stages are more concerned with 

establishing their work identity. This situation requires them to utilize more time in 



 

 

44 

 

understanding organizational policies, norms and values. The desire of learning about 

organizational policies and procedures remains major preference at early level of tenures. 

However, individuals change preferences in the mid and later tenure stages such as at the 

mid-tenure level, individuals start showing interests in promoting work-family balance 

(Cohen, 1993).  

Given that the individuals need to acquire different types of knowledge at 

different stages of their employment tenures, the reason behind motivation for learning 

new skills and techniques also changes as the tenure of individuals extends. Due to 

prolonged tenure and high experience, mid and later tenured individuals are less likely to 

encounter new tasks in organization, thus the base for their learning interest shifts from 

acquiring job related expertise for job security or guarantee employability into seeking 

intrinsically enjoyable activities outside of work and to focus on personal development 

not pertaining to their work-related tasks. This general notion is supported by other 

research, which indicates that people may adopt the same type of goal orientation for 

different underlying reasons at different times and that what individuals seek to attain can 

be served by different activities at different times (Elliot, 1999; Elliot & Fryer, 2008; 

Elliot, Murayama & Pekrun, 2011). Thus, the new situation does not need them to learn 

new skills to perform well at job but to satisfy their personal desires as they have already 

settle down at job and enjoy stability.  

The researcher further extend this logic and, working from the notion that reasons 

underlying the adoption of mastery goal orientation can vary as employees pass through 

different stages of organizational tenure, propose that mastery goal orientation has 

different effects on employee outcomes depending on tenure stage. For example, at 

earlier stages of the organizational tenure the main reason behind employee’s mastery 

goal orientation may be to enhance capability to build career. In mid and late tenure 

stages, individuals are established at jobs and are inclined towards personal life, the 

reason behind mastery goal orientation can be challenge-appraisal, excitement and task 

absorption that augment interest and enjoyment (Elliot, 1994).   

Building on above discussion and linking the earlier discussed phenomenon that 

mastery goal orientation is positively associated with the employee’s behavioral 

(organizational citizenship behavior and work engagement) and attitudinal outcomes 
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(organizational commitment and job satisfaction), researcher suggest that employee has 

to build his/her career in initial stages of organizational tenure, therefore the main 

motivation behind employee’s mastery orientation is to establish at job. With aim to 

establish at job, the mastery goal orientation motivates individual to show higher level of 

outcomes such as work engagement, organizational commitment, job satisfaction and 

organizational citizenship behavior. Similarly, at mid and later organizational tenures, 

when individual has stabilized his/her position, the motivation behind mastery goal 

orientation changes to excitement, interest and enjoyment. Thus, it is assumed that 

organizational tenure of individuals influence the impact of mastery goal orientation on 

their attitudes and behaviors such that the link between mastery goal orientation and 

outcomes becomes weaker at later tenure stages, compared with the early tenure stage. 

 

Hypothesis 14. Employee’s organizational tenure will moderate the relationship between 

mastery goal orientation and employee’s commitment, such that the positive relationship 

between mastery goal orientation and commitment is stronger when organizational tenure 

is low.  

Hypothesis 15. Employee’s organizational tenure will moderate the relationship between 

employee’s mastery goal orientation and employee’s job satisfaction, such that the 

positive relationship between mastery goal orientation and job satisfaction is stronger 

when organizational tenure is low. 

Hypothesis 16. Employee’s organizational tenure will moderate the relationship between 

employee’s mastery goal orientation and employee’s organizational citizenship behavior, 

such that the positive relationship between mastery goal orientation and organizational 

citizenship behavior is stronger when organizational tenure is low 

Hypothesis 17. Employee’s organizational tenure will moderate the relationship between 

employee’s mastery goal orientation and employee’s work engagement, such that the 

positive relationship between mastery goal orientation and organizational citizenship 

behavior is stronger when organizational tenure is low 

As the theoretical framework has already been established for the mediating role 

of mastery goal orientation in the relationship between authentic leadership and follower 

outcomes such as organizational commitment, job satisfaction, employee work 
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engagement and organizational citizenship behavior, and the moderating effect of 

organizational tenure on the relationship between mastery goal orientation and 

abovementioned outcomes is discussed in above paragraphs, the researcher hereby 

assume that organizational tenure intervene the mediating effect of mastery goal 

orientation in the relationship between authentic leadership and outcomes. 

 

Hypothesis 18. The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and organizational commitment is stronger when follower’s 

organizational tenure is low.  

Hypothesis 19. The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and job satisfaction is stronger when follower’s 

organizational tenure is low.  

Hypothesis 20. The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and employee work engagement is stronger when 

follower’s organizational tenure is low.  

Hypothesis 21. The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and organizational citizenship behavior is stronger when 

follower’s organizational tenure is low.  
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Figure 1: The hypothesized moderated-mediation model 
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2.5 Summary of the Chapter 

According to the model of this study, authentic leadership indirectly affects 

follower’s attitudinal and behavioral outcomes such as organizational commitment, job 

satisfaction, organizational citizenship behavior and work engagement through follower’s 

mastery goal orientation. Furthermore, the organizational tenure of the follower 

influences the impact of mastery goal orientation on the attitudinal and behavioral 

outcomes. 

The relationship between authentic leadership and follower attitudinal and 

behavioral outcomes received empirical support from literature (Alinezhad, Abbasian & 

Behrangi, 2015; Darvish & Rezaei, 2011; Hsieh & Wang, 2015; Javaid, Luqman, Amir & 

Umair, 2015; Yesilkaya & Aydin, 2016). Similarly, the link between mastery goal 

orientation and attitudinal and behavioral outcomes have also been investigated by 

several researchers and found positive association (Adriaenssens et al., 2015; Chien & 

Hung, 2008; D’Amatoa & Herzfeldt, 2008; VanYperen & Janssen, 2002). The mediating 

mechanism of mastery goal orientation between authentic leadership and attitudinal and 

behavioral outcomes was explained using social learning perspective which argues that 

people learn by watching and copying attractive and credible role models. 

The model of this study also assumed that the affect of mastery goal orientation 

on attitudinal and behavioral outcomes is intervened by organizational tenure. The 

argument for this relationship was built on the fact that individuals change preferences 

across the organizational tenure and adopt different behavior based on the nature of 

challenges they face at different points and positions (Weick, 1995). Therefore, the 

reasons behind mastery goal orientation are different at different stages of organizational 

tenure and similarly, the strength of impact of mastery goal orientation on attitudinal and 

behavioral outcomes varies with the base of motivation for mastery goal orientation.  
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CHAPTER THREE 

 RESEARCH METHODOLOGY 

The research methodology of this study starts with the research design and 

population of the study. This section is followed by data collection section which 

includes sample selection, developing or adopting the survey questionnaire, measurement 

scales and pilot study. Methodology for supervisor and follower is separately discussed. 

Data analysis process includes selection of statistical techniques to analyze the data.  

 

3.1 Research Design   

Research design refers to the process in which data collection and data analysis is 

arranged in sequence of steps (Sarantakos, 1993). Research design helps in planning 

study settings, type of testing pertinent to research, the unit of analysis and other related 

issues to research. The first step in research design of this study is literature review, 

which is followed by theoretical framework, developing hypothesis and making logical 

deductions from the results of the study (Sekaran, 2006). 

 

3.1.1 Research Approach Adopted for this Study  

This study examines the relationship between independent, sequential mediator, 

moderator and dependent variables. The conceptual framework was developed for the 

empirical examination on the basis of literature review. Furthermore, conceptual 

approach and theories’ support provided basis to establish hypotheses for the examination 

of relationship between independent, sequential mediator, moderator and dependent 

variables.  

 

3.1.1.1 Quantitative Research 

While conducting a research study, researchers have to choose an option out of 

two either to conduct a qualitative or a quantitative research. Decision is taken on the 

basis of nature of study. Qualitative research study is an exploratory research that is used 

to understand social interactions. Data is collected through open ended questionnaires, 

interviews or observations. The results of this type of research are specialized in nature 
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and not general. On the other hand, quantitative research study is conducted to quantify 

the problem by producing numerical data through the use of statistical analysis.  

Given that researcher was interested to test hypothesis, investigate the cause and 

effects and make predictions therefore, this research study adopted quantitative approach 

to collect and analyze data. In this empirical study, a survey questionnaire was used to 

collect data. Study was conducted in private sector banks and telecommunication 

organizations of Pakistan. Data were collected from lower and middle level employees 

and their immediate supervisors. Hypotheses were tested by applying statistical 

modeling. The conduction of a pilot study ensured the reliability and language validity of 

questionnaires. The pilot study was followed by data collection for the main study.  

 

3.1.1.2 Cross Sectional Study 

There are basically two types of data collection procedures used to collect data. 

First, data is collected from respondent in just a single point in time. This type of data 

collection is called cross sectional. Second, data is collected in different times i.e. more 

than once and this type of data collection is called longitudinal data collection. This study 

opted the first type of data collection and data was collected from respondent in a single 

point of time. Thus, this study is cross sectional in nature.  
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Figure 2: Research Design

 

3.1.1.3 Study Setting  

The participants of this study were middle level employee and their immediate 

supervisors. These participants were contacted at their place of work and were asked 

to complete questionnaires – therefore, the setting of this study is field study. No 

artificial settings were created to conduct the study.  

 

3.1.1.4 Time Horizon   

This study is cross-sectional in nature. Data were collected between September-

December, 2013. 
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3.1.1.5 Unit of Analysis  

The unit of analysis of this study included middle level management employees 

and their immediate supervisors of private sector organizations of telecommunication and 

banking sector of cities of Pakistan (Rawalpindi, Islamabad, Lahore, Peshawar, Karachi, 

Quetta and Gilgit).  

 

3.2 Population of the Study 

The population of this study includes the lower and middle level employees and 

their immediate supervisors in private sector banks and telecommunication organizations. 

According to the state bank of Pakistan, there are total 22 private sector commercial 

banks in Pakistan which also includes 6 Islamic banks (see Appendix B). All 

abovementioned banks have 9463 branches all over Pakistan (out of the total, 8148 are 

the branches of private sector commercial banks and 1315 of the Islamic banks). The 

population of telecommunication sector organizations includes 5 main cellular companies 

of Pakistan namely Mobilink, Telenor, Zong, Ufone and Warid (see Appendix C). On the 

basis of subscribers, Mobilink leads its competitors with 38,184,925 subscribers, Telenor 

follows with 36, 598,171, Zong trails with 27,429,830, Ufone 21,507,765 and Warid 

holds 11,187,285 of the 134,907,976 subscribers. Concerns the manpower, the total 

number of employees working in each cellular company is not known however, Telenor 

has a network of more than 200, 000 retailers, franchises and sales & service centers. 

Warid operates over 12 business centers, over 350 franchises, 1000 warid shops and aver 

200, 000 retail customer shops countrywide. In nutshell, all 5 companies having 100,000 

customer service offices, franchises and retail shops.  

 

3.3 Sample of the Study 

 With such a wide range of population size, it was not possible to contact all of the 

population as it was very large and geographically dispersed. Therefore, sampling 

technique was adopted to solve this problem and collect data from a representative part of 

the population. According to McMillan (2002) a sampling process can be used in 

quantitative research as it serves the objective of providing specific and needed 

information by studying a group of people who can represent larger group of individuals. 
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The size of the sample was decided using Krejcie and Morgan (1970) table. The process 

of measuring the sample size need for a finite population is calculated by Krejcie and 

Morgan (1970). They presented their work in a shape of a table (see appendix D). 

According to the table, for a population greater than 1,000,000, the required sample size 

is 384.  

 There are different techniques available for data collection; generally, researchers 

adopt probability and non-probability sampling techniques. As visible from the name, in 

probability sampling, each member of population has equal chance to be included in the 

study. Whereas, in non-probability sampling, the chance of inclusion in the study is not 

equal. Among the non-probability sampling technique, one of the regularly used 

techniques is convenient sampling technique. In this technique, those members of the 

population are included in the study that is easily available for the data collection. 

Convenience sampling technique was adopted for this study.  

 

Table 3.1: List of Cities and Data Collection 

S. No City Name 

Number of respondents Organizations 

Supervisors 

Banks 

Supervisors 

Telecom 

Subordinates  

Banks 

Subordinates 

Telecom 

1 Islamabad 24 23 77 74 

2 Rawalpindi 25 20 80 64 

3 Lahore 25 16 80 52 

4 Peshawar 23 22 73 71 

5 Karachi 14 09 45 29 

6 Quetta 07 04 22 13 

7 Gilgit 03 03 10 11 

Total 121 97 387 314 

 

 The reason of taking nominal size of sample for this study from Quetta and Gilgit 

is due to the inconvenience for researcher. It may be noted that in this study, data was 

collected at two levels i.e. leader and follower level therefore, more efforts were required 

in data collection then the studies that are generally conducted at a single level.  
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3.4 Research Instrument  

This research study aimed to measure the relationship between authentic 

leadership and employee attitudinal and behavioral outcomes. Belief is the main element 

that manipulates individuals’ attitude and behavior. Therefore, perception of individuals 

can be truly depicted by asking them about their feelings about a particular object. Miller 

and Brewer (2003) observed that attitude is generally measure through a Likert scale. 

Oppenheim (1992) suggested the use of Likert scales due to their high reliability. He 

further stated that respondents can choose from a range of answers (as opposed to yes or 

no questions). Additionally, large numbers of respondents can be included in the research 

as questionnaire is an economic tool for data collection. Therefore, this study applied 

questionnaire tool for data collection.  

This research study included supervisors and their immediate subordinates. 

Therefore, two types of survey questionnaires were used in the study. For Supervisors, a 

Manager Survey was used while data was collected from followers with a Subordinate 

Survey, respectively. 

  

 3.4.1 Manager Survey 

                The Manager survey consisted of four sections. In section one, participants 

were asked to list up to five followers whom had reported to them in last six months. 

Supervisors were requested to refer to the listed followers when responding to the 

questionnaire in this section. In Section two supervisors’ were asked to provide contact 

information about follower rated in the survey. In this section, supervisors were also 

asked question related to their relationship with each follower (i.e. the length of their 

relationship as supervisor-subordinate, how frequently they had interacted etc). In section 

three, supervisors’ rated their each of the previously mentioned followers’ organizational 

citizenship behavior. Fourth section dealt with the demographic information of the 

supervisor (age, gender, experience, highest qualification and nature of organization i.e. 

bank or telecommunication sector organization). 

As Pakistan is non-English speaking nation, the comprehension of questionnaire 

written in English could have been a problem on part of participants. Therefore, a) 

English language skills of participants were assessed through a short interview by 
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researchers before including participants in study and b) only participants having a 

minimum of 14 years of schooling were included in the study. Note that instruction in 

Pakistani educational institutes above 10 years of schooling all occurs in English.  

  

3.4.1.1 Demographic Information of Managers  

Besides instrument for organizational citizenship behavior (which is discussed in 

next section), the Manager Survey included a measure for supervisor’s self-reported 

information: age (age in years), gender (1-Male, 2-Female), Experience (total job tenure 

and year of service in this particular organization) and Organization type (1-

Telecommunicaiton sector organization, 2- Banking sector organization).  

 

3.4.2 Subordinate Survey 

   The Subordinate survey consisted of five sections. In section one, participants 

were asked questions about their employment information (i.e. current job title, length of 

service in current organization, length of service on current position) and relationship 

with supervisor (i.e. how long you have been working for your direct supervisor, how 

frequently you interact with your current boss, etc).   

    The section two of the follower survey assessed respondents’ perception of their 

direct supervisor’s authentic leadership. In section three followers self-rated their mastery 

goal orientation. Section four assessed followers’ self-rated organizational commitment, 

job satisfaction and work engagement. In section five, respondents were asked to provide 

information about their demographics (age, gender, total years of experience, 

qualification etc) 

 

3.4.2.1 Employment Information and Follower’s Relationship with Supervisor 

Followers provided information about employment (e.g. what is your current job 

title, length of employment with your current organization and position) and relationship 

with supervisor (e.g. length of service under current boss, how long you know your 

manager, how frequently follower interact with supervisor). This scale was adopted from 

the work of Rog (2001). 
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3.4.2.2 Demographics Information of Followers 

Followers’ self-reported demographic information which includes: age, gender, 

total years of experience, total years of experience with this organization, highest 

educational qualification and type of organization (telecom or banking sector).  

 

3.4.3 Measurement Scale 

The measurement scales used in this study are discussed below in detail.   

3.4.3.1 Authentic Leadership 

Authentic leadership was measured with the scale developed by Walumbwa and 

colleagues (2008). This scale includes four dimensions: self-awareness, balanced 

processing, relational transparency and internalized moral perspective and consists of 16 

items with response options ranging from 1 (not at all) to 5 (frequently, if not always). 

Self-awareness is assessed using items such as “My leader knows when it is time to 

reevaluate his or her positions on important issues”). A sample item for internalized 

moral perspective is “My leader makes difficult decisions based on high standards of 

ethical conduct”). A sample for balanced processing is “My leader listens carefully to 

different points of view before coming to conclusions”. The relational transparency 

dimension is measured using items such as “My leader encourages everyone to speak 

their mind”. An aggregate score was calculated based on the average of the 16 items of 

the authentic leadership.  

 

3.4.3.2 Mastery Goal orientation 

Mastery goal orientation was assessed with the eight-item scale by Button and 

colleagues (1996). An example item is “The opportunity to extend the range of my 

abilities is important to me”. Participants responded to these items on a scale from 1 

(strongly disagree) to 5 (strongly agree). An aggregate score was calculated based on the 

average of the eight items of the mastery goal orientation.  

 

3.4.3.3 Organizational Commitment 

Organizational commitment was measured with the fifteen item scale by 

Mowday, Steers and Porter’s (1979). The sample item of the scale is represented by this 
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sentence “I really care about the fate of this organization”. Participants responded to these 

items on a scale from 1 (strongly disagree) to 5 (strongly agree). An aggregate score was 

calculated based on the average of the fifteen items of the organizational commitment.  

 

3.4.3.4 Job Satisfaction 

Job satisfaction was measured with three item scale by Dubinsky and Harley 

(1986). In actual, this scale has five items but Rokhman (2010) and others have used this 

scale with only three items. The sample question of this scale is “I am generally satisfied 

with the feeling of worthwhile accomplishment I get from doing this job”. Participants 

responded to these items on a scale from 1 (strongly disagree) to 5 (strongly agree). An 

aggregate score was calculated based on the average of the three items of the job 

satisfaction.  

 

3.4.3.5 Organizational Citizenship Behavior 

Organizational citizenship behavior1 was measured with the fourteen item scale 

developed by Bettencourt, Gwinner and Meuter’s (2001). An example item is “my 

follower try to generate favorable goodwill for this company”. Supervisor rated follower 

on a scale from 1 (strongly disagree) to 5 (strongly agree). An aggregate score was 

calculated based on the average of the 14 items.  

 

3.4.3.6 Work Engagement 

Work engagement was assessed with thirteen item scale developed by CIPD 

survey (2006). This scale has been further used Knight (2011) and Dawwas (2010) for 

research purpose. The sample question of this scale is “I stay until the job is done”. 

Participants responded to these items on a scale from 1 (strongly disagree) to 5 (strongly 

agree). An aggregate score was calculated based on the average of the thirteen items of 

the work engagement.  

 

 1 14 out of 16 item-scale of Bettencourt et al., (2001) were used in error. The items of the 

scale used were examined in relation to the two missing items and no thematic difference 

was noticed. 

 



 

 

58 

 

3.5 Data Collection Methodology 

This research study included supervisors and their immediate subordinates in a 

Manager Survey and a Subordinate Survey, respectively. The methodology is explained 

in detail below.  

 

3.5.1 Data Collection Methodology-Supervisors 

           Methodology adopted for collecting data from supervisors is discussed in detail   

below. 

 

3.5.1.1 Participants. 

Total 285 supervisors were approached and prospective participants were 

requested to take part in the survey. In each case, prospective participants were informed 

that the study was part of my doctoral research and that I was examining leadership 

processes from the perspectives of both supervisors and their followers.  

To determine the eligibility of respondent for supervisor survey, the researcher 

used below mentioned criteria: 1) Participant must be holding managerial position at the 

time of study in telecommunication or banking sector organization. 2) Participant must 

have supervised at least one of the followers for the minimum time of six months.  

Participants were assured that the responses will be dealt with confidentially and will not 

be used for any purpose other than this study. And, the results will be reported in 

aggregate form thus there is no chance that participants’ opinion is revealed.  

 

3.5.2 Data Collection Methodology-Follower 

Methodology adopted for collecting data from followers is discussed in detail below. 

 

3.5.2.1 Participants. 

   Total 1135 participants were approached, who were followers of the respondent 

supervisors, out of which 701 returned useable questionnaires.  
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3.5.2.2 Procedure.  

   Prospective participants were requested to participate in the survey and informed that 

the study was part of my doctoral research examining supervisor-follower relationship, 

that their supervisor had already participated in the study and filled questionnaire for 

supervisor survey and had passed their contact information.   

   Follower respondents were informed that they will be asked to express their views 

about their experiences in relation to their work, organization and supervisor. Followers 

were also informed that each supervisor-follower dyad was provided with unique 

confidential code that enables me to match the data for supervisor with follower. They 

were assured that the responses will be dealt with confidentially and results will be 

reported in aggregate form. 

 

3.6 Pilot Testing  

   In business research studies, a pilot study is common exercise to check survey 

instrument’s reliability. Cronbach alpha is obtained for reliability whereas face validity of 

the questionnaire is ensured through field experts. Kriel (2006) asserted that pilot testing 

allows checking different aspects of questionnaire such as time taken, ease of completion 

and ease of data collection. Pre-testing of questionnaire was done using 5 supervisor-

follower dyads from two organizations each from private sector banks and 

telecommunication organization. The results were satisfactory as the reliability score for 

all items were above the threshold.  

   On the basis of feedback from pre-testing, changes were incorporated in the 

questionnaire. Hence, language accuracy of the questionnaire was ensured and questions 

were fine-tuned. However, no items were removed because this study used standardized, 

validated scales for each variable and reduction might damage the reliability and validity 

of the scales.  

 

3.7 Handling of Received Questionnaires 

   Questionnaire received were examined for missing data and two types of problems 

were found. Firstly, few questionnaires were found where an entire section was not 

completed by participants and secondly, there were few questionnaires in which few 
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questions were not properly answered by respondents’ i.e. missing items and double 

circled items etc. As missing data creates problems and disturb results of the study, two-

step approach was adopted to handle missing data. List-wise deletion was used for such 

questionnaires where either more than four items were missing in sequence or complete 

section was missing. Mean value substitution approach was adopted for those 

questionnaire where four or less than four items were missing (Roth & Switzer, 1995).      

 

3.8 Data Analysis Method 

Three steps were followed in data analysis phase of the study. Firstly, data was 

treated for missing values. Secondly, Reliability and validity tests were applied to check 

the data. Cronbach’s alphas were obtained for all composite questionnaire measures to 

verify the reliability of the measures. Thirdly, inferential statistical tools were applied to 

obtain correlations, regressions, mediation, moderation and mediated-moderation 

analysis.   

 

3.9 Summary of the Chapter 

This chapter started with the research design and explains in detail the research 

approach adopted for this study. Population and sample of the study are explained in 

detail. In next part of the chapter, the research instruments and measurement scales are 

provided and explained. The methodology for supervisor and follower are discussed in 

the next section of the chapter. In final section, the data analysis method is explained.  
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CHAPTER 4 

RESULTS 

The main purpose of this chapter was to check the reliability and validity of scales 

used in this study and conduct analysis for finding results. This chapter includes factor 

analysis section which is followed by reliability analysis. Descriptive statistics of the 

target sample are given in the next section and correlations among variables are 

discussed. Finally, regression tests are applied to verify hypotheses pertinent to simple 

associations, mediations and moderations. 

  

4.1 Factor Analysis 

 The construct validity is measured with the statistical technique called factor 

analysis. The major purpose of factor analysis is to summarize the data in way that the 

relationships can easily be understood (Yong & Pearce, 2013). It uses mathematical 

procedures to make things easier of interrelated measures and discover the patterns in a 

set of variables (Child, 2006). There are two main techniques that are used for factor 

analysis namely Exploratory Factor Analysis (EFA) and Confirmatory Factor Analysis 

(CFA). The former reveals complex patterns by exploring the data sets and the later is 

used to confirm hypothesis and draw path analysis diagrams to represent variables (Child, 

2006). 

 This study used exploratory factor analysis for measuring the validity of different 

scales used in this study. The Principal Component extraction technique was used with 

Varimax rotation. Eignvalue greater than 1 was used for factor extractions.  

 The factor loadings of each scale are given below.  

Table 4.1: Organizational Citizenship (Bettencourt, Gwinner & Meuter, 2001). 

No Item Factor 

Loadings 

1 My this subordinate encourage friends and family members to 

patronize this organization. 

.645 

2 My this subordinate try to generate favorable goodwill for this 

company. 

.688 
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3 My this subordinate actively promote this organization's products 

and services to people. 

.705 

4 My this subordinate always say good things about this organization 

to others. 

.743 

5 My this subordinate tell outsiders this organization is a good place to 

work. 

.583 

6 My this subordinate regardless of circumstances, is exceptionally 

courteous and respectful to clients. 

.808 

7 My this subordinate sometimes make creative suggestions to 

coworkers about work problems.  

.619 

8 My this subordinate tend to encourage coworkers to contribute ideas 

and suggestions for service improvements.  

.527 

9 My this subordinate sometimes make constructive suggestions for 

work improvements. 

.650 

10 My this subordinate regularly attend and participate in the 

organizational meetings. 

.655 

11 My this subordinate consults with colleagues before initiating 

actions. 

.706 

12 My this subordinate carefully follow this organization's regulations 

and procedures while nobody is watching him/her. 

.778 

13 My this subordinate sometime doesn't bother to read the 

organization's memos and announcements. 

.659 

14 My this subordinate sometime doesn't give thought to the quality of 

the product of this work. 

.826 

The Kaiser-Meyer-Olkin measure of sampling adequacy is .696 and Bartlett’s test of Sphercity is 

significant p<.01 

 

Table 4.2: Authentic Leadership Questionnaire (ALQ) Walumbwa and colleagues (2008). 

No Item Factor Loading 

1 My leader says exactly what he or she means. .546 

2 My leader admits mistakes when they are made. .512 
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3 Item is not listed due to copy right .726 

4 Item is not listed due to copy right .777 

5 . Item is not listed due to copy right .491 

6 My leader demonstrates beliefs that are consistent with actions. .773 

7 Item is not listed due to copy right .599 

8 Item is not listed due to copy right .790 

9 Item is not listed due to copy right .654 

10 Item is not listed due to copy right .624 

11 Item is not listed due to copy right .852 

12 My leader listens carefully to different points of view before   

coming to conclusions. 

.510 

13 Item is not listed due to copy right .903 

14 My leader accurately describes how others view his or her 

capabilities 

.930 

15 Item is not listed due to copy right .859 

16 Item is not listed due to copy right .926 

The Kaiser-Meyer-Olkin measure of sampling adequacy is .764 and Bartlett’s test of Sphercity is 

significant p<.01 

 

Table 4.3: Mastery Goal Orientation, Button and colleagues (1996) 

Sr No Item Factor Loading 

1 The opportunity to do challenging work is important to me. .853 

2 When I fail to complete a difficult task, I plan to try harder the 

next time I work on it. 

.936 

3 I prefer to work on tasks that force to learn new things. .580 

4 The opportunity to learn new things is important to me. .753 

5 I do my best when I am working on a fairly difficult job. .608 

6 I try hard to improve my past performance. .767 

7 The opportunity to extend the range of my abilities is important to 

me. 

.671 

8 When I have difficulty solving a problem, I enjoy trying different .671 
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approaches to see which one will work. 

The Kaiser-Meyer-Olkin measure of sampling adequacy is .748 and Bartlett’s test of Sphercity is 

significant p<.01 

 

 

Table 4.4:  Organizational Commitment: Mowday, Steers and Porter’s (1979). 

Sr No Item Factor 

Loading 

1 I am willing to put in a great deal of efforts beyond that normally 

expected in order to help this organization be successful. 

.707 

2 I talk up this organization to my friends as a great organization to work 

for.  

.540 

3 I feel very loyalty to this organization.   .586 

4 I would accept almost any type of job assignment in order to keep 

working for this organization.   

.688 

5 I find that my values and the organization’s values are similar. .677 

6 I am proud to tell others that I am part of this organization. .574 

7 I could just as well be working for a different organization as long as 

the type of work was similar.  

.770 

8 This organization really inspires the very best in me in the way of job 

performance.  

.608 

9 It would take very little challenge in my present circumstances to cause 

me to leave this organization.  

.850 

10 I am extremely glad that I chose this organization to work for over 

others I was considering at the time I joined. 

.965 

11 There is not too much to be gained by sticking with this organization 

indefinitely.  

.850 

12 Often, I find it difficult to agree with this organization’s policies on 

important matters relating to its employees.  

.965 

13 I really care about the fate of this organization.  .537 

14 For me this is the best of all possible organizations for which to work.  .873 
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15 Deciding the work for this organization was a definite mistake on my 

Part.  

.656 

The Kaiser-Meyer-Olkin measure of sampling adequacy is .748 and Bartlett’s test of Sphercity is 

significant p<.01 

 

Table 4.5: Work Engagement CIPD survey (2006) 

Sr # Item Factor Loading 

1 Time passes quickly when I perform my job.  .557 

2 I often think about other things when performing my job .759 

3 I am really distracted when performing my job .569 

4 Performing my job is so absorbing that I forget about everything else. .547 

5 My own feelings are affected by how well I perform my job.  .669 

6 I really put my heart in to my job .709 

7 I get excited when I perform well in  my job .643 

8 I often fell emotionally detached from my job  .741 

9 I stay until the job is done .856 

10 I exact a lot of energy performing my job .578 

11 I take work home to do  .571 

12 I avoid working overtime whenever possible  .651 

13 I avoid working too hard.  .575 

The Kaiser-Meyer-Olkin measure of sampling adequacy is .598 and Bartlett’s test of Sphercity is 

significant p<.01 

 

Table 4.6: Job Satisfaction (Dubinsky and Harley (1986) 

Sr 

No 

Item Factor 

Loading 

1 Generally speaking, I am very satisfied with my job .854 

2 I am generally satisfied with the feeling of worthwhile accomplishment 

I get from doing this job 

.744 

3 I am satisfied with the kind of work I do in this job .778 
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The Kaiser-Meyer-Olkin measure of sampling adequacy is .637 and Bartlett’s test of Sphercity is 

significant p<.01 

   

The Kaiser-Meyer-Olkin Measure cut-off is above .50 and the Bartlett’s test of 

Sphercity confirm the patterned relationships at significance level of p<.01 (Yang & 

Pearce). Given that factor loadings are important for the validity measurement, literature 

has given guidelines that how high the loading has to be so that to determine the 

interpretation of the factors in a significant way. Previous research studies reveal that the 

bigger are the sample size, smaller the loadings can be used for significant interpretation 

(Field, 2000). Stevens (1992) recommends interpreting only factor loadings with an 

absolute value greater than .4. On the basis of above recommendations, all factor loadings 

of the measures used in this study are above .4 therefore no item is dropped from the 

study.  

 

 

4.2 Reliability Statistic 

Reliability tests are applied to check the consistency in the responses for scale. 

Schwab (1999) termed it a systematic or consistent portion of scores. The significance of 

reliability test is depicted by the fact that absence of reliability can lead to erroneous 

conclusions. Cronbach (1951) suggested reliability test be conducted for each scale. This 

test creates values ranging from 0 to 1. Value closer to 1 shows greater consistency of the 

items. According to the rule of thumb, reliability results are considered ‘excellent’ if 

value of Cronbach alpha is above .90, ‘good’ if above .80 and below .90, ‘acceptable’ if 

above .70 and below .80, ‘questionable’ if values are below .70 and above .60, ‘poor’ if 

value is below .60 and above .50 while value below .50 is not acceptable.  
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     Table 4.7: Cronbach Alpha Results of Main Variables 

Variables Cronbach Alpha value No of items 

Authentic Leadership .840 16 

Mastery goal orientation .708 8 

Employee commitment .782 15 

Employee job satisfaction .705 3 

Employee work engagement .733 13 

Organizational citizenship behavior .749 14 

 

The reliability analysis results show that reliability of all concepts is above 

acceptance range of .70. This means that all of the variables are measured consistently 

and can be considered for further analysis. The Cronbach alpha for authentic leadership is 

higher (.840) than other variables while the Cronbach alpha for employee job satisfaction 

.705 (within an acceptable range). It is also found that removing single items did not 

increase the reliability of any measure (as can be seen in above given tables). 

 

4.3 Respondents’ Characteristics 

 The descriptive statistics of respondents i.e. supervisors and subordinates are 

given and discussed below.  

 

4.3.1 Descriptive Statistics of Supervisors 

Descriptive statistics for supervisors are presented in Table 4.9. The age of 

respondents were assessed in age-group ranging from 20-27 to 56 and above. The 

majority of the respondents (75.2%) were male. If the overall labor force in Pakistan is 

compared on the basis of gender, the work-force is male dominated therefore the 

comparatively less participation of female respondents (24.8%) in the sample is to be 

expected.   
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Table 4.8: Descriptive Statistic of the Supervisors’ Demographic Variables 

Characteristics Reported 

Categories 
Frequency Valid Percent 

Cumulative 

Percent 

Age of the 

respondents 

20-27 28 12.8 12.8 

28-35 28 12.8 25.7 

36-45 55 25.2 50.9 

46-55 87 39.9 90.8 

56 & 

Above 
20 9.2 100.0 

Gender 
Male 164 75.2 75.2 

Female 54 24.8 100.0 

Qualification 

Graduation 44 20.2 20.2 

Master 111 50.9 71.1 

MPhil/PhDs 63 28.9 100.0 

Marital Status 
Single 66 30.3 30.3 

Married 152 69.7 100.0 

N= 218 

 

4.3.2 Descriptive Statistics of Followers 

The table 4.10 presents descriptive statistics for followers. The 44.7% of the age 

of respondents is in the age-group of 20-27 which shows higher representation for 

younger participants. According to the latest report (UNICEF 2012) 60% of Pakistan’s 

population is below 24 years of age therefore the participation of younger workforce is to 

be expected in this study. The overall all age statistics of the sample show balanced 

distribution of all age groups. 

The age of respondents were assessed in age-group ranging from 20-27 to 56 and 

above. The majority of the respondents (75.2%) were male. If the overall labor force in 

Pakistan is compared on the basis of gender, the work-force is male dominated therefore 

the comparatively less participation of female respondents (24.8%) in the sample is to be 

expected.  
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Table 4.9: Descriptive Statistic of the Followers 

Characteristics Reported 

Categories 
Frequency 

Valid 

Percent 

Cumulative 

Percent 

Age of the 

respondents 

20-27 313 44.7 44.7 

28-35 192 27.4 72.0 

36-45 101 14.4 86.4 

46-55 66 9.4 95.9 

56 & 

Above 
29 4.1 100.0 

Gender 
Male 488 69.6 69.6 

Female 213 30.4 100.0 

Qualification 

Graduation 436 62.2 62.2 

Master 178 25.4 87.6 

MPhil/PhDs 87 12.4 100.0 

Marital Status 
Single 381 54.4 54.4 

Married 320 45.6 100.0 

Organizational 

Tenure 

(in Years) 

1-4 years 288 41.1 41.1 

5-8 years 290 41.4 82.5 

9 and 

Above years 
123 17.5 100.0 

N= 701 

 

4.4 The Variation Caused by Demographic Variables on Mediators and Outcomes 

To determine the variations caused by demographic variables on mediators and 

outcome variables, the researcher conducted one-way analysis of variance for all 

demographic variables on mastery goal orientation (mediator), organizational 

commitment, job satisfaction, work engagement and organizational citizenship behavior 

(criterion variables). The basic aim of conducting one way analysis of variance was to 

identify demographic variables that are associated with significant variation in mediators 
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and criterion variables so that these demographic variables can be controlled in the main 

analysis, if necessary (Becker, 2005).  

 

4.4.1 Leader Nature of Organization on Mastery Goal Orientation and Other 

Criterion Variables 

To determine whether the nature of organization i.e. bank or telecommunication 

sector organization, of leader caused variance in mastery goal orientation, employee 

commitment, employee job satisfaction, employee work engagement and organizational 

citizenship behavior, One-Way ANOVA was conducted. Results presented in table below 

show that there is no significance difference in the means of employee job satisfaction 

(F=.000, p>.001), employee work engagement (F= .278, p>.001) and organizational 

citizenship behavior (F= .759, p>.001) among the leaders based on their nature of 

organization. Additionally, results in the table also indicate that there are significance 

differences between the means of mastery goal orientation (F= 5.841, p<.001) and 

employee commitment (F= 6.051, p<.001) therefore, the nature of organization of leaders 

will be dealt as control variables for both variables.    

Table 4.10 One-Way ANOVA of Leader Nature of Organization on Mastery Goal 

Orientation and Other Criterion Variables 

  Sum of 

Squares df 

Mean 

Square F Sig. 

MGO Between 

Groups 

2.333 1 2.333 5.841 .016 

Within 

Groups 

86.259 216 .399 
  

Total 88.592 217    

EC Between 

Groups 

1.752 1 1.752 6.051 .015 

Within 

Groups 

62.528 216 .289 
  

Total 64.280 217    

EJS Between 

Groups 

.000 1 .000 .000 .996 
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Within 

Groups 

156.794 216 .726 
  

Total 156.794 217    

EWE Between 

Groups 

.104 1 .104 .278 .598 

Within 

Groups 

81.093 216 .375 
  

Total 81.197 217    

OCB Between 

Groups 

.240 1 .240 .759 .385 

Within 

Groups 

68.402 216 .317 
  

Total 68.642 217    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 

 

4.4.2 Leader Gender on Mastery Goal Orientation and Other Criterion Variables 

One-Way ANOVA was conducted to determine whether there is significance 

difference in the means of mastery goal orientation, employee commitment, employee 

job satisfaction, employee work engagement and organizational citizenship behavior due 

to gender of the leader,. Results presented in table below show that there is no 

significance difference in the means of employee mastery goal orientation (F= .169, 

p>.001), employee commitment (F= .174, p>.001), job satisfaction (F=.066, p>.001), and 

organizational citizenship behavior (F= .256, p>.001) among the leaders based on their 

gender i.e. male or female. Results also indicate that there are significance differences 

between the means of employee work engagement (F= 4.747, p<.001) therefore, the 

gender of leader will be dealt as control variables for employee work engagement.    
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        Table 4.11 One-Way ANOVA of Leader Gender on Mastery Goal Orientation  

       and  Other Criterion Variables 

  Sum of 

Squares Df 

Mean 

Square F Sig. 

MGO Between 

Groups 

.069 1 .069 .169 .681 

Within 

Groups 

88.522 216 .410 
  

Total 88.592 217    

EC Between 

Groups 

.052 1 .052 .174 .677 

Within 

Groups 

64.228 216 .297 
  

Total 64.280 217    

EJS Between 

Groups 

.048 1 .048 .066 .798 

Within 

Groups 

156.746 216 .726 
  

Total 156.794 217    

EWE Between 

Groups 

1.746 1 1.746 4.747 .030 

      

Within 

Groups 
79.451 216 .368   

Total 81.197 217    

OCB Between 

Groups 

.081 1 .081 .256 .613 

Within 

Groups 

68.561 216 .317 
  

Total 68.642 217    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 
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4.4.3 Leader Qualification on Mastery Goal Orientation and Other Criterion 

Variables 

To determine whether the qualification of leader caused variance in mastery goal 

orientation, employee commitment, employee job satisfaction, employee work 

engagement and organizational citizenship behavior, One-Way ANOVA was conducted. 

Results presented in table below show that there is no significance difference in the 

means of employee mastery goal orientation (F= .231, p>.001), employee commitment 

(F= 1.493, p>.001), job satisfaction (F=1.387, p>.001), employee work engagement 

(F=1.012, p>.00)1 and organizational citizenship behavior (F= .529, p>.001) among the 

leaders based on their qualification. 

  Table 4.12 One-Way ANOVA of Leader Qualification on Mastery Goal  

           Orientation and Other Criterion Variables 

 

  Sum of 

Squares df 

Mean 

Square F Sig. 

MGO Between 

Groups 

.190 2 .095 .231 .794 

Within 

Groups 

88.402 215 .411 
  

Total 88.592 217    

EC Between 

Groups 

.881 2 .440 1.493 .227 

Within 

Groups 

63.399 215 .295 
  

Total 64.280 217    

EJS Between 

Groups 

1.998 2 .999 1.387 .252 

Within 

Groups 

154.796 215 .720 
  

Total 156.794 217    

EWE Between 

Groups 

.757 2 .378 1.012 .365 

Within 

Groups 

80.440 215 .374 
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Total 81.197 217    

OCB Between 

Groups 

.336 2 .168 .529 .590 

Within 

Groups 

68.306 215 .318 
  

Total 68.642 217    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 

 

4.4.4 Leader Age on Mastery Goal Orientation and Other Criterion Variables 

One-Way ANOVA was conducted to determine whether the age of leader caused 

variance in mastery goal orientation, employee commitment, employee job satisfaction, 

employee work engagement and organizational citizenship behavior. Results presented in 

table below show that there is no significance difference in the means of employee 

mastery goal orientation (F= .859, p>.001), employee commitment (F= 1.306, p>.001), 

job satisfaction (F=.693, p>.001), employee work engagement (F=1.526, p>.00)1 and 

organizational citizenship behavior (F= 1.121, p>.001) among the leaders based on their 

age group. It means that there is no need to consider age group of a leader as control 

variable as it does not cause any variance in any of the criterion variable.  

 

         Table 4.13 One-Way ANOVA of Leader Age on Mastery Goal Orientation and  

        Other Criterion Variables 

  Sum of 

Squares df Mean Square F Sig. 

MGO Between Groups 1.406 4 .351 .859 .490 

Within Groups 87.186 213 .409   

Total 88.592 217    

EC Between Groups 1.539 4 .385 1.306 .269 

Within Groups 62.741 213 .295   

Total 64.280 217    

EJS Between Groups 2.014 4 .503 .693 .598 
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Within Groups 154.780 213 .727   

Total 156.794 217    

EWE Between Groups 2.262 4 .565 1.526 .196 

Within Groups 78.935 213 .371   

Total 81.197 217    

OCB Between Groups 1.415 4 .354 1.121 .348 

Within Groups 67.227 213 .316   

Total 68.642 217    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 

 

 

4.4.5 Follower Nature of Organization on Mastery Goal Orientation and Other 

Criterion Variables 

It was determined through conduction of One-Way ANOVA whether the nature 

of organization of follower caused variance in mastery goal orientation, employee 

commitment, employee job satisfaction, employee work engagement and organizational 

citizenship behavior. Results presented in table below show that there in the means of 

employee mastery goal orientation (F= .310, p>.001), employee commitment (F= .103, 

p>.001), job satisfaction (F=1.572, p>.001), employee work engagement (F=.178, 

p>.00)1 and organizational citizenship behavior (F= .514, p>.001) among the followers 

based on the nature of organization they are serving. It indicates that there is no need to 

consider the nature of follower as control variable as it does not cause any variance in any 

of the criterion variable. 

 

            Table 4.14 One-Way ANOVA of Follower Nature of Organization on   

            Mastery Goal Orientation and Other Criterion Variables 

  Sum of 

Squares df Mean Square F Sig. 

MGO Between Groups .135 1 .135 .310 .578 

Within Groups 303.971 699 .435   

Total 304.106 700    
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EC Between Groups .030 1 .030 .103 .748 

Within Groups 204.652 699 .293   

Total 204.682 700    

EJS Between Groups 1.130 1 1.130 1.572 .210 

Within Groups 502.197 699 .718   

Total 503.327 700    

EWE Between Groups .068 1 .068 .178 .673 

Within Groups 267.059 699 .382   

Total 267.127 700    

OCB Between Groups .168 1 .168 .514 .474 

Within Groups 228.066 699 .326   

Total 228.234 700    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 

 

4.4.6 Follower Gender on Mastery Goal Orientation and Other Criterion Variables 

To determine whether the gender of follower caused variance in mastery goal 

orientation, employee commitment, employee job satisfaction, employee work 

engagement and organizational citizenship behavior, One-Way ANOVA was conducted. 

Results presented in table below show that there is no significance difference in the 

means of employee mastery goal orientation (F= .000, p>.001), employee commitment 

(F= .088, p>.001), job satisfaction (F=.479, p>.001), employee work engagement 

(F=.694, p>.00)1 and organizational citizenship behavior (F= 1.116, p>.001) among the 

followers based on their gender group.  It means that there is no need to consider gender 

of the follower as control variable as it does not cause any variance in any of the criterion 

variable 

 

       Table 4.15 One-Way ANOVA of Follower Gender on Mastery Goal Orientation 

       and  other Criterion Variables 

 

  Sum of 

Squares df Mean Square F Sig. 
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MGO Between 

Groups 

.000 1 .000 .000 .997 

Within Groups 304.106 699 .435   

Total 304.106 700    

EC Between 

Groups 

.026 1 .026 .088 .767 

Within Groups 204.656 699 .293   

Total 204.682 700    

EJS Between 

Groups 

.345 1 .345 .479 .489 

Within Groups 502.982 699 .720   

Total 503.327 700    

EWE Between 

Groups 

.265 1 .265 .694 .405 

Within Groups 266.862 699 .382   

Total 267.127 700    

OCB Between 

Groups 

.364 1 .364 1.116 .291 

Within Groups 227.870 699 .326   

Total 228.234 700    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee 

Job Satisfaction, EWE= Employee Work Engagement, OCB= Organizational 

Citizenship Behavior 

 

4.4.7 Follower Qualification on Mastery Goal Orientation and Other Criterion 

Variables 

One-Way ANOVA was conducted to determine whether the qualification of 

follower caused variance in mastery goal orientation, employee commitment, employee 

job satisfaction, employee work engagement and organizational citizenship behavior,. 

Results presented in table below show that there is no significance difference in the 

means of employee mastery goal orientation (F= .094, p>.001), employee commitment 

(F= 2.502, p>.001), job satisfaction (F=1.842, p>.001), and employee work engagement 

(F= .994, p>.001) based on their followers qualification. Results also indicate that there is 

significance differences between the means of employee organizational citizenship 
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behavior (F= 4.034, p<.001) therefore, the follower qualification will be dealt as control 

variables for employee organizational citizenship behavior.    

Table 4.16 One-Way ANOVA of Follower Qualification on Mastery Goal  

Orientation and Other Criterion Variables 

  Sum of 

Squares df Mean Square F Sig. 

MGO Between Groups .081 2 .041 .094 .911 

Within Groups 304.024 698 .436   

Total 304.106 700    

EC Between Groups 1.457 2 .728 2.502 .083 

Within Groups 203.225 698 .291   

Total 204.682 700    

EJS Between Groups 2.642 2 1.321 1.842 .159 

Within Groups 500.685 698 .717   

Total 503.327 700    

EWE Between Groups .758 2 .379 .994 .371 

Within Groups 266.368 698 .382   

Total 267.127 700    

OCB Between Groups 2.608 2 1.304 4.034 .018 

Within Groups 225.626 698 .323   

Total 228.234 700    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee 

Job Satisfaction, EWE= Employee Work Engagement, OCB= Organizational 

Citizenship Behavior 

 

4.4.8 Follower Age on Mastery Goal Orientation and Other Criterion Variables 

To determine whether the age of follower caused variance in mastery goal 

orientation, employee commitment, employee job satisfaction, employee work 

engagement and organizational citizenship behavior, One-Way ANOVA was conducted. 

Results presented in table below show that there is no significance difference in the 

means of employee mastery goal orientation (F= 1.328, p>.001), employee commitment 

(F= 1.716, p>.001), job satisfaction (F=1.652, p>.001), employee work engagement 

(F=.453, p>.00)1 and organizational citizenship behavior (F= .594, p>.001) among the 
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followers based on their age group. It indicates that there is no need to consider follower 

age as control variable in analysis as no variance is cause by age of follower on any of the 

criterion variable.  

Table 4.17 One-Way ANOVA of Follower Age on Mastery Goal Orientation and  

Other Criterion Variables 

  Sum of 

Squares df Mean Square F Sig. 

MGO Between Groups 2.304 4 .576 1.328 .258 

Within Groups 301.802 696 .434   

Total 304.106 700    

EC Between Groups 1.999 4 .500 1.716 .144 

Within Groups 202.683 696 .291   

Total 204.682 700    

EJS Between Groups 4.734 4 1.183 1.652 .159 

Within Groups 498.593 696 .716   

Total 503.327 700    

EWE Between Groups .694 4 .173 .453 .770 

Within Groups 266.433 696 .383   

Total 267.127 700    

OCB Between Groups .776 4 .194 .594 .667 

Within Groups 227.458 696 .327   

Total 228.234 700    

MGO= Mastery Goal Orientation, EC= Employee Commitment, EJS= Employee Job 

Satisfaction, EWE= Employee Work Engagement, OCB= Organizational Citizenship 

Behavior 

 

4.5 Correlation Analysis 

 The details for descriptive statistics and correlation of various variables related to 

this study are given in Table 4.18, the means, standard deviations and correlation values 

of the theoretical study variables are presented in the table.  

 

 

 

 



 

 

80 

 

4. 5.1 Authentic Leadership and Follower Outcomes 

In this study, it was hypothesized that authentic leadership will be associated with 

a variety of follower outcomes (hypotheses 1-4). Table 4.18 provides explanation for the 

proposed relationships.  

 

4. 5.1.1 Authentic Leadership and Organizational Commitment 

Hypothesis 1 suggested that authentic leadership is positively associated with 

organizational commitment. The correlation statistics reveal positive and significant 

association between authentic leadership and organizational commitment (r= .334, p< 

.001 thus support the hypothesis 1.  

 

4. 5.1.2 Authentic Leadership and Job satisfaction 

The positive association between authentic leadership and job satisfaction was 

proposed in 2 however, results shown in table 4.18 refute the hypothesis as non-

significant relationship is found between authentic leadership and job satisfaction (r= 

0.038, p= .312).  

 

4. 5.1.3 Authentic Leadership and Organizational Citizenship Behavior 

According to the assumption of 3, authentic leadership will be having positive and 

significant relationship with organizational citizenship behavior. As indicated in the table 

4.18, authentic leadership is positively and significantly associated with organizational 

citizenship behavior (r= .583, p< .000), hence hypothesis 3 is also supported.  

 

4. 5.1.4 Authentic Leadership and Work Engagement 

Hypothesis 4 proposed positive association between authentic leadership and 

work engagement. Results of the correlation matrix reveals positive and significant 

relationship between authentic leadership and work engagement (r= .507, p< .001). Thus 

hypothesis 4 is also supported.  
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Table 4.18 Descriptive statistics and Correlations among studied variables 

 Mean Std. 

Deviation 

1 2 3 4 5 6 7 

AutLead 3.5335 .70149 1       

MGO 3.8402 .65912 .172** .013 1     

EC 3.6106 .54074 .334** .121** .254** 1    

EJS 3.6847 .84796 .038 .015 .076* -.010 1   

EWE 3.6419 .61775 .507** .118** .224** .292** .049 1  

OCB 3.6134 .57101 .583** .111** .189** .479** .025 .530** 1 

OrgTenure 1.7646 .72915 .014 .012 -.022 .024 .046 -.035 -.037 

AutLead= Authentic Leadership, MGO= Mastery Goal Orientation, EC= Employee 

Commitment, EJS= Employee Job Satisfaction, EWE= Employee Work Engagement, 

OCB= Organizational Citizenship Behavior, OrgTenure= Organizational Tenure 

 

4. 5.1.5 Authentic Leadership and Mastery Goal Orientation 

Authentic leadership is proposed to be positively associated with mastery goal 

orientation. Results in table 4.18 reveal significant and positive association (r= .172, p< 

.001) thus, hypothesis 5 receives empirical support from the correlation results.  

 

4. 5.1.6 Mastery Goal Orientation and Organizational commitment 

Hypothesis 6 suggested that mastery goal orientation is positively associated with 

organizational commitment. The correlation statistics reveal positive and significant 

association between mastery goal orientation and organizational commitment (r= .121, 

p< .001thus support the hypothesis 6.  

 

4. 5.1.7 Mastery Goal Orientation and Job satisfaction 

The positive association between mastery goal orientation and job satisfaction 

was proposed in 7 and results do not support the assumption as non-significant 

relationship is found between mastery goal orientation and job satisfaction (r= 0.015, p> 

.05).  
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4. 5.1.8 Mastery Goal Orientation and Organizational Citizenship Behavior 

According to the assumption of 8, mastery goal orientation will be having positive 

and significant relationship with organizational citizenship behavior. As indicated in the 

table 4.18, mastery goal orientation is positively and significantly associated with 

organizational citizenship behavior (r= .189, p<.001), hence hypothesis 8 is also 

supported. 

 

4.5.4.1.9 Mastery Goal Orientation and Work Engagement 

Hypothesis 9 proposed positive association between mastery goal orientation and 

work engagement. Results of the correlation matrix reveals positive and significant 

relationship between mastery goal orientation and work engagement (r= .507, p< .001). 

Thus hypothesis 9 is also supported.  

 

4.6 Hypothesis Testing with Regression Analysis 

 Hypothesized relationships have been verified using correlation analysis. As a 

next step, regression analysis is also conducted to re-confirm the results that were 

previously verified with correlation analysis. Simple linear regression test was applied to 

determine hypotheses 1-9. 

 

4.6.1 Authentic Leadership and Organizational Commitment 

 Hypothesis 1 suggested that authentic leadership is positively associated with 

organizational commitment. The regression statistics reveal positive and significant 

association between authentic leadership and organizational commitment β = .257, SEβ = 

0.027, t = 9.364, p< .001 with F= 87.692, p< .001 thus support the hypothesis 1. Nature 

of organization of leader i.e. bank or telecommunication organization, was controlled 

during analysis and control variables did not affect the significance of the results.  
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Table 4.19: Authentic leadership on Organizational Commitment 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 2.701 .099  

.111 

 

.110 

27.283 .000 

Authentic 

Leadership 
.257 .027 9.364 .000 

Dependent variable: Organizational Commitment 

 

4.6.2 Authentic Leadership and Job satisfaction 

 The positive association between authentic leadership and job satisfaction was 

proposed in 2 however, results shown in table 4.20 refute the hypothesis as non-

significant relationship is found between authentic leadership and job satisfaction β = 

.043, SEβ = 0.053, t = .803, p>.000 with F= .645, p= .422.  

 

Table 4.20: Authentic leadership on Job Satisfaction 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 3.435 .192 

.001 .001 

17.926 .000 

Authentic 

Leadership 
.043 .053 .803 .422 

Dependent variable: Job Satisfaction 

 

4.6.3 Authentic Leadership and Organizational Citizenship Behavior 

 According to the assumption of hypothesis 3, authentic leadership will be having 

positive and significant relationship with organizational citizenship behavior. As 

indicated in the table 4.21, authentic leadership is positively and significantly associated 

with organizational citizenship behavior β = .475, SEβ = 0.025, t = 18.992, p<.005 with 

F= 360.702, p<.001), hence hypothesis 3 is also supported. Follower qualification was 

included as control variable in the analysis. There is no change in significance level 

found in the results due to the addition of control variable.  
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Table 4.21: Authentic leadership on Organizational Citizenship Behavior 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 1.935 .090 

.340 .339 

21.485 .000 

Authentic 

Leadership 
.475 .025 18.992 .000 

Dependent variable: Organizational Citizenship Behavior 

 

4.6.4 Authentic Leadership and Work Engagement 

   Hypothesis 4 proposed positive association between authentic leadership and work 

engagement. Results of the regression analysis reveals positive and significant relationship 

between authentic leadership and work engagement β = .447, SEβ = 0.029, t = 15.568, 

p<.001 with F= 242.356, p<.001). Leader gender was controlled during analysis and control 

variables did not affect the significance of the results. 

 

Table 4.22: Authentic leadership on Employee Work Engagement 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 2.063 .103 

.257 .256 

19.953 .000 

Authentic 

Leadership 
.447 .029 15.568 .000 

Dependent variable: Employee Work Engagement  

 

4.6.5 Authentic Leadership and Mastery Goal Orientation 

Authentic leadership is proposed to be positively associated with mastery goal 

orientation. Results in table 4.23 reveal significant and positive association β = .162, SEβ 

= 0.035, t = 4.624, p<.001 with F= 21.377, p<.001) thus, hypothesis 5 received empirical 

support from the regression results. Nature of leader of organization was added in to the 

analysis as control variable however, no change in the significance of the results was 

found due to the addition of control variable and results got stronger.  
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   Table 4.23: Authentic leadership on Mastery Goal Orientation 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 3.268 .126 

.030 .028 

25.916 .000 

Authentic 

Leadership 
.162 .035 4.624 .000 

Dependent variable: Mastery Goal Orientation 

 

4.6.6 Mastery Goal Orientation and Organizational commitment 

Hypothesis 6 suggested that mastery goal orientation is positively associated with 

organizational commitment. The regression statistics revealed positive and significant 

association between mastery goal orientation and organizational commitment β = .208, 

SEβ = 0.030, t = 6.945, p<.001 with F= 48.226, p<.001) thus support the hypothesis 6. 

Nature of organization of leader i.e. bank or telecommunication organization, was 

controlled during analysis and control variables did not affect the significance of the 

results. 

 

Table 4.24: Mastery Goal Orientation on Organizational Commitment 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 2.810 .117 

.065 .063 

24.031 .000 

Mastery 

Goal 

Orientation 

.208 .030 6.945 .000 

Dependent variable: Organizational Commitment 

 

4.6.7 Mastery Goal Orientation and Job satisfaction 

The positive association between mastery goal orientation and job satisfaction 

was proposed in 7 and results did not provide support to the assumption as non 

significant relationship is found between mastery goal orientation and job satisfaction β = 

.081, SEβ = 0.057, t = 1.434, p=.152 with F= 2.057, p=.152) .  
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 Table 4.25: Mastery Goal Orientation on Employee Job Satisfaction 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 3.275 .220 

.003 .002 

14.860 .000 

Mastery 

Goal 

Orientation 

.081 .057 1.434 .152 

        Dependent variable: Employee Job Satisfaction 

 

4.6.8 Mastery Goal Orientation and Organizational Citizenship Behavior 

            According to the assumption of 8, mastery goal orientation will be having positive 

and significant relationship with organizational citizenship behavior. As indicated in the 

table 4.26, authentic leadership is positively and significantly associated with 

organizational citizenship behavior β = .163, SEβ = 0.032, t = 5.079, p<.005 with F= 

25.796, p<.005), hence hypothesis 8 is also supported. Follower qualification was 

included as control variable in the analysis. There is no change in significance level 

found in the results due to the addition of control variable.  

 

Table 4.26: Mastery Goal Orientation on Organizational Citizenship Behavior 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 2.986 .125 

.036 .034 

23.814 .000 

Mastery 

Goal 

Orientation 

.163 .032 5.079 .000 

Dependent variable: Organizational Citizenship Behavior 

 

4.6.9 Mastery Goal Orientation and Work Engagement 

           Hypothesis 9 proposed positive association between mastery goal orientation and 

work engagement. Results of the regression matrix reveals positive and significant 
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relationship between mastery goal orientation and work engagement β = .132, SEβ = 

0.042, t = 3.123, p<.005 with F= 9.751, p<.005). Thus hypothesis 9 is also supported. 

Leader gender was controlled during analysis and control variables did not affect the 

significance of the results. 

Table 4.27: Mastery Goal Orientation on Employee Work Engagement 

Parameter Estimate 

(β) 

Std. 

Error 

R 2 Adjusted 

R2 

t P 

Intercept 2.835 .135 

.050 .049 

21.062 .000 

Mastery 

Goal 

Orientation 

.210 .035 6.082 .000 

Dependent variable: Employee Work Engagement 

  

Like correlation results, the results of regression analysis also revealed similar 

results for all the relationships. 

 

4.7 Mediation Testing: 

 This study proposed that mastery goal orientation mediates the relationship 

between authentic leadership and employee’s attitudinal and behavioral outcomes. 

Statistical analysis was conducted with PROCESS model-4 to test the hypotheses. 

 

4.7.1Preliminary Analyses to Determine If Conditions For Testing Mediation are 

Met. 

 Baron and Kenny (1986) have suggested procedures to determine whether 

conditions are met for testing mediation. According to the procedure to the test the 

conditions for mediation analysis, the predictor variable must account significant 

variation in dependent variable. The predictor variable must account significant variation 

in mediator variable and mediator variable must account significant variation in 

dependent variable (and also in the presence of the predictor, it must be significant). The 

researcher followed Baron and Kenny’s procedure to check whether conditions are met to 

test the hypotheses for mediation.  
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4.7.2 Does Mastery Goal Orientation Mediate the Relationship between Authentic 

Leadership and Organizational Commitment? 

Mediation analysis was conducted with PROCESS model-4 (Hayes, 2013) in 

SPSS.  First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = 0.162, SEβ = 0.035, t= 4.624, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed a positive 

relationship between authentic leadership and followers’ organizational commitment, β = 

.2305, SEβ = 0.0273, t = 8.4459, p < .001 and a positive association between mastery goal 

orientation and follower’s organizational commitment β = .1662, SEβ = 0.0290, t = 

5.7212, p < .001 with F= 62.2056, p <.001 and R2 = .1513. These results provide the first 

step toward a possible mediation, as all conditions recommended by Baron and Kenny 

(1986) are met for the mediation. 

Next, in order to examine the mediating role of mastery goal orientation, the 

results of analysis further revealed that the direct effect of authentic leadership on 

follower’s organizational commitment was reduced from β = .2305, SEβ = 0.0273, t = 

8.4459, p < .001 to β = .0269, (Boot) SEβ = 0.082, due to the inclusion of mastery goal 

orientation. The Sobel test was significant, Z =3.6009, p < .001, suggesting mastery goal 

orientation mediated the relationship between authentic leadership and organizational 

commitment and supporting Hypothesis 10.  

The analysis reported above was conducted without control variable. The 

researcher repeated the analyses while including the leader’s nature of organization i.e. 

bank or telecommunication sector organization as control variable. Results were 

essentially the same, in that all of the results that were significant without control variable 

were also significant when including control variable and, conversely, those that were not 

significant remained non-significant.  
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Table 4.28: Mediation of Mastery Goal Orientation Between Authentic Leadership and 

Employee Commitment 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 t P 

Authentic 

Leadership 

Mastery 

Goal 

Orientation 

.1619 .0350 .0297 4.6236 .000 

Mastery 

Goal 

Orientation 
Employee 

Commitment 

.1662 .0290 

.1513 

5.7217 .000 

Authentic 

Leadership 
.2305 .0273 8.4459 .000 

Direct Effect of X on Y 

Authentic 

Leadership 

Employee 

Commitment 
.2305 .0273  8.4459 .000 

In-Direct Effect of X on Y 

Authentic 

Leadership 

Employee 

Commitment 
.0269 .0082   .000 

 

4.7.3 Does Mastery Goal Orientation Mediate the Relationship between Authentic 

Leadership and Employee Satisfaction? 

To test hypothesis 11, mediation analysis was conducted with PROCESS model-4 

(Hayes, 2013) in SPSS.  First, analysis showed a significant positive relationship between 

authentic leadership and followers’ mastery goal orientation, β = 0.1619, SEβ = 0.035, t= 

4.624, p <.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed a non 

significant relationship between authentic leadership and followers’ job satisfaction, β = 

.0313, SEβ = 0.0463, t = .6763, p = .4991 and a non significant association between 

mastery goal orientation and follower’s job satisfaction β = .0919, SEβ = 0.0493, t = 

1.8649, p=.626 with F= 2.2516, p >.001 and R2 = .0064. These results revealed that the 

conditions recommended by Baron and Kenny (1986) are not met for the mediation 
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therefore the hypothesis 11 is rejected that mastery goal orientation mediates relationship 

between authentic leadership and employee job satisfaction. 

Table 4.29: Mediation of Mastery Goal Orientation Between Authentic Leadership and 

Job Satisfaction 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 t P 

Authentic 

Leadership 

Mastery 

Goal 

Orientation 

.1619 .035 .0297 4.623 .000 

Mastery 

Goal 

Orientation 
Job 

Satisfaction 

.0919 0.0493 

.0064 

1.8649 .626 

Authentic 

Leadership 
.0313 0.0463 .6763 .4991 

Direct Effect of X on Y 

Authentic 

Leadership 

Job 

Satisfaction 
.0313 .0463  .6763 .4991 

In-Direct Effect of X on Y 

Authentic 

Leadership 

Job 

Satisfaction 
.015 .010   >.005 

 

4.7.4 Does Mastery Goal Orientation Mediate the Relationship between Authentic 

Leadership and Organizational Citizenship Behavior? 

Mediation analysis was conducted with PROCESS model-4 (Hayes, 2013) in 

SPSS.  First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = 0.162, SEβ = 0.035, t= 4.624, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed a positive 

relationship between authentic leadership and followers’ organizational citizenship 

behavior, β = .4622, SEβ = 0.0252, t = 18.3048, p < .001 and a positive association 

between mastery goal orientation and follower’s organizational citizenship behavior β = 
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.0787, SEβ = 0.0269, t = 2.9289, p < .001 with F= 186.5955, p <.001 and R2 = .0297. 

These results provide the first step toward a possible mediation, as all conditions 

recommended by Baron and Kenny (1986) are met for the mediation. 

Next, in order to examine the mediating role of mastery goal orientation, the 

results of analysis further revealed that the direct effect of authentic leadership on 

follower’s organizational citizenship behavior was reduced from β = .4622, SEβ = 

0.0252, t = 18.3048, p < .001  to β = .0127, (Boot) SEβ = 0.062, due to the inclusion of 

mastery goal orientation. The Sobel test was significant, Z =2.47303, p < .001, suggesting 

mastery goal orientation mediated the relationship between authentic leadership and 

organizational citizenship behavior and supporting Hypothesis 12.  

The analysis reported above was conducted without control variable. The 

researcher repeated the analyses while including the follower’s qualification as control 

variable. Results were essentially the same, in that all of the results that were significant 

without control variable were also significant when including control variable and, 

conversely, those that were not significant remained non-significant.  

 

Table 4.30: Mediation of Mastery Goal Orientation Between Authentic Leadership and 

Organizational Citizenship Behavior 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 t P 

Authentic 

Leadership 

Mastery 

Goal 

Orientation 

.1619 .035 .0297 4.623 .000 

Mastery 

Goal 

Orientation 

Organizational 

Citizenship 

Behavior 

.0787 .026 

.3484 

2.928 .000 

Authentic 

Leadership 
.4622 .025 18.304 .000 

Direct Effect of X on Y 

Authentic Organizational .4622 .025  18.304 .000 
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Leadership Citizenship 

Behavior 

In-Direct Effect of X on Y 

Authentic 

Leadership 

Organizational 

Citizenship 

Behavior 

.0127 .006   .000 

 

 

4.7.5 Does Mastery Goal Orientation Mediate the Relationship between Authentic 

Leadership and Work Engagement? 

Mediation analysis was conducted with PROCESS model-4 (Hayes, 2013) in 

SPSS.  First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = 0.162, SEβ = 0.035, t= 4.624, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed a positive 

relationship between authentic leadership and followers’ work engagement, β = .4254, 

SEβ = 0.0288, t = 14.7839, p < .001 and a positive association between mastery goal 

orientation and follower’s job satisfaction β = .1321, SEβ = 0.0306, t = 4.3136, p < .001 

with F= 133.5339, p <.001 and R2 = .2767. These results provide the first step toward a 

possible mediation, as all conditions recommended by Baron and Kenny (1986) are met 

for the mediation. 

Next, in order to examine the mediating role of mastery goal orientation, the 

results of analysis further revealed that the direct effect of authentic leadership on 

follower’s work engagement was reduced from β = .4254, SEβ = 0.0288, t = 14.7839, p < 

.001 to β = .0214, (Boot) SEβ = 0.0075, due to the inclusion of mastery goal orientation. 

The Sobel test was significant, Z =3.1569, p < .001, suggesting mastery goal orientation 

mediated the relationship between authentic leadership and work engagement and 

supporting Hypothesis 13.  

The analysis reported above was conducted without control variable. The 

researcher repeated the analyses while including the leader’s gender as control variable. 

Results were essentially the same, in that all of the results that were significant without 
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control variable were also significant when including control variable and, conversely, 

those that were not significant remained non-significant. 

  

Table 4.31: Mediation of Mastery Goal Orientation Between Authentic Leadership and 

Employee Engagement 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 T P 

Authentic 

Leadership 

Mastery 

Goal 

Orientation 

.161 .035 .029 4.62 .000 

Mastery 

Goal 

Orientation 
Work 

Engagement 

.132 .030 

.276 

4.31 .000 

Authentic 

Leadership 
.425 .028 14.78 .000 

Direct Effect of X on Y 

Authentic 

Leadership 

Work 

Engagement 
.425 .028  14.78 .000 

In-Direct Effect of X on Y 

Authentic 

Leadership 

Work 

Engagement 
.021 .007   .000 

 

4.8 Moderation Analysis 

The interaction between independent and moderator variable is typically referred 

to as moderation effect (Aldwin, 1994; Baron & Kenny, 1986; Holmbeck,1997). The 

researcher suggested that (hypotheses 14-17) organizational tenure of an employee 

moderates relationship between mastery goal orientation and employee outcomes (e.g. 

organizational commitment, work engagement and organizational citizenship behavior). 

To test, the moderating effect, the researcher used PROCES model-1 of Hayes (2013) in 

SPSS. The testing of hypotheses and moderation analysis is discussed in detail below.  
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4.8.1 Does Organizational Tenure Moderate the Relationship between Mastery Goal 

Orientation and Organizational Commitment? 

Hypothesis-14 states that organizational tenure moderates the relationship 

between mastery goal orientation and organizational commitment. Moderation test was 

conducted to test the hypothesis. First, it was found that analysis showed a significant 

positive relationship between mastery goal orientation and employee’s commitment, β = 

0.1919, SEβ = 0.0105, t= 2.8944, p <.001 with F= 16.3737, p <.001 and R2 = .0658. 

Second, the organizational tenure of employee was having a non-significant relationship 

with employee commitment β = -0.0048, SEβ = 0.0406, t= -.1189, p >.001. Third, the 

interaction between mastery goal orientation and organizational tenure has non-

significant impact on organizational commitment β = .0029, SEβ = 0.0105, t = .2798, p = 

.7797. According to Baron and Kenny (1986), the moderator hypothesis is supported if 

the interaction path is significant. In this case the interaction path is non-significant 

therefore hypohteis-14 is rejected.   

Table 4. 32: Moderation analysis for the Mastery Goal Orientation on Employee 

Commitment  

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 T     P 

Mastery Goal 

Orientation 

Employee 

Commitment 

.1919 .0663 

.658 

2.8944    .003 

Organizational 

Tenure 
-.0048 .0406 -.1189   .9054 

Interaction 

b/w Mastery 

Goal 

Orientation & 

Organizational 

Tenure 

.0029 .0105 .2798   .7797 
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4.8.2 Does Organizational Tenure Moderate the Relationship between Mastery Goal 

Orientation and Employee Job Satisfaction? 

Hypothesis-15 states that organizational tenure moderates the relationship 

between mastery goal orientation and job satisfaction. Moderation test was conducted to 

test the hypothesis. First, it was found that analysis showed a significant positive 

relationship between mastery goal orientation and job satisfaction, β = 0.104, SEβ = 

0.053, t= 1.983, p <.001 with F= 4.440, p <.001 and R2 = .019. Second, the 

organizational tenure of employee was having a significant and positive relationship with 

employee job satisfaction β = .016, SEβ = 0.011, t= 1.521, p >.001. Third, the interaction 

between mastery goal orientation and organizational tenure has a significant and negative 

impact on employee job satisfaction β = -.045, SEβ = 0.016, t = -2.718, p = .007. 

According to Baron and Kenny (1986), the moderator hypothesis is supported if the 

interaction path is significant. In this case the interaction path is significant therefore 

hypohteis-15 is accepted. Furthermore, the negative relationship indicates that the 

strength of organizational tenure impact on the relationship between mastery goal 

orientation is higher on job satisfaction in the beginning and this impact becomes weaker 

as the organizational tenure of employee increases. Furthermore, the interaction plot (Fig 

3) shows that there is moderation impact of mastery goal orientation on job satisfaction 

for employees at earlier organizational tenure however, as the organizational tenure of the 

employee increases the affect disappears  

Table 4.33: Moderation analysis of the Mastery Goal Orientation Between Authentic 

Leadership and Employee Job Satisfaction 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 T P 

Mastery 

Goal 

Orientation 
Job 

Satisfaction 

.104 .053 

.0191 

1.983 .048 

Organizational 

Tenure 
.016 .011 1.521 .129 

Interaction 

b/w Mastery 
-.045 .016 -2.718 .007 
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Goal 

Orientation 

& 

Organizational 

Tenure 

 

 

Figure 3: Interaction plot depicting moderation effect of organizational tenure on the 

relationship between mastery goal orientation and job satisfaction

 
 

4.8.3 Does Organizational Tenure Moderate the Relationship between Mastery Goal 

Orientation and Organizational Citizenship Behavior? 

Hypothesis-16 states that organizational tenure moderates the relationship 

between mastery goal orientation and organizational citizenship behavior. Moderation 

test was conducted to test the hypothesis. First, it was found that analysis showed a 

significant positive relationship between mastery goal orientation and organizational 

citizenship behavior, β = .2512, SEβ = .0710, t= 3.539, p <.001 with F= 9.6220, p <.001 

and R2 = .0398. Second, the organizational tenure of employee was having a non-

significant relationship with organizational citizenship behavior β = 0.0518, SEβ = 
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0.0435, t= 1.1911, p >.001. Third, the interaction between mastery goal orientation and 

organizational tenure has non-significant impact on organizational citizenship behavior β 

= -.0155, SEβ = 0.012, t = -1.3861, p = .1662. According to Baron and Kenny (1986), the 

moderator hypothesis is supported if the interaction path is significant. In this case the 

interaction path is non-significant therefore hypohteis-16 is rejected.   

Table 4.34: Moderation analysis of the Mastery Goal Orientation Between Authentic 

Leadership and Organizational Citizenship Behavior 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 T P 

Mastery 

Goal 

Orientation 

Organizational 

Citizenship 

Behavior 

.251 .071 

.039 

3.53 .000 

Organizational 

Tenure 
.051 .043 1.19 .234 

Interaction 

b/w Mastery 

Goal 

Orientation 

& 

Organizational 

Tenure 

-.015 .012 -1.38 .166 

 

 

4.8.4 Does Organizational Tenure Moderate the Relationship between Mastery Goal 

Orientation and Work Engagement? 

Hypothesis-17 states that organizational tenure moderates the relationship 

between mastery goal orientation and work engagement. Moderation test was conducted 

to test the hypothesis. First, it was found that analysis showed a significant positive 

relationship between mastery goal orientation and work engagement, β = 0.3354, SEβ = 

0.0761, t= 4.4065, p <.001 with F= 13.8297, p <.001 and R2 = .0562. Second, the 

organizational tenure of employee was having a non-significant relationship with work 
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engagement β = 0.0773, SEβ = 0.0466, t= 1.6564, p >.001. Third, the interaction between 

mastery goal orientation and organizational tenure has non-significant impact on 

organizational commitment β = -.0222, SEβ = 0.0120, t = 1.8459, p = .0653. According to 

Baron and Kenny (1986), the moderator hypothesis is supported if the interaction path is 

significant. In this case the interaction path is non-significant therefore hypohteis-17 is 

rejected.   

Table 4.35: Moderation analysis of the Mastery Goal Orientation Between Authentic 

Leadership and Employee Engagement 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 T P 

Mastery 

Goal 

Orientation 

Work 

Engagement 

.335 .076 

.056 

4.406 .000 

Organizational 

Tenure 
.077 .046 1.656 .098 

Interaction 

b/w Mastery 

Goal 

Orientation 

& 

Organizational 

Tenure 

-.022 .012 -1.845 
 

.065 

 

 

4.9 Moderated-Mediation 

Hypotheses 18-21 of this study suggested that organizational tenure will moderate 

the strength of the mediated relationships between authentic leadership and follower’s 

outcomes a) organizational commitment, b) work engagement, c) job satisfaction and d) 

organizational citizenship behavior via mastery goal orientation. These hypotheses were 

tested using PROCESS model-14 of Hayes (2013) in SPSS. The results are discussed in 

below in detail. 
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4.9.1 Does Mediating Impact Of Mastery Goal Orientation Between Authentic 

Leadership and Employee Commitment Is Influenced By Organizational Tenure? 

First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = .1619, SEβ = .0350, t= 4.62, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed that mastery goal 

orientation tends to have a positive and significant relationship with employee 

commitment, β = .1192, SEβ = .063, t = 1.86, p < .001. The relationship between 

authentic leadership and employee commitment is positive and significant β = .231, SEβ 

= .027, t = 8.46, p < .001. Results presented in table below shown that organizational 

tenure is having non-significant association with employee commitment β = -.026, SEβ = 

.038, t = -.67, p> .001. The interaction between mastery goal orientation and 

organizational tenure is having non-significant association with employee commitment β 

= .008, SEβ = .010, t = .829, p> .001 with F= 31.438, p <.001 and R2 = .153. Based on 

the Baron and Kenny (1986) criteria which states that the moderator hypothesis is 

supported if the interaction path is significant. In this case the interaction path is non-

significant therefore hypohteis-18 is rejected.   

Table 4.36: Moderated-Mediation of Mastery Goal Orientation Between Authentic 

Leadership and Organizational Citizenship Behavior 

Parameter Dependent Estimate 

(β) 

Std. 

Error 

R 2 t P 

AuthLeader 
MGO .1619 .0350 .029 4.62 .000 

MGO 

EC 

.1192 .063 

.153 

1.86 .062 

AuthLeader 
.231 .027 8.46 .000 

OrgTenure 
-.026 .038 -.67 .501 

Interaction 

b/w MGO 

 & Org. 

.008 .010 .829 .407 
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Tenure 

AuthLeader= Authentic Leadership, OrgTenure= Organizational Tenure, MGO= 

Mastery Goal Orientation, EC= Employee Commitment.  

 

4.9.2 Does Mediating Impact Of Mastery Goal Orientation Between Authentic 

Leadership and Job Satisfaction Is Influenced By Organizational Tenure? 

First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = .1619, SEβ = .0350, t= 4.62, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed that mastery goal 

orientation tends to have a positive and significant relationship with employee job 

satisfaction, β = .343, SEβ = .107, t = 3.19, p < .001. The relationship between authentic 

leadership and employee job satisfaction is non-significant, β = .022, SEβ = .046, t = 

.490, p > .001. Results presented in table below shown that organizational tenure of the 

employee is having non-significant association with employee job satisfaction, β = .186, 

SEβ = .065, t = 2.84, p> .001. The interaction between mastery goal orientation and 

organizational tenure is having significant association with employee job satisfaction β = 

-.044, SEβ = .016, t = -2.62, p< .001 with F= 3.445, p <.001 and R2 = .019. Based on the 

Baron and Kenny (1986) criteria which states that the moderator hypothesis is supported 

if the interaction path is significant. In this case the interaction path is significant 

therefore results provide support for the hypohteis-19. Results indicates that the influence 

of organizational tenure on the mediating impact of mastery goal orientation on the 

relationship between authentic leadership and employee job satisfaction is higher in the 

beginning and the influence starts weakening as the tenure of an employee increases.  
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Table 4.37: Moderated-Mediation of Mastery Goal Orientation Between Authentic 

Leadership and Job Satisfaction 

Parameter Dependent Estimate 

(β) 

Std. Error R 2 t P 

AuthLeader MGO .161 .0350 .029 4.62 .000 

MGO 

EJS 

.343 .107 

.019 

3.19 .001 

AuthLeader .022 .046 .490 .623 

OrgTenure .186 .065 2.84 .004 

Interaction 

b/w MGO 

 & Org. 

Tenure 

-.044 .016 
-

2.62 
.008 

 AuthLeader= Authentic Leadership, OrgTenure= Organizational Tenure, MGO= 

Mastery Goal Orientation, EJS= Employee Job Satisfaction.  

 

 

 

4.9.3 Does Mediating Impact Of Mastery Goal Orientation Between Authentic 

Leadership and Work Engagement Is Influenced By Organizational Tenure? 

First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = .1619, SEβ = .0350, t= 4.62, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed that mastery goal 

orientation tends to have a positive and significant relationship with employee work 

engagement, β = .202, SEβ = .067, t = 3.01, p < .001. The relationship between authentic 

leadership and employee work engagement is positive and significant β = .423, SEβ = 

.028, t = 14.70, p < .001. Results presented in table below shown that organizational 

tenure is having non-significant association with employee work engagement, β = .038, 

SEβ = .040, t = .938, p> .001. The interaction between mastery goal orientation and 

organizational tenure is having non-significant association with employee work 

engagement, β = -.012, SEβ = .010, t = -1.17, p> .001 with F= 67.668, p <.001 and R2 = 

.280. Based on the Baron and Kenny (1986) criteria which states that the moderator 
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hypothesis is supported if the interaction path is significant. In this case the interaction 

path is non-significant therefore hypohteis-20 is rejected.   

Table 4.38: Moderated-Mediation of Mastery Goal Orientation Between Authentic 

Leadership and Work Engagement 

Parameter Dependent Estimate 

(β) 

Std. Error R 2 t P 

AuthLeader MGO .161 .0350 .029 4.62 .000 

MGO 

EWE 

.202 .067 

.280 

3.01 .002 

AuthLeader .423 .028 14.70 .000 

OrgTenure .038 .040 .938 .348 

Interaction 

b/w MGO 

 & Org. 

Tenure 

-.012 .010 -1.17 .239 

AuthLeader= Authentic Leadership, OrgTenure= Organizational Tenure, MGO= Mastery 

Goal Orientation, EWE= Employee Work Engagement.  

 

4.9.4 Does Mediating Impact Of Mastery Goal Orientation Between Authentic 

Leadership and Organizational Citizenship Behavior Is Influenced By 

Organizational Tenure? 

First, analysis showed a significant positive relationship between authentic 

leadership and followers’ mastery goal orientation, β = .1619, SEβ = .0350, t= 4.62, p 

<.001 with F= 21.377, p <.001 and R2 = .029. Second, analysis showed that mastery goal 

orientation tends to have a positive and significant relationship with organizational 

citizenship behavior, β = .106, SEβ = .058, t = 1.80, p= .072. The relationship between 

authentic leadership and organizational citizenship behavior is positive and significant β 

= 461, SEβ = .025, t = 18.26, p < .001. Results presented in table below shown that 

organizational tenure is having non-significant association with organizational citizenship 

behavior, β = .009, SEβ = .035, t = .262, p> .001. The interaction between mastery goal 

orientation and organizational tenure is having non-significant association with 

organizational citizenship behavior, β = -.004, SEβ = .009, t = -.524, p> .001 with F= 
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4.648, p <.001 and R2 = .350. Based on the Baron and Kenny (1986) criteria which states 

that the moderator hypothesis is supported if the interaction path is significant. In this 

case the interaction path is non-significant therefore hypohteis-21 is rejected.  

Table 4.39: Moderated-Mediation of Mastery Goal Orientation Between Authentic 

Leadership and Organizational Citizenship Behavior 

Parameter Dependent Estimate 

(β) 

Std. Error R 2 t P 

AuthLeader 
MGO .161 .0350 .029 4.62 .000 

MGO 

EWE 

.106 .058 

.350 

1.80 .072 

AuthLeader 
.461 .025 18.26 .000 

OrgTenure 
.009 .035 .262 .793 

Interaction 

b/w MGO 

 & Org. 

Tenure 

-.004 .009 -.524 .598 

AuthLeader= Authentic Leadership, OrgTenure= Organizational Tenure, MGO= Mastery 

Goal Orientation, EWE= Employee Work Engagement.  

 

 

Table 4.40 Summary of results 

No Hypothesis statement Result 

Hypothesis 1 Authentic leadership is positively associated with employee’s 

organizational commitment.  

Supported 

Hypothesis 2 Authentic leadership is positively associated with employee’s job 

satisfaction. 

Not 

supported 

Hypothesis 3 Authentic leadership is positively associated with employee’s 

organizational citizenship behavior. 

Supported 

Hypothesis 4 Authentic leadership is positively associated with employee’s 

work engagement. 

Supported 
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Hypothesis 5 Authentic leadership is positively associated with employee’s 

mastery goal orientation.  

Supported 

Hypothesis 6 Employee’s mastery goal orientation is positively associated with 

employee’s organizational commitment. 

Supported 

Hypothesis 7 Employee’s mastery goal orientation is positively associated with 

employee’s job satisfaction. 

Not 

Supported 

Hypothesis 8 Employee’s mastery goal orientation is positively associated with 

employee’s organizational citizenship behavior. 

Supported 

Hypothesis 9 Employee’s mastery goal orientation is positively associated with 

employee’s work engagement. 

Supported 

Hypothesis 10 Mastery goal orientation mediates the relationship between 

authentic leadership and employee organizational commitment. 

Supported 

Hypothesis 11 Mastery goal orientation mediates the relationship between 

authentic leadership and employee job satisfaction. 

Not 

supported 

Hypothesis 12 Mastery goal orientation mediates the relationship between 

authentic leadership and employee organizational citizenship 

behavior.  

Supported 

Hypothesis 13 Mastery goal orientation mediates the relationship between 

authentic leadership and employee work engagement. 

Supported 

Hypothesis 14 Employee’s organizational tenure will moderate the relationship 

between mastery goal orientation and employee’s commitment, 

such that the positive relationship between mastery goal 

orientation and commitment is stronger when organizational 

tenure is low.  

Not 

supported 

Hypothesis 15 Employee’s organizational tenure will moderate the relationship 

between employee’s mastery goal orientation and employee’s job 

satisfaction, such that the positive relationship between mastery 

goal orientation and job satisfaction is stronger when 

organizational tenure is low. 

Supported 

Hypothesis 16 Employee’s organizational tenure will moderate the relationship Not 
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between employee’s mastery goal orientation and employee’s 

organizational citizenship behavior, such that the positive 

relationship between mastery goal orientation and organizational 

citizenship behavior is stronger when organizational tenure is low. 

supported 

Hypothesis 17 Employee’s organizational tenure will moderate the relationship 

between employee’s mastery goal orientation and employee’s work 

engagement, such that the positive relationship between mastery 

goal orientation and organizational citizenship behavior is stronger 

when organizational tenure is low. 

Partially 

supported 

Hypothesis 18 The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and organizational commitment is 

stronger when follower’s organizational tenure is low.  

Not 

supported 

Hypothesis 19 The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and job satisfaction is stronger when 

follower’s organizational tenure is low.  

Supported 

Hypothesis 20 The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and employee work engagement is 

stronger when follower’s organizational tenure is low.  

Not 

supported 

Hypothesis 21 The mediating effect of mastery goal orientation in the relationship 

between authentic leadership and organizational citizenship behavior is 

stronger when follower’s organizational tenure is low.  

Not 

supported 

 

4.10 Summary of the Chapter 

This chapter started with the factor analysis and further presented reliability 

analysis for each measure. Respondents’ characteristics with statistical support are given 

in next section of the chapter. The impact of demographic variables on mediator and 

criterion variables are measured and discussed in next phase. Correlation statistics are 

applied to check the direction of the associations and is further supported by regression 

analysis. Major hypotheses such as mediation and moderation are tested in the next 

section of the chapter. Finally, the results are discussed in detail in the end of the chapter.  
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CHAPTER FIVE 

CONCLUSION AND RECOMMENDATION 

               The basic objective of this chapter is to discuss the results found in the analysis 

phase, conclude from the results and give recommendations. The discussion section will 

highlight the main reasons responsible for the outcomes results. Results of studies 

conducted earlier and having same results will be provided in the support of results. 

Furthermore, the significant results that are in fluctuation from other studies will also be 

highlighted.  

 

5.1 Discussion of the Research Questions 

           Results of the studies are discussed below.  

 

5.1.1 Discussion of the Research Question 1: What is the inter-relationship between 

authentic leadership, employee mastery goal orientation, work engagement, 

organizational commitment, organizational citizenship behavior, and job satisfaction?  

 In order to find answer to this question, researcher designed several hypotheses 

and tested. Detailed discussion on the pertinent hypotheses and their results are given 

below.  

 

5.1.1.1 Relations Between Authentic leadership and Subordinate Outcomes 

          This research study tested assumptions that authentic leadership is positively 

related to employee attitudes and behaviors. The correlation and regression tests were 

conducted to determine the possible associations between authentic leadership and 

follower outcomes such as organizational commitment, job satisfaction, work 

engagement and organizational citizenship behavior.  

 

5.1.1.1.1 Authentic Leadership and Organizational Commitment 

          Results of correlation and regression tests revealed that authentic leadership had 

positive and significant relationships with organizational commitment (Hypothesis 1). 

This finding is in line with the findings of Kliuchnikov (2011) who observed positive and 

significant association between authentic leadership and organizational commitment. 
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Marsh and Mannari (1997) found that the relationship between authentic leadership and 

different dimensions of organizational commitment i.e. continuous and normative 

commitment were positive. Javaid et al. (2015) also found positive association between 

authentic leadership and affective commitment was positive. Similarly, positive 

association was found between authentic leadership and organizational commitment by 

Alinezhad, Abbasian & Behrangi (2015). 

         This shows that authentic leaders consider followers’ opinion while making 

decision and develop positive organizational environment, in return follower develops 

commitment to organization and a leader. Furthermore, the authentic leader’s 

demonstration of transparency and truthfulness helps followers by providing them with 

opportunities to plan their future growth and to understand the organization’s future, 

which also plays role to augment organizational commitment of the follower. Cultural 

context also provide reasons for the finding as extensive literature states that individuals 

maintain normative or obligatory relationships in collectivistic cultures whereas in 

individualist cultures, the base of relationships is generally individuals’ preferences and 

cost-benefit analysis (Triandis, 1995; Wasti, 1999). Having a collectivistic culture, 

employees/followers in Pakistani business organizations are likely to develop social 

bonds with their leaders and organizations and therefore, their association continues for 

the long term. 

 

5.1.1.1.2 Authentic Leadership and Job Satisfaction 

Hypothesis 2 of this study stated positive association between authentic leadership 

and job satisfaction. Unlike the findings of Wong and Laschinger (2010), Jensen and 

Luthans (2006), Laschinger, Wong & Grau (2012) and, Darvish and Rezaei, (2011), the 

association between authentic leadership and job satisfaction is non-significant. It 

suggests that followers do not consider the authentic leader’s positive behavior an 

important factor when it comes to deriving satisfaction from job. The researcher argue 

that the possible reason of this non-significant association between authentic leadership 

and job satisfaction is the low per capital income and higher inflation rate in Pakistan 

(according to the Pakistan Economic Survey 2012-13, the inflation rate in Pakistan was 

10.9 percent), where individuals expect higher salaries because they suffer to meet their 
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daily life expenses with current salaries. In the presence of financial reasons, the positive 

attitude of authentic leadership may not have potential to motivate followers to show 

higher job satisfaction. 

 

5.1.1.1.3 Authentic Leadership and Organizational Citizenship Behavior 

            The correlation and regression results show positive and significant association 

between authentic leadership and organizational citizenship behavior and support the 

hypothesis 3 that authentic leadership predict organizational citizenship behavior of the 

follower. This finding is line with the findings of Valsania, Leon, Alonso & Cantisano 

(2012) that found that authentic leadership is the better predictor of organizational 

citizenship behavior. The study of Nikpay et al. (2014) found positive association 

between authentic leadership and organizational citizenship behavior. Furthermore, 

Yesilkaya and Aydin (2016), Song and Seomun ( 2014),  Valsania et al ( 2012), Al-

Sharafi & Rajiani (2013) and Walumbwa et al (2008) have found similar association 

between authentic leadership and organizational citizenship behavior.   

          The mean reason of this positive association is that the altruistic behavior of an 

authentic leader inspires subordinates and in return motivates them to behave positively 

by displaying organizational citizenship behavior.  

 

5.1.1.1.4 Authentic Leadership and Work Engagement 

          According to the 4th hypothesis of the study, there will be positive association 

between authentic leadership and work engagement. Results of the test revealed that the 

relationship between authentic leadership and work engagement is significant and 

positive and this finding is in line with the findings of Penger and Cerne (2014), Hassan 

and Ahmed (2011) and Seco and Lopes (2013). The result of this study shows when 

subordinates experience positive attitude of their leaders; they get involved in 

organizational roles and therefore demonstrate high work engagement.  

 

5.1.1.2 Relations between Mastery Goal Orientation and Subordinate Outcomes 

            This research also tested the assumption that follower’s mastery goal orientation 

is positively associated with employee attitudinal and behavioral outcomes. Results 
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indicated that mastery goal orientation was positively and significantly associated with 

employee organizational commitment (hypothesis 6), employee job satisfaction 

(hypothesis 7), employee organizational citizenship behavior (8) and employee work 

engagement (9).  

 

5.1.1.2.1 Mastery Goal and Organizational Commitment 

               Hypothesis 6 of this study suggested positive association of mastery goal 

orientation with organizational commitment. Correlation and regression results showed a 

significant and positive relation of mastery goal orientation with employee commitment. 

Results of this study are in-line with the findings of D’Amato and Herzfeldt (2008) which 

determined that mastery goal orientation of individual’s encourages their stay at 

organization. Porter (2005) found positive association between mastery goal orientation 

and organizational commitment. Lee et al. (2000) also found that mastery goal orientation 

predicts organizational commitment.  

           These results of previous studies indicate when employee gets opportunity to 

improve expertise and learn new skills; this improves employee’s chances of growth in 

organization. Ultimately, employee gets connected with organization thus mastery goal 

orientation enhances employee organizational commitment.  

 

5.1.1.2.2 Mastery Goal and Job Satisfaction 

              Hypothesis 7 suggested positive association between mastery goal orientation 

and job satisfaction. The correlation and regression results revealed that the relationship 

between mastery goal orientation and job satisfaction is non-significant. That particular 

finding of this study is in contrast to the findings of Roebken (2007) which found that 

students with mastery goal orientation were satisfied with their academic experience. 

VanYperen and Janssen (2002) also found positive association between mastery goal 

orientation and job satisfaction.  

            The reason of the insignificant association between mastery goal orientation and 

job satisfaction is, first, different factors affect the satisfaction of employee at job i.e. 

salary, promotion, health organizational environment etc. The learning interest of an 

employee may not be considered a significant factor for developing of or enhancing of 
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job satisfaction if other major factors are not contributing towards satisfaction. Second, 

the learning interests are considered more important in academic institutes as the main 

objective of this type of organizations is to promote education. In business organizations, 

generally employees are believed to come with certain educational background while not 

all business organizations arrange training and development programs for their 

employees. Therefore, employees may consider learning of expertise and gaining of new 

skills at job as their personal matters and do not connect it to their success at job directly.  

 

5.1.1.2.3 Mastery Goal and Organizational Citizenship Behavior 

             Hypothesis 8 stated that mastery goal orientation is positively related to 

employee citizenship behavior. Results of this research further support the assumption 

that mastery goal orientation is significantly associated with employee citizenship 

behavior. This finding is in line with the study of Chien and Hung (2008) who found a 

positive association between mastery goal orientation and organizational citizenship 

behavior. 

           It is general phenomenon that individual learn from organizational environment 

and colleagues, similarly, the thirst of learning motivates mastery goal oriented employee 

to develop positive relations with leaders and colleagues, and supports the smooth 

functioning of organization.  

 

5.1.1.2.4 Mastery Goal and Work Engagement 

              According to the hypothesis 9 of this study, there is positive association between 

mastery goal orientation and employee work engagement. Regression and correlation 

results provide support to the assumption that mastery goal orientation predicts work 

engagement of the employee. This result is in line with the findings of Roebken (2007) 

who found positive association between mastery goal orientation and work engagement. 

The link between mastery goal orientation and work engagement can be drawn from the 

fact that learning desire of an individual can only be fulfilled with presence of mind and 

devotion and attention to the job at hand. Therefore, it is reasonable for an individual 

with learning ambition to show attention and absorption at job. Similarly, employee work 
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engagement referred to psychological and physical presence at job (Vazirani, 2007), 

hence it may be said that followers tend to engage in their work to satisfy their learning 

goal.  

 

5.1.2 Discussion of the Research Question 2: Does authentic leadership predict mastery 

goal orientation?  

Hypothesis 5 of this study suggested a positive association between authentic 

leadership and mastery goal orientation. This research study provides novel insight into 

this important concept and made attempt to investigate the link between authentic 

leadership and mastery goal orientation. Results of regression and correlation tests 

revealed both positive and significant relationship between authentic leadership and 

mastery goal orientation. As this study is first of its nature that study the link between 

authentic leadership and mastery goal orientation therefore no empirical support could be 

drawn from the literature in the favor of this hypothesis. However, there is positive 

associations found between other positive forms of leaderships and mastery goal 

orientation such as Coad and Berry (1998) found that transformational leadership is 

positively associated with mastery goal orientation. Radzi, Hui, Jenatabadi, Kasim and 

Radu (2013) found positive association between transformational leadership and 

organizational learning.  

The main reason of this positive association is the fact that followers consider 

their leader as role model and the positive behavior of authentic leader inspire them to be 

like their leaders. Followers of such leader adopt approach of enhancing skills and 

learning new things to look similar to their leader who is high at skills and knowledge. 

Thus, the constructive behavior and positive attitude of leader enhance the mastery goal 

orientation in the followers.  

 

5.1.3 Discussion of the Research Question 3: Does employee mastery goal orientation 

play the role of a mediator?  

         The researcher proposed mastery goal orientation as a mediating mechanism 

through which authentic leader influence follower attitudinal and behavioral outcomes. 
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The hypotheses of this study that refers to mediation (hypothesis 10-13) are discussed in 

detail below.   

        Hypothesis 10 proposed that mastery goal orientation mediates relationship between 

authentic leadership and employee commitment. Results of the study revealed that 

mastery goal orientation mediates the relationship between authentic leadership and 

employee commitment thus results support the hypothesis 10. Authentic leader use 

mastery goal orientation as a mediating mechanism to promote employee commitment 

because learning and development provides guarantee for the security and better future of 

the employee. Employee with higher learning interest is also beneficial for the 

organization thus authentic leader helps both organization and individual employee 

through promotion of mastery goal orientation in individual to further enhance 

commitment of the employee.   

         According to the hypothesis 11 of the study, mastery goal orientation mediates the 

relationship between authentic leadership and employee job satisfaction. Results of the 

study found that the relationship between authentic leadership and employee job 

satisfaction and mastery goal orientation and employee job satisfaction are non-

significant. As the Baron and Kenny (1986) conditions for mediation are not met 

therefore the mediation of mastery goal orientation in this case is ruled out. The main 

reason of this non-significant relationship is that fact that the basic objective of 

organization employment of most of the employees is to take sizeable salary and seek 

promotion in future. There are other factors as well that cause an employee to be satisfied 

at job like health work environment and leader behavior. Given that there are other 

important factors that impact the satisfaction of employee at job, employees give less 

attention to learning of new skills when it comes to connecting it with gaining satisfaction 

at job. Thus, results of this study suggest that mastery goal orientation and authentic 

leadership are less important for the employee in raising their satisfaction level.  

        Hypothesis 12 proposed that mastery goal orientation mediates relationship between 

authentic leadership and organizational citizenship behavior. Results of the study 

revealed that mastery goal orientation mediates the relationship between authentic 

leadership and organizational citizenship behavior thus results support the hypothesis 12. 

Authentic leaders ensure that their followers do cooperation with each other at job by 
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instilling desire of learning new skills in them. Since, learning of new skills and gaining 

of knowledge is not possible without colleagues support therefore, employee display 

higher level of organizational citizenship behavior at job.   

        According to the hypothesis 13 of the study, mastery goal orientation mediates the 

relationship between authentic leadership and employee work engagement. Results of the 

study revealed that mastery goal orientation mediates the relationship between authentic 

leadership and organizational citizenship behavior thus results support the hypothesis 13. 

Desire of learning of new skills motivates individuals to exert more efforts at job. The 

higher is the interest of employee to learn new job techniques, higher will be engagement 

level at job. Thus authentic leader promote mastery goal orientation in follower to 

motivate him/her to exert more efforts at job thus show higher work engagement. 

       Empirical evidence from literature of goal orientation revealed that mastery goal 

orientation has been studied in previous studies playing a mediating role in-between 

different variable. For-example, Chughtai and Buckley (2011) has studied the mediating 

role of mastery goal orientation in the relationship between work engagement and 

performance and found positive association.   

 

5.1.4 Discussion of the Research Question 4: Does employees’ organizational tenure 

moderate the relationship between employee mastery goal orientation, employee 

attitudinal and behavioral outcomes i.e. work engagement, organizational commitment, 

organizational citizenship behavior and job satisfaction? 

           This research study tested the assumption that employee’s organizational tenure 

intervenes in the relationship between mastery goal orientation and employees’ 

commitment (hypothesis 14), job satisfaction (hypothesis 15), organizational citizenship 

behavior (hypothesis 16) and work engagement (hypothesis 17). Results of the study 

showed that the interaction of mastery goal orientation and organizational tenure are 

having non-significant relationship with employee commitment and organizational 

citizenship behavior. This result indicates that, in contrary to the hypotheses (14-16), 

organizational tenure neither strengthens the impact of mastery goal orientation on 

employee commitment and organizational citizenship behavior nor this impact weaken as 

the organizational tenure of the employee increases. The reason behind lack of 
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intervention of organizational tenure is that although preferences and interests of an 

employee changes across the organizational tenure but mastery goal orientation maintains 

its importance in enhancing employee commitment and organizational citizenship 

behavior. In other words, earlier or late organizational tenure do not affect the influence 

of learning interest on both the aforementioned employee outcomes.  

         The results of the analysis for hypothesis 15 revealed that the interaction of mastery 

goal orientation and organization tenure is having a significant relationship with 

employee job satisfaction. This indicates that organization tenure intervenes the impact of 

mastery goal orientation on employee job satisfaction. Results further revealed that the 

interaction impact is non-linear which shows that the impact of mastery goal orientation 

is higher on employee job satisfaction for the employees at earlier organizational tenure. 

As the organizational tenure of the employee increases the impact of mastery goal 

orientation on employee jobs satisfaction fades away. The possible reason of this impact 

is due to the importance of knowledge and learning for the younger employees at job. 

Employees need to learn about job requirements and working techniques in their earlier 

stages of career therefore the learning interest is higher which make employees more 

satisfied. However, as long as they get settled at job, the importance of learning and 

gaining new skills become lesser which also fades away the impact of learning on job 

satisfaction.  

            Hypothesis 17 of this study suggested that the interaction of mastery goal 

orientation and organization tenure is having a significant relationship with employee 

work engagement. Results of the study revealed that organizational tenure tend to 

intervene the impact of mastery goal orientation on employee work engagement. Though, 

the moderation impact is ruled out on the basis of results yet it may be assumed that 

organizational tenure may strengthen or weaken impact of mastery goal orientation on 

employee work engagement.  

 

5.2 Conclusion 

            The current study found evidence that authentic leadership predicts followers’ 

attitudinal and behavioral outcomes such as organizational commitment, work 

engagement and organizational citizenship behavior through followers’ adoption of a 
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mastery goal orientation. It is important to note that, while this study extends knowledge 

on the authentic leadership process, it also verifies certain claims about the concept and 

its relationship to follower outcomes. With the strong practical focus on enhancing 

employees’ outcomes, this research underscores the potential of authentic leadership to 

practice. 

 

5.2.1 Theoretical Implications 

This study provided novel insight into the consequences and processes related to 

authentic leadership such as: a) it predicts mastery goal orientation, b) it affects 

followers’ outcomes, c) mastery goal orientation mediates the relationship between 

authentic leadership and followers’ outcomes. This study also investigated whether 

organizational tenure of the employee determines the strength of mastery goal 

orientation’s impact on employee outcomes.  

Given that authentic leaders remain true to their self, admit mistakes, believe in 

learning from mistakes and focus on self and follower development (Avolio and Gardner, 

2005), such leaders are likely to encourage followers to adopt a mastery goal orientation. 

Hence, this study contributes to the authentic leadership literature by showing that 

mastery goal orientation, a variable widely considered to be beneficial in organizational 

behavior and management research, may be strengthened by authentic leadership. 

Furthermore, this study also provides theoretical insight into the notion that authentic 

leadership outcomes are driven by mastery goal orientation as the researcher found that 

mastery goal orientation mediated relationships between authentic leadership and 

organizational commitment, work engagement and organizational citizenship behavior. 

However, note that the results for job satisfaction were non-significant in contradiction to 

expectations. Hence, mastery goal orientation seems to be a central underlying 

mechanism in the effects of authentic leadership, as supported by its role in determining 

follower outcomes in the current study. 

The literature generally concedes that leadership is important in determining 

motivation and that the effects of authentic leadership in particular should be understood 

from a self-regulation perspective (Avolio & Gardner, 2005). The current research is in 

line with this general focus on self-regulation and contributes to integrating the emerging 
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literature on authentic leadership and self-regulation in general and on mastery goal 

orientation in particular. Moreover, as mentioned above, while mastery goal orientation 

was traditionally conceptualized as being largely a trait-like variable, the current study is 

in congruence with recent work (e.g., Van Hooft & Noordzij, 2009) showing that 

learning goals vary situationally and that environmental factors determine mastery goal 

orientation to some extent (Hamstra et al., 2014).  

The implications of this research also reach somewhat beyond its specific topic, 

because researcher tested the model in a non-western country. Most studies on authentic 

leadership and other positive forms of leadership that have been published in the main 

stream management and organizational psychology literatures have been conducted in 

Europe or North America, which means that the cross-cultural diversity of the body of 

research is severely limited. Hence, providing support for the predictive validity of the 

authentic leadership concept, and for mastery goal orientation, in a completely different 

culture, may be seen as an important additional contribution of this research. Doing so 

supports the scientific value of these concepts, as it provides evidence of their universal 

applicability and benefit. 

             This study significantly contributes to the management literature in general and 

to the authentic leadership literature in particular, in seven ways. First, this study is the 

first to investigate whether authentic leadership encourages mastery goal orientation in 

subordinate. This prediction did not receive support from the data, suggesting rather that 

there is a direct effect of authentic leadership on followers’ mastery goal orientation. 

Second, drawing on the root-construct notion and social learning theory, this study 

suggested tested that authentic leadership instills learning interest in follower. Third, 

previous studies have empirically tested relationship between authentic leadership and 

subordinate outcomes such as employee organizational commitment, job satisfaction and 

organizational citizenship behavior in separate studies (Kliuchnikov, 2011; Jensen & 

Luthans, 2006; Valsania, Leon, Alonso & Cantisano, 2012). This study modeled all these 

individual work related outcomes in a single study and also provides empirical support to 

the proposition that authentic leadership augments employee attitudinal and behavioral 

outcomes. Fourth, this study contributed to authentic leadership literature by exploring 

the mediating role of mastery goal orientation to augment subordinate outcomes. Mastery 
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goal orientation has not previously been studied in relationship with authentic leadership, 

while, the mediating role of mastery goal orientation with different set of variables has 

been tested by Sazandrishvili (2009) between job autonomy and innovative behavior. The 

former is surprising, perhaps, because authentic leadership is theoretically all about self-

development of the followers, suggesting an immediate connection between authentic 

leadership and mastery goal orientation. Fifth, this research addresses the call for research 

to identify the relations between mastery goal orientation and employee attitudinal and 

behavioral outcomes (Avolio & Mhatre, 2012) by testing outcomes not previously 

studied. Sixth, the current study addressed the gap to study the effect of organizational 

tenure on relations between learning interest and work related outcomes by testing the 

moderating role of employee tenure to influence relationship between mastery goal 

orientation and subordinate outcomes. Seventh, this study attempted to widen the validity 

of the findings derived from the authentic leader research conducted in the developed 

countries by conducting research study in South Asian context, particularly, this study is 

based on valuable data from private sector organizations of Pakistan.  

 

5.2.2 Implications for Managers   

           Findings of this study provide valuable insight to the practitioners who aim to 

cater future organizational demands by enhancing followers’ skills and expertise; and 

increase their organizational commitment, organizational citizenship behavior and work 

engagement. Furthermore, this study suggests managerial techniques to be applied to 

positively influence subordinates’ dedication and spirit of volunteer cooperation.      

           This study suggest managers to make best use of self-awareness to ensure that job 

related appropriate measures are taken so that followers are engaged in the job according 

to their capabilities and developmental aims. Self-regulation mechanisms can help 

managers to minimize employees’ reliance on others for accomplishment of tasks. Proper 

analysis of all types of relevant information would provide better insight to understand 

the nature of task, similarly, transparency can develop subordinates’ trust on leader. 

Hence, application of authentic behavior would largely help leader to mend followers’ 

attitudes and behaviors.    
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           This study also provides insight into the phenomenon that managers can alter 

followers’ attitudes and behaviors through instilling learning motivation in them. 

Findings of this study emphasize that managers should improve followers’ proficiency 

through motivating them for learning approaches because this technique can help 

followers to be more committed, engaged and exhibit citizenship behavior at job. The 

mastery goal orientation would help organizations to equip employees with job related-

skills and gain competitive advantage in the market. The thirst of learning new work-

related techniques will develop organizational citizenship behavior and work engagement 

in employees and also enhance their organizational commitment to their leaders and 

organizations.  

           Given that employees change preferences across different level of their 

organizational tenures, organizations should design motivational plans for employees 

considering their level of organizational tenure. However, this study did not find any 

significant moderating role of organizational tenure for the relationship between mastery 

goal orientation and employee outcomes such as organizational commitment, job 

satisfaction and organizational citizenship behavior.  

 

5.2.3 Implications for Future Research 

             This study investigated authentic leadership theory by studying the mediating 

role of mastery goal orientation to enhance subordinates’ organizational commitment, job 

satisfaction, work engagement and organizational citizenship behavior. Future studies 

should continue to extend nomological network of authentic leadership in-line with this 

research study. Following are the directions for future studies.    

          First, this study examined mastery or leaning orientation (one facet of goal 

orientation) as mediating mechanism; future studies may test the role of performance goal 

orientation (other facet of goal orientation) with authentic leadership. Second, the relation 

between authentic leadership and mastery goal orientation should be directly examined to 

provide more empirical support to the assumption that authentic leadership affects 

mastery goal orientation of subordinate. The primary focus of previous research studies 

was on determining how authentic leader develop authentic followership in subordinate 

and the widely ignored the concept to examine that authentic leadership may orient goals. 
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Third, future studies should consider further mediators with authentic leadership and 

subordinates’ attitudinal/behavioral outcomes such as learning environment and authentic 

conversations. Fourth, other moderators than organizational tenure may be tested 

modeling authentic leadership as predictor variable. 

 

5.2.4 Limitations and Strengths  

           This study examined the link between authentic leadership and follower outcomes 

using a multisource study in which several followers of each leader participated. Strength 

of this methodology is that the measurement for leader related variable such as authentic 

leadership was rated by followers and, when multiple raters assess the same ‘object’ – the 

leader in this case – it allows for an assessment of the leadership behavior characterized 

by intersubjectivity, an average or more objective assessment in the sense of objectivity 

as discussed by Frese and Zapf (1988). Similarly, follower outcome such as 

organizational citizenship behavior was rated by leaders (Podsakoff et al., 2003). Making 

use of separated measurements, multiple sources of data (i.e., leaders versus followers) 

and aggregated assessments of leadership by multiple followers enhances the validity of 

the conclusions based on these data. At the same time, however, the strength of 

correlations is often also underestimated in such designs (Frese and Zapf, 1988). Finally, 

although the study used multisource data, a limitation is that I cannot draw conclusions 

regarding the causal role of any of the measured variables. 

          An additional noteworthy characteristic of this study is that it was conducted using 

a sample from a non-western country. Most studies on authentic leadership and other 

positive forms of leadership that have been published in the main stream management 

and organizational literatures have been conducted in Europe or North America, which 

means that the cross-cultural diversity of the body of research is relatively limited. 

Hence, providing support for the predictive validity of the authentic leadership concept, 

and for learning goal orientation and performance, in a completely different culture, may 

be seen as an important additional contribution of this research. Doing so supports the 

scientific value of these concepts, as it provides evidence of their universal applicability 

and benefit. 
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           This study relied on testing a single dimension of goal orientation which is 

mastery goal orientation. The second dimension, performance goal orientation- which 

refers to individuals’ mindset to evade unwanted results and achieve desirable outcomes 

so that gain favorable judgments from others (Dweck, 1986; Dweck & Leggett, 1988; 

Elliott & Dweck, 1988), should be considered to be examined with authentic leadership 

in future research studies.  

 

5.3 Summary of the Chapter 

This chapter started with the discussion on the results and then theoretical 

implication of this study. In next section, implication for the manager is explained. 

Implication for the future research is discussed in next phase. Limitations and strengths of 

the study are explicitly discussed in the next section. The final section concludes the 

discussion on this research study.  
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Appendix A 

 

Leader Survey 

 

Dear participant,  

 

My name is Qaiser Mehmood and I am a PhD candidate in department of Management and 

Social Sciences at the Mohammad Ali Jinnah University. I am currently carrying out my 

dissertation research examining manager-employee processes and am contacting managers 

and their direct reports to participate in survey.   

 

To be eligible to participate in the survey, I set a criterion to be met by leader that the leader 

should have supervised at least two or more direct reports for the past six months or more. If 

you meet this criterion then please cooperate to fill the attached questionnaire. It is assured 

that the information provided would remain absolutely confidential. To ensure anonymity, 

you are not supposed to write your name or name of organization anywhere in the 

questionnaire.  

 

Thank you very much for your cooperation.  

 

Sincerely, 

 

Qaiser Mehmood 

PhD Scholar, 

Faculty of Management and Social Sciences, 

Mohammad Ali Jinnah University, Islamabad 
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SECTION ONE: Perceptions of Direct Report’s Workplace Behaviors  

 

As explained above, my research examines the relationship between leader behaviors and 

employee behaviors.  In this section, I will ask you about your direct reports. 

 

List up to 5 direct reports that you have regularly interacted with over the last six months 

or more.  

 

1.  _____________________       

2.  _____________________        

3.  _____________________       

4. _____________________ 

5. _____________________ 

 

SECTION  TWO:  Contact Information 

 

Direct Report Contact Information 

 

Please provide the contact information for the direct report whom you will rate in the 

questionnaire below. Your survey responses will NOT be shared with your direct report 

in any way.   

 

Name of Direct Report:________________________ 

 

E-mail Address:______________________________ 

 

Work Telephone Number:______________________ 

 

 

Managers’ Relationship Variable Questions 

DIRECT REPORT’S BACKGROUND INFORMATION 
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1.  How long have you known this person? ___ years___months. 

2.  How long have you been this person’s manager? ___ years___months. 

 

3.  How frequently do you interact with this person?   

a. Once per month of less [1] 

b. Once every other week [2] 

c. 1-2 times per week [3] 

d. 3-4 times per week [4] 

e. At least once per day [5]  

 

4.  How well do you think you know this person?   

a. Not very well [1] 

b. Somewhat well [2] 

c. Quite well [3] 

d. Very well [4] 

 

SECTION THREE:  Organizational Citizenship 

The following statements concern your “Perception of your Subordinate’s Organizational 

Citizenship Behavior” within the organization. For each item of the statements below, 

please indicate the extent of your agreement and disagreement by ticking (√)the appropriate 

number. 

1= Strongly Disagree                  2= Disagree         3= Neither Agree/Nor Disagree 

4= Agree                                              5= Strongly Agree 

 

Sr 

No 

Item 

1 2 3 4 5 

My this subordinate 

1 encourage friends and family members to patronize this 

organization. 
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2 try to generate favorable goodwill for this company.      

3 actively promote this organization's products and services to 

people. 

     

4 always say good things about this organization to others.      

5 tell outsiders this organization is a good place to work.      

6 regardless of circumstances, is exceptionally courteous and 

respectful to clients. 

     

7 sometimes make creative suggestions to coworkers about work 

problems.  

     

8 tend to encourage coworkers to contribute ideas and suggestions 

for service improvements.  

     

9 sometimes make constructive suggestions for work 

improvements. 

     

10 regularly attend and participate in the organizational meetings.      

11 consults with colleagues before initiating actions.      

12 carefully follow this organization's regulations and procedures 

while nobody is watching him/her. 

     

13 sometime doesn't bother to read the organization's memos and 

announcements. 

     

14 sometime doesn't give thought to the quality of the product of 

this work. 

     

 

SECTION FOUR: Demographic Information 

1. Age (Please provide information regarding your age) 

Age in Years: __________________________  

 

2. Gender (Please Tick applicable gender) 

(1)Male, (2) Female 

 

3. Total years of Experience (Please mention your total year of service) 

Experience in Years: _________________ 
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4. Total years of Experience with this Organization (Please mention your experience 

below) 

Experience in Years: __________________________  

 

5. Highest qualification (please encircle your highest qualification) 

1) Bachelor, 2) Master, 3) Mphil/MS or PhD  

 

6. Organization Type (Please Tick your Organization Type) 

(1) Bank, (2) Telecommunication  

 

Date____________ Designation_____________________ 

Department_____________________________________  



 

 

151 

 

Follower Survey 

Dear participant,  

My name is Qaiser Mehmood and I am a PhD candidate in department of Management and 

Social Sciences at the Mohammad Ali Jinnah University. I am currently carrying out my 

dissertation research examining manager-employee processes and am contacting managers 

and their direct reports to participate in survey.   

 

Your manager, [name of manager], has already participated in the manager portion of this 

study and has passed on your contact information to me in hopes that you might bewilling to 

assist me in the employee portion of this research.  

 

Please cooperate to fill the attached questionnaire. It is assured that the information provided 

would remain absolutely confidential. To ensure anonymity, you are not supposed to write 

your name or name of organization anywhere in the questionnaire.  

 

Thank you very much for your cooperation.  

 

 

Sincerely, 

 

Qaiser Mehmood 

PhD Scholar, 

Faculty of Management and Social Sciences, 

Mohammad Ali Jinnah University, Islamabad 
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SECTION ONE: Employment Information and followers relationship with supervisor  

 

1. What is your current job title?  

__________________________(please specify)  

 

2. How long have you been employed by your current organization (i.e., total tenure at  

this organization)?  

______ years_______months.  

 

3. How long have you been in your current position (i.e., total tenure at this job)?   

______years,_______months. 

 

4. How long have you been working for your direct manager (i.e., the individual who  

referred you to this study)?  

 ______years,_______months.  

 

5. How long have you known your direct manager in total?   

______years,_______months. 

 

 

6. How frequently do you interact with your direct manager?  

a. Once per month of less 

b. Once every other week  

c. 1-2 times per week 

d. 3-4 times per week  

e. At least once per day   

 

7. How well do you think you know your direct manager?   

a. Not very well  

b. Somewhat well  

c. Quite well  
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d. Very well   

 

SECTION TWO:  Direct Manager’s Leadership Behaviors 

Authentic Leadership Questionnaire (ALQ)  

The following statements concern your leader’s Authentic Leadership Behavior. For each 

item1 of the statements below, please indicate the extent of your agreement and 

disagreement by ticking (√)the appropriate number. 

 

Not at all Once in a 

while 

Sometimes Fairly 

often 

Frequently, if not 

always 

1 2 3 4 5 

 

Sr No Item 
1 2 3 4 5 

My Leader: 

1 says exactly what he or she means.      

2 admits mistakes when they are made.      

3 Item is not listed due to copy right      

4 Item is not listed due to copy right      

5 . Item is not listed due to copy right      

6  demonstrates beliefs that are consistent with actions.      

7 Item is not listed due to copy right      

8 Item is not listed due to copy right      

9 Item is not listed due to copy right      

10 Item is not listed due to copy right      

11 Item is not listed due to copy right      

12 listens carefully to different points of view before   

coming to conclusions. 

     

13 Item is not listed due to copy right      

                                                 
1 Due to copyright, only 5 of 16 items are published in this dissertation 
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14  accurately describes how others view his or her capabilities      

15 Item is not listed due to copy right      

16 Item is not listed due to copy right      

 

SECTION THREE: Follower’s self-rated mastery goal orientation 

The following statements concern your Mastery goal orientation. For each item of the 

statements below, please indicate the extent of your agreement and disagreement by ticking 

(√)the appropriate number. 

 

1= Strongly Disagree                   2= Disagree         3= Neither Agree/Nor Disagree 

4= Agree                                              5= Strongly Agree 

 

Sr No Item 1 2 3 4 5 

1 The opportunity to do challenging work is important to me.      

2 When I fail to complete a difficult task, I plan to try harder the 

next time I work on it. 

     

3 I prefer to work on tasks that force to learn new things.      

4 The opportunity to learn new things is important to me.      

5 I do my best when I am working on a fairly difficult job.      

6 I try hard to improve my past performance.      

7 The opportunity to extend the range of my abilities is important to 

me. 

     

8 When I have difficulty solving a problem, I enjoy trying different 

approaches to see which one will work. 
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SECTION FOUR: Follower’s self-rated Organizational Commitment:  

The following statements concern your Organizational Commitment. For each item of the 

statements below, please indicate the extent of your agreement and disagreement by ticking 

(√)the appropriate number. 

 

1= Strongly Disagree                   2= Disagree         3= Neither Agree/Nor Disagree 

4= Agree                                              5= Strongly Agree 

 

Sr 

No 

Item 1 2 3 4 5 

1 I am willing to put in a great deal of efforts beyond that normally 

expected in order to help this organization be successful. 

     

2 I talk up this organization to my friends as a great organization to 

work for.  

     

3 I feel very loyalty to this organization.        

4 I would accept almost any type of job assignment in order to 

keep working for this organization.   

     

5 I find that my values and the organization’s values are similar.      

6 I am proud to tell others that I am part of this organization.      

7 I could just as well be working for a different organization as 

long as the type of work was similar.  

     

8 This organization really inspires the very best in me in the way 

of job performance.  

     

9 It would take very little challenge in my present circumstances to 

cause me to leave this organization.  

     

10 I am extremely glad that I chose this organization to work for 

over others I was considering at the time I joined. 

     

11 There is not too much to be gained by sticking with this 

organization indefinitely.  

     

12 Often, I find it difficult to agree with this organization’s policies      



 

 

156 

 

on important matters relating to its employees.  

13 I really care about the fate of this organization.       

14 For me this is the best of all possible organizations for which to 

work.  

     

15 Deciding the work for this organization was a definite mistake 

on my Part.  

     

 

 

Follower’s self-rated work engagement: 

The following statements concern your Work Engagement. For each item of the statements 

below, please indicate the extent of your agreement and disagreement by ticking (√)the 

appropriate number. 

 

1= Strongly Disagree                  2= Disagree         3= Neither Agree/Nor Disagree 

4= Agree                                              5= Strongly Agree 

 

Sr 

# 

Item 1 2 3 4 5 

1 Time passes quickly when I perform my job.       

2 I often think about other things when performing my job      

3 I am really distracted when performing my job      

4 Performing my job is so absorbing that I forget about 

everything else. 

     

5 My own feelings are affected by how well I perform my job.       

6 I really put my heart in to my job      

7 I get excited when I perform well in  my job      

8 I often fell emotionally detached from my job       

9 I stay until the job is done      

10 I exact a lot of energy performing my job      

11 I take work home to do       
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12 I avoid working overtime whenever possible       

13 I avoid working too hard.       

 

Follower’s self-rated Job Satisfaction: 

The following statements concern your Job Satisfaction. For each item of the statements below, 

please indicate the extent of your agreement and disagreement by ticking (√)the appropriate 

number. 

 

1= Strongly Disagree                   2= Disagree         3= Neither Agree/Nor Disagree 

4= Agree                                              5= Strongly Agree 

 

Sr 

No 

Item 1 2 3 4 5 

1 Generally speaking, I am very satisfied with my job      

2 I am generally satisfied with the feeling of worthwhile 

accomplishment I get from doing this job 

     

3 I am satisfied with the kind of work I do in this job      
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SECTION FIVE: Demographic Information 

 

1. Age (Please provide information regarding your age) 

Age in Years: __________________________  

 

2. Gender (Please Tick applicable gender) 

(1)Male, (2) Female 

 

3. Total years of Experience (Please mention your total year of service) 

Experience in Years: _________________ 

 

4. Total years of Experience with this Organization (Please mention your experience 

below) 

Experience in Years: __________________________  

 

5. Highest qualification (please encircle your highest qualification) 

1) Bachelor, 2) Master, 3) Mphil/MS or PhD  

Organization Type (Please Tick your Organization Type) 

(1) Bank, (2) Telecommunication  
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Appendix B 

 

Sr. No Private Sector Bank Name Branches Web Address 

1 Allied Bank Limited 1000 http://www.abl.com 

2 Askari Bank Limited 423 http://www.askaribank.com.pk 

3 Bank Alfalah Limited 574 http://www.bankalfalah.com 

4 Bank Al Habib Limited 559 http://www.bankalhabib.com 

5 Faysal Bank Limited 275 http://www.faysalbank.com 

6 Habib Bank Limited 1500 http://www.hbl.com 

7 Habib Metropolitan Bank 

Limited 

153 
http://www.hmb.com.pk 

8 JS Bank Limited 277 http://www.jsbl.com 

9 MCB Bank Limited 1200 http://www.mcb.com.pk 

10 NIB Bank Limited 171 http://www.nibpk.com  

11 SAMBA Bank Limited 34 http://www.samba.com.pk 

12 SILKBANK Limited 88 http://www.silkbank.com.pk/ 

13 Soneri Bank Limited 266 www.soneribank.com.pk 

14 Standard Chartered Bank 

(Pakistan) Limited 

116 
http://www.standardchartered.com.pk 

15 Summit Bank Limited 192 http://www.summitbank.com.pk 

16 United Bank Limited 1320 http://www.ubl.com.pk 

ISLMAIC BANKS 

17 AlBaraka Bank (Pakistan) 

Limited 

146 
www.albaraka.com.pk 

18 BankIslami Pakistan Limited 317 http://www.bankislami.com.pk 

19 Burj Bank Limited 75 http://www.burjbankltd.com/ 

20 Dubai Islamic Bank Pakistan 

Limited 

200 
http://www.dibpak.com/ 

21 Meezan Bank Limited 550 http://www.meezanbank.com 

22 MCB Islamic Bank Limited 27 http://www.mcbislamicbank.com 
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http://www.samba.com.pk/
http://www.silkbank.com.pk/
http://www.sbp.org.pk/f_links/www.soneribank.com.pk
http://www.standardchartered.com.pk/
http://www.summitbank.com.pk/
http://www.ubl.com.pk/
http://www.albaraka.com.pk/
http://www.bankislami.com.pk/
http://www.burjbankltd.com/
http://www.dibpak.com/
http://www.meezanbank.com/
http://www.mcbislamicbank.com/
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Appendix C  

    

     Telecommunication Organizations 

Sr. No Mobile Network 
Subscribers 

 

Manpower 
(Retailer, 

franchises, sales & 

service centre) 

Website 

1 Mobilink Pakistan 38,184,925 Above 100,000 http://www.mobilink.com.pk/ 

2 Telenor Pakistan 36, 598,171 Above 100,000 https://www.telenor.com.pk/ 

3 Zong Pakistan 27,429,830 Above 100,000 https://www.zong.com.pk/ 

4 Ufone Pakistan 21,507,765 Above 100,000 https://www.ufone.com/ 

5 Warid Pakistan 11,187,285 Above 100,000 http://www.waridtel.com/ 

Total 134,907,976 

 

 

 

  

http://www.waridtel.com/
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Appendix D 

 

Krejcie and Morgan (1970) Table for Determining Sample Size  
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