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ABSTRACT

With the corporate scandals of the 2000s, many employees in organizations are
clamoring for authenticity in their leaders. Though authenticity appears to be a noble trait, how
effective is this as a leadership approach, specifically in increasing altruistic employee
organizational citizenship behaviors? Is authentic leadership more effective than other leadership
approaches, such as transformational leadership? This study examined the extent to which
authentic leadership is a stronger predictor of employee organizational citizenship behavior
(OCBs) compared to transformational leadership. The analysis also investigated the extent to
which overall job satisfaction mediated the relationship between authentic leadership and OCBs.
The findings suggest that in fact three out of the fours sub scales in authentic leadership had a
positive effect on both overall job satisfaction and the OCB of altruism. This study implies
 and Yukl (2010) propose that there are two

approaches in with followers and what they actually do that will predict their success

Nl3s that

will either confirm or deny that leader's success (Giessner, van Knippenberg, & Sleebos, 2009;
Reave, 2005).

The most recent
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leadership, was formulated by scholars Avolio and Gardner (2005) as they chronicled the events,
needs and backdrop that induced research in this field. This particular article was a special issue
that addressed the inaugviral summit hosted by the Gallup Leadership Institute
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share the leader's values and beliefs (p. 424). There are several studies that depict correlation
between authentic leadership and follower organizational citizenship behavior via various
mediating variables (Avolio, et al., 2004; Hies, Morgeson, & Nahrgang, 2005; Walumbwa, et al.,
2008; Walumbwa et al, 2010).

Transformational leadership

Bass and Riggio (2006) state that transformational leaders stimulate and inspire followers
to achieve extraordinary outcomes and help grow followers into leaders. In transformational
leadership there are four main components instrumental in follower attainment, idealized
influence, intellectual stimulation, inspirational and individualized consideration (Bass, 1997).
Idealized influence is when a leader behaves in such a way to become a role model for their
followers, someone that followers want to emulate (Bass & Avolio, 1994). Intellectual
stimulation is what a leader provides to instill creativity and innovation in their followers by
challenging status quo (Bass & Avolio, 1994). Inspirational motivation addresses the followers
need to have meaning in their work (Bass & Avolio, 1994). Individualized consideration is the
leader acting as a coach and mentor to the follower, focusing on their need for growth as a leader
themselves (Bass & Avolio, 1994).

Cho and Dansereau (2010) discover a correlation between transformational leadership,
speciflcally individualized consideration and charisma, to be positive to organizational
citizenship behavior in both an individual as well as a group setting. Oguz (2010) contends that
transformational leaders who capture follower's trust, faith, respect and appreciation can
positively motivate the followers to consider the organization's needs above their own. Oguz
continues by stating that researchers have acknowledged factors that effect organizational
citizenship behavior in which leadership is a central abov0 450.900 9hicl
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satisfaction research is to better imderstand the reasons for satisfaction or dissatisfaction.
Theodossiou and Zangelidis (2009) submit that job satisfaction is a strong predictor of job
performance and productivity. Given these statements, it would be fair to state that
understanding job satisfaction, and its causalities, may lead to creating a predictive model for
productivity. Chen (2008) suggests that job satisfaction significantly influences organizational



Hypothesis le Ethics and morals has a stronger relationship to altruism than transformational
leadership.

Hypothesis Id Balanced Processing has a stronger relationship to altruism than
transformational leadership.

Hypothesis 2Authentic leadership has a stronger relationship to general compliance than
transformational leadership.

Hypothesis 3a Job satisfaction mediates the relationship between authentic leadership and
altruism.

Hypothesis 3b Job satisfaction mediates the relationship between authentic leadership and
general compliance.

Control variables. The literature shows that there are various demographic predictors for
job satisfaction thanfaction



(82%) responses, of which 129 (75%) complete in their entirety. Hair, Black, Babin, and
Anderson (2010) recommend between 15-20 survey respondents for each independent variable
within a study to achieve sufficient statistical power. There were four independent variables
for this study as well as control variables: age, education, tenure and gender. Therefore, the
129 responses satisfied the minimum requirement of 100 responses needed to achieve statistical
power.

Measures

The composite survey instrument was administered through Survey Monkey tool, an
online surveying tool and consisted of existing, validated scales for each of the study variables
to be tested. The instrument for the independent variable, authentic leadership, was the
Authentic Leader Questionnaire (ALQ) composed of 16-items



specific to job satisfaction. Specifically, these facets were, general job satisfaction, internal
motivation to work, growth satisfaction, pay satisfaction, security satisfaction, social
satisfaction and supervisor satisfaction (Fields, 2002). Fields (2002) reported the reliability for
the components of general job satisfaction, intemal work motivation and growth satisfaction of
the scale based on Cronbach alpha reliability coefficient values range between .55 to.92.
General job satisfaction had a Cronbach alpha reliability coefficient of .77, intemal work
motivation had a Cronbach alpha reliability coefficient of .67 and growth satisfaction had a
Cronbach alpha reliability coefficient of .85. For this study, the Cronbach alpha reliability
coefficients were .90 for general job satisfaction, .79 for intemal work motivation and .85 for
growth satisfaction.

Lastly, the dependent variable, which was follower's organizational citizenship
behavior, was recorded utilizing Smith et al., (1983) 16 questions Organizational Citizenship
Behavior (OCB) survey as it has been used in conjunction with leadership supportiveness.
This survey captured
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Table 4
Hierarchical Multiple Regression: Altruism (N=129)

Altruism

Model 3
(Constant)
Age
Education
Tenure
Gender
Transformational
Leadership
Transparency

Altruism

Model 4
(Constant)
Age
Education
Tenure
Gender
Transformational
Leadership
Morals





Given the literature, it is expected that authentic leaders have the ability to motivate
followers, stimulate them, and gain



Utilizing the same method as described, a similar test was conducted with



RECOMMENDATION FOR FUTURE RESEARCH

Other areas for fiorther research might be to explore other leadership theories such as
ethical, charismatic or servant leadership in a similar fashion since the focus was only on
authentic leadership. Throughout the literature, as expressed earlier, job satisfaction has been
studied as a mediating variable, but has been rarely hypothesized as a moderating in regard to
organizational effectiveness variable (Bacharach, Bamberger, Biron, & Horowitz-Rozen, 2008).
Perhaps researching job satisfaction, as a moderating variable would advance the understanding
of follower job satisfaction and associated organizational citizenship behavior models. Finally,
an area for research that came from the literature review



Table 13
A Summary of the Examined Hypotheses and Results

Research hypothesis

Hia

Hib

Hic

Hid

H2

H3a

H3b

Self-awareness is a stronger predictor of altruism than transformational leadership.

Transparency is a stronger predictor of altruism than transformational leadership.

Ethics
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