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2. Cover Letter

2.1 Identification of and motivation for journal

The Journal of Leadership and Organisational Studies (JLOS) is a quarterly journal with the objective to
enhance knowledge on practice of leadership. The article and study that has the aim of being published
falls within this category and intends to contribute to theory on leadership and organisational practise.

2.2 Journal accreditation
This journal is listed on the 1S1 2016 and Scopus 2016 accredited journal publication:
e JLOS 1548-0518  1939-7089
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2.3 Confirmation of journal guidelines

2.3.1 Length

The length of the article is a minimum of 25 pages as specified in the journal guidelines.

2.3.2 Journal style
The acceptance criteria for submission requires four major sections in the following order: Title Page,

Abstract, Main Body, and References.

2.3.3 Referencing Style
The referencing style prescribed by the journal follows the American Psychological Association.

2.4 Sequence of authorship
The standard sequence of authorship will be followed where the student is the first author and the

supervisor the second author.
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3. Journal Requirements

3.1 Manuscript Submission Guidelines: Instructions for Prospective Authors

JLOS deals with all aspects of leadership and organisations. The JLOS’s intent is to serve as a forum for
the expression of theory, research and practice, with special emphasis given to emerging ideas, issues,
trends, and innovations. An issue that deals with leadership and/or the functioning of organisations is
appropriate for JLOS. Final versions of papers submitted for publication will follow the style of the American

Psychological Association.

Manuscripts submitted for publication consideration should be typed on a standard size paper (8.5 by 11)
and should be double-spaced throughout. These manuscripts should include a title page that includes the
title of the article and appropriate contact information for the author. The second page should repeat the
title of the article and include a brief (not to exceed 100 words) abstract. We recognize and understand
that sometimes length of the article does not reflect value or content. There is, therefore, no minimum
length. However, complete manuscripts (including references) normally should not exceed 25-30 pages in
length.

Manuscripts should be prepared using the APA Style Guide (Sixth Edition). All pages must be typed,
double-spaced (including references, footnotes, and endnotes). Text must be in 12-point Times Roman.
Block quotes may be single-spaced. Must include margins of 1inch on all the four sides and number all

pages sequentially.

Sections in a manuscript may include the following (in this order): (1) Title page, (2) Abstract, (3) Keywords,
(4) Text, (5) Notes, (6) References, (7) Tables, (8) Figures, and (9) Appendices.

3.1.1. Title page.

Please include the following:

o Full article title

e Acknowledgments and credits

e Each author’'s complete name and institutional affiliation(s)
e Grant numbers and/or funding information

e Corresponding author (name, address, phone/fax, e-mail)
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3.1.2. Abstract.

Print the abstract (150 to 250 words) on a separate page headed by the full article title. Omit author(s)’s

names.

3.1.3. Text.

Begin article text on a new page headed by the full article title.

Headings and subheadings. Subheadings should indicate the organisation of the content of the
manuscript. Generally, three heading levels are sufficient to organize text. Level 1 heading should be
Centred, Boldface, Upper & Lowercase, Level 2 heading should be Flush Left, Boldface, Upper &
Lowercase, Level 3 heading should be Indented, boldface, lowercase paragraph heading that ends with a
period, Level 4 heading should be Indented, boldface, italicized, lowercase paragraph heading that ends
with a period, and Level 5 heading should be Indented, italicized, lowercase paragraph heading that ends
with a period.

Citations. For each text citation there must be a corresponding citation in the reference list and for each
reference list citation there must be a corresponding text citation. Each corresponding citation must have
identical spelling and year. Each text citation must include at least two pieces of information, author(s) and

year of publication. Following are some examples of text citations:

3.1.4. Notes.

If explanatory notes are required for your manuscript, insert a number formatted in superscript following
almost any punctuation mark. Footnote numbers should not follow dashes ( — ), and if they appear in a
sentence in parentheses, the footnote number should be inserted within the parentheses. The Footnotes
should be added at the bottom of the page after the references. The word “Footnotes” should be centred
at the top of the page.

3.1.5. References.

Basic rules for the reference list:

e The reference list should be arranged in alphabetical order according to the authors’ last names.

o If there is more than one work by the same author, order them according to their publication date —
oldest to newest (therefore a 2008 publication would appear before a 2009 publication).

e When listing multiple authors of a source use “&” instead of “and”.

o Capitalize only the first word of the title and of the subtitle, if there are one, and any proper names —
i.e. only those words that are normally capitalized.

o ltalicize the title of the book, the title of the journal/serial and the title of the web document.
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Manuscripts submitted to XXX [journal acronym] should strictly follow the XXX manual (xth edition)

[style manual title with ed.].

Every citation in text must have the detailed reference in the Reference section.

Every reference listed in the Reference section must be cited in text.

Do not use “et al.” in the Reference list at the end; names of all authors of a publication should be

listed there
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Robert Buch', @yvind L. Martinsen', and Bard Kuvaas'

Abstract

This study examined the mediating role of economic leader—member exchangs (ELMX) on the negative ascoclations
between lalssez-falre leaderchip and affective commitment, selff-reported work effort, and self-reported organizational
citizenchip behavior. Two samples were used. Study | consisted of 199 employeac from an international high-technology
manufacturing orgenizatgon. Smdy 2 consisted of 197 employees from an International privaze gecurity firme Both studies
supported a positve acgoclaton baoween lzissez-faire leadership and an ELMX relatonchip. Study | showed that ELMX
fully mediated the negatve association between latssez-faire leadership and affecove commitment Study 2 showed that
ELMX fully mediated the negative azzoclation batwaen lakzgez-faira leaderchip and seff-reported work effort and partially
mediated the negative association between [slssez-fafre leadership and celf-reported organizational citzenship behavior.

Theoratical and practical implications are discussed.

latzzez-faire leaderchip, economic leader—member exchange relatfonchips

Introduction

Whereas constructive leadership behaviors, such zs tans-
formational and transactional leadership, hawve been the pri-
mary focos of leadership research (cf. Hiller, DeChurch,
Murase, & Doty, 2011; Schyns & Schilling, 2012}, destruc-
tive leadership behaviors have received less aftention
{Skogstad, Emarsen, Torsheim, Aasland, & Hetland, 2007},
Etill, destructive leadership is highly prevalent in comten
porany working life {Aasland, Skogstad Notelaers, Mielsen,
& Einarsen, 2010 J. Hogan, Hogan, & Kaiser, 2011; R.
Hogan, 2007; Schat, Frone, & Kelloway, 2004) znd may
have devasiating consequences for both employees and
organizations |Skogstad et al., 2007} as reflected in for
example, atiitudinal and counterproductive work oulcomes
{Schyns & Bchilling, 200 2).

Bayond mainstream conceptualizations of destrective
leademhip | Kmsikova, (Gireen, & LeBreton, 2013; Schyns &
Schilling, 2012 Tepper, 2007), Skogstad et al. (2007)
recently obtained support for the proposition that laisses-
faire leadership—which is not only alack of leadership but
also implies not meeting the subordinates legitimaie expec-
mikons—may abso represent destroctee-leadership behie-
ior that relates positively 1o role ambiguity, role conflice,
conflicts with coworkers, and bullying at work. In addition,
lnissee-faire leadership seems associated with personality

wraits that wrpically are not associated with effective leades
ship (Dwrwe, Mohrgang, Wellman, & Humphrey, 20110
Further supporting the lack of basic leadership competence,
other stodies hawe shown that laisses-faire leadership
behay ior relates negatbeely o subordinates’ job satisfaction
{Judge & Piccolo, 2004), leader effectivenass, siisfaction
with the leader, and affective commitment toward the orga-
nization (Butinient & Skudiens, 2008; Judge & Piccoln,
2004 Yammarino, Spangler, & Bass, 1993} In fact, research
raviewed by Bass {2008 ) shows that Faisses- faire leadership
has mepative comelations with effectiveness ouicomes
ecross differemt siluations, across different leaders, and for
cutcomes with both hard and soft data.

The mechanisms through which laissez-faire leadership
negatively  influences constructive employee  oulommes,
however, have receh-ed less aftention, as most empincal
research has focused on the divect relationships betwaen
laissee-faire leadership and emplovee owtcomes  (Hass,
2008). In the present study, we propose that an economic

"Bi Morwegan Business School, Oslo, Morway

Corresponding Author

Rober: Buch, Depariment of Leaderstip and Orgarémtional Behaviour,
Bl Morwegian Businass School, Mydalsvalon 37, (484 Oulo. Morway.
Emak: robart buchiZgemal.no

Flpsarusasian For o MEApt oo B Qosm [ Sicwamiar £ T
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leader-member exchange (ELMX) relationship mediates
the relatiorship between laissez-faire leadership and
emplovee ouicomes. Leader-member exchange (LMX)
scholars hive conceptualized LMY as falling on & contin-
uumn from low-guality exchange relationships o high-qual
ity exchange relstionships Based on social-exchange
theory, howaver, social and economic exchanpe relation-
ships represent gualimtively differemi relationships mther
than relationships of different quality (Blaw, 19%64; Shore,
Teirick, Lynch, & Barksdale, 2006} In accordance with
such o concoptealization, Kuvazs, Boch, Dhyswvik, and
Haerem (2012 recenily obtained suppont fior the proposi-
ton that ELMX and social leader-member exchange
(SLMX) relationships represent two different forms of rela-
tionships between a leader and svhondinate,

Kuwvass, Buch, Dhyevik, ot al. (2012) arpued that an
SLMX rmelationship is characterized by what has been
refermed 1o 85 @ high-guality LMX, that is, ongoing
exchanges less in nead of an immediate “pay off™ because
they ure based on 8 diffuse fulure obligation 1o reciprocate.
An FIMX relationship, however, has a more contmctual
characier and does not imply long-term diffuse obligations.
For instance, while each party expects some fofure retom in
both SLMX and ELMX refationships, the form and timing
of the repayment is made clearer in ELMX relotionships, so
that the trusi requited = bess tied 1o the relationship itself
(Buch, Kovaas, Dysvik, & Schyns. 2014). As stated by Blau
(1994, un economic exchange relationship “specifies the
precise nature of the obligations of both pamies and when
any outstanding debis are due™ (p. 155). An ELMX relation-
ship is therefore more impersonal and rests on formal status
differences and calculus-based must {Scandum & Pellegrini,
2008). Sech an LMX relationship is experienced as morg
shor-term, and motivated by immediate selinterest (Buch
et al, 2014; Kuwvans, Buch, Dhysvik, et al, 2012). In the
present study, we argee that laissez-faire leadership is likely
0 encourage subordinate peroeptions of a more impersonal,
contractual ELMX relationship (Kuvaas, Boch, Dysvik,
et al., 212), which, i tum, reduces subordinates” affective
commitmeni toward the organization, their work effory, and
onganizational citizenship behmvior (OCB), or their willing-
ness 10 g0 beyond that which i reguired” (Ongan, 1990, p
43} For leaders lacking necessary leadership competence,
but who still are in a formal leadership position, ELMX
miy Tepresent an instrumenti and psewdo-leadership sole-
tion to their leadership responsibilities.

Chr intended contribation s twofold. According to
Howell and Hall-Merenda (1999, leadership research
implicithy assames that the natwre of the relatonship
betweoen a leader and & subordinase is essential o the link
between a leader’s behavior and a sebordinaie’s response.
In line with this, Wang, Law, Hackett, Wang, and Chen
(2005) found that a high-gquality LMX relationship medi-
ated the link between transformational leadership behavior

and subordinates” organizational citizenship behaviors and
waork performance. Accordingly, in esponding 1o calls for
research integrating the mansformational leadership and
LMX literatures ((erstner & Day, 1997; Graen & Uhl Bien,
19495; Howell & HallMerenda, 1999, we imend to contrib-
ule to resenrch on Iaisses-faire (destroctive) leadership by
prowviding an explanation for the negative relationships
batween laisses-faire and affective organizational commit-
ment, work effort, and OCB. Second, Kuvaas, Buoch,
Dhysvike, et al (2012} found that an ELMX relationship neg-
atively related to subordinates” work performance and orga-
nizational citizenship behaviors. Soch findings call for
moge research on potential amecedents o an ELMX rels-
tionship. & ccordingly, by im-estigating laisses-faim as an
antecedent to ELMX, wa nim to contribute to the extant
LWMX lierature with a betier undersianding of the factors
that shape an ELMX relationship.

Theory and Hypotheses

Laissez-Faire Leadership and ELMX

Relationships

Leader- member exchange is & well-established constrwct
with respect o the nature of the relationship between a
leader and & subordinate (Graen & UhlBien, 1995)
Initially, Graen and colleagoes (Dansesean, Cashman, &
Graen, 1973; Danszereau, Groen, & Haga, 1975; Liden &
Graen, [1980) founded LMX theory on the premise that
leaders develop mlationships of vasying guality with indi-
vidual subordinates. These leader—subordinate relation-
ships, or LMX relationships; were assumed w fall on a
continuum from low-guality economic exchange relation-
ships o high-quality social exchanpe melationships {eg.,
Bemenh & Walker, 2009; Walumbwa, Cropaneano, &
Goldman, 20101; Wayne et al, 2009). Howsver, because
social- and economic-exchange relationships mepresent
qualitatively different relationships (Blaw, 1964, Shom
at al., 2006}, Kovaas, Buoch, Dheavik, et al §2012) recently
arguad and obizived support for the proposition that a single
continuum may not be wamanted. Theoreticalky, an SLMX
relationship should be more encompassing and im-obva the
exchange of socicemotional resources such 28 suppon and
be based om trust, mutual liking, and respect (Bemenh,
Armenakis, Feild, Giles, & Walker, 2007; Liden & Graen,
19800 An ELMX relationship, on the other hand. should
imeobee little more than economic exchanges that rest on
discrese agreements, formal sutus differences, and down-
ward imfluence (Buch et al., 2014} The emphasis in such
relationships s on the balance between what one gives and
pets from the relationship {Kovaas, Buch, Dhysvik, et al.
2012y Employess in ELMX relationships can go beyond
the call of duty, but not unless they know exacily what w get
in returmn within @ relatively short period of time (Kuvans,

Deareaced Fam . MGhoan oo oy gham on skt L X
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Buoch, Dhevik. et al, 2002) While SLMX relationships
should imeolve relationship-based trust {see Law & Cobb,
2010), ELMX relationships should be limited 10 caloulos-
based trust emenging “from a focused and systematic copni-
tive evaluation of the other pany’s likelihood of complating
a transaction” (Law & Cobb, 20140, p. 901). Kuvaas, Buch,
Dreswik, et al (2002 ) arguod that ELMX relationrships negs-
tively relate to in-role and exire-role performance, as
employess in sach relationships withhold effont because
they wormy abowut their self-interest and future retums.
Experiencing laissez-faire leadership by one’s immiedi-
ale supervisor i clearly compatible with descriptions of
ELMX 28 imvoleing litthe more than what is stipulated in the
employment contract (Kuvans, Boch, Dhyevike et al, 20020
Saill, ELMX is not merely laissez-faire leadership &= it wkes
a refationrkip-based approach to im-estigating the leader—
member dyoad, as opposed to imeestigating laisses-faire
leademship behaviors. Specifically, Inissee-fiire leadership
is typically conceihved as an inactive leadership style in
which leaders have no confidence in their own ability 1o
supervise and instead bury themssh-es in paperwork and
actively seek @ mvoid sebordinates (Bass, 2008 Lalszes-
faire leadership is characterized by delayed decisions, lack
of invobeement and feedback, and no attempts to satisfy the
neads of the subordinates or motivate them (Bass & Avolio,
1990} Rather, the laisses-faimre leadership style imoohees
leaving the swbordinztes with o0 much responsibility,
dreerting attention from hard choices. amd abdicating
responsibility (Bass, 2008). Furthermore, Bass (2008
arpues that lnissez-faire leaders “Tefuse 10 tako sides in a
dixpute, are disorganized in dealing with priosities, and @bk
gbout getting down 0 work, but never really o’ (p. 143).
These characteristics of laizses-faire leadership should
make the subondinates feel iznored and isolated {Loi, Mao,
& Moo, 2009, and thus more likely 10 focus on the eco-
nomic exchanae aspects of their relatonship with their
immediate supervizor, That &, they showld be mose Fkely o
winTy more about the balance between what they give and
gel from the relationship with their supervisor, and mors
likely 0 pursue quid pro quo economic exchanges with
their supervisoT @5 a preemptive srdegy 1o protect their
self-interest. In addition, ELMX can be viewed as simple
instrumantal firm of leadership whera reward is used as a
waol instead of mhying on relationship-oriened bahawiors,
such as recognizing, sapponing, delepating, and consulting
(Yukl, 0'Donnell, & Taber, J00%). Because laisses-faire
leaders may lack the personality traits that are typically
associated with effective leadership (Deroe et al., 2001}, the
dewvelopment of ELMX relationships may represent a visble
means for supervisors fo deal with their subordinates, as
they are unable o lead. A fier all, most HR. and management
systems are organized in @ way that makes wizal absence of
managemeni impossible. For instance, appraisals must be
perfommisd, regular meetings must be held, and so forth.

Accordinaly, laisses-faire leaders should be more likely ©
develop ELMX relationships with their subordinates. We
therefore hypothesize:

Hypothesis 13 There is 2 positive relationship between
laissez-faire  leadership behavior and am ELMX
relationship.

The Mediating Role of an ELMX Relationship

Because decisions are often delayed, and imvob-ement and
atemps i satisfy the needs of the subordinates are absent,
lzissez-Taire lezdership “implies not meating the Fegitimate
expect#ions of the subordinawes™ (Skopstad er al., 2007,
p- B1). Mot meeting the legitimase expectations of subordi-
nates is likely o make them wncenain about the supervi-
sor's obligations in the long run, and as 3 result enable
subonfinates” experience of an ELMX relationship in which
they focus on morne short-term, quid pro quo exchange of
bene fits (cf. Wong, Wong, Noo, & Lui, 2005} In tum, expe-
rigncing a mose instrumental economic-exchanpe relation-
ship with mne’s supervisor (e, ELMX). in which the
ermphasiz is on formal and commaciual obligations, and
needs and preferences of the subordinates are not consid
ered (Shore, Bommer, Rao, & Seo, 2009} should serve to
underming subordinates’ affecthve  commitment, work
effor, and discretionary behaviors (COCBs) directed toward
the organization. After all, sobordinates zre probably moti-
vated to determine the organizztion’s “readiness o reward
increased work effont and o meet needs for praise and
approncal™ (Eizenberger, Huntington, Huichison, & Sowa
1986, p. 501}, and the ELMX relationship may be consid
ered as @ lens through which the subordinates view their
entirework ex perience ( Gersmer & Day, 1997 A ccondingly,
wi gxpect that lnissez- faire leadership will negatively relate
w affective commitment, work effon, and OCB via the
impersonal, contingent, transactional, and short-term nature
of an ELMX relationship:

Hypothesis 2: The negative relationships botween lais
see-faire leadorship and subordinates' (a} affective orgs-
nizationzl commitment, (b)Y work offort, and (c) OCB is
medigted by svbordinate perceptions of an FELMX
relagionship.

Method
Sample and Procedure

We performed two stodies 10 @25t the hypotheses. In both
studies, wa administered two surveys with a I-month time
interval 0 reduce the potentinl influence of common-
method bias (Podsakoff, MacKenzie, Lee, & Podsakod,
2003). The first waves of data collection incloded the
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comire] varables, measores of laissez-fhire leadership, and
ELMX, whereas the second waves of data collection
included measwres of affective commitment ioward the
organization (Stody 1) and work effon and OCE (Stedy 2)
For Study 1, we surveyed employees from gn international
high-iechnology mamfictering organization. In Study 2,
wa sulvived emphoyess from an imemationa] private secu-
rity firm. Both orpanizatons weare located in Morway. The
samples were confined o participants who responded 1o
both wawves of data collection, arriving at final samiples of
N = 199 (Study 1), and N = 197 (Study 2). The overmll
responsa rate was 19.3%.1 In Stady 1, 69% were men, 8%
were temporary employecs, snd 4% kad managerial
responsibilities. The avernge age was 43 years, and avermge
dvad tenure was 1.7 years. In Study 2. T0%% were men,
100%% were employed on a permanent basis, and 7% had
munzgerial responsibilities. The average age was 36 years,
and averams dead tenure was 2.5 years.

Measures

Lotssez-Faire Leadership. In both studies, we measured lais-
sixz-faire leader=hip by means of four ilems from Bass and
Aovolio’s (2000} ML Form 5x-5Short, atbeit adapted o
rafier to the supenvisor (of. Walumbywea, Wi, & Crwi, 2008)
Employees mted the supervisors’ lzissee-faire leadership
behayior on a 5-point scale mnging from 0 (sor ar alf ) o 4
(Feguently, i mot always). The internal consistency (Cron-
bach’s a) of thiz scale wasn = 87 in Study 1 and o= B9 in
Study 2.

ELMX. Blovaas, Buch, Dysvik, ot al (2012) recently devel
opad sepamie measwres of ELMX and SLMX. Howewver,
some of the more contingent quid pro quo items were
excluded from the ELMX scale becawse they cross-loaded
or had weak factor loadings (Kuvaas, Bech, Dysvik, et al,
201 2). Accordingly, additional items were developed on the
basis of sucial exchanpe theory (e.g.. Blaa, 1964) by Buch,
Kireans, amd Dhyswik (2001} In the present stuwdy, we use
their refined ELMX scale. S3ample items include “1 watch
very carefully what 1 get from my immediae sapervisor,
relative towhat 1 comribute” and “In onder for me to feel
cerain that | will receive something in retom for a favos,
my superyisor and 1 hawe 1o specify the retum in advance.”
Thi intemal consistency of the scale was o= #] in Study 1
and 0= 85 in Study 2.

Affective Commitment. A ffective commitment (o = 89}, o7
the “affective or emotionzl attachment o the organization
such that the sorongly commited individual identifies with,
15 imvobeed in, and enjoys membership in, the orgonization™
{Allen & Meyer, 1990, p. I), was measured in Study 1 by
mueans of the &-fem scale by Meyer, Allen, and Smith
(19931, Sample items mclede “1 would be very happy to

spend the rest of my career with this organtzation”™ and “T
really feel as if this organteation’s problems are my twn.™

Work Effort. For Study 2 we measured solf-reponed work
effofnt (o = BY) with a 5-item scale (Dhyevik & Kuovaas,
2011} that included items such as “1 try o0 work as hand as
possible™ gnd “I wsaalky don't hesitate (0 put in exira effon
when it is meeded.™

Orpanizotionsi  Citizenship  Behovior. We measured  self-
reposted OCH (a = 8B8) in Stedy 2 by the 7-item helping
behavior scale of Wan Dyne and LePine (1998). Sample
items include “I help others in my work group with their
work responsibilities™ and *1 volunteer to do things for my
wiork group”

Controd Varkobles. Because ELMX and SLMX are not oppo-
site poles on & single continoum (Kuvaas, Buch, Dysvik,
et al., 200 2}, we controlled for SLMX in both Stody | (o=
81 and Study 2 (@ = .9) with an E-item measure {Buch
et al, 2001} when investignting the mediating mobe of
ELMX. In both stwlies we also conrolled for gender
because research suggesis a male preference for quid pro
gquo exchange relationships (Kavaas, Buch, & Dysvik,
2012; Kweans, Buch, Dhyavik, et al, 2012}, and we con-
rodled for age since research sugpests a systamatic relation-
ship between age and affective commitment {Mayer
Stanley, Herscovitch, & Topolmytsky, 2002). Furthermore,
wi comtrolled for conditions of employment (1 = remporary
employes, 2 = sandard empiovee) and managerial responsi-
hility {1 = manggerial responsibilines, 1 = no manageriol
responsililities), because permanemt  and  lemporerny
employees (sew, e, De Coyper & De Wite, 2006}, and
amployees with or withoot managerial responsibilities, may
hold different expecrarions against which they evaluale
their employment relationship. Finally, because the dum-
tion of the leader—subordinate relationship may hawe impli-
cations for the research findings since it gives the dyad
opporunities o mderact and communicate (eg., Zhoo &
Schrieshaim, 20049, we controfbed for length of time report-
ing 1o the same leader {dyad tenwre} in both sidies.

Analyses

We first conducted confimatory factor anabyses (CFA) with
the use of the WLEMY estimator of Mplas (Muthén, du Toit,
& Spisic, 1997) 1o 1est whether the scale items wouold con-
form o the a priori hypothesized data structure. T fest
whether ELMX mediates the relationship bobtween laisses-
faire leadership and affective commitment {Study 1), and
between [aisser-faire leadership and self-reponed work affon
amd OCH (Siwdy 7). we conducted a sirectumal equation mod-
eling (SEM) anabysiswith the usa of the deli- method proce-
dure in Mplus {using the Sobel test), The SEM approach is
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Table |. Descriptive Seatistics. Correlations. and Scale Reliabifities for Swdy 1.
Mean 5D I 1 :| 4 5 & 7
I. Age 42138 10:10
L Gender® 130 046 14
1. Dyad tenure 174 |57 1 LRt}
4 Managerial responsibility” 1483 037 -5 A0y — 2
5 SLMX 173 .87 -8 -03 04 — 1B (91
& ELMX 185 0.64 -.14 -06 -9 2% —45E (8]
T. Laissez-faire leadership 113 091 WL 5 i Ao 5 = e 1 ]
8. Affective commitment 342 o 5 .03 12 =13 Do 34 -6 (83
Maote N = |95, 3LMX = soda lsader-membar swchange; ELMX = aconomic leador-mambar exchanga.
aMen= . woman=1
k. 1 reprasents manageril resporasbility and 1 ropresents no managerial responasbily.
w8 = 05,8 = Ol
Table 2. Descriptive Satistics. Correlations. and Sale Reliabidites for Study 2.
Mean 5D I Fi 3 4 5 3 7 ] 9

L. Age Ja46 1356

1 Gender" 1.31 047 -07

1. Dyad trire 254 495 -p4 O

4. Employment condition® le8 037 0 - -4

5. Manasgerial responsibdine” 186 035 0 =01 Az a7

& SLMX L .14 -7 HE: J3 -4 -2 (34

7. ELMX 137 0B -0 I8 -0 el 0 -3% (85

8. Lamssez-Gire keadership 4 I e I -1 04 AT —Ee 3 (39

3. Work effore 411 o ATe n s -0 -I3 24—k 07 (B
0. OCB 416 089 .12 i J& -m =1l 5 =09 Or  s0= (B8)

Mota. N = | §7. SLMM = sodal loader-membar euchangs; ELMX = sromomic leader-mamber sschange; OCE =

alMen=l women=1
b. Parmanent poaftion = | temporary employmant = L

Lo ""Idmu‘Fl k

c | represencs managerial responsibity and 2 represents no manageriaf respansibiity.

s, 5, =g < 0]

preferable to the causal-sseps approach of Baron and Kenmy
{1986} becawse it estimates everything at the same time
instead of assuming independent equations (Chao, Lynch, &
Chen, 20000 In addition, the causal-sieps approach does not
provvidio o quansification of the indirect effect iself and s
among the lowest i power {Friee & Mackinnon, 2007 ).

Results

In Study I, a four-factor CFA mode]l representing |aisses
fire beadership, ELMX, SLMX, and affective commitment
achieved a pood model fit, {293} =493 91, p < 01; ¥7df=
1.59; oot mean square ermor of approximation (RMSEA) =
159; comparative M index (CFL) = 96; Tucker-Lewis index
(TLI}= 95, in terms of frequently wsed rules of thamb ez,
Hair, Black, Babin, Anderson, & Tatham, 2(0é). For Sudy
2, a 5factor CFA model representing laissee-faire leader
ship, ELMX, SLMX, work effor, and OCH achieved a
similarly good fit, ¥'(454) = 677,30, p< 0.01; idf= 1.4%;

RMSEA = .05, CF1= 97: TLI= 97. In addition, all factor
loadings were satistically significant with a mean standard-
ized loading of 74 {Study 1% and 80 (Stady 2, thereby pro-
widing support for the comvergent validity of the consiructs
(Anderson & Gerbing, [98E). The scales displayed high
internal consistency with reliability estimates mnging from
a=_El to o= 94 Table | and Table 2 repon the comels
tions, means, and standard deviations among the Swedy 1
and Study 2 variables, mepectively. As expected, laisses-
faire correlates positively with ELMX in both Study 1 (r=
33 p < 00 and Stwdy 2 (r = 31 p< 01 Funhermore,
ELMX comelates negatively with affectve commitment
fr=—234, p =< 017 in Study 1. However, lzisser-faire does
not comelate significantly with seif-repomed work effon
{r=—107, ng) or OCB {r= .07, ns} in Stedy 2. We present
the results of the structural equation models in Table 3,
The siructural-eguation modeds that we estimated for
Study 1,37(390) = THL3T, p< 01; 3 idf= L.B09; RMSEA =
D&; CFI = 94: TLI = .9, and Study 2, 3 (600) = 914.64,

Ticanicadied from o sgepas 5o oy et 50 Mot 5, 0
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Table 3. The Medating Role of ELMX on the Relatonship Between Lasser-Faire Leadership and Employes Outcomes.

Seudy | Study 2
ELMX Affectrve commitment ELMX Work effort OCB
Dlirect Direct Indirect. Dhirect Direct Indirect Dhirece Indirect
Control variables
Age 14 10 -2 14 ]
Gender® -1 i —. kT il -4
Dhyad t=nure -4 08 -7 .05 Rl
Employment condition™ MIA A, ol —I# -2
Managerial responsibilicy™ b -6 K] =11 =13
LMD -mn AT g4
Ind=pendent variable
Laiszez-fire keadership L e —14 =15 S Al — 744 Ag — e
Mediating variable
ELMX — 2+ =34 bt
L3 A4 k] L a5 18

Metz N = 199 {Sondy |} and 197 {Swdy 2} SLMX = sochl kader-member axchange; ELMX = sconomic lmder-membar exchange; OCB =
Wmlmnwmm root mean square ermar of approcmatices CF = comparatve § ind; T = Tucker—Lawis indeo.

Standardeed path cosficdents and saindardized indirect affects are rmported.

Fit indices, Study | 1'{390) = 0037, p < 0: AMSEA = 0&; CFl = 4: TLI = 51
Fit indlces, Stody 1 7{600) = 914.64, p = 01: AMIEA = 05; CF = 9¢: TLl = 95

ot D, *ep o 01, g o 001

p< 01; {7di= 1.52; RMSEA = 05; CFl = 96; TLI= 95,
prowided @ good fit with the dam. In suppon of Hypothesiz
1, the resulis demonsirate a positive relationship batween
laisses-faire leadership and ELMX in both Study 1 (y = .59,
p< .01} and Study 2 {y = .50, p < 01). Hypothesis 2 con-
tended that the negative relationships between laisses-faine
leadership amd subordinates’ (a) affoctive organizational
commiment, (b} work effory, and () OCB is mediated by
subordinate perceptions of an ELMX relnttonship. In sup-
port of Hypothesis 2a, the resulis of Study 1 demonsimte
that lnissez-faire leadership indirectly nepatively relates
affiective commitment {standardized effect = —_15, p< 01k
Specifically, since the direct relatioaship was not statist-
cally significant {— 24, ny}, the mediation classifies as mdi-
rect-only mediation (Zhao et al.. 200107, thus suggesting that
ELMX fulby mediates the relationship between laisses- faire
amd affective commitment Funhesmoes, the results of
Stwdy 2 demonstrale a significant indirect relationship
betweoen Iaissez-fuire leadership and selfreponed work
effort via ELMX (standardized effect = —_17, p < 01). and
a nonsignificant direct relationship between laissez-faire
leadership and selFreporied work effont. Accordinghy,
Hypothesis 2b is supporied as well. Finally, in partial sup-
port of Hypothesis 2, the resulis of Stady 2 suppest a sig-
nificant negative indirect relationship between laissez-faire
leadership and self~raponed OCB via ELMX {stndardized
effoct= —_19, p< 01}, and a significant direct positive rels-
tionship batween laisses-faire leadership and self-reported
COCR (y = 4%, p < 05}, Since the indirect relutionship has &

diffierent sign than the direct relationship, the form of medi-
ation can be classified as comperitive (Zhao et al, 20000 or
incomsistenr (Mackinnon, Fairchild. & Fritz, 20071,

Discussion

By exploning the mediating role of ELMX on the negative
relatinnships between laisses- faine leadership and affisctive
commitment {Study 17, and work effort and OCB (Stody 2),
the orvarriding goal of this study was o contributa o a betier
understanding of why laisser-faire leadarship negatively
relates w0 constroctive employes outcomes. Owr findings
hold a number of distinet contributions.

First, omr findings show that ELMX fully mediates the
relationships between laissee- faine leadership and affective
commitment {Stody 1} and work effort (Siudy 2}, and par-
tially mediates the relationship between laissee-faire leader-
ship and OCB [Study ). These findings support previous
research sugpesting that laissee-faire leadership = not a
form of wero leadership, but & form of desiTective- leader-
ship behav ior {Skogstad et al, 2007). They also support the
proposition that  althowgh laisses-faire leadership has
received less attention than transactional and transforma-
tional leadarship dimensions, it is just a8 imponant {e.g.,
Hinkin & Schriesheim, 2008). Together, these fimings con-
tribie 10 the extant literture on laisses-faire {destroctive)
leadership by demonstrating 3 mechanism through which
laissee-faire leadership negatively mlntes o constructive
employee outcomes. In addition, by indicating thar ELMX
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mediates the inflluences of desiTective (laissez-faire) leador-
ship behaviors, we complement and extend research indi-
cating that high-quality (SILMX mediates the infloence of
constractive (transformational) leadership behay jors (Wang
etal., 2005},

Second, most of the research on LMX relationships has
focused on owicomes rather than antecedants (Erdogan &
Liden, 2002; Yukl o2 al_, 2009}, In both studies, we obserced
& positive association between laissez-faire leademship and
ELMX relationships. These observations should condribute
o the extant LMX litemtare by indicating that laisses-faire
leademship encourages the formation of perceived imper
sonal, shor-term, conmraciual, formal, ELMX relationships
motivated by immediate self-interest (Kuoeaas, Buch,
Dhyswik, et al., 2002}

Finally, although Stody 2 revealed a significant negative
mdirect relationship between laisses-faire leadership and
OCH wvie ELMX, it also revealed a significant posiive
direct melationship  between  laissez-faire  and OCB.
Researchers typically label such phenomenon inconsistent
(MacKinnon et al., 28T} or competing {Zhao et al., 2000)
mediation, and argee that there are seveml instances
which the mediated effect may have a different sign in a
mode] than the direct effect. Mackinnon et al. (2007, for
instance, use the example of making widpets, where intel-
ligence (X} relates 0 widget production Y} vie boredom
(M) Whereas intelligent workers tend to zet bored and pro-
duce fewer widgets (indirect negatbve relationshipl, imelli-
gent workers also end 0 produce more widgeds {direct
posithve relationship). The two relationships are thus com-
peting, and the overall relationship between intelligence
and widgeis may aciually be zern. With respect to the rela-
tonship between laissee-faire and (OB in panicalar, our
findings suggest that although employees who perceive
higher bevels of laissez-faire leadership may engage in
fewer OCBs becasa they develop perceptions of ELMX
relationships. they tend also 10 engage in more (WBs when
their leader leawves them with too much responsibility,
diverts atiention from hard choices, and obdicates responsi-
hility (Le., lnissez- faire leadership; Bass, 2008) The direct
and indirect effects are thus competing, and the total rels-
tonship between lnissee-faire leadership and OCH may
actually be zero, which is also suppested by the nonsignifi-
cant zaro-arder comelation between laisses-faire leadership
and OCB ir =07, nx) reporied in Table L

Limitations and Research Directions

As with gny study, both studies have a number of potential
lmmimtions. First, the cross-lagged natere of the research
diesign means that the cawsal relatdonships among the vari-
ghles should be interproted with cawtion (e.g., Shadish,
Cock, & Campbell, 2001 Experimental or longitudinal
studies may thos be warramied in future research.

Second, the voriables in both studies were measured by
means of selfrepon data, which raizes concemns abowt
potential common-method wariance and percept—percept
inflation (e.g. Crampion & Wagner, 1994). We have
arempeed 1o deal with these issues in both studies by under
tzking sevoral procedural remedies, incleding temporally
and psychologically ssparating the variables, and ensuring
the enonymity of the respondents, which should reduce the
threat of common-method variance (Chan, 2007%; PodsakofT
ot al.. 2003} The time lag serves (o reduce potential com-
mor-method variance by “allewing previously recalled
information to leave shor-temm memany™ (Podsakof eqal.,
2003, p. 888) and by reducing “the respondent’s ability and’
OF MativREON 0 use Previous answars o f1ll in gaps inwhat
is racalled andlor to infer missing demils™ (Podsakoff et al.,
20403, p. BEE). Emphasizing confidentiality should serve to
make the respondeniz” less likely “io edit their responses o
be more socially desirable, lenient, Acquiescent, and consis-
tent with how they think the researcher wants them o
respond” {PodsakofT et al., 2003, p. BEE).

Finally, it is worthwhile o consider the generalizability
of cur findings. Even though the studics were perfiormed in
twir relatively differemt organizations, both swdies wore
conducted in & single coantry and invobeed mosthe male
respondents. Clearly, research is needed in other countries
and on other types of employees o determine the peneraltz-
ahility of our mediation modeal.

Giiven that the negative relationships between laisser-
faire leadership and affactive commitment and work effort
can be explained by the subordinases’ perceptions of ELMX,
another pvenue for futare research is to identifiy other anse-
cedents 10 perceived ELMX relationships. In Study 1 and
Study 2, we wera able fo account for 4%, and 29% of the
variancg in ELMX, respectively, sugpesting thar ELMX
relationships are not solely determined by laisses-faire
leadership. A ccordingly, futare research may want o inves
tigate the potential roles played by active management by
exception and contingent-reward leadership.

Practical Implications

Om a practical lewel, our study serves 10 identify specific
types of relations-oriented behayior that munagers can aim
o awnid or mmprove 1o facilitste exchanpe relationships
with imdividunl subordinates. More specifically, our find
ings sugpes that lzaders should seek o avoid being absent
when needed. make necessary decistons, respood (o wrpent
questions, and get imeobeed when imporant isswes arises.
Improrving  such relations-oriented behaviors & likely o
reduce the likelihood that the subordinzies experience an
ELMX relationship characterized by a focus on more short
term, guid pro guo exchange of benefits, which in tum
results in less desimble outcomes such as reduced affective
organizational commitment, work effon, and OCH.
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Note
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understanding. A ccordingly, we cannot assess whether the
responss raies differ in the two organications.

References

Aasland, M. E., Skogstad, A_, Notclsers, (., Nielsen, M. B, &
Einarsen, 5. (20100 The prevalmoe of destructive leadership
behavinur. Britivk Jarrnal of Managemers, 21 418-457

Allen, N1, & Meyer, 1. . {19890} The measurement and anteced-
enis of affective, continuance, snd mormative commitmern to
the organization. Josrnal of Cooupaional Prychalogy, 63(1)
1-18.

Anderson, J., & Gerbang, [, {1988}, Strectusal equmxn modslng
m practice: A& noview =nd recommended mwo-step approach
Prpctological Bullein, 103, 211-423.

Boron, B M., & Kooy, DL A (1586). The modemior medi-
war varishle distioctiom in social psychologicak reseanchz
Concepuml, stmategic, and statistical consademtions. Jourmal
of Persomality awd S ocial Prychology. 51, 11731182,

Bass, B. M. (2008}, fasy and Siopdd! s handbook of leaderskip:
Theary, researck and monagerial applicaticar {Vol. £ New
Yoark, NY: Frec Press.

Bass. B. M., & Avolia, B. 1. (1950). Troesformational legdership
development: Mamual for the multifact o leadorship question-
maire. Palo Alin, CA: Consulting Psychedogists Press.

Bam, B M., & Avolio, B. (2000} Mulf@cier leadership ques-
tinanaire: Mowal leader form, raer, ond scoring key for
MLO (Form Sx-Shart). Redwood City, CA: Mind Oanden.

Bermemih, J. B., Armenakas, A, A, Fedld, H. 5, Ciles, W. F.,
d& Walker, H. 1. (3007). Leader-momber social exchange
(LMEX): Development and validstion of o soale. Jmurmal of
rpanational Behovior, 25, 979- [003. doi: 10,1002 Job.443

Bermerih, J. B., & Walker, H. J. {200%). Propensity to tnest and
the impact on social exchange: Amn empirical investigs-
tion. Jowrnal of Leadersiip & Orpancational Swdies, 15,
117-224.

Rian, P M (1964}, Exchange and power in sacial [ife. New Y ork,
WY John Wily.

Blau, P. M. {1994, Sourarrel comfexty of opporamifies. Chicagn,
1L: University of Chicago Press.

Buch, B, Kuvans, B., & Dysvile, A_ {2011, August). The mearure-
men ard oufcomey of economic [eader-member exchange
ek ips. Faper p d st the nonusl meeting for the
Academy of Management, Smm Anfonio, T

Buch, B, Kuvans, B, Dysvik, A, & Schyns. H (2014} If
aod when socaal and coonomic leader-member exchangs

relationships predict follower work effort: The modemi-
ing mle of work motivation. Leaderskip & Orpomization
Developmewnt Jowrnod, 35(B), 715739,

Buditiniene, |, & Skadiené, V., (3008). Impact of leademship styles
on employess’ organtcational commitment in Lithusnian
masufacturing companies. South Erg Bropeen faumal of
Ecomamicy and Buvimess, 3(2). 57-66. doi: 102478 10033~
ONE-0015-7

Chan, [ {2008}, So why ask meT Are seli-repont dats really that
bad? In C. E. Lance & R. J. Vandeberg (Eds.), Santistical
and methodalogical sntiy and wrban Tependy (pp. 309-136).
London, England: Routledge.

Crmmptom, 5. M., & Wegner, J. A (19%4). Poroopt inflation in
micmorganicational nesearch: Ao investigetion of provalence
und effect. Sowrnal of Applied Prpchology, TR0, 67-76.

Dmnsereay, F. Casheman, 1. & Graen, (G (1973 ) Instrumeniality
theory and equity theory as complemeniary spproaches in
predicting the relationship of leadership and tumover among
managers. Orgmmeaionel Behavior & Numan Porfirmance,
T, TES-T0. dioi: [0, 1016030507 3(73 90012-3

Dunserean. F_, Graen, G, & Hagn, W_ 1 {1975). A vestical dynd
linkage approach to loadership within formal organteations:
A longitudine] mvestigstion of the role meking process.
Orpancational Behavior and Humar Porformance, 13(1],
A6-TH. doi- 10101 60030-507 3175 1 0005-7

De Cuyper, M., & De Witte, H. (2006}, The impact of job msecu-
rity =nd contraci bype on aitsiudes, well-boing and behaviowml
reports: A paychological contrect perspective. Jowrnal of
Occupational end Orpenizerional Prycheiogy, 79, 395409,
doa: 1l 134505631790 5x 53660

Derue. DL 5, Nahrgang, 1. DL, Wellman, M. E. [, & Humphrey.,
5. E. (3011} Trait and behavioml theories of leadorship:
An integmtion and mote-anabytic fest of their relative valid-
ity. Pervomned Poechology, 6{ 1) 7-52_ doi- 100181141744~
6370201001201 x

Drysvik, A dc Kovaas, B.(2011 ). Inirnsic motivetion asa moderator
on the relationship between perceved job autonomy and work
periommance. European Sournal of Werk end Organzanioend
FPaychology, 20, 367-387. doiz10. [0801 359432 10035906 1

Eiscoberger, R, Huntington, R.. Hochisom, 5, & Sowae, DL
(1986). Perceived organirational support. Sowrnal of 4 pplied
FPaychalogy, 71, 500-307.

Erdoyan, B., & Liden, R. C_ {2002} Social exchanyes o the work-
place: A review of meoent developments end future rescarch
directioms in leader-member exchange thecry. In L. L.
Neider & C. A Schriosheim (Eds.}, Leadership (pp. 65-114)
Gireenmwich, CT: Information A ge.

Frtr, M. 5., & MacKinnon, I I'. {2007 ). Required sample ste
to detect the mediated . offect. Prychological Scieace, 18,
133-234.

Gerstner, C. R, & Day, Do V. (15997, Mes-snalybic roview
of leader-member exchange theory: Corelates and com-
stmact issues. fowrnel of Applicd Prychaogy, 82, BIT-B24.
dod:10. 1007002 1-901 0,82 6,827

Urmen, (., & Uhk-Bicn, M. {1595} Relationship-based spproach o
Jeadershq: Development of leader-member exchange (LMX )
theory of leadership over 15 yearss Applying & multi-level
multi-domain perspoctive. Leaderrkip Quprmerly, 6, 219-247,
doa: 10, 100 & [D45-9843{95 R 036-5

Dirarncacied bur o mgapn com Sy goam m sdeamibar £ Xrd

© University of Pretoria

13



Buch et ol

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA

Q= YUNIBESITHI YA PRETORIA

123

Hair, J. F., Black. W_C_, Babin, B. 1., Anderson, R. E., & Tatham,
R. L. (2006). Muffvariore data ancheris (6th ed ). Upper
Saddle River, NI: Prentice Hall-

Hiller, M. 1. DeChurch, L. A, Mumse, T., & Doty, D. 2001}
Searching for outcomes of leademships A 25year roview.
Jowrngd of Managemendt, 37, T137-1177.

Hinkin, T. B & Schriesheim, C_ A (2008). A thecaetionl end erpirsal
examiratiom of the tansactional and mon-leadershop dimensions.
of the Multifactor Leademship (uestiomnaire (MLCY). Leadership
Cuarderfy, 19, 5001-513 doi: 10.101 67 lesgqua. 2008 07.001

Hogan, 1., Hogen, R, & Kaiser, R, B (200 | Management derzil-
ment. In &, Ledeck (Ed.). AFA hondbook of imdostniad gnd
orpanizational prycholopy (Vol. 1, pp. 555-57 51 Washingion,
D}C: American Peychological A ssocintiom.

Hogan, B (2007} Porsonidy and the fife of arpamsafions.
Hillsdale, NJ: Erlbauwm.

Howell, J. M., & Hall-Memendn, K. E. {1985, The ties that bind-
The impact of leeder member oxchanye, transfoomational snd
trensactiona leadomhip, and disance on prodicting, follower
performance. Jowrnal of Applied Prychology, 84, 680-604.
dioi: 10, 1037002 1-5010.84._5.680

Judge, T. A., & Pioolo, B. F. (2004). Trasformational and
Iraneactional leadership: A meotr-amlytic test of their el
tive validity. Jourmal of A pplied Poeckalogy, 89, 755768,
dioi: 10, 037002 1-5000.8%.5.7 55

Krasikown, I V., Green, 2. G, & LeBreton, J0 M. {2063}
Deestructive leaderships A theoretical review, miogretion, snd
futume research zpenda. Sowrmel of Monopement. Advance
cmline publication. doa: 101 770 14520631247 1386

Kuvaas, B., Buch, R., & Dwsvik, A (2011). Percetved train-
ing intensity and knowledge shering: Sharmy for mirinsic
and prosocial reasans. Human Boroaurce Maragemers, 51,
167-187. doa: 101002 hrm 21464

Kuvass, B., Buch, B., Dysvik. A, & Heerem, T. {2002} Economic
and social leader-member exchange relstionships and fal-
lewer performance. Leaderskip Querdedy, 23, 756765
dioi: 10. 10164, boaqua 201 5. 12.013

Lau, R, 5., & Cobd, A. T. {20100, Understaniting the comnnections
‘between relationship conflict and performance: The micrven-
img roles of st and exchange. Jourmal of OF penizetiomal
Behavior, 31, 858517 doi-10.100250b.674

Litben, B_ €, & Gmuen, O. {1980). (encralizsbility of the vertical
dyad Imkage maodel of lesdership. Academy of Mencpement
Journad, 23, 451-465. doi-10. 230255511

Laoi, B, Man, ¥, & Ngo, H. Y. {2000). Linking fesder-member
cxchange and employee work outcomes: The mediating role
of orgunizational socinl ind economic exchange. A,
and Orponiaiion Rewew, 5, 400-222. doa: il 111141780
BT84 200900145 x

MacKinnoa, D. P, Fairchild, A. J, & Fmot, M. 5. 2007L
Medintion amalysis. dmmial Seview of Prpchoogy, 58,
593-614. dos: 101 M6 anmumey_psych 58,1 105 085547

Meyor, 1. P Allen, . 1., & Smith, C. A (1993} Commitmen o
organizeiions and oooupations: Extension and test of a throe-
oomponent oonceptuslation. fournol of Applied Prychalogy,
75, 538-551. doi-10.1037/002 1-59010 78.4. 538

Meyer, 1. P, Standoy, I )., Herscovaich, L. & Topolmyisicy. L
(2002, Affective, comti and. e i
toyibe oTganization: A met-analysis of entooedents, comelates,

and consequences. Jourmal of Focmionad Behmiar, 6I(10,
H-52

Muoiken, B. O, du Toit, 8. H. C., & Spesic, D, (1997} Robust
imfierence using weighted least squarcs and qundmsic estimat-
g equations in latent variable modeling with categorical and
contimous owcomes. Conditonally accopted for publzcation
m Prychomesrika.

Oryan, [ W, {1950} The motrvetional basis of organizational cit-
inenship bebavior. In B. M. Stow & L. L. Cummangs (Eds j,
Research in orgontationsl behovior (Vol. 12, pp. 43-72)
Cireemwich, CT- JAI Preas.

Podsakolf, P. M., MacKemrie, 5. B, Lee, 1-Y., & Podsakoff, N.
P. (2003}, Common method binses in behavionl research:
A critical review of the ltembure and recommended rem-
edies. Jowrnal of Applied Prychofogy, 85, 579-903.
coi: 101037002 1-9010.88.5.879

Scandum, T. A., & Pellegrini, E. K. (2008} Trust and leader-
member exchange: A closer fook at relatona] vulnemabil-
sy, Jowrnal of Leedorskip & Orpeuzotione! Studies, 15,
101-110. doi:i0 11777154805 EROES DGEE6

Schat, A. C. H., Frone, M. R, & Kcllowsy, E K. (2006).
Prevalence of workplace aggression in the LLS. workforce:
Findings from & national study. In E. K Kellowsy, J. Barling,
& § 1. Hurell {Eds.), Hoedbook of workpiace winfenoe
[pp- &7-900. Thousand Caks, CA : Sage.

Schyms_ B, & Schillimg, ). {2002} How bad wre the effects of bad
Soaders? A mete-analysis of destructive leadership and its
outcomes. Lesdersiip Juarterly, 24, 138-138. doi: 10010164,
B 3011 2.00.001

Shadish, W. R.. Cook, T. D, & Campbell, D. T. (2007}
Experimenral end quasi- experimend ol derigns for peneralized
caural inference. Boston, MA: Hougiion Mifflin

Shore, L. M., Bommer, W. H, Rao, A. N, & Sea, 1. (2005).
Social and ecoaomic exchamge in the employee-cegeni-
zation telationships The moderting role. of reciprocation
wariress. Journel of Menoperial Pochelegy, 24, T01-721.
dod: 1.1 TORODEEINE09 1 967 51

Shore, L. M., Tetnck. L. E., Lynch, P., & Barksdale, K. (2006,
Socinl snd economnic ecchange: Constnact development
und validation. dowrmal of Applied Socid Prechalogy, 36,
E3T-B67. doiz10.111 140021 -9025 2006.00046 x

Skogstad: A_. Einarwen, 5, Torsheim, T, Ansland, M. 5, &
Hetland, H. {2007). The destructiveness of Inissee-faire head-
ership behavior. Journdl of Oocou pefional Health Prychalogy,
PH 1y, BO-02. doa:10. 103 W 1076-R098.12.1.80

Tepper, B. X (2007). Abusive supervision m work orgsnira-
tions: Review, symbesis, and reseasch sgenda. Jourmal of
Maragement, 33, 2761-189. doi:10. 117701 25206307 30081 2

Van Dyoe, L. & LePine, 1. A (1998). Helping and voioe extm-
mole bebaviors: Evidence of construct end predictive valid-
sty. Acodewy of Monapement Journad, 41, 108119, doi:
102307 256502

Walombwa, F. O, Cropanreno, B.. & Ooldman, B. M. {2011}
How  eader-member cxchange influences effective work
behavinms: Social exchange and internaFexiomal efficacy per-
spectives. Persomand Prpchology, &4, 735770, doz 10111
FIT-65T0 2013 01224.x

Walumbwa, F. O, W, C & Orwa, B (2008). Contingent rewarnd
trensactiona] leadership, work attiudes, and orgznizationnl

Dbl o, o Ingiputs £on iy Gsa o Sossontsar £ 2070

© University of Pretoria

14



124

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA

Q= YUNIBESITHI YA PRETORIA

Journal of Leadership & Crgantzationel Studies 2211

citizenship brhavior: The mic of procedumal justice climate
perceptions and stremgth. Leadesiip Quarterdy, 19, 251-265.

Wang, H, Liow, K_5_ Hackett, B. D, Wang D, & Chon, 7. X_ (20051
Leader-member eanchango a5 o i af the melsficoship
betwoen tmmaformabonal leadership and fallowens” performance
and oryani ational ciizenship bofuovior 4 cadeny of Menagemen
Soeernad, 45, 420-437 doi: 10546574 M 200517070

Wayme, 5. 1., Coyle-Shapim, I, Esenberger, R, Liden, B. C.,
Rousscawe, 1. M., & Shore. L. M. (2009). Social influcnces. In
H. 1. Ko, T. E. Beciver, & 1. P. Moyer (Eds.), Commitment
in orgerizatons: Acormulated wisdom and new directions
{pp. 253284} Mew York, NY: Routledue.

Wong, ¥. T. Wong, C. 5., Ngo, H. Y., & Lu, H. K. 2005}
Different responses o job insecurity of Chinese workers in
joimi verures and siate-owned entery . fTuman Relati,

55, 1391-1418. doi:10. 1177 /00187 26705060043

¥Yammarna, F. I, Spangler, W. Dn, & Bass, B M. (1593)
Transformationa] leadership and performance: A loagibadmal
mvestigation. Leadership Cuarderdy, 4, B1-102.

Yukl, G. A ODonoell, M., & Taber, T. (2005}, Influenco of
beader behaviors an the leader-member exchanpe relationship.
Jaurmal of Manaperial Prychology, 24, TRS-199. doiz10.1 HORS
OZHEISAFTIDG5T65T

Zhao, X, Lynch, 1. G., & Chen, (). (2010), Reconsidering Baron
and Kenmy: Myths and ruths shout medsstion analysis. Joarnal
of Comsaumer Rexearch, 37, 197-206. doi: 10, 1086/651257

Zhow X. H., & Schricsherm, C. AL {200%). Supery isor-subordinate
comvergence in descriptions of Jeeder-member  exchange
(LMX} quatity: Review and testable propositions. Leaderhip
Cumrderdy, 20, 920-531 doi:10. 10167 leogua 200905 007

Author Biographies

Robert Both camed his PhD fom Bl Norwegian Besiness
Zchool. His reseanch interests inciude omganizstions] behavior,
leadership, and HRM. His work han been published in jowmals
such as the Jowrmel of Focativnol Sehawior, The Leadership
Cuarterdy, Humen Rexoroe Maenggemen, and the fnfernationaf
Jowrned of Human Resource dlanepement.

@yvind L. Martinsen is profossor of Organeeational Psychalogy
at Bl Norwegian Busmess Schocl. His rescarch interests include
personality, croativity, motivetion, keedership, and selection.
Bard Kuvaas & professor of Organieational Psychalogy at BI
MNpowegsan Business Schood. His rosearch intenests mehudo behay-
ioml decision making, motivation, leadership, and HRM.

Orwnicdomd KT b Ga0Ls 00 Sy Gl o7 Mowlrba & X

© University of Pretoria

15



=
UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

4. Article

Investigating the Mediating Effect of Perceived Organisational Support on
the Relationship between Authentic Leadership and Work Engagement

Theresa Vermeulen

Dr Caren Scheepers

The Gordon Institute of Business Science,

University of Pretoria, South Africa

16

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Investigating the Mediating Effect of Perceived Organisational Support on

the Relationship between Authentic Leadership and Work Engagement

Abstract

Using positive psychology and the theory of organisational support and reciprocity, we examined whether
perceived organisational support (POS) mediates the relationship between authentic leadership and
engagement. Authentic leadership and engagement have been investigated extensively however not in
relation to POS within the same study. Given the context of the world of work today, there is a need to
move beyond the direct association between leadership and engagement to study how other variables may
strengthen or weaken this relationship. Data was collected from 202 employees, working in an international
information technology organisation and results were analysed at the group level. Regression analysis was
used to test for mediation, followed by statistical tests of the indirect effect as well as bootstrapping.
Differences between subgroups were also investigated and model fit analysis to establish whether the
suggested model was a good fit. The results showed that POS partially mediates the relationship between
authentic leadership and engagement. Further practical implications of the findings are discussed, together

with limitations and ideas for future research.

17

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Investigating the Mediating Effect of Perceived Organisational Support on

the Relationship between Authentic Leadership and Work Engagement

Introduction

Across the world, leaders and managers have acknowledged that a key component of the organisation’s
effectiveness and competitiveness is employee engagement (Welch, 2011). As the twentieth century
progressed, it became increasingly clear that engagement was what really counted (McKergow, 2015).
Organisations where high levels of engagement persist are profiting in more than one area but specifically
benefit in terms of business performance (Merry, 2014). Engaged employees demonstrate business
awareness and willingness to devote extra time and effort for the accomplishment of organisational goals

(Matthews, Mills, Trout, & English, 2014).

A particular focus has been placed on employee engagement in recent years as engagement of employees
is challenging and trying in the given the dynamic business environment and uncertain global scenario
(Chaurasia & Shukla, 2013). Apart from the employee engagement challenge, companies are also faced
with corporate and ethical governance (Beddoes-Jones & Swailes, 2015) challenges. In response to ethical
matters, leadership knowledge and theory has experienced an increase in Authentic Leadership literature
specifically (Algera & Lips-Wiersma, 2012). An emergent body of research has unmistakably demonstrated
the benefits of Authentic Leadership for the organisation, as well as factors such as work engagement,

overall company performance and productivity (Matthews et al., 2014).

Azanza, Moriano, & Melero (2013) argues that the present context of financial crisis, uncertainty and
employment concerns that organisation are faced with, is threatening work engagement resulting in a call
for leaders who are able to motivate valuable resources. According to Alfes, Shantz, Truss, & Soane (2013)
it is critical that the wider organisation creates a positive climate and environment where employees
experience a willingness to transform their levels of engagement into even more positive behaviours. In
order to take full advantage of engagement and its benefits, a positive relationship with the organisation is

needed (Alfes et al., 2013).

Organisational and management literature have recently started considering the potential benefits of
incorporating positive psychological principles to enhance the corporate experience (Mills, Fleck, &

Kozikowski, 2013). Positive psychology is the study of what is "right" about people -- their positive
18
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attributes, psychological assets, and strengths. Its aim is to understand and foster the factors that allow
individuals, communities, and societies to thrive (Kobau, Seligman, Peterson, Diener, Zack, Chapman &
Thompson, 2011). Trepidations concerning leadership are no longer related to the “right” leadership theory
or model, but has rather transitioned into a question of how to effectively and efficiently develop leadership
who accepts the challenge of creating this organisation climate where engagement can be maximised.
Considering these challenges and contexts of organisations today, leadership and engagement are important
constructs to be investigated where a myriad of unanswered (and even undiscovered) questions exist to

pursue (Day, Fleenor, Sturm, & Mckee, 2014).

Even though many articles portray engagement as the responsibility of leaders to create engagement, not
many researchers have conducted investigations on the relationship between leadership and engagement
(Hansen, Byrne, & Kiersch, 2014). Given the positive relationship of Authentic leadership with engagement
(further discussed in the literature review), the researchers are not only interested in the relationship
between leadership and engagement but would also to investigate the effect of mediating variables on this
relationship? Previous work suggests that further research is needed on how authentic leadership relate to

work engagement (Leroy, Anseel, Gardner, & Sels, 2012).

Shantz & Alfes (2016) postulated that an organisation-related resource (e.g. POS) may be able to
compensate for lower engagement levels denoted by the exhaustion of a job-related resource of energy
(e.g., engagement). The study by Shantz & Alfes (2016) established that lower levels of employee
engagement can be compensated for by POS. The authors of the current study are interested in how POS is
related to work engagement and leadership, as it has been found that organisations are able to create
appropriate conditions to stimulate engagement. This study aims to contribute to the integration of these
areas of research (leadership and engagement) and more specifically examine authentic leadership,

employee engagement and POS which explains the relationship amid these variables.

Theory and Hypotheses

Traditional leadership theories and models have become insufficient as the context of leadership has
become more complex and has expanded (Kutz & Bamford-Wade, 2013). The organisational support
theory explains that employees have expectations around the way in which the organisation honour their
contributions and respond to their emotional and social needs. Employees then develop universal attitudes
about how much their efforts are appreciated and how concerned the organisation is with their well-being
(Esra Ding, 2015). Mills et al., (2013) posits that POS refers to the employee’s level of recognition for the
organisation value of their welfare and appreciation of their contribution.
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POS theory follows from the norm of reciprocity and considers that employees whom are supported, will
respect and value their organisation and in return contribute to the organisation’s goals. This theory
additionally posits that socio-emotional needs will be fulfilled by the positive feelings rendered to the
employee through POS and endear the employee to the organisation (Dawley et al., 2008). The theory of
organisational support and reciprocity, postulates that the degree of perceived organisational commitment

of the employee greatly impacts an employee’s commitment to the organisation (Mills et al., 2013).

POS and Engagement

The level of engagement of the employee is moulded and formed by the personal perception that employees
have of their working environment (Anitha, 2014). Various studies have tested the facets of POS as well as the
relationship of POS and other variables like human resources practices, organisational commitment, job satisfaction
etc. (Mills et al, 2013). Although convincing research evidence show that greater engagement levels lead to positive
effects for both individuals and the organisation, the literature is only at the early stages of uncovering how an

employee’s relationship with the organisation is impacted by how these relationships vary (Parker & Griffin, 2011).

The study by Alfes et al., (2013) has taken a nuanced view of engagement’s effect on employee behaviour as most
other research has focused on POS’s direct effects i.e. attitudes and behaviours of employees, leading, for example,
to higher levels of engagement (Rich, Lepine, & Crawford, 2010). Alfes et al (2013) suggests that POS may act as a
moderator in the relationship between employee engagement but postulates that the extent to which engagement is
translated into positive employee behaviours towards the organisation varies as a function of POS. Broader
organisational factors increases the benefit for highly engaged individuals. The benefit of POS for employees with a

lesser engagement level is therefore not as high (Alfes et al, 2013).

There are different ways for an organisation to express to its employees that it cares for their welfare and
have a high regard for their inputs (Kurtessis et al., 2015). One of the factors that were found to be related
to POS was leadership and the employees’ perception of the organisation’s favourable or unfavourable
temperament is influenced by the lingering elements of the employees’ connection with the organisation

(Kurtessis et al., 2015).

Reasonable procedures permit employees to envisage activities resulting in rewards or penalties and
therefore advocate that the organisation is worried about the employees’ welfare in contrary to individual
self-dealing implicit in organisational politics (Cropanzano, Byrne, Bobocel, and Rupp (2001). These
authors have discovered fairness to have a solid distinctive influence on POS and that employees perceive

the organisation to have more control over procedural justice than other forms of fairness. Most importantly
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and related to the objective of the current study is Cropanzano, Byrne, Bobocel and Rupp (2001)’s findings
that POS is influenced by several types of inspirational and supportive leadership. Transactional leadership
was found to be associated to POS to a lesser degree. Findings by Eisenberger et al., 2010, 2014) suggest
that supervisors may vary in the degree to which they are identified with the organisation and that
favourable leadership by supervisors is strongly linked to POS (Eisenberger et al., 2010, 2014). Job
enrichment circumstances were viewed as most under organisational control and together with intent of the

treatment influences POS (Eisenberger, 2010).

Employees with higher levels of POS have a tendency to have higher trust in the organisation and may
experience a larger sense of obligation to achieve the goals and objectives of the organisation (Kurtessis et
al, 2015). Employees with high levels of POS have a more favourable view of their work and have a greater
vested interest in their organisation(Chen et al., 2009). The psychological bond that the employee forms
with the organisation is nourished when POS is present and will initiate a process whereby an employee’s
psychological bond with the organisation is nourished and may contribute to the inclination to exceed the

expected behaviour and performance (Agarwal & Gupta, 2015).

POS and Authentic Leadership

Positive psychology focuses on positive attributes, psychological assets and strengths (Kobau, Seligman,
Peterson, Zack, Chapman & Thompson, 2011) and this approach has led to suggestions of when employees
are engaged, psychological capital for the future is built and investment is made (Luthans, Luthans, &
Luthans, 2004).

Authentic Leadership is increasingly emerging as an integrative concept in the literature on positive
organisational behaviour, ethical leadership, and transformational leadership (Baron, 2016). Employees
tend to feel more content in their role when regularly experience supportive understanding from leaders
together with constructive circumstances which will most like effect their POS level (Kurtessis et al., 2015).
Dawley et al., (2007) found that while mentors and supervisors can be effective in endearing the employee
to the organisation, the perception of the organisational support might be more important. The
consequences of POS can be summarised as commitment towards the organisation, felt obligation,
withdrawal behaviours, organisational citizenship behaviour (OCB), organisational trust and lower stress

levels (Sihag & Sarikwal, 2015).

Fusco, O Riordan, & Palmer (2015) declare that every epoch has its own leadership theory and considering
the amount of research on leadership theory relating to Authentic Leadership, this may indicate the

leadership of our time. Authentic leadership may also be a particularly relevant leadership style for South
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Africa given the context of our diverse society and results of studies for example Cottrill, Lopez, &
Hoffman, (2014) has established that leaders that are authentic contribute to employee perceptions of
inclusion and confirms that authentic leaders inspire citizenship behaviour by creating an environment of

inclusivity.

According to Cottrill, Lopez, & Hoffman, (2014) leaders that are self-aware, who communicate more
willingly and whom incorporate the viewpoints of others in the workplace, are prone to encourage
colleagues to contribute to the efficiency of the group and organisation. Not only may authentic leadership
be specifically relevant for South Africa but according to Gardner, Cogliser, Davis, & Dickens (2011), a
new genuine and value-based leadership was called for following deep routed apprehensions about the
ethical demeanour of today’s leaders (e.g., Worldcom, Enron, Martha Stewart) tied with a rise in other
challenges within our society (e.g., September 11 terrorism, fluctuating stock values, a downturn in the U.S.

economy) (Cooper, Scandura, & Schriesheim, 2005).

POS, Engagement and Authentic Leadership

Robertson & Cooper (2010), states that various authors felt that the existing frameworks are not sufficient
for developing leaders of the future (i.e. Avolio & Gardner, 2005). In their theory of authentic leadership,
(Avolio, Walumbwa, & Weber, 2009) suggest that authentic leaders enhance followers’ engagement by
strengthening the identification of the group members with each other and with the organisation, and
promotes hope, trust, optimism, and positive emotions. Eagly (2005) argues that people pursue leaders who
will restore and enhance their confidence to collectively achieve more. Authentic leadership has been
suggested as “A root construct”, which underlies all positive forms of leadership and its development
(Avolio & Gardner, 2005). Authentic leadership speaks to personal integrity and character, which
influences a leaders’ decisions and actions as well as the implications for their own wellbeing and the well-
being of followers (Gavin, Cooper, Campbell Quick, & Quick, 2003). Authentic leadership has a positive
impact on employee attitudes and a better understanding of perceptions will enhance the view of authentic

leadership (Hsieh & Wang, 2015) and the impact on engagement.

The outcomes of AL, whether they are conceptualized as mediating or dependent variables, have received
much greater empirical attention (Gardner et al., 2011). Hussain & Asif (2012) however has identified POS
as one of the key characteristics of organisational behaviour toward employees that drives organisational
culture and therefore proposed to have an impact on leadership. Avolio et al. (2009), found a positive
relationship between authentic leadership and work engagement. (Wilmar B. Schaufeli, 2015) found a

particularly strong and consistent relationship between availability of job resources and work engagement.
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The following research objectives are suggested:

Objective 1: to determine whether there a positive linear relationship between authentic leadership and
work engagement.

Objective 2: to determine whether POS has a mediating effect on the impact of authentic leadership on
work engagement.

Objective 3: to determine whether the sub constructs of authentic leadership and engagement had any

specific strong inter correlations.

Method

Sample and Procedure

The data for this study was gathered from all business units at the South African headquarters of an
international Information Technology company. All employees were therefore invited to take part in an
online survey that was sent out though an e-mail containing a hyperlink. The employees were assured

anonymity as they couldn’t be traced based on e-mail or [P address.

Measures
Apart from the demographical questions the survey contained questions from 3 standardised questionnaires
as well as questions measuring leadership practices that is not a standardised questionnaire. The different

Likert scales for these established questionnaires were kept unchanged.

Authentic leadership was measured using the Authentic Leadership Questionnaire (ALQ). The ALQ is the
most frequently used measure of authentic leadership (Gardner et al., 2011). The ALQ is a 16-scale item
that measures the four constructs of authentic leadership: self-awareness (four items), relational
transparency (five items), internalised moral perspective (four items) and balanced processing (three
items). A 5 point Likert scale ranging from 0-Not at all to 4-Frequently, if not always was used.

Work engagement was measured using the 9 item Utrecht Work Engagement Scale-UWES). This self-
report questionnaire assesses work engagement, which includes items such as: “I am bursting with energy
in my work” (vigour); “My job inspires me” (dedication); “I feel happy when I’m engrossed in my work”
(absorption). The measure has been shown to have good internal consistency (o = 0.85-0.92; Schaufeli et

al., 2006). The UWES has a 7 point Likert scale ranging from 0-Never to 6Always, every day.
POS was measured using the shorter scale of 8-item version of the POS survey (Eisenberger et al. 2002).

A few of the sample items are: My organisation really cares about my well-being, my organisation strongly

23

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

considers my goals and values. Ding, (2015) found a Cronbach’s alpha value of 0.85 for this short scale
where all § items loaded on one factor and explained 56.91% of the variance (Esra Ding, 2015). A 7 point
Likert scale ranging from 0-Strongly Disagree to 6-Strongly Agree was used.

Control Variables. In the analysis, the following control variables were added: gender, job tenure, and level

in organisation as well as the size of group reporting to the manager/leader.

According to Schaufeli & Salanova (2007) gender can be associated to feelings of engagement and
managers tend to feel more confident in expressing themselves (Kraus, Chen, & Keltner, 2011) than non-
managers. We therefore controlled for gender (O=female; 1=male) and managerial position (0=do not have

a managerial role; 1=have a managerial role at all levels).

Analyses

The Cronbach alpha as measure was used to test the internal consistency or reliability of the different sets
of items as this statistic is frequently used to measure the consistency of responses (Saunders, Lewis &
Thornhill, 2012). This measure is based on the correlations between different items on the same scale
where an alpha of 0.7 or above is regarded as acceptable reliability and 0.8 or higher indicated good
reliability (Saunders, Lewis, & Thornhill, 2012) which indicates that the questions combined in the scale
are measuring the same construct. The self-rating instruments used in this study has an established validity

and reliability.

Further item analysis was conducted to see the effect if one of the items was to be removed from the
construct. In the case where the Cronbach alpha improves significantly when an item is removed, it would
indicate that the item can be removed from the construct. In the analysis of the items used in this survey,

all the items correctly identified in the construct and no items had to be removed from the construct.

The mediation model shows a casual sequence in which independent variable (X) affects the dependent
variable (Y) indirectly through the mediator variable (M). X is therefore postulated to affect M and this
effect then propagates causally through Y (Hayes & Preacher, 2014). This indirect effect represents the
mechanism by which X transmits its effect on Y. According to this model, X can also affect Y directly —
the direct effect of X — independent of X’s influence on M (Hayes & Preacher, 2014). Mediation analysis
is used to quantify and examine the direct and indirect pathways through which a variable X transmits its
effect on a consequent variable Y through one or more intermediary or mediator variables (Hayes &

Scharkow, 2013).
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Multiple regression was used to test the research questions. We tested for mediation following the steps
outlined by Baron & Kenny (1986). These authors suggest a four step approach utilising hierarchical
regression analysis to test the mediating effect of POS in the study. To confirm the mediating effect, there
are four prerequisites and they are explained by Ding (2015) below. First of all, the independent variable is
required to have an effect on the dependent variable. Secondly, the independent variable is required to have
an effect on the mediator variable. Thirdly, the mediator variable should have an effect on the dependent
variable. Finally, the mediator variable is required to have a significant effect on the dependent variable
when the independent variable and mediator variable are added to the model. The independent variable’s

effect on the dependent variable should therefore lessen or vanish entirely (Ding, 2015).

Results
Table 1: Summary of demographical information
Cronbach N Mean Star'wd?rd 1 ) 3 4 5 6 7 8
Alpha deviation

1. Vigour 0.9070 162 5.00 1.55 1
2. Dedication 0.8960 162 5.67 1.38 0.8352** 1
3. Absorption 0.7400 162 5.76 1.11 0.6511**  0.7209** 1
4. Self-awareness 0.8710 165 3.78 1.00 0.4563**  0.4100** 0.30927** 1
5. Relational transparency 0.8880 165 3.72 0.96 0.4544**  03717** 0.35797** 0.8548** 1
6. Processing information 0.8700 165 3.69 1.00 0.5496**  0.5002** 0.40407** 0.8008** 0.7924** 1
7. Internalised moral perspective 0.9080 165 3.55 1.07 0.4960**  0.4286** 0.35568** 0.7667** 0.7810** 0.8606** 1
8. Perceived organisational support 0.8800 162 4.43 1.40 0.5964**  0.5788** 0.44409** 0.5443** 0.5076** 0.5747** 0.5859** 1

Notes: * p <0.05 **p <0.01

In their review of the literature on POS, Rhoades & Eisenberger (2002) has found little relationship
between demographical characteristics (i.e. age, education, gender and tenure) and POS. The

findings of the specific demographical variables is discussed below.

Control Variables

Gender. The sample comprised of 120 males (59.4%) and 82 females (41.6%). Table 2 below shows the
mean scores for authentic leadership, work engagement and POS across gender. The authentic leadership,
engagement and POs mean scores were all higher for the male respondents.

Business Units. Table 2 reflects the mean scores across business units and one department reflected higher
scores across all three variables. There is one business unit that scored a higher score for Authentic
Leadership than that of the Global Business Services (GBS) division but overall the GBS division had the
highest score across all 3 variables. The mean score levels for authentic leadership was a little higher for
GBS and the Real Estate Strategy and Operations (RESO) division. For work engagement, the mean scores
were higher for GBS and Sales and distribution and finally for POS the mean scores were higher for GBS

and Software Group.
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Table 2: Mean scores across business units

. Work Perceived
. . Number of Authentic . s
Business Units . Engageme Organisation
respondents Leadership

nt al Support
Global Business Services 74 3.92 5.75 4.68
Global Technology Services 41 3.15 4.63 3.54
Integrated Operations 13 3.46 5.35 4.16
Sales & Distribution 33 3.65 5.77 4.45
Software Group 29 3.84 5.58 4.84
Systems and Technology Group 10 3.74 5.27 4.56
Real Estate Strategy and Operations 2 4.09 4.00 3.88

Tenure. The average tenure of respondents was 6.13 years. One third of the sample (29.21%) have been
with the company for more than 10 years. Interestingly the mean scores for authentic leadership,
engagement and POS was higher for the group that have been at the company for less than a year. A little
lower score was found for the group that has been with the company between 3 and 5 years but shows
higher averages across all three (3) variables. Literature has found that engagement is inversely related to
tenure (Xu & Thomas, 2011) and yet in their study Xu and Thomas (2011) found that tenure did not

correlate positively with engagement.

Table3: Mean scores across tenure

Number of  Authentic Work Perceived
Tenure respondents Leadership Engagement Org
Support
Less than 1 year 42 412 6.09 5.33
1to 2 years 45 3.68 5.49 4.34
3to 5 years 24 3.81 5.65 4.60
6 to 9 years 32 3.40 4.98 3.84
;2;20' more 59 3.47 5.16 3.98

Level in Organisation. An interesting finding was that the executive level as well as the LDC program
level scored higher levels on all three variables. The respondents represented a range of levels in the
organisation including executives (5.94%), business unit leaders (3.47%), middle managers (9.9%), people

managers (6.44%), specialist role (47.52%) and special program incumbents (26.74%).

Table 4: Mean scores across level in the organisation

Level in Number of Authentic Work Perceived
organisation respondents Leadership Engagement Org
Support
Executive 12 413 6.46 5.74
Business unit leader 7 3.96 5.70 4.86
Middle management 20 3.54 5.62 4.30
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3.82
3.43
3.08
4.12

5.59
4.96
5.00
6.13

4.58
3.80
3.56
5.29

The Cronbach’s alpha results for these scales was measured to be 0.9608 (ALQ), 0.9309 (UWES) and

0.8805 (POS). These high alpha values relates to very high internal consistency between the items for

each construct.

Table 5: Cronbach's alpha

} Perceived
Authentic Work L.
Construct Item . Organisational
Leadership Engagement
Support
Authentic Leadership 1 0.9585
2 0.9581
3 0.9578
4 0.9591
5 0.9613
6 0.9575
7 0.9588
8 0.9574
9 0.9577
10 0.9581
11 0.9587
12 0.9581
13 0.9587
14 0.9575
15 0.9573
16 0.9574
Work Engagement 17 0.9193
18 0.9182
19 0.9145
20 0.9143
21 0.9202
22 0.9226
23 0.9258
24 0.9299
25 0.9381
Perceived Organisational Support 26 0.8629
27 0.8730
28 0.8608
29 0.8698
30 0.8604
31 0.8670
32 0.8615
33 0.8696
Sub Total 0.9608 0.9309 0.8805
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Item analysis was conducted to investigate how the Cronbach alpha will be affected if one of the items for
the specific construct and sub construct was removed. Should the Cronbach improved significantly with
the removal of an item, it would be sensible to remove the item from the construct. In our analyses all the
items were found to be correctly identified in the construct and there was no need to remove any items from
the construct. All the individual items were found to be highly correlated with the total (rule of thumb is
that the correlation with the total should be 0.7 or higher). If any of the individual items were to be deleted,

the Cronbach alpha will actually decrease, therefore all the items should remain in the construct.

Table 6: Descriptive statistics, correlation and scale reliabilities for main variables

Cronb
ach N Mean SD 1 2 3
Alpha
1. Authentic Leadership 0961 165 3.70 0.93 1
2. Work Engagement 0.930 162 548 1.23 0.5089** 1

3. Perceived Org Support  0.880 162  4.43 140 0.5927** 0.6018* 1
Notes: *p < 0.05 ** p < 0.01 SD: Standard Deviation

Table 7: Descriptive statistics, correlations and scale reliabilities for sub constructs

Cronba
ch N Mean SD 1 2 3 4 5 6 7 8
Alpha
1. Vigour 0961 162 500 155 1
2. Dedication 0966 162 567 138 0.8352* 1
3. Absorption 0961 162 576 111 06512~ 0.7209* 1
4. Self-awareness 0930 165 378 100 04564 04100~ 0.3093* 1
5. Relational Transparency 0.880 165 3.72 0096 04544 03718 03579  0.8548* 1
6. Processing Information 0870 165 3.69 100 05496 0.5003* 04041 08008 0.7925* 1
7. Internalised Moral 0908 165 355 1.07 04961 04286 03557 0.7667* 0.7810~ 0.8607* 1
Perspective
8. Perceived Org Support 0880 162 443 140 05965~ 05788 04441~ 05444~ 05077~ 05747  0.5859"* 1

Notes: * p < 0.05 ** p <0.01 SD: Standard Deviation

Factor analysis. We investigated whether respondents were able to distinguish among the sub constructs.
Table 8 and 9 shows the Varimax rotation of the principal components solution for engagement and

authentic leadership.

The principal component analysis provided us with further insight into the factors that provide and account
for meaningful amounts of variance. The varimax rotation was applied to the 9 items of the UWES
engagement scale. The two factors explained 70.57% of the variance. Under the first factor, items indicate
engagement characteristics. This factor incorporates all three of the vigour items, two of the dedication
items and 1 of the absorption item (total of 6 out of the 9 items) and explain a total of 58.89% of the
variance. The second factor of this scale contains 2 of the absorption items as well as 1 of the dedication

items and together explains 11.68 of the variance. For the engagement construct it can be concluded that
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the sub-constructs of vigour and dedication provided meaningful variance as a single construct where
absorption provided a separate construct loading. (Please refer to Appendix A in the article for the Varimax

rotation loadings for engagement)

The authentic leadership scale was also factor analysed with Varimax rotation. Interestingly the scale only loaded on
2 factors and explained 112.93% of the variance. The first factor explained 63.49% of the variance and included 3
items of the processing information sub construct, all 3 of the items of the internalised moral perspective construct,
2 of the self-awareness construct as well as 1 of the relational transparency construct. The second factor that explained
49.44% of the variance consisted of the remainder of the 4 relational transparency sub construct, 2 self-aware items
as well as 1 of the processing information sub construct (Please refer to Appendix B in the article for the Varimax

rotation loadings for authentic leadership).

Results indicate that authentic leadership is significantly related to engagement, thereby meeting the first condition
for mediation and offering support for H;1. The results additionally reveal that POS is significantly related to
engagement, and that authentic leadership is significantly related to POS; therefore, and the next two requirements
of mediation have been met. Finally, when both the independent (Authentic Leadership) and mediator (POS)
variables are put into the model together, both remain significant, indicating partial mediation.

Indirect effect 1 =c - ¢'=0.67239 — 0.31007 = 0.362323

¢'=0.31007
c=0.67239

Authentic
Leadership

a :0.8920% POS b= 0.40615 Engagement

Morera & Castro (2013) encourages researchers to report measures of effect sizes as opposed to full or
partial mediation. Supplementary to the Judd and Kenny approach, the Sobel approach or test was therefore
used to confirm the Judd and Kenny results (Hayes, 2009). In order to assess mediation through the Sobel
approach, the direct ab cross product should be tested (Morera & Castro, 2013). According to Fritz &
Mackinnon, (2015) the Sobel first-order test is a widespread product-of-coefficients test that assesses

mediation.

The ab cross product has been used. The same result of 0.362323 for the indirect effect was found. Indirect
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effect 2 = b (a) = 0.40616 (0.892) = 0.362323

Koopman, Howe, Hollenbeck, & Sin (2015) contests the use of bootstrapping for use in smaller samples of
20 — 80 cases. The current study however has a bigger sample and double the size of 80 which is considered

small according to these authors and bootstrapping was therefore used.

Table 8: Results for hierarchical regression analysis.

Criterion Variables
Predictors Engagement
Step 1
Authentic Leadership 0.672**
Adjusted R? 0.254
F statistic 55.92
Perceived Organisational Support
Step 2
Authentic Leadership 0.892**
Adjusted R? 0.347
F statistic 86.63
Engagement
Step 3
Perceived Organisational Support 0.528**
Adjusted R? 0.358
F statistic 90.84
Engagement
Step 4
Authentic Leadership 0.310*
Perceived Organisational Support 0.406**
Adjusted R? 0.390
F statistic 52.53

Notes: n = 162, * p < 0.0025, ** p < 0.01

In order to determine whether the indirect effect (of 0.362323) is significant we therefore make use of the
Bootstrap samples (as they don’t assume normal distribution of the sample) to determine the standard error

of the indirect effect.

Path analysis is an established technique used to assist social scientists with analysis of relationships
amongst multiple variables and a multiple-regression variation (Stage, Carter, & Nora, 2004). Path analysis
was thus used as the bootstrap intervals are obtained from this approach and also provides a number of fit

indices to evaluate the overall proposed model.
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Table 9: Regression estimates for proposed model of research

Fitness
Indices
Perceived
Organisational
Support <--- 0.892 0.085 10.486 i
Authentic
Leadership
Engagement
<--- Perceived -
Organisational 0.406 0.079 5.154
Support
Engagement
<--- Authentic 0.310 0.110 2.81 0.005
Leadership

Estimate S.E. C.R. P

Notes: C.R. > +/- 2.58 test significance of estimate at p<0.01
*** Significance less than 0.001

The level of significance in table 12 is based on the critical ratio (CR) of the regression estimate. In the case

where CR values are greater of equal to 2.58, a 99 percent level of significance is indicated.

The model was tested to understand how well the data fits with the proposed model. There are established
rules of thumb that is used to understand whether a model fits the data. The criteria for a good fit and
acceptable fit in table 12 below, was retrieved from (Schermelleh-Engel, Moosbrugger, & Miiller, 2003).
The goodness of fit index (GFI), comparative (CFI) and normed fit index (NFI), values greater than 0.95
represent a good model fit. For the root mean square error of approximation (RMSEA) a value less than
0.05 is considered a good fit and less than 0.08 is an adequate fit. Considering the RMSEA there is slight

room for improvement but the other indices indicate a good fit.
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Table 10: Fit Indices for Proposed Model of Research

Fitness Indices Established Rules & Criteria Proposed Model
Good Fit Acceptable Fit Me;sdu:: of Remarks

Chi Square value 0 < X*<2df 2df < X2 < 3df 5.527
1 Accept the model

p-vaue 0.05 < p<2df 0.05 < p<2df 0.063
2 |Normed Fit Index (NFI) .95 <NFI £1.00 90 <NFI <.95 0.963 Good Fit
3 |CMIN/DF <2¢ <5P 2.763 Good Fit
4 |Root Mean Square Residual (RMR) <0.05° <0.08° 0.117 Room for improvement
5 [Comparative Fit Index (CFI) 97 <CFI£1.00 | .95<CFI<.97 0.976 Good Fit
6 [Incremental Fit Index (IFl) 1<IFI<1 1<IFI<1 0.976 Acceptable
7 |Relative Fit Index (RFI) >0.90° >0.90° 0.945 Good Fit
8 |Goodness of Fit Index (GFI) 95 <GFI<1.00 | .90 <GFI<.95 0.977 Good Fit
9 |Adjusted Goodness of Fit Index (AGFI) .90 <AGFI <1.00 | .85 <AGFI <.90 0.931 Good Fit
10| Tucker-Lewis Index (TLI) >0.90° >0.90° 0.964 Good Fit
11|Root Mean Square of Approximation (RMSEA) <0.05¢ <0.08° 0.105 Room for improvement

Discussion

This section of the document is dedicated to the discussion of the results of the specific objectives and

underlying hypotheses as explained in section 3 of this document.

Objective 1: to determine the relationship between authentic leadership and work engagement found in
other studies, can also be found in this particular dataset.

e H,l1: There is no linear relationship between authentic leadership and work engagement

e H;l: There a linear relationship between authentic leadership and work engagement
The null hypothesis for objective 1 can be rejected and therefore the alternate hypothesis was confirmed by
the results of the analysis of this specific sample group. The results showed a statistically significant

positive correlation coefficient of 0.6723 with a 0.0001 p-value between authentic leadership and work
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engagement.

The results of this study supports the literature findings of a positive correlation between authentic
leadership and engagement (Azanza et al., 2013; Elstob & Scheepers, 2014; Shu, 2015; Wang & Hsieh,
2013).

Given the positive correlation between authentic leadership and engagement, companies will benefit from
fostering and developing authentic leaders within the organisation. Giallonardo, Wong & Iwasiw (2010)
have found that the employee first identifies with the leader which in turn enhances identification with the
work group. This positive relationship in turn fosters trust in the leader. When organisation develop
authentic leaders with whom employees can identify and build trust with, employees are more likely to be
engaged in the workplace. An engaged workforce in turn leads to beneficial outcomes for the organisation

where the benefits of engagement can be maximised (Alfes et al., 2013).

Objective 2: to determine whether POS has a mediating effect on the impact of authentic leadership on
work engagement.
e H,2: POS has no mediating effect on the impact of authentic leadership on work engagement

e H,2: POS has a mediating effect on the impact of authentic leadership on work engagement

Authentic

POS Engagement
Leadership g8

The results for objective 2 of this study concluded that the null hypothesis can be rejected and the alternate
hypothesis was therefore confirmed. These results were based on the mediator regression model where,
based on the Cronbach alphas, the three main constructs were confirmed and used in the regression. The
total effect of authentic leadership on engagement measured by the parameter estimate was 0.67239 at a
significance level of 0.0001. The total effect of authentic leadership on POS was measured by the parameter
estimate as 0.89207 also at a significance level of 0.001. The total effect of POS on engagement was also
found to be significant at 0.0001 level with a coefficient of 0.52825. Based on the significant relationships
of all three these models, the forth mode was also tested controlling for authentic leadership. Authentic
leadership was found to be still significant when controlling for POS. It could therefore be concluded that

the findings supported partial mediation through the mediator POS.

33

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

The findings of this research objective confirms that authentic leaders will be enabled to establish higher
levels of engagement when employees perceive the organisation to have positive levels of collaboration
and support. Individuals are encouraged intrinsically to exert increased levels of effort (Biswas &
Bhatnagar, 2013) when they perceive the organisation as supportive. Thus, when the context of authentic
leadership exists and employees experience a supportive environment within the organisation, higher levels

of engagement is more likely.

Objective 3: to determine whether the sub constructs of authentic leadership and engagement showed

specific strong inter correlations.

This study has tested beyond the direct association of authentic leadership and engagement and the results
offers us a deeper understanding of the role POS plays in the context of organisations within the world of
work today where authentic leadership assist with identification with others in the work group or increased
work engagement (Farndale & Murrer, 2015). In this study it was concluded that POS partially mediates
the relationship between authentic leadership and engagement. Making a distinction between full and partial
mediation, theory can be influentially tested and social psychological knowledge can be further developed
(Rucker, Preacher, & Tormala, 2011). As the result was partial mediation, it indicates that there are other
factors that influences this relationship and as expected POS is not the only factor that impacts this

relationship but more importantly the influence as a mediating variable has been confirmed.

Limitations and Research Directions

This study makes a contribution as it examines the relationship between variables that have not been well
studied in this specific relationship before, and thus anticipate to inspire further research and the practical
applications thereof. The sample size was small and was restricted to one specific industry. The findings
is therefore more relevant to other companies within the same industry and cannot necessarily be
generalised to all other industries. Due to the time constraints of the cross-sectional nature of the study,
which was not able to provide the same amount of depth than a longitudinal study would be able to
contribute.

The specific leadership style of authentic leadership was chosen for this study and it can therefore not be

applied to the impact of the different leadership styles.

Saks & Gruman (2014) suggests that an engagement measure that is more distinct from other constructs
should be developed. Future research can re-look the specific measure of engagement, something that was

outside the scope of this specific research. Future research may want to consider refining the measures of
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engagement and investigate the other scales that may already exist but may need refinement (Saks &

Gruman, 2014).

With organisational inclusion being of specific relevance in a diverse country like South Africa and
according to Cottrill et al. (2014), organisational inclusion being a new topic in organisational research, it
would be relevant to study and understand how specific leadership competencies like authenticity

influences (possible antecedent of inclusion) influences a possible outcome of inclusion, i.e. engagement.

Implications for Management
The practical implications of this study relates to leadership and engagement levels for organisations. The

results showed that it is beneficial for leaders to develop authentic leadership skills to improve levels of
engagement within organisation through the POS that employees experience. Erkutlu, (2013) posits that it
is essential to consider the key organisational factors which facilitates authentic leadership development
through strong support from senior management (being role models and providing resources) as well as
incorporating authentic leadership metrics in performance evaluations and metrics.

Employees with lower engagement levels do not unfortunately benefit as much from POS than employees
with higher levels of POS. The implication for managers is that the initial focus on an employee would be
to increase their level of engagement after which it can be supplemented with an environment that is
perceived to provide support for the individual (Alfes et al, 2013). This understanding can form part of the
leadership development program in an organisation.

This study also provides further information on the reliability and validity of the ALQ instrument that

encourages future use.

Conclusion

As Fusco, Riordan, & Palmer (2015) declared, authentic leadership may very well be the leadership theory
relevant to our time given the relevance to the complex environment where engagement of employees are
challenged (Day et al., 2014). This study has shown that the relationship between authentic leadership is
rather multifaceted and as proven by the partial mediation, not only one factor influences the conditions
under which engagement can be strengthened. The partial mediation result does however confirm that
authentic leaders are more able to influence the engagement of employees when employees perceive their
organisation as being supportive. The conclusions of our study validates the findings of (Kurtessis et al.,
2015) that employees feel more content and engaged in their role when they experience and perceive leaders

and the organisation as supportive. POS therefore provide favourable conditions under which authentic
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leadership can positively influence the engagement levels of followers. Other authors (Rhoades &

Eisenberger, 2002; Sihag & Sarikwal, 2015; Elstob & Scheepers, 2015) have investigated different factors
in relation to POS. Our study supports their findings that suggest additional variables that serve and

underpin the relationship between leadership and engagement.
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Appendix A: Varimax rotation loadings for engagement

Items Factor1 Factor 2
c- Dedication 1 0.90174

d - Dedication 2 0.87091

b - Vigor 2 0.86855

a-Vigorl 0.85336

e-Vigor3 0.83949

f - Absorption 1 0.75022

h - Absorption 2 0.87482
i - Absorption 3 0.85959
g - Dedication 3 0.65556
Eigenvalues 0.86387 0.50372
Percentageof explained variance 58.89 11.68
Total variance: 70.57

Appendix B: Varimax rotation loadings for authentic leadership

ltems Factor 1 Factor 2
| - Processing Information 0.86849

m - Processing Information 0.81258

o - Internalised Moral Perspective 0.81097

n - Internalised Moral Perspective 0.79457

p - Internalised Moral Perspective 0.77095

k - Processing Information 0.69593

b - Self-awareness 0.65282

c- Self-awareness 0.64606

h - Relational Transparency 0.64373

e - Relational Transparency 0.82563
d - Self-awareness 0.77222
a - Self-awareness 0.72692
g - Relational Transparency 0.72292
f - Relational Transparency 0.67600
| - Relational Transparency 0.64336
j - Processing Information 0.58178
Eigenvalues 0.76037 0.64949
Percentage of explained variance 63.49 49.44

Total variance: 112.93
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Abstract

Using positive psychology and the theory of organisational support and reciprocity, we examined
whether perceived organisational support (POS) mediates the relationship between authentic
leadership and engagement. Authentic leadership and engagement have been investigated
extensively however not in relation to POS within the same study. Given the context of the world of
work today, there is a need to move beyond the direct association between leadership and
engagement to study how other variables may strengthen or weaken this relationship. Data was
collected from 202 employees, working in an international information technology organisation and
results were analysed at the group level. Regression analysis was used to test for mediation,
followed by statistical tests of the indirect effect as well as bootstrapping. Differences between
subgroups were also investigated and model fit analysis to establish whether the suggested model
was a good fit. The results showed that POS partially mediates the relationship between authentic
leadership and engagement. Further practical implications of the findings are discussed, together

with limitations and ideas for future research.
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5.1 Introduction

Across the world, leaders and managers have acknowledged that a key component of the
organisation’s effectiveness and competitiveness is employee engagement (Welch, 2011) and the
argument is that successful organisations in contemporary business environments are those that
engage their people. Whereas engagement wasn’t relevant in the era of mass production
engagement (McKergow, 2015), as the twentieth century progressed, it became progressively
evident that engagement was what really counted (McKergow, 2015). An abundance of
management and communication research shows that employee engagement has positive individual
and organisational outcomes (Saks, 2006). Organisations where high levels of engagement persist
are profiting in more than one area but specifically benefits in terms of business performance (Merry,
2014). Engaged employees demonstrate business awareness and willingness to devote extra time
and effort for the accomplishment of organisational goals (Matthews et al., 2014).

The association between employee engagement and organisation financial performance was
inspected by Aon Hewitt (2015) using data from 94 global companies across a period of 5 years.
This specific investigation revealed a strong positive correlation between improved employee
engagement and sales growth in the succeeding years (Merry, 2014). A supplementary 0.6 % growth
in sales was the result of every incremental percentage point of employee engagement (Hewitt,
2015). Today’s environment is constrained by resources and aside from increasing growth in sales,
there is an imperative need for companies to be able to not only create productivity but also

motivation (Merry, 2014) amongst their employees.

Apart from the employee engagement challenge, companies are also faced with corporate and
ethical governance (Beddoes-Jones & Swailes, 2015) challenges. In response to ethical matters,
leadership knowledge and theory has experienced an increase in Authentic Leadership literature
specifically (Algera & Lips-Wiersma, 2012). An emergent body of research has unmistakably
demonstrated the benefits of Authentic Leadership for the organisation, as well as factors such as
work engagement, overall company performance and productivity (Matthews et al., 2014). It is
therefore interesting to compare the increase in theoretical research as well as the practitioner
heightened awareness of engagement and authentic leadership which will be further explored in the

following section of literature review.

Azanza, Moriano, & Melero (2013), consequently argues that organisations, in the present financial
crisis persistent with uncertainty and temporary employment work engagement is threatened and
calls for leaders who not only motivate employees but motivate valuable resources to reduce
organisational brain drain. It is suggested that authentic leadership assist in retaining employees

through heightened identification with the work group and ultimately lead to work engagement being
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increased. Engagement is set to remain an important topic on both the academic and practitioner
agenda, so it is important we continue to improve our understanding of this construct (Farndale &
Murrer, 2015).

According to Alfes, Shantz, Truss, & Soane (2013) it is critical that the wider organisation creates a
climate as well as an environment that is positive where employees experience a willingness to
transform their levels of engagement into even more constructive behaviours. It is merely no longer
sufficient to only engage employees in their work as the need for a positive relationship with the
organisation is also needed in order to take full advantage of engagement and its benefits (Alfes et
al., 2013).

All organisations care about leadership and the concerns is not about the “right” leadership theory
or model, but how to effectively and efficiently develop leaders and leadership who accepts the
challenge of creating this organisation climate where engagement can be maximised. Considering
these challenges and contexts of organisations today, this is an important area of investigation where

a myriad of unanswered (and even undiscovered) questions exist to pursue (Day et al., 2014).

Even though many articles portray engagement as the responsibility of leaders to create
engagement, not many researchers have conducted investigations on the relationship between
leadership and engagement (Hansen et al.,, 2014). Given the positive relationship of Authentic
leadership with engagement (further discussed in the literature review), the researchers are not only
interested in the relationship between leadership and engagement but would also to investigate the
effect of mediating variables on this relationship. Previous work suggests that further research is
needed on how authentic leadership relate to work engagement (Leroy et al., 2012).

Employees who are engaged, do however behave in different ways (Parker & Griffin, 2011) they
may exhibit less citizenship behaviours or show a smaller amount of loyalty, not because they lack
enthusiasm for their job, but instead because conditions in the working environment do not lead them
to do so. Consequently the employee engagement literature is faced with some important
implications, as the circumstances or state of affairs where favourable behaviours are the outcome
of engagement, are still not fully understood (Parker & Griffin, 2011). These authors suggest that the
environment of the work landscape be further researched and explored to understand the
relevancies in directing and focusing individuals’ levels of engagement in positive ways for example
POS (Alfes et al., 2013).

Shantz & Alfes (2016) postulated that an organisation-related resource (e.g. POS) may be able to

compensate for lower engagement levels denoted by the exhaustion of a job-related resource of
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energy (e.g. engagement). The study by Shantz & Alfes (2016) established that lower levels of
employee engagement can be compensated for by POS. The authors of the current study are
interested in how POS is related to work engagement and leadership, as it has been found that

organisations are able to create appropriate conditions to stimulate engagement.

The purpose of this study is therefore to examine authentic leadership, employee engagement and

POS which explains the relationship amid these variables.

5.2 Theoretical background

In the introduction above is it evident that engagement and authentic leadership is topical construct
for research. Given the context of the organisation in the 21st century, the following section will
endeavour to look at the interrelations between these two constructs and the link to the role that the

employee’s perception of the organisation’s support plays given these relationships.

5.2.1 Perceived Organisational Support

POS in terms of providing resources (financial and non-financial) counters the negative effects of
stressful job demands and poor working conditions and has thus been identified as an antecedent
of employee engagement ((Anitha, 2014; Robinson, D., Perryman, S. and Hayday, 2004; Wollard &
Shuck, 2011). There is also some evidence that changes in job resources (e.g., increases in social
support and performance feedback) predict engagement over a period of one year (Schaufeli,
Bakker, & Van Rhenen, 2009), and that job resources are particularly important for promoting

engagement when job demands are high (Bakker, Hakanen et al., 2007).

POS theory follows from the norm of reciprocity and considers that supported employees, will value
and respect their organisation and in return contribute to the organisation’s goals. This theory further
posits that positive feelings rendered to the employee through POS will fulfil socio-emotional needs
and endear the employee to the organisation (Dawley et al., 2008). The theory of organisational
support and reciprocity postulates that the degree of perceived organisational commitment of the
employee greatly impacts an employee’s commitment to the organisation (Mills et al., 2013).
Rhoades & Eisenberger, (2002) found that when employees perceived support from their

organisation, they were more likely to commit to the organisation in return (Mills et al., 2013).

The Job Demands-Resources (JD-R) model explains antecedents to engagement (Demerouti et al.,
2001), whereby job resources help achieve work goals or reduce job demands (Farndale & Murrer,
2015). Job resources refer to those aspects of the job that are functional in achieving work goals,
stimulate personal growth and development, and reduce job demands and their associated

physiological and psychological costs and include aspects such as job control, opportunities for
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development, participation in decision making, task variety, feedback, and work social support
(Crawford et al, 2010).

Job resources can however occur at organisational, interpersonal, job, and task levels (Bakker et
al., 2004; Farndale & Murrer, 2015). At the organisational level, financial rewards motivate
employees in exchange for labour (i.e. base salary), and monetary premiums for good performance
(Demerouti, 1999). At the interpersonal level, team climates create resources through the extent to
which team members “construe themselves as interrelated to others rather than as independent and
unique” (Bakker et al., 2006). When team members feel empathy toward their co-workers, and
frequently exchange views with one another, emotional contagion of engagement occurs (Bakker et
al., 2006). At job level, feedback provides employees with information on their performance from
superiors, colleagues, or through the work process (Demerouti, 1999). Finally, at task level,

participation in decision making allows employees to experience decision latitude (Karasek, 1979).

A different view on the work environment is painted by Anitha (2014) where the work environment
is expected to create a shared sense of destiny with others and to encourage employees to
emotionally connect with one another to achieve high levels of engagement. Employees’ personal
perception of their work environment therefore shapes and directs how engaged an employee is. To

have a positive perception, it is important to have a supportive working environment (Anitha, 2014).

5.2.2 The Relationship between Perceived Organisation Support and Engagement

Various studies have tested the facets of POS as well as the relationship of POS and other variables
like human resources practices, organisational commitment, job satisfaction etc. (Mills et al., 2013).
From these various studies, it seems that POS contributes to various elements of the employees’
well-being and organisational outcomes. It was therefore worthwhile to search the literature for more
studies and specifically any studies that considered the relationship of POS and engagement.

In one of these studies considering the relationship between POS and engagement, Alfes et al.,
(2013) have found that POS is a pivotal variable in explaining the relationship between human
resource management practices and employee outcomes and suggested that future research
explores the moderating effect of POS on the relationship between employee engagement and other
variables. Although convincing research evidence show that higher levels of engagement lead to
favourable outcomes for individuals and the organisation, the literature is only at the early stages of
uncovering how these relationships vary as a function of an employee’s relationship with the
organisation (Parker & Griffin, 2011). The study by Alfes et al., (2013) has taken a nuanced view of
engagement’s effect on employee behaviour as most other research has focused on the direct

effects of POS i.e. employee attitudes and behaviours, leading, for example, to a higher degree of
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engagement (Rich et al., 2010).

5.2.3 Leadership and Perceived Organisation Support

There are different ways for and organisation to express to its employees that it cares for their well-
being and have a high regard for their inputs (Kurtessis et al., 2015). Factors that were found to be
related to POS were: leadership and its supportive aspects, fairness, HR practices, and working
conditions. The employees’ perception of the organisation’'s favourable or unfavourable
temperament is influenced by the chronic or recurring elements of the employees’ relationship with

the organisation Kurtessis et al., (2015)

Fair procedures permit employees to envisage the activities that will result in rewards or penalties
and therefore advocate that the organisation is worried about the employees’ welfare in contrary to
individual self-dealing implicit in organisational politics (Cropanzano, Byrne, Bobocel, and Rupp
(2001). These authors have found that fairness has a strong distinctive contribution to POS and that
employees perceive the organisation to have more control over procedural justice than other forms
of fairness. Organisational politics however showed a strong negative relationship with POS. and
higher-level employees were found to be more closely identified with the organization than lower-
level employees. Support from the supervisor was also found to be related strongly to POS than co-
worker support. Most importantly and related to the objective of the current study is Cropanzano,
Byrne, Bobocel and Rupp (2001)'s findings that various types of inspirational and supportive
leadership contributed substantially to POS. In contrast, initiating structure and transactional
leadership were far less associated with POS. Findings by Eisenberger et al., 2010, 2014) suggest
that supervisors may vary in the degree to which they are identified with the organisation and that
favourable leadership by supervisors is strongly linked to POS (Eisenberger et al., 2010, 2014). Job
enrichment conditions were viewed as most under organizational control. Thus, it is not simply the
impact of treatment that influences POS but the organization’s control and intent behind favourable

or unfavourable treatment (Eisenberger, 2010).

5.2.4 Outcomes of Perceived Organisation Support

Kurtessis et al., (2015) found that POS was positively related to social exchange and negatively
related to economic exchange where high-POS employees tend to express higher trust in the
organisation. Employees with high-POS have been found to experience greater obligation (and
similarly defined normative commitment) that they will channel toward the organisation’s goals and
objectives, showing higher affective commitment but also having a greater expectation with regards

to rewards for high performance.

POS have been found to be positively related to job satisfaction, job self-efficacy, organization-based
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self-esteem, and work—family balance and have been found to be negatively related to job stress,
burnout, and work—family conflict (Kurtessis et al., 2015). Evidence indicates that employees with
high levels of POS judge their jobs more favourably (e.g. increased job satisfaction, more positive
mood, reduced stress) and are more invested in their organization (e.g., increased affective
organisational commitment, increased performance and reduced turnover) (Chen et al., 2009). POS
initiates a process whereby an employee’s psychological bond with the organisation is nourished

resulting in a willingness to go beyond the call of duty and be engaged (Agarwal & Gupta, 2015).

When a consistent pattern of supportive experiences with leaders and favourable job conditions
leads to POS such that workers see the organization as dispositional supportive, workers may be
happier in their jobs (Kurtessis et al., 2015). A study by Dawley et al., (2007) found that while mentors
and supervisors can be effective in endearing the employee to the organisation, the perception of
the organisational support might be more important. The consequences of POS can be summarised
as organizational commitment, felt obligation, withdrawal behaviours, positive mood, job

performances, OCB, organisational trust and reduced stress (Sihag & Sarikwal, 2015).

5.2.5 The impact of Authentic Leadership on Engagement

Organisational and management literature have recently started considering the potential benefits
of incorporating positive psychological principles to enhance the corporate experience (Mills et al.,
2013). Positive psychology focuses on positive attributes, psychological assets and strengths
(Kobau, Seligman, Peterson, Zack, Chapman & Thompson, 2011) and this approach has led to
suggestions of when employees are engaged, psychological capital for the future is built and

investment is made (Luthans, Luthans, & Luthans, 2004).

Previous studies have pointed out that authentic leadership has a positive impact on employee
attitudes, behaviour and work outcomes. The effect of authentic leadership on employee attitudes
and behaviour should not only depend on employees’ perceptions but also on those of the
supervisors. The reason is that supervisors may believe that they are exhibiting total authenticity,
while employees may only perceive part of this authenticity (Hsieh & Wang, 2015). By understanding
the gap in perceptions and the potential difference the impact the two perceptions have, we can gain
a more complete picture of the effect of authentic leadership (Hsieh & Wang, 2015). When
supervisors and leaders value the feelings of employees, and the employees perceive this, both
parties interact authentically and the employees become more engaged in their work (Hsieh & Wang,
2015)
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5.2.6 Research that hasn’t been conducted

Following the review of the literature and the research that has been completed, it is also important
to consider the research that has not yet been conducted. With regards to engagement Jiang & Men
(2015) suggested that future research examine potential drivers of employee engagement in more
detail.

The literature suggests that further studies be conducted on authentic leadership to investigate the
influence of the organisation’s culture, climate and context on authentic leadership and authentic
followership. Further suggestions for research includes investigating other factors such as
performance and unit effectiveness in order to assess organisational outcomes of authentic
leadership and the mediating role of work engagement (Azanza et al., 2013). Gardner et al., (2011)
encourage that considers the extent to which contextual and individual difference variables serve as

antecedents and moderators of the level of authenticity achieved in leader—follower relationships.

Research suggestions on POS include OCB and engagement that are still under investigation and

should be investigated thoroughly.

The above-mentioned suggestion for future research confirms the researchers’ objective for the
current study to investigate whether the way in which employees perceive their organisation’s
support for them, influences the way in which engagement is enabled by Authentic Leadership

behaviour.

5.3 Research Objectives
This study aims to explore the intervening variable, POS, as the mechanism through which authentic

leadership influences engagement. We propose that perceived organisation support mediates the

relationship between authentic leadership and engagement.

The following research objectives are suggested:
Objective 1: to determine the relationship between authentic leadership and work engagement found
in other studies, can also be found in this particular dataset.

e Ho1: There is no linear relationship between authentic leadership and work engagement

e H,1: There is a linear relationship between authentic leadership and work engagement

Objective 2: to determine whether POS has a mediating effect on the impact of authentic leadership
on work engagement.

e Ho2: POS has no mediating effect on the impact of authentic leadership on work engagement
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e H;2: POS has a mediating effect on the impact of authentic leadership on work engagement

Authentic |

POS Engagement
Leadership | g8

Figure 1: The mediating effect of Perceived Organisational Support on the relationship between authentic leadership and
engagement

5.4 Methods

5.4.1 Sample and procedure
The data for this study was gathered at the South African headquarters based in Johannesburg of

an international Information Technology company. All business units/divisions were included to
ensure variance of responses, as the employees from a specific business unit may have similar or

different levels of engagement depending on the level of authenticity of the business unit’s leaders.

The data gathering was conducted electronically in the form of a self-administered
questionnaire/survey. All employees were invited to take part in a survey that was sent out though
an e-mail containing a hyperlink to a web-based survey tool. The employees were assured
anonymity as the online survey was customised neither to track nor record email and IP addresses.
From the sample of 595 employees, 202 questionnaires were completed, constituting a response
rate of 34%. Deletion of missing values resulted in a usable sample of 162 employees. Data obtained
from the questionnaire was analysed using SAS and AMOS statistical package software.

5.4.2 Measures
Apart from the demographical questions the survey contained questions from 3 standardised
questionnaires as well as questions measuring leadership practices that is not a standardised

questionnaire. The different Likert scales for these established questionnaires were kept unchanged.

5.4.2.1 Authentic Leadership

Authentic leadership was measured using the Authentic Leadership Questionnaire (ALQ). The ALQ
is the most frequently used measure of authentic leadership (Gardner et al., 2011). The ALQ is a
16-scale item that measures the four constructs of authentic leadership: self-awareness (four items),
relational transparency (five items), internalised moral perspective (four items) and balanced

processing (three items).

Avolio et al. (2009) defined the following sub constructs for authentic leadership:
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Balanced processing refers to objectively analysing relevant data before making a decision.
Internalized moral perspective refers to being guided by internal moral standards, which are used to
self-regulate one’s behaviour (Avolio et al., 2009). Relational transparency refers to presenting one’s
authentic self through openly sharing information and feelings as appropriate for situations (i.e.,
avoiding inappropriate displays of emotions). Self-awareness refers to the demonstrated
understanding of a person’s strengths, weaknesses, and the way an individual makes sense of the
world (Avolio et al., 2009). The ALQ has a 5 point Likert scale ranging from 0-Not at all to 4-

Frequently, if not always.

5.4.2.2 Work Engagement
Work engagement was measured using the 9 item Utrecht Work Engagement Scale-UWES). This

self-report questionnaire assesses work engagement, which includes items such as: “| am bursting
with energy in my work” (vigour); “My job inspires me” (dedication); “I feel happy when I'm engrossed
in my work” (absorption). The measure has been shown to have good internal consistency (a = 0.85-
0.92; Schaufeli et al., 2006).

The UWES has a 7 point Likert scale ranging from 0-Never to 6-Always, every day.

5.4.2.3 Perceived Organisational Support

POS was measured using the shorter scale of 8-item version of the POS survey (Eisenberger et al.
2002). A few of the sample items are: My organisation really cares about my well-being, my
organisation strongly considers my goals and values. Ding, (2015) found a Cronbach’s alpha value
of 0.85 for this short scale where all 8 items loaded on one factor and explained 56.91% of the
variance (Esra Ding, 2015).

The POS questionnaire has a 7 point Likert scale ranging from 0-Strongly Disagree to 6-Strongly
Agree.

5.4.2.4 Control Variables

In the analysis, the following control variables were added: gender, job tenure, level in organisation
and size of group reporting to the manager/leader. According to Schaufeli & Salanova (2007) gender
can be associated to feelings of engagement and managers tend to feel more confident in expressing
themselves than non-managers (Kraus et al., 2011). We therefore controlled for gender (O=female;
1=male) and managerial position (0=do not have a managerial role; 1=have a managerial role at all

levels).

5.4.3 Reliability
The Cronbach alpha as measure was used to test the internal consistency or reliability of the different
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sets of items. This measure is based on the correlations between different items on the same scale
where an alpha of between 0.6 and 0.7 is regarded as acceptable reliability and 0.8 or higher
indicated good reliability (Saunders et al., 2012). A reliable instrument (questionnaire) is one with
scores on similar items to be internally consistent, but you still want each of the items to contribute
unique information to the proposed construct (Saunders et al., 2012). The self-rating instruments

used in this study have an established validity and reliability.

5.4.4 Validity
To test for the validity of the measure of the variables in this study, factor analysis has been

conducted. The results of the factor loading will be discussed in section 5.2 below.

5.4.5 Data Analysis

Mediation adds value to and has been influential in building on theory using the conclusions of partial
and full mediation. It suggests plausibility of additional mechanisms and provides an indication of the
prominence of an intermediate variable in explaining the total effect (Rucker et al., 2011) of the

mediating variable on the relationship between the independent and dependent variable.

The mediation model shows a casual sequence in which X affects Y indirectly through the mediator
variable M. X is therefore postulated to affect M and this effect then propagates causally through Y
(Hayes & Preacher, 2014). This indirect effect represents the mechanism by which X transmits its
effect on Y. According to this model, X can also affect Y directly — the direct effect of X —independent
of X’'s influence on M (Hayes & Preacher, 2014). Mediation analysis is used to quantify and examine
the direct and indirect pathways through which a variable X transmits its effect on a consequent
variable Y through one or more intermediary or mediator variables (Hayes & Scharkow, 2013).

Multiple regression was used to test the hypotheses. Hypothesis 1 stated that Authentic Leadership
is positively related to Engagement (H1), Authentic Leadership is positively related to POS (H2) and
POS mediates the relationship between authentic leadership and engagement (H3). We tested for
mediation following the steps outlined by Baron & Kenny (1986). Within the framework of Baron and
Kenny's (1986) four step approach, hierarchical regression analysis was applied to test the mediating
effect of POS in the study. In order to refer to this mediating effect, four requirements have to be
met. First of all, an independent variable is required to have an effect on a dependent variable.
Second, independent variable is required to have an effect on mediator variable. Third, the mediator
variable is required to have an effect on the dependent variable. Finally, when independent variable
and mediator variable are added to the model, mediator variable is required to have a significant
effect on dependent variable, and independent variable’s effect on dependent variable has to lessen
or totally disappear (E Ding, 2015).
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Fritz, Taylor, & Mackinnon (2012) suggest that the significance of a and b is examined individually
in addition to the chosen test of the indirect effect. These authors advise that credence is provided

to the test of indirect effect and vice versa when both these effects are significant.

5.5 Results

5.5.1 Demographical information

The survey was sent to the population of 595 employees, 202 questionnaires were completed,
constituting a response rate of 34%. Forty of these responses were incomplete and deletion of
missing values resulted in a usable sample of 162 employees.

Table 2: Summary of demographical information

Frequency Percent (%)
Business Unit
Global Business Services (GBS) 74 36.63
Global Technology Services (GTS) 41 20.30
Integrated Operations 13 6.44
Sales and Distribution 33 16.34
Software Group 29 14.36
Systems and Technology Group 10 4.95
Real Estate Strategy and Operations (RESO) 2 0.99
Tenure
<1 42 20.79
1-<3 45 22.28
3-<6 24 11.88
6-10 32 15.84
10> 59 29.21
Gender
Female 82 40.59
Male 120 59.41
Level in the Organisation
Executive 12 5.94
Business Unit Leader 7 3.47
Middle Management 20 9.90
People Manager 13 6.44
Specialist Role 96 47.52
CBD Program 9 4.46
LDC Program 45 22.28
Size of group of reportees
No one report to me 142 71.36
1-<15 33 16.58
15> 24 12.06
Notes: n =202
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In their review of the literature on POS, Rhoades & Eisenberger (2002) has found that demographical
characteristics (i.e. age, education, gender and tenure) has shown very little relationship with POS.

5.5.1.1 Gender
The sample comprised of 120 males (59.4%) and 82 females (41.6%). Table 2 below shows the
mean scores for authentic leadership, work engagement and POS across gender. The authentic

leadership, engagement and POS mean scores were all higher for the male respondents.

Table 3: Mean scores across gender

Gender Number of Authentic Work Perceived
respondents Leadership Engagement Org Support
Female 82 3.66 5.25 4.40
Male 120 3.72 5.61 4.44

5.5.1.2 Business Units

Table 3 reflects the mean scores across business units and one department reflected higher scores
across all three variables. There is one business unit that scored a higher score for Authentic
Leadership than that of Global Business Services (GBS) division but overall the GBS division had
the highest score across all 3 variables. The mean score levels for authentic leadership was a little
higher for GBS and the Real Estate Strategy and Operations (RESO) division. For work engagement,
the mean scores were higher for GBS and Sales and distribution and finally for POS the mean scores

were higher for GBS and Software Group.

Table 4: Mean scores across business units

Business Units Number of Authenti‘c Work Perceived Org
respondents Leadership  Engagement Support
Global Business Services 74 3.92 5.75 4.68
Global Technology Services 41 3.15 4.63 3.54
Integrated Operations 13 3.46 5.35 4.16
Sales & Distribution 33 3.65 5.77 4.45
Software Group 29 3.84 5.58 4.84
Systems and Technology Group 10 3.74 5.27 4.56
Real Estate Strategy and Operations 2 4.09 4.00 3.88

5.5.1.3 Tenure

The average tenure of respondents was 6.13 years. Approximately one third of the sample (29.21%)
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have been with the company for more than 10 years. Interestingly the mean scores for authentic
leadership, engagement and POS was higher for the group that have been at the company for less
than a year. A little lower score was found for the group that has been with the company between 3
and 5 years but shows higher averages across all three (3) variables. Literature has found that
engagement is inversely related to tenure (Xu & Thomas, 2011) and yet in their study Xu and Thomas

(2011) found that tenure did not correlate positively with engagement.

Table 5: Mean scores across tenure

Tenure Number of Authentic Work Perceived
respondents Leadership  Engagement Org Support
Less than 1 year 42 4.12 6.09 5.33
1to 2 years 45 3.68 5.49 4.34
3to 5 years 24 3.81 5.65 4.60
6 to 9 years 32 3.40 4.98 3.84
10 and more years 59 3.47 5.16 3.98

5.5.1.4 Level in the organisation

It is interesting to note that the executive level as well as the Leaner Development Centre (LDC)
program level scored higher levels on all three variables. The respondents represented a range of
levels in the organisation including executives (5.94%), business unit leaders (3.47%), middle
managers (9.9%), people managers (6.44%), specialist role (47.52%) and special program
incumbents (26.74%).

Table 6: Mean scores across level in the organisation

Level in Number of Authentic Work Perceived
organisation respondents Leadership Engagement Org Support
Executive 12 4.13 6.46 5.74
Business unit leader 7 3.96 5.70 4.86
Middle management 20 3.54 5.62 4.30
People manager 13 3.82 5.59 4.58
Specialist role 96 3.43 4.96 3.80
CBD program 9 3.08 5.00 3.56
LDC program 45 4.12 6.13 5.29

5.5.1.4 Descriptive statistics of full sample
The Cronbach’s alpha results for these scales was measured to be 0.9608 (ALQ), 0.9309 (UWES)
and 0.8805 (POS). These high alpha values relates to very high internal consistency between the

items for each construct.
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Table 7: Cronbach's alpha

. Perceived
Authentic Work L.
Construct Item . Organisational
Leadership  Engagement
Support
Authentic Leadership 1 0.9585
2 0.9581
3 0.9578
4 0.9591
5 0.9613
6 0.9575
7 0.9588
8 0.9574
9 0.9577
10 0.9581
11 0.9587
12 0.9581
13 0.9587
14 0.9575
15 0.9573
16 0.9574
Work Engagement 17 0.9193
18 0.9182
19 0.9145
20 0.9143
21 0.9202
22 0.9226
23 0.9258
24 0.9299
25 0.9381
Perceived Organisational Support 26 0.8629
27 0.8730
28 0.8608
29 0.8698
30 0.8604
31 0.8670
32 0.8615
33 0.8696
Sub Total 0.9608 0.9309 0.8805

Item analysis was conducted to investigate how the Cronbach alpha will be affected if one of the
items for the specific construct and sub construct was removed. If the Cronbach improved
significantly when an item is removed it would be advisable to remove the item from the construct.

In all the analyses it was found that all the items are correctly identified in the construct and no item
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needs to be removed from the construct. All the individual items were found to be highly correlated
with the total (rule of thumb is that the correlation with the total should be 0.7 or higher). If any of the
individual items were to be deleted from the analysis, the Cronbach alpha will actually decrease,

therefore all the items should remain in the construct.

Table 8: Descriptive statistics, correlation and scale reliabilities for main variables

Cronb
ach N Mean SD 1 2 3
Alpha
1. Authentic Leadership 0.961 | 165 | 3.70 0.93 1
2. Work Engagement 0.930 | 162 | 548 1.23 | 0.5089** 1
3. Perceived Org Support | 0.880 | 162 | 4.43 1.40 | 0.5927** | 0.6018** 1

Notes: * p < 0.05 ** p <0.01 SD: Standard Deviation

Table 9: Descriptive statistics, correlations and scale reliabilities for sub constructs

Cronba
ch N | Mean | SD 1 2 3 4 5 6 7
Alpha
1. Vigour 0961 | 162 | 500 | 1.55 1
2. Dedication 0966 | 162 | 567 | 1.38 | 0.8350~ 1
3. Absorption 0961 | 162 | 5.76 | 1.11 | 0.6512~ | 0.7209" 1
4. Self-awareness 0.930 | 165 | 3.78 | 1.00 | 0.4564~ | 0.4100~ | 0.3093" 1
5. Relational Transparency 0.880 | 165 | 3.72 | 0.96 | 0.4544* | 0.3718" | 0.3579" | 0.8548" 1
6. Processing Information 0870 | 165 | 3.69 | 1.00 | 0.56496 | 0.5003 | 0.4041* | 0.8008" | 0.7925" 1
7. Internalised Moral 0908 | 165 | 355 | 1.07 | 0.4961* | 0.4286* | 0.3557** | 0.7667** | 0.7810* | 0.8607** 1
Perspective
8. Perceived Org Support 0880 | 162 | 443 | 140 | 05965 | 05788 | 04441~ | 0.5444 | 05077~ | 0.5747 | 0.5859"

Notes: * p < 0.05 ** p <0.01 SD: Standard Deviation

5.5.2 Factor Analysis
With factor analysis, we investigated whether respondents were able to distinguish among the sub
constructs. Table 8 and 9 shows the Varimax rotation of the principal components solution for

engagement and authentic leadership.

The principal component analysis provided us with further insight into the factors that provide and
account for meaningful amounts of variance. The Varimax rotation was applied to the 9 items of the
UWES engagement scale. The two factors explained 70.57% of the variance. Under the first factor,
items indicate engagement characteristics. This factor incorporates all three of the vigour items, two
of the dedication items and 1 of the absorption item (total of 6 out of the 9 items) and explain a total
of 58.89% of the variance. The second factor of this scale contains 2 of the absorption items as well
as 1 of the dedication items and together explains 11.68 of the variance. For the engagement
construct it can be concluded that the sub-constructs of vigour and dedication provided meaningful

variance as a single construct where absorption provided a separate construct loading.
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Table 10: Varimax rotation loadings for engagement

ltems Factor 1 Factor 2
c- Dedication 1 0.90174

d - Dedication 2 0.87091

b - Vigor 2 0.86855

a-Vigorl 0.85336

e -Vigor3 0.83949

f - Absorption 1 0.75022

h - Absorption 2 0.87482
i - Absorption 3 0.85959
g - Dedication 3 0.65556
Eigenvalues 0.86387 0.50372
Percentageof explained variance 58.89 11.68
Total variance: 70.57

The authentic leadership scale was also factor analysed with Varimax rotation. Interestingly the scale
only loaded on 2 factors and explained 112.93% of the variance. The first factor explained 63.49%
of the variance and included 3 items of the processing information sub construct, all 3 of the items
of the internalised moral perspective construct, 2 of the self-awareness construct as well as 1 of the
relational transparency construct. The second factor that explained 49.44% of the variance consisted
of the remainder of the 4 relational transparency sub construct, 2 self-aware items as well as 1 of

the processing information sub construct.
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Table 11: Varimax rotation loadings for authentic leadership

Items Factor 1 Factor 2
| - Processing Information 0.86849

m - Processing Information 0.81258

o - Internalised Moral Perspective 0.81097

n - Internalised Moral Perspective 0.79457

p - Internalised Moral Perspective 0.77095

k - Processing Information 0.69593

b - Self-awareness 0.65282

c - Self-awareness 0.64606

h - Relational Transparency 064373

e - Relational Transparency 0.82563
d - Self-awareness 0.77222
a - Self-awareness 0.72692
g - Relational Transparency 0.72292
f - Relational Transparency 0.67600
| - Relational Transparency 0.64336
j - Processing Information 0.58178
Eigenvalues 0.76037 0.64949
Percentage of explained variance 63.49 49.44
Total variance: 112.93

5.5.3 Test of Hypotheses

Results indicate that Authentic Leadership is significantly related to Engagement, thereby lending
support for H1a, and satisfying the first condition for mediation. The results further reveal that POS
is significantly related to Engagement, and that Authentic Leadership is significantly related to POS;
therefore, H2 is supported, and the next two requirements of mediation have been met. Finally, when
both the independent (Authentic Leadership) and mediator (POS) variables are put into the model

together, both remain significant, indicating partial mediation.

Indirect effect 1 = ¢ - ¢'=0.67239 — 0.31007 = 0.362323
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¢'=0.31007
c=0.67239

Authentic

a =0.89207 POS b =0.40616 Engagement
Leadership gag

Morera & Castro (2013) encourages researchers to report measures of effect sizes as opposed to
full or partial mediation. Supplementary to the Judd and Kenny approach, the Sobel approach or test
was therefore used to confirm the Judd and Kenny results (Hayes, 2009). In order to assess
mediation through the Sobel approach, the direct ab cross product should be tested (Morera &
Castro, 2013). According to Fritz & Mackinnon, (2015) the Sobel first-order test is a widespread
product-of-coefficients test that assesses mediation.

The ab cross product has been used. The same result of 0.362323 for the indirect effect was found.
Indirect effect 2 = b (a) = 0.40616 (0.892) = 0.362323

According to Hayes, (2009) Sobel does have a flaw in the method as it contains the assumption of
a normal sampling distribution of the indirect effect and according to Morera & Castro (2013) this
assumption is not reasonable in smaller samples. A further step is therefore needed as confirmation
where normality of the sample distribution is not assumed. Two tests proposed by Hayes (2009) are
the Bootstrapping and M-test method. The M-test method necessitates cumbersome tables as well
as supplementary assumptions to the bootstrapping method (Hayes, 2009) and bootstrapping was
therefore chosen as the preferred method. Bootstrapping also doesn’t make any assumptions
regarding the shape of the sampling distribution of the indirect effect but rather base the inference
on an estimate of the indirect effect itself (Hayes, 2009). According to Morera & Castro (2013) the
distribution-free resampling method called bootstrapping allows a sampling distribution estimation of
a statistic. This sampling procedure forms samples with the replacement from the original sample

and repeats 9999 times to form 10 000 ab cross products (Morera & Castro, 2013)

Koopman, Howe, Hollenbeck, & Sin (2015) contests the use of bootstrapping for use in smaller
samples of 20 — 80 cases. These authors propose alternatives to bootstrapping as established
resampling techniques i.e. Permutation and Bayesian methods. The current study however has a

bigger sample and double the size of 80 which is considered small according to these authors and
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bootstrapping was therefore used.

Table 12: Results for hierarchical regression analysis.

Criterion Variables
Predictors Engagement
Step 1
Authentic Leadership 0.672**
Adjusted R? 0.254
F statistic 55.92
POS
Step 2
Authentic Leadership 0.892**
Adjusted R? 0.347
F statistic 86.63
Engagement
Step 3
POS 0.528**
Adjusted R? 0.358
F statistic 90.84
Engagement
Step 4
Authentic Leadership 0.310*
POS 0.406**
Adjusted R? 0.390
F statistic 52.53

Notes: n =162, * p < 0.0025, ** p < 0.01

In order to determine whether the indirect effect (of 0.362323) is significant we therefore make use
of the Bootstrap samples (as they do not assume normal distribution of the sample) to determine the

standard error of the indirect effect.
Path analysis is one of the techniques developed to assist social scientists with analysis of
relationships amongst multiple variables and is a variation of multiple-regression (Stage et al., 2004).

Path analysis was thus used as the bootstrap intervals are obtained from this approach and also

provides a number of fit indices to assess the overall proposed model.
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Table 13: Regression estimates for proposed model of research

Fitness
Indices

Estimate

S.E.

C.R.

POS <---
Authentic
Leadership

0.892

0.085

10.486

Engagement <--
- POS

0.406

0.079

5.154

* % %k

Engagement <--
- Authentic
Leadership

0.310

0.110

2.81

0.005

Notes: C.R. > +/- 2.58 test significance of estimate at p<0.01

*** Significance less than 0.001

The level of significance in table 12 is based on the critical ratio (CR) of the regression estimate. In

the case where CR values are greater of equal to 2.58, a 99 % level of significance is indicated.

5.5.4 Model Fit Analysis

The model was tested to determine how well the model fit the data. There are established rules of

thumb that is used to understand whether a model fits the data. The criteria for a good fit and

acceptable fit in table 12 below, was retrieved from (Schermelleh-Engel et al., 2003).

The goodness of fit index (GFI), comparative (CFI) and normed fit index (NFI), values greater than

0.95 represent a good model fit. For the root mean square error of approximation (RMSEA) a value

less than 0.05 is considered a good fit and less than 0.08 is an adequate fit. Considering the RMSEA

there is slight room for improvement but the other indices indicate a good fit.
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Table 14: Fit Indices for Proposed Model of Research

Fitness Indices Established Rules & Criteria Proposed Model
Good Fit Acceptable Fit Melzs;:: of Remarks

Chi Square value 0 < X?<2df 2df < X2 < 3df 5.527
1 Accept the model

p-vaue 0.05 < p<2df 0.05 < p<2df 0.063
2 |Normed Fit Index (NFI) 95 <NFI<1.00 | .90 <NFl<.95 0.963 Good Fit
3 |CMIN/DF <2° <5b 2.763 Good Fit
4 |Root Mean Square Residual (RMR) <0.05° <0.08° 0.117 Room for improvement
5 |Comparative Fit Index (CFI) .97 <CFI £1.00 .95 <CFl<.97 0.976 Good Fit
6 |Incremental Fit Index (IFI) 1<IFl<1 1<IFl<1 0.976 Acceptable
7 |Relative Fit Index (RFI) >0.90° >0.90° 0.945 Good Fit
8 |Goodness of Fit Index (GFl) 95 <GFI<1.00 | .90<GFl<.95 0.977 Good Fit
9 |Adjusted Goodness of Fit Index (AGFI) .90 <AGFI £1.00 | .85 <AGFI <.90 0.931 Good Fit
10| Tucker-Lewis Index (TLI) >0.90° >0.90° 0.964 Good Fit
11|Root Mean Square of Approximation (RMSEA) <0.05° <0.08° 0.105 Room for improvement

5.6 Discussion

This section of the document is dedicated to the discussion of the results of the specific objectives

and underlying hypotheses as explained in section 3 of this document.

Objective 1: to determine the relationship between authentic leadership and work engagement found
in other studies, can also be found in this particular dataset.

e Ho1: There is no linear relationship between authentic leadership and work engagement

e Hy1: There a linear relationship between authentic leadership and work engagement
The null hypothesis for objective 1 can be rejected and therefore the alternate hypothesis was
confirmed by the results of the analysis of this specific sample group. The results showed a
statistically significant positive correlation coefficient of 0.6723 with a 0.0001 p-value between

authentic leadership and work engagement.

The results of this study supports the literature findings of a positive correlation between authentic
leadership and engagement (Azanza et al., 2013; Elstob & Scheepers, 2014; Shu, 2015; Wang &
Hsieh, 2013).

Given the positive correlation between authentic leadership and engagement, companies will benefit
from fostering and developing authentic leaders within the organisation. Giallonardo, Wong & lwasiw
(2010) have found that the employee first identifies with the leader which in turn enhances
identification with the work group. This positive relationship in turn fosters trust in the leader. When
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organisation develop authentic leaders with whom employees can identify and build trust with,
employees are more likely to be engaged in the workplace. An engaged workforce in turn leads to
positive outcomes for the organisation where the benefits of engagement can be maximised (Alfes
et al., 2013).

Objective 2: to determine whether POS (POS) has a mediating effect on the impact of authentic
leadership on work engagement.
¢ Ho2: POS has no mediating effect on the impact of authentic leadership on work engagement

e H;2: POS has a mediating effect on the impact of authentic leadership on work engagement

Authentic

POS E t
Leadership ngagemen

The results for objective 2 of this study concluded that the null hypothesis can be rejected and the
alternate hypothesis was therefore confirmed. These results were based on the mediator regression
model where, based on the Cronbach alphas, the three main constructs were confirmed and used
in the regression. The total effect of authentic leadership on engagement measured by the parameter
estimate was 0.67239 at a significance level of 0.0001. The total effect of authentic leadership on
POS was measured by the parameter estimate as 0.89207 also at a significance level of 0.001. The
total effect of POS on engagement was also found to be significant at 0.0001 level with a coefficient
of 0.52825. Based on the significant relationships of all three these models, the forth mode was also
tested controlling for authentic leadership. Authentic leadership was found to be still significant when
controlling for POS. It could therefore be concluded that the findings supported partial mediation
through the mediator POS.

The findings of this research objective confirms that authentic leaders will be enabled to establish
higher levels of engagement when employees perceive the organisation to have positive levels of
collaboration and support. Individuals are encouraged intrinsically to exert increased levels of effort
(Biswas & Bhatnagar, 2013) when they perceive the organisation as supportive. Thus, when the
context of authentic leadership exists and employees experience a supportive environment within

the organisation, higher levels of engagement is more likely.

Objective 3: to determine if significant intercorrelations exist between the subcontrauts of authentic

leadership and work engagement.
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The correlations of the subcontracts were investigated to see whether stronger correlations exist

between subcontracts. All these sub constructs were strongly correlated at the 0.0001 level.

The results of this study provides us with a deeper understanding of the role of POS in the context
of organisations within the world of work today where authentic leadership assist with identification
with others in the work group or increased work engagement (Farndale & Murrer, 2015). In this study
it was concluded that POS partially mediates the relationship between authentic leadership and

engagement.

Through making a distinction between full and partial mediation, theory can be influentially tested
and social psychological knowledge can be further developed (Rucker et al., 2011). When mediation
model with one mediator is tested for, full mediation proposes that a researcher has completely
explained the process by which the independent variable X influences the dependent variable Y and
there is no need to test for further indirect effects. In the case of partial mediation, like we have found
in this study, there is a clear implication that other indirect effects can be examined and tested

empirically (Rucker et al., 2011).

In the case of POS and the effect it has on the relationship between authentic leadership and
engagement we have found partial mediation. As expected POS is not the only mediating factor for

this relationship but more importantly the influence as a mediating variable has been confirmed and

As predicted by Rhoades & Eisenberger (2002), this study has found that demographical
characteristics of gender and tenure had very little relationship with POS.

However, those who report low levels of engagement with their work do not benefit to the same
extent from POS. This means that managers need to first focus on increasing a person’s
engagement with their job, and then supplement this with a supportive environment (Alfes et al,
2013).

5.7 Conclusion

5.7.1 Principal Findings

As Fusco, Riordan, & Palmer (2015) declared, authentic leadership may very well be the leadership
theory relevant to our time given the relevance to the complex environment where engagement of
employees are challenged (Day et al., 2014). This study has shown that the relationship between
authentic leadership is rather multifaceted and as proven by the partial mediation, not only one factor

influences the conditions under which engagement can be strengthened. The partial mediation result
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does however confirm that authentic leaders are more able to influence the engagement of employees
when employees perceive their organisation as being supportive. The conclusions of our study
validates the findings of (Kurtessis et al., 2015) that employees feel more content and engaged in their
role when they experience and perceive leaders and the organisation as supportive. POS therefore
provide favourable conditions under which authentic leadership can positively influence the
engagement levels of followers. Other authors (Rhoades & Eisenberger, 2002; Sihag & Sarikwal,
2015; Elstob & Scheepers, 2015) have investigated different factors in relation to POS. Our study
supports their findings that suggest additional variables that serve and underpin the relationship

between leadership and engagement.

5.7.2 Implications for Management

The practical implications of this study relates to leadership and engagement levels for organisations.
The results showed that it is beneficial for leaders to develop authentic leadership skills to improve
levels of engagement within organisation through the POS that employee’s experience. Erkutlu,
(2013) also stated that it is essential to consider the key organisational factors which facilitates
authentic leadership development through strong support from senior management (being role
models and providing resources) as well as incorporating authentic leadership metrics in

performance evaluations and metrics.

5.7.3 Limitations of the Research

This study makes a contribution as it examines the relationship between variables that have not
been well studied in this specific relationship before, and thus anticipate to inspire further research
and new practical applications. This study also provides further information on the reliability and

validity of the ALQ instrument that encourages future use.

The sample size was small and was restricted to one company and its specific industry. The findings
is therefore limited for use as a guide for other companies within the same industry and cannot be
generalised to all companies and industries. Another implication of the sample size is that we have
found a large effect for a and Fritz et al. (2012) suggests that when you have a large effect for a,
researchers may need to overpower their studies (for example in terms of an increased sample size)
to counteract the statistical power of mediation that may be less than expected due to the large effect

of a.

Due to the time constraints of the research conducted as a cross-sectional study, it was not able to
provide the depth of analysis of a longitudinal study.
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The research was focused on authentic leadership and will not provide an analysis of the impact of

the different leadership styles.

5.7.4 Suggestions for Future Research

Saks & Gruman (2014) suggests that an engagement measure that is more distinct from other
constructs should be developed. Future research can re-look the specific measure of engagement,
something that was outside the scope of this specific research. Future research may want to consider
refining the measures of engagement and investigate the other scales that may already exist but

may need refinement (Saks & Gruman, 2014).
With organisational inclusion being of specific relevance in a diverse country like South Africa and
according to Cottrill et al. (2014), organisational inclusion being a new topic in organisational

research, it would be relevant to study and understand how specific leadership competencies like

authenticity influences (possible antecedent of inclusion) influences a possible outcome of inclusion,

72

© University of Pretoria



=
UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

5.8 Reference List

Alfes, K., Shantz, A. D., Truss, C., & Soane, E. C. (2013). The link between perceived human
resource management practices , engagement and employee behaviour : a moderated
mediation model, 24(2), 330-351.

Algera, P. M., & Lips-Wiersma, M. (2012). Radical Authentic Leadership: Co-creating the
conditions under which all members of the organization can be authentic. Leadership
Quarterly, 23(1), 118-131. http://doi.org/10.1016/j.leaqua.2011.11.010

Anitha, J. (2014). Determinants of employee engagement and their impact on employee
performance. International Journal of Productivity and Performance Management, 63(3), 308—
323. http://doi.org/10.1108/IJPPM-01-2013-0008

Avolio, B., & Gardner, W. L. (2005). Authentic leadership development: Getting to the root of
positive forms of leadership, 76, 315-338. http://doi.org/10.1016/j.leaqua.2005.03.001

Avolio, B., Walumbwa, F., & Weber, T. (2009). Leadership: Current Theories, Research, and
Future Directions. Annual Review of Psychology, 60(1), 421-449.
http://doi.org/10.1146/annurev.psych.60.110707.163621

Azanza, G., Moriano, J. A., & Melero, F. (2013). Journal of Work and Organizational Psychology.
Journal of Work and Organizational Psychology, 29(2), 45-50.
http://doi.org/10.5093/tr2013a7.

Baron, L. (2016). Authentic leadership and mindfulness development through action learning.
Journal of Managerial Psychology, 31(1), 296-311. http://doi.org/10.1108/JMP-04-2014-0135

Baron, R., & Kenny, D. (1986). The moderator-mediator variable distinction in social psychological
research. Journal of Personality and Social Psychology, 51(6), 1173—1182.
http://doi.org/10.1037/0022-3514.51.6.1173

Beddoes-Jones, F., & Swailes, S. (2015). Strategic HR Review Authentic leadership: development
of a new three pillar model. Strategic HR Review, 14(3), 94—99. http://doi.org/10.1108/SHR-
04-2015-0032

Biswas, S., & Bhatnagar, J. (2013). Engagement: Role of Perceived Organizational Support, P-O
Fit, Organizational Commitment and Job Satisfaction. Journal of Decision Makers, 38(1), 27—
40.

Chaurasia, S., & Shukla, A. (2013). the Influence of Leader-Member Exchange Relations on
Employee Engagement and Work Role Performance. International Journal of Organization
Theory and Behavior, 16(4), 465-493.

Chen, Z., Eisenberger, R., Johnson, K. M., Sucharski, I. L., Chen, Z., Eisenberger, R., ...
Sucharski, I. L. (2009). Perceived Organizational Support and Extra-Role Performance :
Which Leads to Which ? Perceived Organizational Support and Extra- Role Performance :
Which Leads to Which ? The Journal of Social Psychology, 149(1), 119-124.
http://doi.org/10.3200/SOCP.149.1.119-124

Cooper, C. D., Scandura, T. A., & Schriesheim, C. A. (2005). Looking forward but learning from our
past: Potential challenges to developing authentic leadership theory and authentic leaders.
Leadership Quarterly, 16(3), 475-493. http://doi.org/10.1016/j.leaqua.2005.03.008

Cottrill, K., Lopez, P. D., & Hoffman, C. C. (2014). How authentic leadership and inclusion benefit
organizations. Equality, Diversity and Inclusion: An International Journal, 33(3), 275-292.
http://doi.org/10.1108/EDI-05-2012-0041

Dawley, D. D., Virginia, W., Andrews, M. C., Carolina, N., Bucklew, N. S., & Virginia, W. (2008).
Mentoring , supervisor support , and perceived organizational support : what matters most ?
Leadership & Organisation Development Journal, 29(3), 235-247.
http://doi.org/10.1108/01437730810861290

Day, D. V, Fleenor, J. W., Sturm, R. E., & Mckee, R. A. (2014). Advances in leader and leadership
development: A review of 25 years of research and theory. The Lea, 25, 63-82.
http://doi.org/10.1016/j.leaqua.2013.11.004

Ding, E. (2015). Perceived Organizational Support as a Mediator of the Relationship between
Effort-Reward Fairness, Affective Commitment, and Intention to Leave. International Business
Research, 8(4), 259-270. http://doi.org/10.5539/ibr.v8n4p259

Ding, E. (2015). Perceived Organizational Support as a Mediator of the Relationship between
Effort-Reward Fairness , Affective Commitment , and Intention to Leave. International

73

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Business Research, 8(4), 259-269. http://doi.org/10.5539/ibr.v8n4p259

Eagly, A. H. (2005). Achieving relational authenticity in leadership: Does gender matter?
Leadership Quarterly, 16(3), 459-474. http://doi.org/10.1016/j.leaqua.2005.03.007

Elstob, S. L., & Scheepers, C. (2014). Beneficiary contact as a moderator on the impact of
authentic leadership on work engagement .

Erkutlu, H. (2013). Effects of trust and psychological contract violation on authentic leadership and
organizational deviance, 828—848. http://doi.org/10.1108/MRR-06-2012-0136

Farndale, E., & Murrer, I. (2015). Job resources and employee engagement : a cross-national
study. Journal of Managerial Psychology, 30(5), 610-626. http://doi.org/10.1108/JMP-09-
2013-0318

Fritz, M. S., & Mackinnon, D. P. (2015). Required Sample Size to Detect the Mediated Effect.
Association for Psychological Science, 18(3), 233-239. http://doi.org/10.1111/j.1467-
9280.2007.01882.x.Required

Fritz, M. S., Taylor, A. B., & Mackinnon, D. P. (2012). Explanation of Two Anomalous Results in
Statistical Mediation Analysis. Multivariate Behavioral Research, 47(1), 61-87.
http://doi.org/10.1080/00273171.2012.640596

Fusco, T., O Riordan, S., & Palmer, S. (2015). Authentic Leaders are... conscious, competent,
confident, and congruent: A Grounded Theory of Group Coaching and Authentic Leadership
Development. International Coaching Psychology Review, 10(2), 131-148.

Gardner, W. L., Cogliser, C. C., Davis, K. M., & Dickens, M. P. (2011). Authentic leadership: A
review of the literature and research agenda. Leadership Quarterly, 22(6), 1120-1145.
http://doi.org/10.1016/j.leaqua.2011.09.007

Gavin, J. H., Cooper, C. L., Campbell Quick, J., & Quick, J. D. (2003). A spirit of personal integrity:
The role of character in executive health. Organizational Dynamics, 32(2), 165-179.
http://doi.org/10.1016/S0090-2616(03)00016-0

Hansen, A., Byrne, Z., & Kiersch, C. (2014). How interpersonal leadership relates to employee
engagement. Journal of Managerial Psychology , Vol. 29(Iss 8), 953-972.
http://doi.org/http://dx.doi.org/10.1108/JMP-11-2012-0343

Hayes, A. F. (2009). Beyond Baron and Kenny : Statistical Mediation Analysis in the New
Millennium Beyond Baron and Kenny : Statistical Mediation Analysis in the New Millennium.
Statistical Mediation Analysis in the New Millennium, 76(4), 408—420.
http://doi.org/10.1080/03637750903310360

Hayes, A. F., & Preacher, K. J. (2014). Statistical mediation analysis with a multicategorical
independent variable. British Journal of Mathematical and Statistical Psychology, 67(3), 451—
470. http://doi.org/10.1111/bmsp.12028

Hayes, A. F., & Scharkow, M. (2013). The relative trustworthiness of inferential tests of the indirect
effect in statistical mediation analysis: does method really matter? Psychological Science,
24(10), 1918-1927. http://doi.org/10.1177/0956797613480187

Hewitt, A. (2015). Aon Hewitt ' s Model of Employee Engagement, (January).

Hsieh, C.-C., & Wang, D.-S. (2015). Does supervisor-perceived authentic leadership influence
employee work engagement through employee-perceived authentic leadership and employee
trust? The International Journal of Human Resource Management, 26(18).
http://doi.org/10.1080/09585192.2015.1025234

Kobau, R., Seligman, M. E. P., Peterson, C., Diener, E., Zack, M. M., Chapman, D., & Thompson,
W. (2011). Mental health promotion in public health: Perspectives and strategies from positive
psychology. American Journal of Public Health, 101(8), 1-10.
http://doi.org/10.2105/AJPH.2010.300083

Koopman, J., Howe, M., Hollenbeck, J. R., & Sin, H.-P. (2015). Small sample mediation testing:
Misplaced confidence in bootstrapped confidence intervals. The Journal of Applied
Psychology, 100(1), 194—202. http://doi.org/10.1037/a0036635

Kraus, M. W., Chen, S., & Keltner, D. (2011). The power to be me: Power elevates self-concept
consistency and authenticity. Journal of Experimental Social Psychology, 47(5), 974—980.
http://doi.org/10.1016/j.jesp.2011.03.017

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2015).
Perceived Organizational Support: A Meta-Analytic Evaluation of Organizational Support

74

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Theory. Journal of Management, 1-31. http://doi.org/10.1177/0149206315575554

Kutz, M. R., & Bamford-Wade, A. (2013). Understanding Contextual Intelligence : a Critical
Competency for Today’s Leaders. E:CO, 15(3), 55-80.

Leroy, H., Anseel, F., Gardner, W. L., & Sels, L. (2012). Authentic Leadership, Authentic
Followership, Basic Need Satisfaction, and Work Role Performance: A Cross-Level Study.
Journal of Management, 41(6), 1-21. http://doi.org/10.1177/0149206312457822

Luthans, F., Luthans, K. W., & Luthans, B. C. (2004). Positive psychological capital : Beyond
human and social capital. Business Horizons, 47(1), 45-50.

Matthews, R. a, Mills, M. J., Trout, R. C., & English, L. (2014). Family-supportive supervisor
behaviors, work engagement, and subjective well-being: a contextually dependent mediated
process. Journal of Occupational Health Psychology, 19(2), 168—81.
http://doi.org/10.1037/a0036012

McKergow, M. (2015). Develop authentic leadership — be a good host approaching leadership in a
new way using the familiar techniques of hosting. Strategic HR Review, 14(3), 85-88.
http://doi.org/10.1108/SHR-03-2015-0020

Merry, J. (2014). Aon Hewitt's 2013 trends in global engagement: where do organizations need to
focus attention? Strategic HR Review, 13(1), 24-31. http://doi.org/10.1108/SHR-07-2013-
0073

Mills, M. J., Fleck, C. R., & Kozikowski, A. (2013). Positive psychology at work : A conceptual
review , state-of-practice assessment, and a look ahead ahead. The Journal of Positive
Psychology, 8, 153—164. http://doi.org/10.1080/17439760.2013.776622

Morera, O. F., & Castro, F. G. (2013). Important considerations in conducting statistical mediation
analyses. American Journal of Public Health, 103(3), 394—-396.
http://doi.org/10.2105/AJPH.2012.301047

Parker, S. K., & Griffin, M. a. (2011). Understanding active psychological states: Embedding
engagement in a wider nomological net and closer attention to performance. European
Journal of Work and Organizational Psychology, 20(1), 60—-67.
http://doi.org/10.1080/1359432X.2010.532869

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the literature.
Journal of Applied Psychology, 87(4), 698—714. http://doi.org/10.1037//0021-9010.87.4.698

Rich, B. L., Lepine, J. a, & Crawford, E. R. (2010). Job Engagement: antecents and effects on job
performance. Academy of Management Journal, 53(3), 617—635.
http://doi.org/10.5465/amj.2010.51468988

Robertson, I. T., & Cooper, C. L. (2010). Full engagement: the integration of employee
engagement and psychological well-being. Leadership & Organization Development Journal,
31(4), 324-336. http://doi.org/10.1108/01437731011043348

Robinson, D., Perryman, S. and Hayday, S. (2004). The Drivers of Employee Engagement.
Brighton.: Institute for Employment Studies.

Rucker, D., Preacher, K., & Tormala, Z. (2011). Mediation analysis in social psychology: Current
practices and new recommendations. Social and Personality, 6, 359—-371. Retrieved from
http://onlinelibrary.wiley.com/doi/10.1111/j.1751-9004.2011.00355.x/full

Saks, A., & Gruman, J. (2014). What Do We Really Know About Employee Engagament. Human
Resource Development Quaterly, 2(25), 1565—182. http://doi.org/10.1002/hrdq

Saks, A. M. (2006). Antecedents and consequences of employee engagement. Journal Managerial
Psychology, 21(7), 600-619. http://doi.org/10.1108/02683940610690169

Saunders, M., Lewis, P., & Thornhill, A. (2012). Research Methods for Business Students (Sixth).
Pearson Education Limited.

Schaufeli, W. B. (2015). Engaging leadership in the job demands-resources model. Career
Development International, 20(5), 446—463. http://doi.org/10.1108/CDI-02-2015-0025

Schaufeli, W. B., & Salanova, M. (2007). Efficacy or inefficacy, that's the question: Burnout and
work engagement, and their relationships with efficacy beliefs. Anxiety Stress and Coping,
20(2), 177-196. http://doi.org/10.1080/10615800701217878

Schermelleh-Engel, K., Moosbrugger, H., & Mller, H. (2003). Evaluating the Fit of Structural
Equation Models: Tests of Significance and Descriptive Goodness-of-Fit Measures. Methods
of Psychological Research Online, 8(2), 23—74. http://doi.org/10.1002/0470010940

75

© University of Pretoria



=

UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Shantz, A., & Alfes, K. (2016). The Buffering Effect of Perceived Organizational Support on the
Relationship Between Work Engagement and Behavioral Outcomes. Human Resource
Management, 55(1), 25-38. http://doi.org/10.1002/hrm

Shu, C. (2015). The Impact of Intrinsic Motivation on The Effectiveness of Leadership Style
towards on Work Engagement, 71(4), 327-350. http://doi.org/10.7903/cmr.14043

Sihag, P., & Sarikwal, L. (2015). Effect of perceived organizational support on psychological capital
- A study of IT industries in Indian framework. Electronic Journal of Business Ethics and
Organisation Studies, 20(2).

Stage, F. K., Carter, H. C., & Nora, A. (2004). Path Analysis: An Introduction and Analysis of a
Decade of Research. The Journal of Educational Research, 98(1), 5-13.
http://doi.org/10.3200/JOER.98.1.5-13

Wang, D.-S., & Hsieh, C.-C. (2013). The effect of authentic leadership on employee trust and
employee engagement. Social Behavior and Personality, 41(4), 613-624.
http://doi.org/10.2224/sbp.2013.41.4.613

Welch, M. (2011). The evolution of the employee engagement concept: communication
implications. Corporate Communications, 16(4), 328—-346.
http://doi.org/http://dx.doi.org/10.1108/13563281111186968

Wollard, K. K., & Shuck, B. (2011). Antecedents to Employee Engagement : A Structured Review
of the Literature. Advances in Developing Human Resources, 13(4), 429-446.
http://doi.org/10.1177/1523422311431220

Xu, J., & Thomas, H. C. (2011). How can leaders achieve high employee engagement? Leadership
& Organization Development Journal, 32(4), 399-416.
http://doi.org/10.1108/01437731111134661

76

© University of Pretoria



=
UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
\ 4

YUNIBESITHI YA PRETORIA

6. Appendices

Appendix A: Survey Example

Introduction

Dear Colleague,

| am doing research on leadership, percelved organizational support, leadership levels and
angagemeant. To that end, | would really appreciate it if you could please complate a survey about
these constructs. This should not take more than 10 minutes of your time. Your participation s
voluntary and you can withdraw at any time.

All data will ba kept confidential and by complaeting this survey, you indicate that you woluntarily
participate in this research. if you have any concerns, please contact me or my supervisor. Our
detalls are provided below.

Ressarcher name: Theresa Vermeulan
E-mail: vermeule{@za.lbm.com
Phone number: 0845121110

Research 8 visor N Dr Caren Sch

E-mail: schespersci@glbs.co.za
Phone: 011 771 431

L

= 1, Which business unit are you in?
Global Business Services (GBS)
Giobal Technalogy Servicss (GTS)
Integratad Operatcns
Sales and Distribarfion
Soiftwars Group
Systeens and Techaokogy Group
Raal Estate Strategy and Operations: (RES0)

* 2. How many years have you been working for IBM?

* 3 What is your gender?
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* 4. What is your level in the organtzation?
Expouitos
Buosiness Unit Loader
ikl Mannpamat
Peaple Manager
Speoiafst Rols
CBD Program
LOC Program

5. Bize of group reporting to you?
Plomn indicatn 2 you harve ne smployass reperiig ie you)

QHAT: Adapied from ORelily o al, 2008
Gl Copyright 2007 Authentic Lasdership Ouestionnaine (ALG) by Brucs J. Avolio, Willlam L.

& Frod 0. Wal

All rights reserved in ol medium. Published by Mind Garden, Ino. wiw. mindganden.com
-ﬂ_

The folowing statements refer to the practices of Senlor Management (Le. Service Line Lead} consider

the extant to which you agrea with the statement
Swongly  Modemaiely  Shghtly  Heither Agras

Modaraisly  Scegly

o o o orDikagres SlighityAgres  Agres  Agree
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LR N
The following statemants refer to the practices of Middle Managers (Le. People Manager) consider the
extent to which you agree with the statemeant

Sirongly  Modesabsly  SHghly  Nelther Agres Moderaisly  Strongly
Disagres  Disages  Disagree  nor Disagres SiightiyAgres  Agree  Agres

* 8
Thea following items refer to your leader's style, a8 you percaive it. Judge how frequently aach statement fits
his or har leadership style:

Fraquanily, if not
Mot af ol Omnos in awhila Somelimes Fairdy oftan always

Statement not disclosed

Statement not disclosed

Encoirages sveryons io
spuak their mind

Statement not disclosed

Digplays amofions
wcacily in lna with
fsalings

Statement not disclosed
Makes decisions based
on his. of heer cors valses

Statement not disclosed

© University of Pretoria



=
UNIVERSITEIT VAN PRETORIA
UNIVERSITY OF PRETORIA
Quef) YUNIBESITHI YA PRETORIA

Mot at &l Onoa in o whils Sometimes Fairy oftan abwarys

Statement not disclosed

Statement not disclosed

Statement not disclosed

Statement not disclosed

Statement not disclosed

Statement not disclosed

Statement not disclosed

Statement not disclosed

b UWES Copyright Schaufall & Bakker {2003}
Qi POS O Copyright Univorsity of {1804

* As per the conditions of administering the authentic leadership questionnaire,
only three sample items of the questionnaire are permitted to be reproduced in
a thesis or dissertation (Mind Garden, Inc., 2014).
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Appendix C: Ethical Clearance Approval
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Protocol Number: Temp2016-01311

Title: Investigating mediating and moderating variables, perceived organisational support and leadership
level on the impact of authentic leadership on work engagement.

Please be advised that your application for Ethical Clearance has been APPROVED.
You are therefore allowed to continue collecting your data.

We wish you everything of the best for the rest of the project.
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Adele Bekker
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Investigating the Mediating Effect of Perceived Organisational
Support on the Relationship between Authentic Leadership and

Work Engagement

Using positive psschedogy amd the theory of agonisationsl suppon and reciprocine, we
examaned whetber percaved orgonimticanl sepport { POS ) inlu: the relabonshap betwoen
sutheniic |esdership and eoaagemem. Auvthentic lendesship al engugement hes been
irll.-:s:ligubcd m the Literoiwe befare bawever not in relation to POS within the same study.
[eere e @ need e understand more by whether leaders mifluence engngement indiyvidualby
and whether it is & Tunction of other foctors that increse levels of engagement in the
l'rIlI.L|.l|f|L'L'. D was corllecied (o 200 el Eoyess l.'||l||\'.i|u_.' in i intematioaal mfontation
Im.'lu.ulng_\ orgnnisation arnd resulis were unul:\.‘s.:n:l @l the group leve] 'Rm_l'n.'xuml J||1=|.\. R WIA
uged 0 e g medwtion Dflewed by stataieal dedis of the indirset effect as well as
bootdrapping. Dilferemces bebween subgroups were alse mvestigated and mode] it analvas
in establesh whether the sugpested model was o good fil. The resulis hove mplicstions for
leaaders v ndloemee the pecepions of employess toward orgamsation sepport i osder 10
ulnenwiely shape and orsprese thesr awn inuence on engngeiment 10 the crgani sziisn Further

practical miplicanond of the fndings ore Sscased. wogetier with Hntations amd dess B

Dutuire: peseaech.
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Investigating the Mediating Effect of Perceived Organisational
Support on the Relationship between Authentic Leadership and

Work Engagement

Using positive psschedogy amd the theory of agonisationsl suppon and reciprocine, we
examaned whetber percaved orgonimticanl sepport { POS ) inlu: the relabonshap betwoen
sutheniic |esdership and eoaagemem. Auvthentic lendesship al engugement hes been
irll.-:s:ligubcd m the Literoiwe befare bawever not in relation to POS within the same study.
[eere e @ need e understand more by whether leaders mifluence engngement indiyvidualby
and whether it is & Tunction of other foctors that increse levels of engagement in the
l'rIlI.L|.l|f|L'L'. D was corllecied (o 200 el Eoyess l.'||l||\'.i|u_.' in i intematioaal mfontation
Im.'lu.ulng_\ orgnnisation arnd resulis were unul:\.‘s.:n:l @l the group leve] 'Rm_l'n.'xuml J||1=|.\. R WIA
uged 0 e g medwtion Dflewed by stataieal dedis of the indirset effect as well as
bootdrapping. Dilferemces bebween subgroups were alse mvestigated and mode] it analvas
in establesh whether the sugpested model was o good fil. The resulis hove mplicstions for
leaaders v ndloemee the pecepions of employess toward orgamsation sepport i osder 10
ulnenwiely shape and orsprese thesr awn inuence on engngeiment 10 the crgani sziisn Further
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Investigating the Mediating Effect of Perceived Organisational
Support on the Relationship between Authentic Leadership and

Work Engagement

Aoroas the workd leaders and managers hive acknowledzed that & key compenent of fhe
arganisntion’s effectiveness and competitrvens = is emploves engogement (Welch, 2001} and
he argument 15 that sucessafol organistcons i conbemporary BUSINCRs SEvironibems ane
those thot engage their people. As the heenielh ceiury progresed, il beenie jncrasingly
el thul ensagement wis what really connted i MeEemow, 2003). Onzanamions whete high
levels of engagement persist are profiting in meore dean one area but specifeally benshit in
terms of hiesess performance (Memy, 2004). Engaged employess demonsirate business
awarsisss and willingness o devore extra tims and efforn for the necomplishment of

arganisationnl gosls [ Matthews, Mills, Troos, & English, 201045,

Today's workeng ewvuonment 15 comsdrased by resources (Mery, 2014} and apat from e
emploves engagement chollenge, companies are also ficed with corporate apd ethical
govermnce |Beaddoes-Jomes & Swailes, 2005) challenges. In response 1o ethical motiers
leadership knowledge and theory has expericnesd s increase in Aulbentse Leaderslup
Titersture hpﬂl’_“:h’_.!ﬂ'_l. I_,n"-l.|ﬂern & I.lps:-'t’.ﬁem N2 A emergen Ind:.- ol research has
unmistnkably demonstrated the benefits of Authentic Leadership for the arzaneateen, as well
as factors such ns work engagement, overall company perfomance wnd  productivity

i Mamhews et al., 2084
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Azanza, Moriong, & Melero (2013} srgues thot the present comtext of financinl eriss,
um:n_'rluinl_\' and em'pl vamenl caoncems that lll'En!li:':lli.(ln nre foced with, ix I|Lrt'l|.erling wark
engagement resalting cin a call for leaders who are able o madivaie valuahle resowces,
According to Alles. Shantz, Truss, & Sonme (2013} 1 15 criieal that the wder argnnisation
creates o positive climale and enveronment where emplovess expenence a willinaness 1o
transFone their bevels ﬂl’engng:mem imbo @ven mare pmu'live behavicurs. Tn erder to teke fall
advonizae of engagensent and 112 benefits, o poatve relaticesship winh the oneomsation 13

needed (Adfes et al, 2005

Trepicdatsons conceming lendership are no longer relaled o the “neht” lesdersthap theory or
mwnled, bt has mather wansitiened inte a guestion of how o effectively and efficicndy
d:vclnp h:mir:l':ilnp whao accepis 1|1r.: chnllcnic of creating this ulg_n.nismmn |:|i|1|.nh: where
engagement can b maximised Consalenng these chullenges arl contexts of oiganisations
tndlay, leadership ond engagement are imponiant constnacts 1o be investigated where o oyrind
of uvnanswered (and even unfiscovesed) questians exist to porsoe {Day, Fleenor, Stuem, &

Mekee, 2014},

Even Ihnugh sy articles porlmay engagement ns the responsibility of leaders to crenle
engngemedl, nol muny rescachens have comboeted investizations on the relabenship etween
leadership amd engngement {Hansen, Twme, & Kiersch 204} Given the postive
relatoaship of Authentic beaderslap with tngaﬁcnr | fusther duscussed i the lierarwne
review ), the meserchers are ol only interesied i the elimomdbip betwesn lendeship aod

engugement bl woulkl alse o mvestgoie the effect of medinbng vanshles on this
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relationship® Previcus  woek sispgests thnt fusther msessch v deeded on how anthendie

Teaderalup melaie 1o work engazement {Leroy, Anseel, Ciardmer, & Sels, 2012)

Shamte & Alfes (20167 postelatd that an orgamsabon-related mesonce [u.g. POS) may be
able to compersste for lower engagement fevels denoted by the exhanstion of a job-related
resoatee of eoergy (6.8, engagement). The sudy by Shante & Alles (2006} esuabiisbod tha
lower kevels of emploves engogement can be compensated for by POS. The authors of the
currord study are genzsbed 1 bow POS s related seowork epgagement wnd lesdorship, as
fitn Been fowmd that corgandsations are able to create appropniate condifions 1o stimalate
engogemenl This study nims & cominibse ta the integrabon of these areas of research
(lesderaing and engagement) and mors specifically sxanme autleste: ladershp, enmployce

engagement and FOS which explams the refationship amid ihess vanahles.

I, Thearetical hackgroond

Traditienal Jeodership theories and models have beeomne imuificsent as the contest of
|L‘|I(|L‘f‘:ﬂ|l1[| hit besame mare entpley nrd hm:&l'[undcd (Kitr £ Hamford-Wads, 20133 1112
lor the regson thal Che complexsiees azound lesdersdup 19 ovesbgated [ember. In Lhey
theorebcal eview of the sludy we would like o oreveew the Bieratare to mvestigste POS,
Auilhenbic Iunsh':iup Al ehgagemel 1o see how the complesites arund these constmets

wverbap and influence ¢ ach other
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Table: Summary of demographic variables.

Frequency | Percent

Business Unit
Global Business Services (GBS) 74 36.63
Global Technology Services (GTS) 41 20.30
Integrated Operations 13 6.44
Sales and Distribution 33 16.34
Software Group 29 14.36
Systems and Technology Group 10 4.95
Real Estate Strategy and Operations (RESO) 2 0.99
Tenure
<1 42 20.79
1- <3 45 22.28
3- <6 24 11.88
6-10 32 15.84
> 10 59 29.21
Gender
Female 82 40.59
Male 120 59.41
Level in the Organisation
Executive 12 5.94
Business Unit Leader 7 3.47
Middle Management 20 9.90
People Manager 13 6.44
Specialist Role 96 47.52
CBD Program 9 4.46
LDC Program 45 22.28
Size of group of reportees
No one reports to me 142 71.36
1-<15 33 16.58
15> 24 12.06

Notes: n = 202

Table: Mean scores across tenure.
Number of respondents Authentic; Work Perceived

Leadership Engagement Org
Business Unit
Global Business Services (GBS) 74 36.63 36.63
Global Technology Services (GTS) 41 20.30 20.30
Integrated Operations 13 6.44 6.44
Sales and Distribution 33 16.34 16.34
Software Group 29 14.36 14.36
Systems and Technology Group 10 4.95 4.95
Real Estate Strategy and Operations 2 0.99 0.99
(RESO)
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Table: Mean Scores across business units.
Busi . Number of Authentic Work Perceived Org
usiness Units )
respondents Leadership engagement Support
GBS 74 3.92 5.75 4.68
GTS 41 3.15 4.63 3.54
Integrated Ops 13 3.46 5.35 4.16
Sales & Distribution 33 3.65 5.77 4.45
Software Group 29 3.84 5.58 4.84
STG 10 3.74 5.27 4.56
RESO 2 4.09 4.00 3.88
Table: Mean Scores across tenure.
Tenure Number of Authentic Work Perceived Org
respondents Leadership engagement Support
Less than 1 year 42 4.12 6.09 5.33
1to 2 years 45 3.68 5.49 4.34
3 to 5 years 24 3.81 5.65 4.60
6 to 9 years 32 3.40 4.98 3.84
10 and more years 59 3.47 5.16 3.98
Table: Mean Scores across gender.
G Number of Authentic Work Perceived Org
ender .
respondents Leadership engagement Support
Female 82 3.66 5.25 4.40
Male 120 3.72 5.61 4.44
Table: Mean Scores across level in organisation.
Level in Number of Authentic Work Perceived Org
organisation respondents Leadership engagement Support
Executives 12 413 6.46 5.74
Business unit leader 7 3.15 5.70 4.86
Middle management 20 3.46 5.62 4.30
People manager 13 3.65 5.59 4.58
Specialist role 96 3.84 4.96 3.80
CBD program 9 3.74 5.00 3.56
LDC program 45 4.09 6.13 5.29

Table: Descriptive statistics, correlation and scale reliabilities for scale variables.

Cronb
ach N Mean SD 1 2 3
Alpha
1. Authentic Leadership 0.961 | 165 | 3.70 0.93 1
2. Work Engagement 0.930 | 162 | 5.48 1.23 | 0.5089* 1
3. Perceived Org Support | 0.880 | 162 | 4.43 1.40 | 0.5927** | 0.6018** 1

Notes: * p <0.05 ** p <0.01 SD: Standard Deviation
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Table: Descriptive statistics, correlation and scale reliabilities for scale variables.
C'ZE'“ N | Mean | SD 1 2 3 4 5 6 7
Alpha
1. Vigour 0.961 | 162 | 500 | 1.55 1
2. Dedication 0.966 | 162 | 567 | 1.38 | 0.8352" 1
3. Absorption 0.961 | 162 | 576 | 1.11 | 0.6512" | 0.7209" 1
4. Self-awareness 0930 | 165 | 3.78 | 1.00 | 0.4564™ | 0.4100"* | 0.3093"* 1
5. Relational Transparency 0.880 | 165 | 3.72 | 0.96 | 0.4544™ | 0.3718" | 0.3579"* | 0.8548™ 1
6. Processing Information 0.870 | 165 | 3.69 | 1.00 | 0.5496" | 0.5003** | 0.4041** | 0.8008* | 0.7925" 1
5 'rr;tsgc‘ﬁ\'/ized Moral 0.008 | 165 | 355 | 1.07 | 0.4961* | 0.4286* | 0.3557** | 0.7667** | 0.7810* | 0.8607** 1
8. Perceived Org Support 0.880 | 162 | 4.43 | 1.40 | 0.5965™ | 0.5788" | 0.4441** | 0.5444* | 0.5077* | 0.5747** | 0.5859"
Notes: * p < 0.05 ** p <0.01 SD: Standard Deviation
Table: Results for hierarchical regression analysis.
Criterion Variables
Predictors Engagement
Step 1
Authentic Leadership 0.672*
Adjusted R? 0.254
F statistic 55.92
Perceived Organisational Support
Step 2
Authentic Leadership 0.892**
Adjusted R? 0.347
F statistic 86.63
Engagement
Step 3
Perceived Organisational Support 0.528**
Adjusted R? 0.358
F statistic 90.84
Engagement
Step 4
Authentic Leadership 0.310*
Perceived Organisational Support 0.406**
Adjusted R? 0.390
F statistic 52.53
Notes: n = 162, * p < 0.0025, ** p < 0.01
Table: Regression weights for proposed model of research.
Fitness Indices Estimate S.E. C.R. P
Perceived Organisational Support <----- 0.892 0.085 | 10.486 e
Authentic Leadership
Engagement <------- 0.406 0.079 5.154 e
Perceived Organisational Support
Engagement <--------- 0.310 0.110 2.81 0.005
Authentic Leadership
Notes: C.R. > + 2.58 test significance of estimate at p < 0.01
*** Significance < 0.001
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