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Background: Leaders play vital role in organization to accomplish organizational goals and
establish healthy working environment. This study addresses the effect of authentic leadership on
employees’ communal relationship and organizational citizenship behavior (OCB). In addition,
this research also examines how procedural justice augments the effect of authentic leadership
on both aforementioned employees’ behavioral outcomes.

Materials and methods: Using a cross-sectional design, data were collected from 425
employees working in banking sector of Pakistan. It was hypothesized that authentic leadership
would positively predict employees’ communal relationship and OCB. Furthermore, we also
assumed that procedural justice will strengthen the relationship between authentic leadership,
both behavioral outcomes, that is, employees’ communal relationship and OCB.

Results: Analyses reveal that authentic leadership positively predicts employees’ communal
relationship and OCB. In addition, procedural justice was found to positively moderate the effect
of authentic leadership on employees’ communal relationship and OCB.

Conclusion: To our knowledge, this is the first study to investigate the relationships among
authentic leadership, procedural justice, communal relationship, and OCBs in the South Asian
context. This is the first study to report the moderating role of procedural justice in the relationship
between authentic leadership and communal relationship and OCB. The practical implications
of study findings and direction for future research are discussed.

Keywords: authentic leadership, communal relationship, organizational citizenship behaviors,
procedural justice

Introduction

Authentic leadership has gained more attention from scholars in the field of positive
organizational behaviors due to the upsurge of corporate scandals in organizations,
overall management malfeasance, and corrupt management practices.' In addition,
the scholars are also addressing the concept of authentic leadership due to its positive
effect on employees’ workplace outcomes.'? Although different authors have defined
authentic leadership in different ways, in general, it can be defined as the one who is
self-aware of his strength and weakness, encourage other participation and not impose
his point of view on others, and act in accordance with personal values, feelings and
beliefs.! A review of literature reveals the scholarly calls for more empirical research
to understand deeply the authentic leader—follower relationship.®~
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In addition, positive employee—organization relation-
ships not only help in building organizational reputation
but also contribute toward organizational performance and
achievement of organizational goals. Similarly, no project
can be fulfilled successfully and efficiently if disagree-
ment and misunderstanding exist between employees and
their organization.®’ Previous research studies reveal that
those employees who have experienced good sustainable
relationship with their organization are likely to consider
organizational problems as their own and consider find-
ing solutions to these problems as these are their personal
problems.® Such employees are more willing to show the
positive image of the outside workplace setting of the
organization.’

Investigating significant relationships that exist between
employees and organization,'” and,'" have identified differ-
ent types of relationships such as communal relationship
and exchange relationships; however, none no study has
been conducted on communal relationship in the field of
organizational leadership which means “efforts to give ben-
efits to other party with no expectation of returns in future.”
Communal relationship plays an important role in enabling
organization to pay attention to its social responsibilities
because it will seek to give benefits to its employees without
any direct expectation.'"'> Kim'® stated that at workplace,
employee perception regarding communal relationship can
be considered as the most crucial indicator which affects
organization brand and reputation. Understanding the cru-
cial role of employees’ communal relationship in the field
of organizational leadership, this will be the first attempt
which will examine the link between authentic leadership
and employees’ communal relationship.

Meanwhile, organizational citizenship behavior (OCB)
has been one of the most frequently considered studies for
scholars in the field of applied psychology, management,
and nursing.'*" It is defined as the voluntary individual
behavior that is not included in the formal reward system of
the organization but boosts the organizational performance
as a whole.'® At workplace, employees’ OCB levels change
due to contextual or dispositional variables.'” OCB is highly
associated with turnover, in role performance, and leader-
ship attitude and behaviors.!® In particular, research related
to authentic leadership reveals that authentic leadership
behavior plays a significant role in enhancing employees’
citizenship behaviors.!*?° In the current study, we examined
the relationship between authentic leadership and OCB in
the context of banking sector in Pakistan. The studies related
to the relationship between authentic leadership and OCB

are mostly conducted in the western countries.'”?' As many
researchers call for more empirical research which examines
authentic leadership globally,’ this study will fill this gap by
examining the effect of authentic leadership on OCB in the
context of banking sector of Pakistan.

In addition, analyzing the type of relationships, it is
therefore important to understand how to enhance the role
of authentic leadership in the workplace environment. In
this regard, studies suggest the role of moderator in find-
ing the relationship between authentic leadership and job
outcomes of followers.>?> The current study investigates
the moderating role of procedural justice in finding the
relationship between authentic leadership with employees’
communal relationship and OCB. Procedural justice is
concerned with employees’ perception regarding fairness
in procedures toward reward allocation. It revealed positive
shared opinions of employees regarding transparency of
procedures in decision making, judgments of performance
and outcomes. If employees perceive fairness in proce-
dures, they are more engaged in extra role behaviors." In
addition, social exchange theory? also plays vital role in
affecting employees’ attitude and behaviors at workplace,
so it is conceivable that if employees perceive fairness in
procedures and fair treatment from supervisor they will
show more helping behaviors at workplace.

So based on the empirical evidence, the current paper
seeks to extend literature on authentic leadership, employees’
communal relationships, OCB, and procedural justice by
examining the effect of authentic leadership on employees’
communal relationship and OCB in Eastern context. The
authentic leadership effect has been widely studied in Western
contexts.>?2426 To address this knowledge gap, we study
the impact of authentic leadership in the Pakistani context
by identifying the moderating role of procedural justice that
should interact with authentic leadership to affect employees’
communal relationship and OCB.

Theoretical background and
hypothesis development

Authentic leadership

In the field of leadership, the concept of authentic leader-
ship emerged as an interesting area of research. Luthan
and Avolio’s? idea of authentic leadership provided a base
for understanding the concept of authentic leadership and
attracted researchers in authentic leadership construct in the
area of management. A number of research studies'?'*** had
refined authentic leadership theory development. The current
definition given by Walumbwa et al' is the most acceptable
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in the field of authentic leadership literature. Authentic
leadership can be defined “as the one who is self-aware of
his strength and weakness, encourage other participation and
not impose his point of view on others, and act in accordance
with personal values, feelings and beliefs.”!

The construct put forward by Walumbwa et al' is com-
posed of four components of authentic leadership such as
self-awareness, relational transparency, balanced processing
of information, and internalized moral perspective. First, self-
awareness refers to one’s awareness about his strength and
weakness, desires, and cognitions? and the leaders’ inclination
to improve social interactions with their followers.*® Second,
relational transparency refers to openly sharing one’s feelings
and motives and admitting mistakes. The leaders show their
true self to their subordinates which helps in building trust,
cooperation, and fosters team work among them.?' Moreover,
the leader always keeps himself open for inspection.’! Third,
balanced processing of information refers to quality of being
unbiased and gaining accurate information before reaching
any collective decision. Fourth, internalized moral perspectives
refer to act in accordance with one’s moral values and beliefs.?

The current study focused on relational influence pro-
cesses,*? which state that authentic leaders have the quality of
developing and maintaining strong relationship based on trust,
take logical value-based decisions which build subordinates’
respect, and encourage mutual team norms. These relational
influence processes cultivate deeper engagement and strength-
ened value-based commitment than conventional exchange
mechanism by supporting the rights of decisions in apparent
trust-based working atmosphere. Such type of working envi-
ronment enables leaders to mold desirable behaviors as well as
enables followers to recognize their personal motives and drives
to develop value-based commitment that is cooperative behavior.
We believe that authentic leadership plays pivotal role in foster-
ing communal relationship and OCB at workplace, by making
the followers aware about the importance of these relationships.

In addition, social exchange theory is one of the most
widespread theoretical paradigms for understanding
employees’ behaviors at workplace. Social exchange theory
stated that “mutual reciprocation is the most basic form of
human interactions.”? At workplace, this theory speculates
interpersonal behaviors (the relationship between supervisor,
co-workers, and organization) in terms of exchange of
costs and rewards: for instance, if the employees perceive
leadership behavior as fair in return, they also show more
cooperative behavior.” In addition, studies also indicate OCB
in terms of exchange relationship.** So, based on the above
discussion, it is conceivable that, authentic leadership plays
important role in enhancing employees’ OCB at workplace.

Employees’ communal relationship

Clark and Mills** introduced the concept of communal
relationship to portray people’s concern for other party
welfare. In such type, benefits were given to help others with
no expectation in return. Researchers who studied communal
relationship argue that communal relationship improved the
overall organizational reputation.’> People who give benefits
to others may have a higher probability of support in future
and may face less opposition while receiving benefits. 1335338
Therefore, scholars have emphasized to build and maintain
communal relationships with their management.

Relationship between authentic
leadership and employees’ communal

relationship

A good leader—follower relationship is vital for long-term
organizational success and for employees to feel satisfied
at workplace. Similarly, if conflict and confusion exist at
work-place between leader and followers, no task can be
accomplished and no goal can be achieved.®” Kim'? suggests
that employees’ perception of communal relationship is one
of the most vital indicators in relation to management reputa-
tion. Most of the relationships between the management and
employees begin with social exchange relationship. In order
to make this relation long term much depends upon leadership
efforts to germinate it into communal relationship. Hon and
Grunig!' stated that nowadays employees want more than
just pay for exchange of work.

It is worthwhile to mention that employees’ perception
of communal relationship with their management can be
influenced by transparent, consistent, and truthful leadership
behavior. So if employees perceive authentic leadership
at workplace, they will ultimately find the existence of
communal relationship with that organization. Shen and
Kim** found a positive association between authentic
organizational behavior and the quality of organization—
employee relationship. In addition, as mentioned earlier,
researchers have suggested more empirical research
on identifying various antecedent and consequences of
authentic leadership specifically, the factors and conditions
that contribute in better understanding of authentic leader—
subordinate relationships.>® The study will fill this gap by
examining the relationship in the context of Pakistan.

In addition, the link between authentic leadership and
employees’ communal relationship can also be explained in
light of relational models theory.**#! This theory is composed
of four mental schemas (communal sharing, authority ranking,
equality matching, and market pricing). Based on the findings
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from different disciplines like psychology, sociology, and
anthropology,***! argued that these four mental schema’s
(communal sharing, authority ranking, equality matching,
and market pricing) exist to some extent almost in all cultures
of the world. Communal sharing implies showing care and
concern for other members and fulfilling their needs.* So,
the communal sharing mental schemas can be highly linked
with authentic leadership as the authentic leaders have the
ability to enhance social interaction with their followers* and
show concern for others by being unbiased and gain accurate
information before reaching any final decision. Moreover,
the authentic leaders are transparent in showing their true
self to subordinates which assists in enhancing cooperation,
building trust, and fostering team work among them.?' So,
based on this theoretical component of communal sharing
mental schemas, we argued that if authentic leaders working in
banking sectors are perceived as more inclined toward showing
care and concern for their followers, which helps in building a
communal relationship among team members, in response the
employees will show more interest in their work and care for
their organization which can ultimately help the organization
to develop and flourish. Therefore, it is suggested that authentic
leadership is positively associated with employees’ communal
relationship (Figure 1). Thus we hypothesize that:

Hypothesis |
Authentic leadership will be positively associated with
employees’ communal relationship.

OCB

OCB is considered as one of the most essential factors
that affect employees’ behavior and performance inside
the organization.** In recent years, OCB has become a
matter of speculation for researchers in different fields like

justice

Authentic

Procedural

management, psychology, nursing, and environment." It has
been defined by different scholars in different ways. In general
it can be defined as employees’ positive voluntary behavior
that intends to support coworkers and organizational social and
psychological environment'® and is not formally rewarded.!®
At workplace, the level of OCB is dynamic and it can change
due to different contextual and dispositional variables.’
Researchers have analyzed different individuals and
organizational factors that affect OCBs. For example, a recent
meta-analysis suggests that personality factor positively
influence OCB.'® In addition, past studies have also suggested
that different organizational factors such as organizational
justice and perceived organizational support positively affect
citizenship behaviors among employees.** First, the focus
of interest of scholars was psychological antecedent of OCB,
such as cognitive, effectual, and contextual factors;* later,
scholars found OCB to be related to employees’ loyalty
and identification with an organization. OCBs also assist
organizations’ functioning and goal achievement.**

Relationship between authentic
leadership and OCBs

Leadership is the basic element that molds organizational
culture and workplace environment.*® Researchers have
shown positive association between leadership behaviors and
followers” OCB.* In particular, research related to authentic
leadership reveals that authentic leadership behavior plays
a significant role in enhancing employees’ citizenship
behaviors.! The current study suggests that authentic
leaders openly share information with followers and listen
to opinions of other members.?**3 Such features of leaders
create a positive workplace environment where employees
understand the significance of OCB and its benefits in
achieving organizational goals.®!

Communal
relationship

leadership

Figure | Hypothetical model of the relationship between authentic leadership (independent variable), procedural justice (moderator), communal relationship, and

organizational citizenship behavior (OCB; dependent variables).
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Empirical evidence demonstrates a high correlation
between authentic leadership and OCB. For example, a study
conducted by Avolio and Gardner? revealed that employees
are more engaged in OCB under the supervision of authentic
leader who creates open and fair environment. In particular,
the goal of the authentic leader is to enhance employees’
citizenship behaviors by making them more aware about
the significance and benefits of OCB. Studies also revealed
a positive and significant role of authentic leadership in
predicting self-related OCB."*5253 So, based on the current
literature, it is conceivable that when employees of private
banking sector perceive leaders’ behavior as authentic, they
are more likely to exceed their formal duties by exhibiting
cooperative behavior to their colleagues and supervisors
(Figure 1). Therefore, we propose that:

Hypothesis 2
Authentic leadership will be positively associated with
employees’ OCBs.

Moderating role of procedural justice
Procedural justice refers to the fairness in the process or
method toward decision-making.’** Thibaut and Walker>®
while introducing the concept of procedural justice stated that
people are at least as interested in determining the procedures
toward decision-making as they are interested in the outcomes
themselves. Procedural justice indicates leaders’ fairness and
integrity in managing routine activities at work settings.*’
When it comes to showing justice in keeping transparency
in work processes and methods, authentic leaders can be
considered as characterized by high level of moral identity
and determined by internalized moral perspectives,® and they
are further appreciated to keep consistent with their action,
words, and beliefs. So these positive traits of authentic leaders
indicate a positive inclination toward following procedural
justice at workplace. Following fair procedures at workplace
creates a sense of being valued and trustworthiness among
employees.?

Scholars have found that employees’ perception about
justice plays a vital role in shaping their attitude and behavior
at workplace.>*% Procedural justice has been recommended
to be linked with leader—follower relationships.®! In addition,
empirical evidence reveals that authentic leadership plays
an important role in enhancing employees’ OCB and
changing employees’ perception about leader fairness at
workplace.® Past studies also reveals that procedural justice
has profound effects on various job-related outcomes,®
due to their importance to employees’ social belonging and
self-admiration.®

In addition, it has been found that three important factors
of authentic leadership support procedural justice perception
such as 1) the degree to which the procedure is moral and
ethical, 2) applied regularly among all members, and 3) offer
equal opportunity for all group members to speak and affect
the outcomes. Moreover, earlier researchers have suggested
the role of moderator in finding the relationship between
authentic leadership and job outcomes of the followers.>?
Taking into account the authentic leadership dimensions and
the above-mentioned authors’ suggestions, it is conceivable
that procedural justice at workplace positively influences the
relationship between authentic leadership behaviors, OCB,
and communal relationship when it is rated high (Figure 1).
Therefore, we hypothesize the following:

Hypothesis 3

Procedural justice will positively moderate the relationship
between authentic leadership and employees’ communal
relationship such that the relationship will be stronger when
procedural justice is high.

Hypothesis 4

Procedural justice will positively moderate the relationship
between authentic leadership and OCB such that the relation-
ship will be stronger when procedural justice is high.

Materials and methods

Sample and procedures

The current study used a cross-sectional design to collect
data from 425 employees working in different private
banking sector organizations in the capital city, Islamabad
of Pakistan. The researchers visited different banks to
highlight the importance of the study and encouraged
employees to participate. A formal permission was obtained
from every bank manager before conducting data collection
procedure. A set of self-administered questionnaires was
distributed, among all the potential respondents. In addition,
the researchers assured the confidentiality of response to
respondents.

By using convenient sampling method, we distributed
500 questionnaires but received 425 complete questions,
representing a response rate of 85%. The majority of the
respondents (230: 54%) held a master degree, majority of
the respondents (57%) were aged 21-30 years, while 32%
were of the age between 31 and 40 years, and the remaining
11% were aged 41-50 years. Most of the respondents (73%)
were male, while 27% were female. Fifty-five percent of the
respondents had 1-5 years of work experience. The majority
of the respondents (77%) were working as staff member,
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while (23%) were working as a manager. The data were
analyzed in SPSS program.

Measures
All the scales were measured by using 5-point Likert scales
ranging from strongly disagree to strongly agree.

Authentic leadership

Authentic leadership scale developed by Walumbwa et al
was adopted for the study. The scale is composed of 16 items,
including “My manager seeks feedback to improve interactions

EE)

with others,” “My manager admits mistakes when they are
made,” and “My manager demonstrates beliefs that are

consistent with actions.” Cronbach alpha of the scale was 0.879.

Communal relationship

Employees’ communal relationship was measured with a
14-item scale developed by Clark et al.®* Example items
include “When making a decision, I take other people’s needs
and feelings into account,” “I believe people should go out of
their way to be helpful” Cronbach alpha of the scale was 0.895.

OCB

OCB scale developed by Lee and Allen® was adopted for the
study. The scale comprises eight items. Examples include
“I willingly give my time to help other staff members who
have work-related problems” and “I show genuine concern
and courtesy toward staff member, even under the most
difficult business or personal situations.” Cronbach alpha of
the scale was 0.893.

Procedural justice

Procedural justice was measured using a scale developed by
Niehoff and Moorman,*” comprising six items. Examples
include “My manager made job decisions in an unbiased
manner,” “My manager makes sure that all employee
concerns are heard before job decisions are made.” Cronbach
alpha reliability of the scale was 0.756.

Ethics statement

This study was carried out in accordance with the
recommendations of the guidelines of the ethics commission
of the Zhejiang University and obtained written informed
consent from all participants. All of them gave written
informed consent in accordance with the Declaration of
Helsinki. The study was approved formally by the ethics
commission of Zhejiang University; ethical approval was
not required in Pakistan for this study.

Results

Descriptive statistics

In descriptive statistics, means, standard deviations, and
correlations of all the examined variables are presented in
Table 1. Authentic leadership was found to be positively
correlated with OCB (r=0.323, P<0.01) and communal
relationship (#=0.538, P<0.01), in the expected (positive)
direction. Moreover, procedural justice was found to be
positively correlated with OCB (#=0.132, P<0.01) and
communal relationship (»=0.187, P<0.01). Altogether these
results present preliminary evidence to support our main
hypotheses.

Confirmatory factor analysis (CFA)

To test the construct validity, a set of CFAs were performed
in SPSS AMOS.?! We first conducted baseline model
(model 1) that was composed of all main variables such as
authentic leadership, procedural justice, OCB, and communal
relationship to calculate the model fit indices (shown in
Table 2) and compared with other alternative models. The
results reveal a good model fit for the baseline model ( chi-
square/degree of freedom [CMIN/DF] =2.152, comparative
fit index [CFI] =0.948, Tucker- Lewis Index [TLI] =0.94,
root mean square error of approximation [RMSEA]=0.048)
compared to other proposed models in the study. Model 2
was a three-factor model in which authentic leadership and
procedural justice were combined in a single factor. Model
3 was a two-factor model in which authentic leadership and
procedural justice were combined together and communal

Table | Mean, SD, and correlations of the variables

Mean |SD 1 2 3 4
Authentic 3.3991 | 0.70214 | |
leadership
OCB 3.7476 | 0.83755 | 0.323% | |
Communal | 3.7176 | 0.66031 | 0.530%% | 0.434* | |
relationship
Procedural | 3.7539 | 0.73757 | 0.076 0.132%F | 0.187*F | |
justice

Notes: N=425; **P<0.01; *P<0.05.

Table 2 Results of confirmatory factor analysis

Measurement CMIN/DF CFI TLI RMSEA
models

(MI) 4 FACTOR 2.152 0.948 0.941 0.048
(M2) 3 FACTOR 2216 0.944 0.938 0.049
(M3) 2 FACTOR 2.683 0.923 0914 0.058
(M4) | FACTOR 3.225 0.902 0.887 0.067

Abbreviations: CMIN/DF, chi-square/degree of freedom; CFl, comparative
fit index; TLI, Tucker-Lewis Index; RMSEA, root mean square error of
approximation
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relationship and OCB were merged into a single factor. Model
4 was a one-factor in which authentic leadership, procedural
justice, communal relationship, and OCB were merged into
single factor to form a new bigger factor. CFA with maximum
likelihood estimation was conducted for all the four models.
The factor loading for each factor was found significant and
reveals a good convergent validity. The average variance
extracted (AVE) of all proposed variables was checked and
the square root of every AVE was found to be greater than
all the coefficient of the variables.®

Regression analysis

We conducted multiple linear regression in SPSS* to test
hypotheses 1-4. The results in Table 3 present the effects
of the control variables (age and job experience) and inde-
pendent variable (authentic leadership) on the dependent
variables (communal relationship and OCB). The results
shown in Table 3 reveal that authentic leadership is positively
and significantly associated with communal relationship
($=0.5546; P<0.001), hence fully supporting Hypothesis
1. Similarly, Hypothesis 2 predicts the positive association
between authentic leadership and OCB. Results indicate that
authentic leadership has a significant and positive relation-
ship with OCB (/=0.3934; P<0.001), hence Hypothesis 2 is
also supported.

Moderating hypotheses analysis

To test the moderating effect of procedural justice on the
relationship between the independent variable (authentic
leadership) and dependent variables (communal relationship
and OCB), we run multiple linear regression analysis. First,
we centered both independent and moderating variables;
then, we entered the product terms of independent and

Table 3 Results of regression analysis

Variable Communal ocCB
relationship

Control

Age -0.082 0.037

Job experience 0.038 0.076

Main effects

Authentic leadership 0.5546%++* 0.3934%%*

Interaction effects

Authentic leadership X procedural 0.1676%* 0.29497%*

justice

R? 0.280 0.104

Adjusted R? 0.279 0.102

F 164.837++* 49.3| 5%k

Notes: N=425; **P<0.001.

moderating variables (authentic leadership x procedural
justice). The findings revealed that the interactional term of
authentic leadership X procedural justice was significant with
employees’ communal relationship ($=0.1676, P<0.001);
therefore, Hypothesis 3 is fully supported.

Likewise, the interactional term of authentic leader-
ship X procedural justice was found significant with OCB
($=0.2949, P<0.001); hence, Hypothesis 4 is also fully sup-
ported. This means that procedural justice has moderating
effects on the relationships between authentic leadership and
employees’ sustainable communal relationship, and between
authentic leadership and OCB.

To further investigate this interaction, we also applied
simple slope analysis. Figure 2 indicates that the relationship
between authentic leadership and employees’ communal
relationship was positive when procedural justice was high;
however, at low procedural justice, the relationship remained
positive but not significant. Simple slope analysis revealed
that at high level of procedural justice, the relationship
between authentic leadership and employees communal
relationship is positive and significant (£=0.470, P<0.01),
whereas the association becomes insignificant when proce-
dural justice is low.

Figure 3 indicates that the relationship between authentic
leadership and OCB was not significant when procedural
justice was high while positive and significant when pro-
cedural justice was low. Simple slope analysis showed that
at low level of procedural justice, the relationship between
authentic leadership and OCB is positive and significant
($=0.570, P<0.001), while it is not significant in case of
high level of procedural justice. It means that employees
give more importance to authentic leadership in performing
extra role behaviors.

—— Low Pjustice
--&-- High Pjustice .-

Communal relationship

= N w »
= O N O w o0 ~ 00 O,

1 1 1 1 1 1 1

Low authentic
leadership

High authentic
leadership

Figure 2 Slope analysis of the moderating effect of high and low procedural justice
on the relationship between high and low authentic leadership and communal
relationship.

Note: Pjustice refers to procedural justice.

Psychology Research and Behavior Management 2018:1 |

submit your manuscript

551

Dove


www.dovepress.com
www.dovepress.com
www.dovepress.com

Igbal et al

Dove

—e— Low Pjustice

4.5 +
---#-- High Pjustice "
4

3.5 A1 e
3
2.5 1
2
1.5 1

ocB

Low authentic
leadership

High authentic
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Figure 3 Slope analysis of the moderating effect of high and low procedural justice
on the relationship between high and low authentic leadership and organizational
citizenship behavior (OCB).

Note: Pjustice refers to procedural justice.

Discussion

The focus of the current research is twofold. First, to expect
the positive effect of authentic leadership on employees’
communal relationship and OCB in the context of private
banking sectors in Pakistan. Second, to find the moderating
effect of procedural justice on the aforementioned relation-
ship. The outcomes of the current study revealed support for
all hypothesized relationship in this research. The findings
of the research are briefly discussed below.

The results of the current study reveal a positive
association between authentic leadership and employees’
communal relationship supporting Hypothesis 1. Shen and
Kim* suggest a positive association between authentic
organizational behavior and the quality of organization
employees’ relationship. However, research that has linked
authentic leadership behavior with employees’ communal
relationship was unexplored. We explored this gap and
found a positive influence of authentic leadership on
employees’ communal relationship. In addition, consistent
with prior research findings,? this study also reveals a
positive association between authentic leadership and OCB
supporting Hypothesis 2.

In addition, this study also supports the relational
influence processes given by Mossholder et al,** which state
that authentic leaders have the quality of developing and
maintaining strong relationship based on trust, take logical
value-based decisions which build subordinates respect,
and encourage mutual team norms. Such type of working
environment enables leader to mold desirable behaviors
as well as enables followers to recognize their personal
motives and drives to develop value-based commitment that
is cooperative behavior. So our study findings also reveal

that authentic leadership has positive effects on employees’
communal relationship and OCB.

The findings of the study also support the relation model
theory*®*! which is composed of four mental schemas which
exist to some extent in almost all cultures. Communal sharing
components imply showing care and concern for other
members and fulfilling their needs.***! So, our study supports
that authentic leadership is found to be positively associated
with employees’ communal relationship.

As discussed in the preceding discussion, procedural
justice indicates leaders’ fairness and integrity in managing
routine activities at work settings.”” In addition, when
it comes to showing justice in keeping transparency in
work processes and methods, authentic leaders can be
considered as characterized by high level of moral identity
and determined by internalized moral perspectives;*® they
are further appreciated to keep consistent with their action,
words, and beliefs. So these positive traits of authentic
leaders indicate a positive inclination toward following
procedural justice at workplace. Researchers suggest that
fair procedures at workplace create a sense of being valued
and trustworthiness among employees;* however, little effort
was put into identifying the moderating mechanism between
authentic leadership, employees communal relationship, and
OCB. This study examined the moderating role of procedural
justice on the relationship between authentic leadership,
employees’ communal relationship, and OCB. The results
reveal a positive and significant influence of procedural
justice on the relationship between authentic leadership and
employees’ communal relationship supporting Hypothesis
3. In addition, we also found that procedural justice plays
an important role in influencing the relationship between
authentic leadership and OCB supporting Hypothesis 4.
These results point to the significant role of procedural justice
in facilitating OCB and employees’ communal relationship.
It means that procedural justice plays important role in
influencing the above-mentioned relationship at workplace.

Practical implications, limitation, and

future direction

Leadership plays an important role in nurturing the suc-
cess of an organization. As such authentic leadership which
emphasizes self-awareness, relational transparency, balanced
processing of information, and internalized moral perspective
should be considered important for long-term organizational
success. The results of the current study have revealed that
leadership plays an important role in influencing employees’
attitudes and behaviors within organizations. Organizations
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need to give specific attention to authentic leadership to
enhance employees’ communal relationship and OCB. The
results of the study are consistent with the studies conducted
in Western context. The results found a predictive role of
authentic leadership in Pakistani setting, which enlarges its
predictive validity. Moreover, this study will assist future
researchers in further examining the role of authentic
leadership and procedural justice in enhancing employees’
communal relationship and OCB. The banking organization
can enhance procedural justice by implementing fair and
unbiased policies for employees. In addition, the managers
must confirm fairness in the workplace by showing fairness
in decision-making, using fair procedures to make resource
allocations, clearly communicate policies and procedures
among all staff members. Due to high pressure on economy,
and beginning of multinational banks, the competition in
banking has improved. The top management of the banking
sector should recognize the significance of authentic leader-
ship style of managers and organize leadership development
seminars. Moreover, the authentic leaders of the banking
sector should have the ability to understand the needs and
problems of their subordinates, build a sense of communal
relationship among their team members, and encourage them
to exhibit citizenship behaviors to accomplish higher goals.

Although the study results are significant, it also has some
limitations. First, the study only focused on private banking
sector. It is suggested that the study should be extended to
other work settings, to further develop understanding of the
relationships among the studied variables. Second, common
method bias is also the limitation of the study. Furthermore,
studies should be expanded to other departments and groups
as well. Thirdly, the current study should be replicated in
other countries to increase the findings’ generalizability.
Finally, future research studies are encouraged to consider
other organizational variables, job involvement, employees’
intention to stay, and happiness while focusing on authentic
leadership.
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