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ABSTRACT

Title of Dissertation The Development of Authentic Leadership Measure
and Its Validation on Follower’s Wellbeing and
Innovative Work Behaviour in The Thai Context

Author Miss Iratrachar Amornpipat

Degree Doctor of Philosophy (Human Resource and
Organization Development)

Year 2016

This study attempted to develop and validate a measure of authentic leadership
in the Thai context and to examine its nomological network with follower wellbeing
and innovative work behavior. The definition of Thai authentic leadership was found
to be consistent with the authentic leadership definition and the four constructs of
Walumbwa et al., (2008) authentic leadership theory. Moreover, the effect of being
collectivist in Thailand suggested an additional dimension of authentic leadership,
namely “Relationship harmony”. In order to develop a new scale, the research was
designed to have two separate studies; Scale development study and Scale validation
study. In the first study, 65 potential items were generated to assess the dimensions
and item validity. The total of 15 items was deducted during the content validity
assessment. To identify items to be retained for the authentic leadership scale, an
instrument administration was conducted through a pilot study with 172 Royal Thai
Armed Forced officers. Participants completed 50-item of the pilot Thai authentic
leadership scale. Results from item analysis and exploratory factor analysis (EFA)
suggested having 21 items with five dimensional constructs. A confirmatory factor
analysis (CFA) was further tested to confirm the constructs with 400 Royal Thai Navy
officers from Head Quarters. Results suggested deleting 2 items due to factor loadings
weight was lower than the criteria (£ < 0.40). Thus, the finalised version of Thai



authentic leadership scale consisted of 19 items with five dimensional constructs. A
validation study was conducted to test validation and reliability of the newly
developed 19-authentic scale and test a nomological network with follower wellbeing
and innovative work behavior with 644 Royal Thai Navy officers working in the other
three operational branches — Royal Thai Fleet; Naval Dockyard Department; and
Naval Studies and Research. Participants completed a survey consisting of four
instruments: a 19-item authentic leadership measure; a 30-item transformational
leadership measure; a 30-item well-being; and 10-item innovative work behaviour.
Data analysis in this study included bivarate correlation, CFA, path analysis, SEM,
and bootstrapping. Results revealed that the five-dimensional model was significantly
fit to the observed data. Validation and reliability of the 19-item authentic leadership
was also statistically supported. Moreover, results indicated a positive correlation
between authentic leadership and transformational leadership although these two
measures were able to statistically determine a significant difference. In
addition,positive influential relationship between authentic leadership and follower
wellbeing, and innovative work behaviour were found. A mediation effect of
wellbeing was also found in the relationship between authentic leadership and
follower innovative work behaviour. Further discussion of the implications of the
findings, limitations, and recommendations for future practices and research were

discussed.
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CHAPTER 1

INTRODUCTION

In times of a turbulent global economy, authentic leadership becomes of great
importance because the continuity of organisations as social systems is being
challenged by global changes and increases in unethical practices in various countries
around the world (Avolio & Walumbwa, 2006). Such changes and challenges create a
need for positive organisational leadership (Cooper, Scandura, & Schriosheim, 2005).
The concept of authenticity is becoming a focus of consideration in relation to the
responsible behaviour of organisational leaders in the post-Enron era (Novicevic,
Harvey, Ronald, & Brown-Radford, 2006) because authentic leaders are considered to
represent the new brand of leadership style that has the ability to motivate employees
to achieve superior performance that can build an enduring organisation and
shareholder values, as well as encourage strong values and integrity in the workplace
(Avolio & Walumbwa, 2006; George, 2003).

Authentic leadership is considered to have the potential to create fundamental
differences in organisations by helping employees to find meaning in their work
through increasing their self-awareness in relation to taking any action within the
organisation, and by promoting transparent relationships and decision-making
processes (Avolio & Walumbwa, 2006). Such leadership may build trust,
commitment, and perceptions of ethicality among followers (Avolio, Gardner,
Walumbwa, Luthans, & May, 2004). Hence, human resource (HR) agents play a key
role in training and developing current and potential leaders to become authentic in
order to create positive work environments and conduct business in an ethical
behaviour (Lagan, 2007).

However, having an insightful understanding of the concept of authentic
leadership especially the context of usage is a requirement for an organisation which

aims to design an effective leadership development programmes or interventions.



It is essentialto start designing such programme by examining authentic leadership
constructs through extensive review on existing theories and studies on authentic
leadership as a preliminary step to gain an understanding of the concept. However, a
great deal of existing research is limited to qualitative studies because there is lack of
a reliable and valid instrument for measuring authentic leadership (Lagan, 2007).
Importantly, most studies related to authentic leadership have been conducted in
particular contexts (i.e., the United States [US], China and Kenya) (see Walumbwa,
Avolio, Gardner, Wernsing, & Peterson, 2008). Therefore, the effect of cultural
influence should be considered when considering such studies. An examination of
authentic leadership in the Thai context must then begin with defining the concept of
Thai authentic leadership which subsequently being used to develop a measurement
scale of authentic leadership in a particular context of usage.

1.1 Statement of Research Problem

Authentic leadership can make differences in organisations by helping
employees to find meaning in their work by promoting employee self-awareness, as
well as transparent relationships and decision-making processes (Avolio et al., 2004).
The concept of authentic leadership was originally created from a Western
perspective, and some research has suggested that culture may construct different
personality traits and lead to culturally specific behaviours (Klenke, 2005). Hence, in
a specific cultural context, such as the Thai context, the contextual influence of the
Thai culture has an impact on the constructs of authentic leadership. The differences
between Thai authentic leadership and existing theory on authentic leadership might

be occurred.

1.2 Purpose of the Study

There are two main purposes of this research. First, this research aims to
develop a valid and reliable measure of authentic leadership in the Thai context. In

addition, the research seeks to investigate the relationships between authentic



leadership and follower wellbeing and follower innovative work behaviour to

examine the construct’s nomological network.

1.3 Research Questions

The present study has three research questions that guide the research:

1) What are the constructs underlying of authentic leadership in the Thai
context?

2) To what extent is the developed authentic-leadership measure developed
by this study reliable and valid in a sample, and relevant to the measure of
transformational leadership?

3) What are the relationships between authentic leadership, follower

wellbeing, and follower innovative work behaviour?

1.4 Significance of the Study

From a theoretical perspective, the findings of this study will broaden the
concept of authentic-leadership theory by providing a novel contextual investigation.
In addition, the instrument developed by this research will expand the predictive
networks of authentic leadership on follower outcomes. The developed instrument
may also be used to investigate future relationships between authentic-leadership
behaviour and follower outcomes. Further, in practice, the Thai authentic-leadership
model could be used to develop HR interventions and activities that can shed light on
the influence of leaders’ unethical behaviours. In addition, the measure for Thai
authentic leadership could be adopted as a tool to assess current leaders and potential
leaders for selection, promotion, and evaluation proposes in Thailand.

This study begins with a review of the current and relevant literatures on
authentic leadership, Thai cultural influences on leadership behaviours, well-being,
innovative work behaviour, and their relationships. The objective of the literature
review is to describe theoretical backgrounds in order to develop Thai authentic

leadership constructs. The rationale for hypotheses for the authentic leadership and



followers’ outcomes are also discussed. Chapter 3 discusses about methods of this
study which divides into two studies: Scale development and Scale validation. This
chapter explains population and sample, instruments, and research process used in
both studies. Chapter 4 presents empirical evidence related to each of the hypotheses.
Finally, Chapter 5 integrates the results from both studies to provide a discussion and
conclusion which include the limitations and recommendations for practice and future

research.



CHAPTER 2

LITERATURE REVIEW

This chapter consists of review of literatures on authenticity, authentic
leadership and its measurement instruments. Effects of Thai cultural behaviours on
the authentic leadership concept and relationships between authentic leaders and

followers’ wellbeing and innovative work behaviour are also discussed.

2.1 Authenticity

A philosophical meaning of authenticity was first advocated by Greek stoics as
a moral response to the perceived decline in civic and religious values (Baumeister,
1987). The term ‘authenticity’ has been articulated in relation to individual virtues
and ethical choices, and the psychological meanings of authenticity have traditionally
referred to individual traits, states and identities (Novicevic et al., 2006). A construct
of authenticity is captured in the timeless admonition to ‘be true to oneself’,
andisreflected in many philosophical discussions about what constitutes authenticity
(Harter, 2002; Harter, Schmidt, & Hayes, 2002). Drawing from the literature on
positive psychology, authenticity can be defined as ‘owning one’s personal
experiences, be they thoughts, emotions, needs, wants, preferences, or beliefs,
processes captured by the injunction to know “oneself”’[and]further implies that one
acts in accord with the true self, expressing oneself in ways that are consistent with
inner thoughts and feelings’ (Harter, 2002, p. 382).

Social psychologists have refined and clarified the authenticity concept
through theoretical development and empirical research (e.g., Kernis, 2003, Ryan &
Deci, 2001, 2003). Kernis (2003) defines authenticity as ‘the unobstructed operation
of one’s true, or core, self in one’s daily enterprise’ (p. 1). Moreover, Kernis and
Goldman (2006) conclude that the review of historical literature of authenticity
reflects four central themes: “authentic functioning of people’s 1) self-understanding,



2) openness to objectively recognising their ontological realities e.g., evaluating their
desirable and undesirable self-aspects), 3) actions, and 4) orientation towards
interpersonal relationships’ (p.284). Such perspective of Kernis (2003) is based on an
empirical grounded perspective on authenticity which is part of the nature of optimal
self-esteem- theory. These themes are consistent with Gardner, Cogliser, Davis, &
Dickens’s (2011) concept of authenticity as including four key components: ‘1) self-
awareness (i.e., knowledge and trust in one’s thoughts, feelings, motives and values);
2) unbiased processing of self-relevant information (i.e., objectivity about and
acceptance of one’s positive and negative attributes); 3) authentic action (i.e., acting
based on one’s true preference, values, and needs rather than merely acting to please
others, secure rewards, or avoid punishments); and 4) authentic relations (i.e.,
achieving and valuing truthfulness and openness in one’s close relationships)’(p.
1121). The multicomponent concept of authenticity has provided the theoretical
foundation for several theories of authentic leadership (Gardner, Avolio, Luthans,
May, & Walumbwa, 2005; lIlies, Morgeson & Nahrgang, 2005; Spitzuller & llies,
2010; Walumbwa et al., 2008) as described in the following section.

2.2 Authentic Leadership and Authentic Leaders Defined

Gardener et al., (2011) state that the concept of authentic leadership stems
from social psychological research on the construct of authenticity and has been
defined differently over the years through theory development so there are various
definitions of authentic leadership. First, the concept of authentic leadership was
advanced from the philosophical conceptions in the 1960s, it reflected a notion that
authenticity of organisations are manifested through its leadership (Novirevic et al.,
2006).This was further illustrated by Rome and Rome (1967) which provide a
description of authentic leadership in a hierarchical organisation (see Table 2.1).

The first attempt to define and operationalise the construct of leadership
authenticity formally were Henderson and Hoy (1983), as indicated in Table 2.1.
These researchers consider leadership authenticity as being derived from the
perception from subordinates; therefore, suggesting that authentic leaders possess the

following three qualities: 1) an ability to accept actions, outcomes and mistakes in



relation to personal and organisational responsibility; 2) being non-manipulating of
subordinates; and 3) being salient of the self over role requirements. From this
perspective, the concept of authentic leadership did not receive any attention until in
1990s, when leadership scholar in the sociological and educational fields had a re-
emerged interest in authentic leadership (Chan, Hannah, & Gardner, 2005). Bhindi
and Duignan (1997) state that authentic leadership comprised of four components:
authenticity; intentionality; spirituality; and sensibility. Begley (2001) offers an
alternate broader scope of the authentic leadership concept, yet is limited to the
educational context. Begley views authentic leadership as being constructed from
knowledge, values and skills. This particular definition of authentic leadership is
equatlise with effective and ethical leadership. Begley (2001) also states that
‘authentic leadership implies a genuine kind of leadership—a hopeful, open-ended,
visionary and creative response to circumstances’ (p. 354). Moreover, his later
definition in 2004 recognises the importance of self-knowledge, a quality central to
most conceptions of authenticity (e.g., Kernis & Goldman, 2006) and authentic
leadership (e.g., Gardner et al., 2005; George, 2003; Ladkin & Taylor, 2010; Luthans
& Avolio, 2003; Sparrowe, 2005).

George (2003) has make authentic leadership becomes popular by making the
concept as a general practice. It is because George (2003) provides primarily
descriptive definitions for both authentic leadership and authentic leaders, and also
contributed significantly to the occurrence of the concept for practitioners (Gardner et
al., 2011). For George (2003), there are five dimensions of authentic leadership: 1)
pursuing purpose with passion; 2) practicing solid values; 3) leading with heart; 4)
establishing enduring relationships; 5) demonstrating self-discipline. Several of these
found to be aligned with authenticity component by Kernis (2003). For example,
establishing enduring relationships is consistent with ‘authentic relations’ and
practicing solid values coincide with ‘authentic action’ (Gardner et al., 2011)
Similarly, the authentic leadership concept and its development by Luthans and
Avolio (2003) have been popular as their work has been contributory on scholarly
interest (Gardner et al., 2011). Luthans and Avolio (2003) suggest the theoretical
underpinnings of the authentic-leadership model including positive organisational
behaviour (Luthans, 2002a), transformational/full-range leadership (Avolio, 1999),



and ethical perspective taking (Kegan, 1982). Their definition of authentic leadership
shown in Table 2.1 states that authentic leaders are those with positive psychological
capacities including confident, optimistic, hopeful, resilient, transparent, and ethically
future oriented, the particular capacities subsequently become the construct of
psychological capital foundation (Luthans, Avolio, Avey, & Norman, 2007). Avolio,
Luthans and Walumbwa (2004) refine the existing definition of authentic leaders (see
Table 2.1), defining authentic leaders as those who process self-knowledge and a
personal point of view that reflects clarity about their convictions. However, Cooper
et al. (2005) argue that the refined definition is not distinct from definitions of
psychological capital and transformational leadership. Therefore, concerns about
discriminant validity are noted in the literature.

Ilies, Morgeson, and Nahrgang (2005) independently developed a concept of
authentic leadership (see Table 2.1) that draws from Kernis’s (2003) authenticity
framework. Further, Sharmir and Eilam (2005) propose a life-story approach to the
development of authentic leaders. Their definition (see Table 2.1) centres on leaders’
self-concept and the relationships between leaders’ self-concepts and behaviours;
these relationships can be used to differentiate level of authentic leadership from
none-authentic or less authentic leadership. They also note that their concept of
authentic leaders does not involve anything about values of the leader, whereas other
definitions contain moral considerations.

George and Sims (2007) develop an authentic leaders and authentic leadership
concept by conducting interviews with 125 diverse leaders from a range of
organisations. George and Sims (2007)’s definition of authentic leaders demonstrates
that authentic leaders are leaders with ethically grounded behaviours. Such leaders act
accordingly to their values because they are true to themselves, and genuinely develop
relationships with others. For George and Sims (2005), authentic leadership consist of
five dimensions which are purpose, practice of solid values, heart, relationships, and
self-discipline.

One of the strongest theoretical frameworks for authentic leadership
is Walumbwa et al.’s (2008) authentic-leadership model. As Walumbwa et al.’s
(2008) definition of authentic leadership presented in Table 2.1 indicates, these
researchers propose four primary components of authentic leadership: 1) self-



awareness; 2) relational transparency; 3) internalised moral perspective; and 4)
balanced processing. Taking the concerns of the previous research into consideration,
a number of researchers on authentic leadership have agreed that Walumbwa et al.’s
(2008) concept of authentic leadership overlaps with Kernis and Goldman’s (2006)
dimensions of authenticity (Gardner et al., 2011). The four-dimension model of
Walumbwa et al.’s (2008) authentic leadership has subsequently been operationalised
and validated through the measurement instrument of the Authentic Leadership
Questionnaire (ALQ).

Likewise, Whitehead (2009) introduces a definition of authentic leadership
that comprises three components: 1) self-awareness, other awareness, and
developmental orientation; 2) the creation of high levels of trust built on a firm ethical
and moral framework; and 3) commitment to organisational success based on social

values (see Table 2.1)

Table 2.1 Definitions of Authentic Leaders and Authentic Leadership

Source Definition

Rome and Rome ‘A hierarchical organization, in short, like an individual person, is

(1967, p. 185) “authentic” to the extent that, throughout its leadership, it accepts
finitude, uncertainty, and contingency; realizes its capacity for
responsibility and choice; acknowledges guilt and errors; fulfills
its creative managerial potential for flexible planning, growth,
and charter or policy formation; and responsibly participates in
the wider community.’

Henderson and  ‘Leadership authenticity is therefore defined as the extent to

Hoy (1983, which subordinates perceive their leader to demonstrate the

pp. 67-68) acceptance of organizational and personal responsibility for
actions, outcomes, and mistakes; to be non-manipulating of
subordinates; and to exhibit salience of self over role. Leadership
inauthenticity is defined as the extent to which subordinates
perceive their leader to be “passing the buck” and blaming others

and circumstances for errors and outcomes; to be manipulative of
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Table 2.1 (Continued)

Source Definition
subordinates; and to be demonstrating a salience of role over
self.
Bhindi and ‘In this article the authors argue for authentic leadership based

Duignan (1997,
p. 119)

Begley (2001,
p. 353)

George (2003,
p. 12)

on: authenticity, which entails the discovery of the authentic self
through meaningful relationships within organizational structures
and processes that support core, significant values; intentionality,
which implies visionary leadership that takes its energy and
direction from the good intentions of current organizational
members who put their intellects, hearts and souls into shaping a
vision for the future; a renewed commitment to spirituality, which
calls for the rediscovery of the spirit within each person and
celebration of the shared meaning, with purpose of relationship; a
sensibility to the feelings, aspirations and needs of others, with
special reference to the multicultural settings in which many
leaders operate in the light of the increasing globalizing trends in
life and work.’

‘Authentic leadership may be thought of as a metaphor for
professionally effective, ethically sound, and consciously
reflective practices in educational administration. This is
leadership that is knowledge based, values informed, and
skillfully executed.’

‘Authentic leaders use their natural abilities, but they also
recognize their shortcomings, and work hard to overcome them.
They lead with purpose, meaning, and values. They build
enduring relationships with people. Others follow them because
they know where they stand. They are consistent and self-
disciplined. When their principles are tested, they refuse to

compromise. Authentic leaders are dedicated to developing
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Table 2.1 (Continued)

Source

Definition

Luthans and
Avolio (2003,
p. 243)

Avolio, Luthans
et al. (2004, p.
4)

Begley (2004,
p. 5)

Ilies et al. (2005,
p. 374)

themselves because they know that becoming a leader takes a
lifetime of personal growth.’

These authors define authentic leadership in organizations as ‘a
process that draws from both positive psychological capacities
and a highly developed organizational context, which results in
both greater self-awareness and self-regulated positive behaviors
on the part of leaders and associates, fostering positive self-
development. The authentic leader is confident, hopeful,
optimistic, resilient, transparent, moral/ethical future-oriented,
and gives priority to developing associates into leaders
themselves. The authentic leader does not try to coerce or even
rationally persuade associates, but rather the leader’s authentic
values, beliefs, and behaviors serve to model the development of
associates’.

Authentic leaders are ‘those individuals who know who they are,
what they think and behave and are perceived by others as being
aware of their own and others’ values/moral perspective,
knowledge, and strengths; aware of the context in which they
operate; and who are confident, hopeful, resilient, and of high
moral character’.

‘Authentic leadership is a function of self-knowledge, sensitivity
to the orientations of others, and a technical sophistication that
leads to a synergy of leadership action.’

‘Authentic leaders are deeply aware of their values and beliefs,
they are self-confident, genuine, reliable and trustworthy, and
they focus on building followers’ strengths, broadening their
thinking and creating a positive and engaging organizational

context.’
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Table 2.1 (Continued)

Source

Definition

Shamir and
Eilam (2005,
p. 399)

Walumbwa et
al. (2008, p. 94)

Whitehead
(2009, p. 850)

The definition of authentic leadersof these researchers‘implies
that authentic leaders can be distinguished from less authentic or
inauthentic leaders by four self-related characteristics: 1) the
degree of person role merger i.e. the salience of the leadership
role in their self-concept, 2) the level of self-concept clarity and
the extent to which this clarity centers around strongly held
values and convictions, 3) the extent to which their goals are self-
concordant, and 4) the degree to which their behavior is
consistent with their self-concept’.

‘[W]e define authentic leadership as a pattern of leader behavior
that draws upon and promotes both positive psychological
capacities and a positive ethical climate, to foster greater self-
awareness, an internalized moral perspective, balanced
processing of information, and relational transparency on the part
of leaders working with followers, fostering positive self-
development.’

‘In this article, a definition of an authentic leader is adopted as
one who: (1) is self-aware, humble, always seeking improvement,
aware of those being led and looks out for the welfare of others;
(2) fosters high degrees of trust by building an ethical and moral
framework; and (3) is committed to organizational success within

the construct of social values.’

Source: Gardner et al., 2011, p. 1122.

The definitions presented in Table 2.1 have been used as theoretical

frameworks for a great deal of research. Table 2.2 presents a summary of the citations

identified as a theoretical foundation for the publication.
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Table 2.2 Foundational Citations

Citation Number of Times Identified as
Foundation
Gardner, Avolio, Luthans et al. (2005) 44
Luthans and Avolio (2003) 43
Avolio and Gardner (2005) 33
Avolio, Gardner et al. (2004) 32
Bass and Steidlmeier (1999) 23
George (2003) 19
May et al. (2003) 19
llies et al. (2005) 17
Harter (2002) 15
Shamir and Eilam (2005) 13
Kernis (2003) 11
Avolio, Luthans et al.(2004) 10
Burns (1978) 9
Erickson (1995) 9
Luthans (2002a; 2002b) 9
Walumbwa et al. (2008) 9
Avolio and Luthans (2006) 8
Deci and Ryan (1995) 6
Avolio (2005) 5
Bass (1985) 5
Markus and Wurf (1987) 5

87 Additional Articles

JAY
ol

Source: Gardner et al., 2011, p. 1128.

Ladkin and Taylor (2010) point that the existing definitions of authentic
leadership are not yet unified, but three common themes underpinning the use of the

term are usually found. First, authentic leadership is seemingly informed by ‘true
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self’. Second, self-awareness is mostly perceived as a crucial component of authentic
leadership. Third, researchers connect authentic leadership with morality and

charismatic socialisation.

2.3 Authentic-Leadership Measures

Henderson and Hoy (1983) were the first to operationalise authentic leadership
(Gardner et al., 2011) by developing the Leader Authenticity Inventory (LAI) with 32
items. This tool is used for measuring the three components of authentic leadership
they propose. However, their scale has been criticised in relation to its construct
validity and generalise ability because it was developed from a limited group of
professions (i.e., teachers and principals from primary schools). After the re-interest
in authentic leadership following Luthans and Avolio’s (2003) study, authentic
leadership constructs of LAl have been alternately operationalised by many
researchers (see Table 2.3). Prior to the availability of Walumbwa et al. (2008)’s
ALQ, researchers faced a dilemma when, attempting to operationalise authentic
leadership. For example, Jensen and Luthans (2006a, 20016b) summed scores of
selected items from the Multifactor Leadership Questionnaire (MLQ) (Form 5X)
(Bass & Avolio, 1995), ENTRESCALE (Entrepreneurial Orientation)(Knight, 1997),
and the Ethical Climate Questionnaire (ECQ) (Victor & Cullen, 1988). Wong and
Cummings (2009b) used seven items from the Leadership Practices Inventory (LPI)
(Kouzes & Posner, 2003) to operationalise seven posited dimensions of authentic
leadership, an approach that is troubling due to the limitations of single-item scales.
The problem is that adopting items from existing scales as substitutes means that the
items measured remain distinct from authentic leadership.

The ALQ is the most often used measure compared to available existing
measures (Gardner et al., 2011). Later, Authentic Leadership Inventory (ALI), the
instrument developed and validated by Neider and Schrieshein (2011), has gained
popularity because the ALI was publicly published for researchers or at no cost. The
development of the standardised and validated measures the ALQ and ALI are

discussed in the following section. Table 2.3 presents a summary of the construct
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labels, conceptual definitions, and the operationalised dimensions and developed

measurements.



Table 2.3 Summary of Conceptual Definitions and Measures of Authentic Leadership Used in Published Research

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Henderson and
Hoy (1983, pp. 67—
68); authentic

leadership

Hoy and
Henderson (1983);
authentic

leadership

‘The extent to which subordinates perceive their leader to demonstrate the
acceptance of organizational and personal responsibility for actions,
outcomes, and mistakes; to be non-manipulating of subordinates; and to
exhibit salience of self over role. Leadership inauthenticity is defined as the
extent to which subordinates perceive their leader to be “passing the buck”
and blaming others and circumstances for errors and outcomes; to be
manipulative of subordinates; and to be demonstrating a salience of role
over self” Henderson and Hoy (1983, pp. 67-68).

‘The extent to which subordinates described their leader as accepting
responsibility for actions, as being non-manipulating, and as demonstrating
a salience of self over role. In contrast, the inauthentic leader was viewed
as one who “passes the buck,” blames others and circumstances for his/her
errors, manipulates and uses subordinates, and is engulfed in the
bureaucratic role requirements of the position” (p. 124; cited in Henderson
& Hoy, 1983).

LAS; developed for this study; 32

items

LAS (Henderson & Hoy, 1983); 32

items

97



Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Eigel and Kuhnert
(2005); LDL

Jensen and Luthans
(2006a); authentic
leadership

‘As leaders move from lower to higher LDLs, there is a transition in the

knowing self realm (intrapersonal) from an externally defined
understanding of self to an internally defined understanding of self, in the
knowing others realm (interpersonal) from self-focus to other-focus, and in
the knowing our world realm (cognitive) from simplicity to complexity ...
The highest LDLs exhibit ...
Kuhnert, 2005, p. 361).

‘A process that draws from both positive psychological capacities and a

a more authentic way to lead’ (Eigel &

highly developed organizational context, which results in both greater self-
awareness and self-regulated positive behaviour on the part of leaders and
employees, fostering positive self-development. The authentic leader is
confident, hopeful, optimistic, resilient, transparent, moral/ethical, future-
oriented, and gives priority to developing employees to be leaders’ (p. 647;
cited in Luthans & Avolio, 2003, p. 243).

LDL semi-structured interview (no
citation provided); interview coded
into 20 scores (five distinctions for
each of the four LDLS)

Authentic leadership (Jensen &
Luthans, 2006b); summed scores
from the following three measures:
30 items from the MLQ (Form 5X)
(Bass & Avolio, 1993); eight items
from the
ENTRESCALE(Entrepreneurial
Orientation)(Knight, 1997); and

seven items from the caring and

LT



Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality
And Measure Used

Jensen and Luthans
(2006b); authentic
entrepreneurial

leadership

‘An authentic leader is one who is not only true to him/herself, but behaves
in such a way that followers are also able to gain self-awareness and
psychological strength’ (Jensen & Luthans, 2006b,p. 256; cited inLuthans
& Avolio, 2003).

‘An authentic leader knows him/herself, and acts in accordance with those
beliefs, creating a future oriented ethical, follower-building climate’
(Jensen & Luthans, 2006b,p. 263; Avolio, Gardner et al., 2004;Avolio,
Luthans et al., 2004; Luthans & Avolio, 2003).

reverse-scored items of the ECQ
(Victor & Cullen,1988)

Authentic leadership (Jensen &
Luthans, 2006b); summed scores
from the following three measures:
30 items from the MLQ (Form 5X)
(Bass & Avolio, 1993); eight items
from the ENTRESCALE
(Entrepreneurial Orientation (Knight,
1997); and seven items from the
caring and reverse-scored items of
the ECQ (Victor & Cullen,

1988)

8T



Table 2.3 (Continued)

Study and
Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Brown and
Gardner (2007);
authentic

leadership

Tate (2008);
authentic

leadership

‘A process that draws from both positive psychological capabilities and a
highly developed organizational context, which results in both greater self-
awareness and self-regulated positive behaviours on the part of both leaders
and associates, fostering positive self-development’(Brown & Gardner, p.
56, cited in Luthans & Avolio, p. 243).

This research describes authentic leadership as ‘a form of leadership
concerned with developing positive leader—follower relationships (May et
al., 2003), high moral standards, and integrity (Avolio,Gardner et al.,
2004)’ (Tate, 2008, p. 18). The authentic-leadership measure is based on
George’s (2003) five dimensions of authentic leadership: demonstrating
self-discipline, leading with heart, establishing enduring relationships,

practicing solid values, and passion for purpose.

Examined the positive role-
modelling component of the
authentic-leadership process
(Gardner, Avolio, Luthans et al.,
2005), including leader integrity,
through structured and open-ended
questions.

Authentic-leadership measure
(developed for this study) uses 17
items based on George’s (2003)
conceptual dimensions of authentic
leadership. Three subscales: self-
discipline and ethical standards (nine
items), establishing positive
relationships (four items), and

passion for

67



Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Walumbwa et al.
(2008); authentic

leadership

‘[A] pattern of leader behavior that draws upon and promotes both positive
psychological capacities and a positive ethical climate, to foster greater
self-awareness, an internalized moral perspective, balanced processing of
information, and relational transparency on the part of leaders working with
followers, fostering positive self-development’ (Walumbwa et al., 2008, p.
94).

purpose (four items). 17 items are
summed to form a composite

authentic-leadership score.

The ALQ was developed for this
study) using 16 items and four
subscales: self-awareness (four
items), relational transparency (five
items), internalised moral perspective
(four items), and balanced processing
(three items). Four dimensions form
a higher order authentic-leadership

factor.

0¢



Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Clapp-Smith et al.
(2009); authentic
leadership

Toor and Ofori
(2009); authentic

leadership

‘A process by which leaders are deeply aware of how they think and
behave, of the context in which they operate, and are perceived by others as
being aware of their own and others’ values/moral perspectives,
knowledge, and strengths’ (Clapp-Smith et al., 2009, p. 229; cited in

Avolio, Gardner et al., 2004; Avolio, Luthans et al., 2004).

‘[A] pattern of leader behavior that draws upon and promotes both positive
psychological capacities and a positive ethical climate, to foster greater
self-awareness, an internalized moral perspective, balanced processing of
information, and relational transparency on the part of leaders working with
followers, fostering positive self-development’ (Toor & Ofori, 2009, p.
301, cited in Walumbwa et al., 2008, p. 94).

This ALQ used in Clapp-Smith et al.
(2009) was developed by Walumbwa
et al. (2008). It uses 16 items and
four subscales: self- awareness (12
items), unbiased processing (10
items), behaviour (11 items), and
relational orientation (12 items).
These are summed to form a
composite authenticity score.

Toor and Ofori (2009) use the 45-
item Authenticity Inventory or Al:3
created by Kernis and Goldman
(2005, 2006), which uses four
subscales: self-awareness (12 items),
unbiased processing (10 items),

behaviour (11 items), and relational

T¢



Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Wong and
Cummings (2009a,
2009Db); authentic
leadership

Authentic leadership is ‘a process that draws from both positive
psychological capacities and a highly developed organizational context,
which results in both greater self-awareness and self-regulated positive
behaviors on the part of leaders and associates, fostering positive self-
development’ (p. 7, cited in Avolio & Gardner, 2005, p. 321).

orientation (12 items). These are
summed to form a composite
authenticity score.

This study uses single items
reflecting seven leadership
behaviours (self-awareness,
relational transparency, balanced
processing, ethical behaviour,
trustworthiness, supportiveness, and
empowering) selected from the LPI
created by Kouzes and Posner
(2003). The items are used as single
indicators for the latent leadership

concepts in a SEM analysis.
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Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Giallonardo et al.
(2010); authentic
leadership

Spitzmuller and
Ilies (2010);
authentic

leadership

‘A process that draws from both psychological capacities and a highly
developed organizational context, which results in both greater self-
awareness and self regulated positive behaviours on the part of leaders and
associates, fostering positive self-development’ (Giallonardo et al., 2010, p.
993, cited in Luthans & Avolio, 2003, p. 243).

‘Goldman and Kernis (2002) described relational authenticity as “involving
valuing and achieving openness and truthfulness in one’s close
relationships ...and the development of mutual intimacy and trust” (p. 19).
Based on this definition, Ilies et al. (2005) propose that leaders with a
relational authenticity will strive for open and truthful relationships with
their followers and such orientation will have a number of positive

outcomes’ (Spitzmuller & llies, 2010, p. 307).

Giallonardo et al. (2010) use the
ALQ’s 16 items (Walumbwa et al.,
2008). The items are summed to
forma composite authentic-leadership
score.

Authentic leadership is measured
with 45 items from the Authenticity
Inventory(Goldman & Kernis, 2001).
Four subscales are used: self-
awareness (12 items), unbiased
processing (10 items), authentic
behaviour (11 items), and authentic
relational orientation (12
items).These are summed to form a

composite authenticity score
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Table 2.3 (Continued)

Study and

Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Walumbwa et al.
(2010); authentic
leadership

Wong et al. (2010);
authentic

leadership

‘Authentic leaders display four types of behaviors. These include balanced
processing, internalized moral perspective, relational transparency, and
self-awareness’(Walumbwa et al., 2010, p. 902,cited in Gardner, Avolio,
Luthans et al., 2005; Gardner et al., 2005a, 2005b; Ilies et al., 2005;
Walumbwa et al., 2008).

Authentic leadership ‘focuses on the positive role modelling of honesty,
integrity and high ethical standards in the development of leader—follower
relationships’(Wong et al., 2010, p. 890).

Walumbwa et al. (2008) use their
ALQ, which has 16 items with four
subscales: self-awareness (four
items), relational transparency (five
items), internalised moral perspective
(four items), and balanced processing
(three items). The 16 items are
summed to form a composite
authentic-leadership score.

Wong et al. (2010) use the ALQ
(Walumbwa et al., 2008), which has
16 items and four subscales: self-
awareness (four items), relational
transparency (five items),
internalised moral perspective (four

items), and balanced processing

144



Table 2.3 (Continued)

Study and
Construct Label

Reported Conceptual Definition of Authentic Leadership

Operationalised Dimensionality

and Measure Used

Neider and
Schrieshein (2011);
authentic
leadership

Sangmookda
(2011); authentic

leadership

‘Using the Walumbwa et al. four dimension definitions as guides’ (p.1148).

Thus, there are four dimensions of authentic leadership: self-awareness;

relational transparency; balanced processing; and internalised moral

perspective.

Authentic leaders are leaders who ‘are aware of their strengths and

weaknesses, and act
(Sangmookda, 2011, p.85).

accordingly

to

their

self-moral

standard’

(three items). The 16 items summed
to form a composite authentic-
leadership score.

The ALI (developed for this study) is
used; it consists of four dimensions
with 14 items: self-awareness (three
items); relational transparency (three
items); balanced processing (four
items); and internalised moral
perspective (four items).

The authentic-leadership
measurement is developed for this
study in the Thai context. The
measure consists of five dimensions
with 21 items: self-awareness (five

items); relational transparency (five

T4



Table 2.3 (Continued)

Study and Reported Conceptual Definition of Authentic Leadership

Construct Label

Operationalised Dimensionality

and Measure Used

items); balanced processing (four
items); internalised moral perspective
(four items); and learning from future

(three items).

Source: Gardner et al., 2011, pp. 1135-1136.

9¢
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2.3.1 ALQ.

The ALQ, developed by Walumbwa et al. (2008), is one of the most frequently
chosen for use in recent authentic-leadership studies (Giallonardo et al.,
2010; Walumbwa et al., 2010). The ALQ reflects the theoretical definitions and
dimensions of authentic leadership by Avolio and Gardner (2005) and Gardner et al.
(2005).The ALQ is a 16-item questionnaire, which uses a five-point Likert scale that
ranges from O (not at all) to 4 (frequently, if not always) by asking the participants to
rate their supervisors. The higher order multidimensional authentic-leadership

construct consists of the four factors described in the sections below.

Self-awareness refers to demonstrating an understanding of how one derives
and makes meaning of the world and how that meaning-making process
affects the way people view themselves over time. Self-awareness also refers
to demonstrating an understanding of one’s strengths and weaknesses, and the
multifaceted nature of the self, which includes gaining insight into the self
through exposure to others, and being cognisant of one’s effect on other
people. Relational transparency refers to presenting one’s authentic self (as
opposed to fabricated or distorted self) to others. Such behaviour promotes
trust through disclosures that involve openly sharing information and
expressions of one’s true thoughts and feelings, while trying to minimise
displays of inappropriate emotions (Walumbwa et al., 2008, p. 95).Balanced
processing refers to a leader demonstrating that they objectively analyse all
relevant data before coming to a decision. Such leaders also solicit views that
challenge their own deeply held positions. Internalised moral perspective
refers to an internalised and integrated form of self-regulation. The type of
self-regulation is guided by internal moral standards and values versus group,
organisational, and societal pressures, and it results in expressed decision
making and behaviour that is consistent with these internalised values
(Walumbwa et al., 2008, p. 95).

After Walumbwa et al. (2008) operationalised the four construct definitions,

they began item development. Deductive and inductive approaches were used in order
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to generating new items. Their items came from extensive review of authentic-
leadership literature, and discussion with a group of researcher in the leadership field
research which included of university faculty members and graduate students.
Walumbwa et al. (2008) asked doctoral students to describe who and how an
authentic leader was. The responses were then content analysed and no new
dimensions needed to be added to the initial four constructs.

Further, Walumbwa et al. (2008) generated a pool of items, and 22 items were
theoretically derived as they were the best items capturing the proposed content areas.
The university faculty members and doctoral students were asked to randomly assign
each ordered item to one of the four categories, conducted a content-validity
assessment. As a result, six items were dropped; leaving a final pool of 16 items: self-
awareness (four items); relational transparency (five items); balanced processing
(three items); and internalised moral perspective (four items).

To further support the reliability and validity of the ALQ, internal-consistency
reliability (Cronbach’s alpha) and confirmatory factor analysis (CFA) were performed
in two independent samples from the US and China. The first study was conducted in
the US, with the sample consisting of 224 full-time employees from a large high-tech
manufacturer based in the northeaster part of the country, who rated their immediate
supervisor on authentic-leadership behaviours. The second study was conducted in
China, with as ample of 212 full-time employees from a large state-owned company
in Beijing.

During the validation study, Walumbwa et al. (2008) analysed the one-factor
model, where all individual items were fit to the overall authentic-leadership
construct. In the second-order factor model, the items were loaded onto their
individual factors, and the four authentic-leadership dimension’s factors were loaded
onto the second-order authentic-leadership factor. For clarity, Table 2.4 presents the
comparison of priori ALQ factor structure between one-factor, first-order, and
second-order models from the two samples. The results show that the second-order
factor model is the best-fitting model because this model allows for variation among
first-order factors by accounting for corrected errors that are very common in first-
order CFA (Walumbwa et al., 2008). Later studies have supported the second-order
construct model (Roof, 2014).
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Table 2.4 Comparison of A Priori ALQ Factor Structure between One-factor, First-

order, and Second-Order Models from the Two Samples

Structure x? do  Ax? CFlI RMSEA
US sample (n = 224)
One-factor model (all 16 items) 356.78 102 091 0.11
First-order factor model 272.65 96 84.13**  0.94 0.09
Second-order factor model 23470 98 122.08** 0.97 0.05
Chinese sample(n = 212)
One-factor model (all 16 items) 249.79 102 0.91 0.09
First-order factor model 208.71 96 41.08**  0.93 0.08
Second-order factor model 176.03 98 73.76**  0.95 0.06

Source: Walumba, et al., 2008, p. 99.
Note: **p <.01 (two-tailed).

The internal-consistency alphas for each sub dimension was at the acceptable

level: self- awareness: 0.92; relational transparency: 0.87; internalised moral

perspective: 0.76; and balanced processing: 0.81. The reliability of the ALQ was

evaluated during instrument development, and repeated by a large number of follow-

on studies with consistently acceptable results. These studies yield alpha values

greater than 0.70, indicating respectable reliability, and many measured alpha values

were greater than 0.80, which indicates very good reliability (Deville’s, 2012) (see

Table 2.5). Additionally, the good Cronbach’s alpha values presented in Table 2.7

were from a variety of study populations, cultures and languages. These results

provide consistent and broad support for the reliability characteristics of the ALQ

(Roof, 2014).
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Table 2.5 Reliability Coefficients (Cronbach’s Alpha) Values from Studies

Employing the ALQ
Study Cronbach’s alpha values
Country of Self- Relational Internalised Balanced ALQ
participants awareness transparency moral processing
perspective

Walumbwa  US/China 0.92 0.87 0.76 0.81 NA
et al. (2008)
Darvish and Iran 0.85 0.87 0.82 0.80 NA
Rezaei
(2011)
Peus et al. German 0.86 0.81 0.85 0.78 0.94
(2012)
Qian et al. China 0.89 0.89 0.86 0.84 0.96
(2012)
Wang and UsS 0.92 0.87 0.76 0.81 NA
Bird (2011)
Wong and Canada 0.93 0.88 0.89 0.86 0.97
Laschinger
(2012)

Note: NA = not reported.

In addition, to demonstrate a confirmation of the construct, nomological
validity is required (Walumbwa et al., 2008). This type of validity is important
because it demonstrates a relationship between a developed measure and other
expected theoretical constructs (Hair et al., 2010). Many studies have consistently
supported the theoretical relationships between authentic leadership and a variety of
expected positive outcomes using the ALQ. The positive outcomes include followers’
trust and engagement (Hassan & Ahmed, 2011); job satisfaction with supervisor (Peus

et al., 2012; Walumbwa et al., 2008); employee voice behaviours (Hsiung, 2012);
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organisational commitment (Darvish & Rezaei, 2011; Leroy, Palanski & Simons,
2012; Walumbwa et al., 2008); job performance (Leroy et al., 2012; Peus et al.,
2012; Walumbwa et al., 2008; Wong & Laschinger, 2013); job satisfaction (Darvish
& Rezaei, 2011; Walumbwa et al., 2008); and safety climate (Nielsen et al., 2013).
Although further nomological-validity testing is required, existing research supports
the predictive validity of the ALQ (Roof, 2014).

2.3.2 ALL.

This measure was developed and validated by Neider and Schrieshein (2011).
The main purpose was to develop an alternative measure to compensate for the
limitations of the ALQ, for example, copyright issues and the construct validity and
CFA issues.

Neider and Schrieshein (2011) adopted Walumbwa et al.’s (2008) theoretical
framework and the four dimensions (self-awareness, relational transparency, balanced
processing, and internalised moral perspective) of authentic leadership to develop
further items for measuring authentic leadership. They wrote four items for each
dimension, two of which were paraphrased from the two sample items provided by
Walumbwa et al. (2008, Appendix, p. 121). Neider and Schrieshein (2011) generated
a set of 16 items for the ALI. These pools of items were then subjected to content-
validity and statistical analysis. The scale was tested with a sample of 40
undergraduates and 32 executive Master of Business Administration students who
were taking classes in leadership at a medium-sized southern university in the US, but
had not yet studied authentic or transformational leadership. The participants were
administered a form containing the 16 ALT items with the definitions of the four
authentic-leadership behaviours presented on a cover page. They were then asked to
rate the items on the extent to which they believed that the items measured each of the
four authentic-leadership constructs. The rating scale employed was as follows: 0 =
none; 1 = hardly any; 2 = some; 3 = much; 4 = very much; and 5 = almost completely
or completely. Later, Neider and Schrieshein (2011) used one-way analysis of
variance (ANOVA) and planned directional t-tests to determine to which dimension

each item should be assigned. The results from the ANOVAs and t-tests supported the
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assignment of all 16 items. Thus, the theoretical content validity of the new ALI scale
was supported.

Given the positive result of the content-validity analysis reported in Neider
and Schrieshein’s (2011) first study, the new ALI scale was later tested for internal-
consistency reliability (Cronbach’s alpha) and empirical factor structure. Neider and
Schrieshein (2011) tested the items with a sample of 499 undergraduate students, who
taking two management courses—one was an introductory general-survey course,
andan introduction to organisational behaviour. The participants were asked to give
their perceptions of two presidential candidates (McCain and Obama in 2008) in
relation to leadership styles. The results from both datasets (i.e., those on McCain and
Obama) demonstrated that the ALI had acceptable internal-consistency reliabilities
that were above 0.70 (Nunnally & Bernstein, 1994) (see Table 2.6). In addition, the
ALl scale was found to have an internal-consistency reliability of alpha = 0.93. The
CFA tests for the McCain and Obama datasets suggested deleting two items; thus, the
final version of the ALI consisted of 14 items: self-awareness (three items); relational
transparency (three items); balanced processing (four items); and internalised moral
perspective (four items) (Neider & Schrieshein, 2011).

Table 2.6 Obama and McCain Cronbach’s Alpha Values for the ALI Scale

Development

Dataset Cronbach’s alpha values
Self- Relational Internalised  Balanced
awareness  transparency moral processing

perspective

McCain 0.74 0.81 0.83 0.85
Obama 0.79 0.80 0.85 0.85

Source: Neider & Schrieshein, 2011, p. 1159.

Neider and Schrieshein (2011) further tested the latest version of ALI’s

discriminant and nomological validity. This study collected data from 228
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participants. The criteria for participants’ election were to gather were a mixture of
people of different genders, ages, and ethnic backgrounds that worked full-time in a
mid-level position in different organisations. The obtained reliabilities for the ALI
were as follows: self-awareness = 0.70; relational transparency = 0 .77; balanced
processing = 0.74; and internalised moral perspective = 0.82. The results of the CFA
tests (see in Table 2.7)support the superiority of the four-factor model and the second-
order factor model over the one-factor model, as indicated by the chi-square
difference test (Ax? = 121.06. do = 6, and Ax? = 120.47. df = 4, respectively, both p<
0.01), and the differences in the other fit indicators. However, there is no significant
chi-square difference inherit indicators between the four-factor model and the second-
order factor model. Therefore, the rule of parsimony suggests that the second-order
factor model should be considered the better portrayal of the data (Neider &
Schrieshein, 2011).

To conduct a nomological examination, Neider and Schrieshein (2011) chose
three dependent variables that were expected to have a nomological network with
authentic leadership. The three dependent variables were general job satisfaction,
satisfaction with supervision, and organisational commitment. The results appeared

reasonable and supported the concurrent validity of the ALI.

Table 2.7 Confirmatory-analysis Results for ALI Measurement Model

Structure x? df Ax? CFI RMSEA
ALl scale (14 items, n = 228)
One-factor model 276.03 77 0.85 0.11
Second-order factor model  155.56 73 120.47** 0.94 0.07
Four-factor model 15497 71 121.06**  0.94 0.07

Note: **p <.01 (two-tailed).
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2.4 Cultural Contingency

Klenke (2005) states that leadership is shaped by context, meaning that
contextual factors set the boundaries of leader and follower interaction, which
determine leaders and followers’ actions, behaviours, attitudes, emotions and spiritual
choice. This statement emphasises the importance of cultural contexts underlined in
leadership theories. Most of the definitions or concepts of authentic leadership have
been developed and validated in the US and other Western countries. The explanation
of authentic-leadership behaviours derived from studies conducted in such contexts
may not be relevant in other cultures (Zhang, Everett, Elkin, & Cone, 2012).
Recently, there have been efforts to conduct cross-cultural studies related to authentic
leadership, using various samples from different cultural backgrounds, particularly in
the Asian context. Zhang et al.’s (2012) study conducted in the Chinese context
contributed to developing authentic-leadership theory from the sociological and
philosophical perspectives. These researchers used a case-study methodology, and
found that the Chinese perspective of authentic leaders focus on being authentic to
‘the self’, which is similar to the Western literature. However, in the Chinese context,
greater emphasis is placed greater on being authentic in the daily practice context. For
Chinese leaders, self-authenticity is achieved through the process of achieving their
authentic identity in a relationship. Khilji, Keilson, Shakir, and Shrestha
(2015) investigate how authentic leadership is manifested in the South Asian context.
The researchers collected data by interviewing 14 leaders from India, Nepal, Pakistan,
and Sri Lanka. The results reveal that the concept of authentic leadership from the
South Asian perspective is somewhat different to the Western perspective. The
researchers found that authentic leadership is indeed culturally relevant, and emerges
through multidimensional constructs that are categorised into five components: 1)
self-concept; 2) follower development; 3) organisational outcomes; 4) culture; and 5)
contextual knowledge. These studies demonstrate a difference between different
cultures in constructs relevant to authentic leadership. The concept of culture has
come to the forefront to address issues of human diversity in psychological process

and performance (Saetang, 2004).
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The core of culture is formed by values (Hofestede, 2001). Culture has been defined
in many different ways. One well-known definition of culture defined by Hofestede
(2001) is “the collective programming of the mind that distinguishes the members of
one group or category of people from another’ (p. 9). Hofstede’s (2001) study about
the influence of cultural values on organisational dynamics reveals that culture plays
an important role in the concept of leadership. Hofestede (1984, 2001) categorises
culture into five dimensions: power distance; individualism versus collectivism;
uncertainty avoidance; masculinity versus femininity; and indulgence versus restraint.
Thailand is considered to have a high level of power distance, collectivism,
uncertainty avoidance, femininity, and short-term orientation (Hofestede, 2001). Such
cultural dimensions influence behaviours of leaders. For example, in a society that has
high-level of power distance, the role of leaders is perceived to be that of a controller
rather than a colleague, and this is referred to as the superior—inferior construct, which
dominates Thai society (Rohitratana, 1998; Thanasankit & Corbitt, 2000). If a society
has a high level of the characteristics of uncertainty and short-term orientation,
leaders usually focus on short-term rather than long-term strategic planning. They
seek security to avoid future uncertainty by implementing strict rules, laws, policies,
and regulations (Bagchi et al., 2004; Erumban & Jong, 2006; Laosethakul & Boulton,
2007).

2.4.1 Influence of Thai Culture on Authentic Leadership in Thai Context

The initial authentic-leadership theoretical framework basis for the present
study is taken from Walumbwa et al.’s (2008) framework for the ALQ. Walumbwa et
al. (2008) define authentic leadership as ‘a pattern of leader behaviour that draws
upon and promotes both positive psychological capacities and a positive ethical
climate, to foster greater self-awareness, an internalised moral perspective, balanced
processing of information, and relational transparency on the part of leaders working
with followers, fostering positive self-development’ (p. 94). The four constructs of
authentic leadership include self-awareness, balanced processing, relational
transparency, and internalised moral perspective. This concept of authentic leadership
constitutes one of the strongest theoretical frameworks (Gardner et al., 2011). The
Walumbwa et al.’s (2008) authentic-leadership concept also operationalise four



36

constructs of authentic leadership and developed the measure (ALQ), which has been
adopted in many studies across cultures.

However, the concept of authentic leadership in the Thai context may be
fundamentally different from Walumbwa et al.’s (2008) concept of authentic
leadership. Therefore, transferring this theoretical framework directly into the specific
context of the Thai study may not be appropriate. The following section provides the
review of literature relating to the influence of culture on the concept of authentic
leadership in Thailand.

2.4.2 Constructs of Authentic Leadership in Thai Context

Yukongdi (2010) reveals that one important preference for leadership style in
Thai employees is being cognisant of others’ feelings. Thai employees were found to
believe that leaders should understand their followers by being considerate.
Nevertheless, the concept of consideration must be understood within the unique Thai
cultural context (Komin, 1990a), which considers ‘consideration’ to demonstrate
characteristics such as being benevolent and paternalistic, which are consistent with
Thailand’s high level of power distance and family-oriented culture (Gupta, Surie,
Javidam, & Chhokar, 2002). Additionally, the Global Leadership and Organizational
Behaviour Effectiveness (GLOBE) study found charismatic, team-oriented, and
participative leadership are the top three most effective models of leadership in
Thailand (Gupta et al., 2002). These models of leadership refer to leaders who have
high level of integrity and are deemed to be effective. Such leaders also delegate
responsibilities in way that matches others’ strengths and weaknesses with appropriate
tasks. Such behaviours in Thai leaders are consistent with Walumbwa et al.’s (2008)
self-awareness authentic-leadership construct.

Further, as Thailand is a collectivism country (Hofstede, 2001); it favours “in-
groups’ at the expense of “‘out groups’ (Davis & Ruhe, 2003). Leaders are therefore
expected to be open to negotiations and ideas from many corners, and to be capable
diplomats, ensuring they do not exclude any group members (Gupta et al., 2002).
Leaders also allow for input from others before coming to a decision because ethical

attitudes in collectivistic culture depending on whether in-groups are affected by the
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decision. These behaviours are seemingly consistent with the balanced processing
construct in Walumbwa et al.’s (2008) concept of authentic leadership.

In addition, the concept of being a clean and transparent leader may be new in
the context of Thai leadership because this dimension has been neglected in Thai
leadership literature. For example, in Yukongdi (2010), the findings relating to
preferred leadership styles for Thai employees involve only supportive characteristics
such as being consultative, participative, and paternalistic, andbeing ethical was not
included. In addition, in Selvarahet al. (2013), it was found that excellent leadership
in Thai organisations is usually mediated by culture-based constructs of
environmental harmony; respect and defence of authority, yet the dimension of ethics
were not found. Moreover, Virakul and McLean (2012) examined leadership
development and leadership-development programmes in three Thai organisations.
They found that only one company stated that business ethics and employee code of
conduct were valued as effective competencies of leaders. The other two companies
focused on the characteristics of innovation and high performance.

Since 1997, Thailand has attempted to promote transparency and
accountability as tools for gaining the stability and effectiveness of organisations
(Pongsudhirak, 2008). The Thai Office of Civil Service Commission (OCSC), as a
central agency of public HR management in Thailand, aims to enhance integrity and
good governance in the public and private sectors. The OCSC stresses the necessity of
establishing coordination and sharing of related information with individuals and
groups involved within organisations (OCSC knowledge, 2014). With pressure from
the media and public-sector agencies such as OCSC, being transparent is a new key
competence in Thailand’s concept of leadership qualities (OCSC knowledge, 2014).

Thai employees are likely to devote themselves to work for a leader who they
like and respect. The key characteristics are the leader’s personality and appropriate
actions based on kindness and non-aggressiveness (Selvarajah et al., 2013). Such
findings are similar to those of Komin (1990b), who found that straightforward,
ambitious, and aggressive personalities, such as those found in Western cultures, are
not acceptable and are unlikely to be successful in Thai organisations. Overall, the

combination of being transparent, open, and aware of inappropriate expressions is
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consistent with the relational-transparency construct in Walumbwa et al.’s (2008)
concept of authentic leadership.

Walumbwa’s (2008) authentic-leadership construct of internalised moral
perspective focuses on an internal moral standard of leaders influencing their ethical
actions. Ethical attitudes are likely to be culturally and organisationally bound
(Cottrill, 2011). It involves people’s cognitive, affective, and behavioural
predispositions to respond to issues and activities involving social standards for what
are morally proper and virtuous. Franke and Nedler (2008) suggest that national
culture, organisational culture, personal religious beliefs, and economic pressures
usually influence moral perspectives. Komin’s (1995) notes that religio-psysical
orientation is one of the major values held by Thai people. In Thailand’s hierarchical
society, social orders depend on merit (Boon) and virtue (Kwam-dee), which reflects
Buddhist beliefs (Hank, 1962). Buddhism is the common religion of Thailand, and
has a great influence on Thai values, particularly on moral perspectives (Thakur &
Walsh, 2013). Buddhism emphasises that all dissatisfaction stems from the human
tendency for desire and aversion. It advocates a middle path that eschews extremes of
conduct, and promotes the use of reason instead of the performance of religious rites
(Gupta et al., 2002). Moreover, karma (cause and effect where intent and actions of an
individual influence the future of the individual) is also a value that is strongly held
among Thai people, as it relates to by Hindu and Buddhist worldviews (Kamoche,
2000; Pathmanand, 2001). Buddhist religious beliefs and values contribute to the
ethical belief of Thai people that they are accountable for their actions (Gupta et al.,
2002). Thus, Thai leaders are expected hold high moral standards and behave
ethically based on their religious beliefs to gain the respect and trust of their followers
(Hank, 1962).

The concept of authentic leadership is relatively new in the leadership
literature in Thailand. Sangmookda (2011) conducted a study to determine the
concept of authentic leadership and develop an authentic-leadership measurement
scale in the context of basic education of institutional administrators in Thailand.
Sangmookda (2011) defines authentic leaders as ‘those who are aware of their
strengths and weaknesses, and act according to their self-moral standard’ (p. 85).
Given that such leaders are visionary and transparent, their followers have trust and
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respect in them. There are five dimensions of Sangmookda’s (2011) authentic-
leadership conception: 1) self-awareness; 2) internalised moral perspective;
3) relational transparency; 4) balanced processing; and 5) learning from the future.
The fitted structural model provided the chi-square value = 171.07, df = 159,
goodness-of-fit index (GFI) = 0.94, adjusted goodness-of-fit index (AGFI) = 0.91
with loading factor values: learning fromthefuture (0.78); relational transparency =
(0.69); self-awareness (0.68); balanced processing (0.62); and internalised moral
perspective (0.58). The internal-consistency reliability of each construct is reported to
be in the range of 0.89-0.90, and for the overall measure is 0.90.

Although the items represented in Sangmookda’s (2011) authentic-leadership
measure originated in Thailand, the scale might not be applicable to different
organisational contexts in Thailand because the scale is developed in the basic
educational context. In addition, one of Sangmookda’s authentic-leadership
constructs, learning from the future, indicates the characteristic of being a visionary
leader, which is not consistent with other studies, which note that Thai leaders
generally have short-term orientation (Bangchi et al., 2004; Erumban & Jong,
2006; Hofstede, 2001; Laosethankul & Boulton, 2007).

Many studies on Thai values and culture have demonstrated a common shared
behavioural traits of Thai people: that of promoting ‘harmonious relationships’
(see Boonsathorn, 2007; Fieg & Mortlock, 1989; Hank, 1962; Gupta et al.,
2002; Komin, 1990a, 1990b, 1995; Ledgewood& Un, 2003; Selvarajah et al.,
2013; Taylor, 1996; Yokongdi, 2010). This particular behavioural trait highlights the
concept of having respectful relationships, and derives from the ego-orientation
concept of face-saving (Komin, 1995). This concept enforces behaviours between
employers and employees (Deephuengton, 1992; Hank, 1962; Selvarajah et al., 2013).
This is supported by Fieg and Mortlock (1989) and Boonsathorn (2007), who
demonstrate that those Thai people value smooth interpersonal relationships, which
conforms to the Thai view that conflict is a negative phenomenon. The value placed
on avoiding conflict may be because Thailand has a collectivistic culture, which
results in lack of assertiveness and the avoidance of confrontation (Boonsathorn,
2007; Gupta et al., 2002; Quek, Khudson-Martin, Rue, & Alabiso, 2010). The
literature suggests that strongly valuing harmonious relationships and a positive and
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ethical atmosphere for a broad range of stakeholders highlights an essential
Thaiconceptleadership excellence. Promoting positive psychological capacities and
ethical an atmosphere among in-group members of Thai leadership behaviour is
congruent with the concept of authentic leaders’ behaviour characterised by
Walumbwa et al. (2008). Therefore, promoting harmonious-relationship behaviour
could be considered another aspect of authentic leadership in the specific Thai
context.

The Thai context demonstrates the effects of culture on authentic leadership.
Thai leaders represent behaviours that are consistent with the four constructs of
Walumbwa et al.’s (2008) concept of authentic leadership. Moreover, the behaviour
of Thai leaders is also found to be consistent with the definition of authentic
leadership, but is not included in Walumbwa et al.’s (2008) authentic-leadership
construct. Thus, the present research formulates the following hypothesis:

Hypothesis 1: Authentic leadership in the Thai context consists of five distinct
constructs: self-awareness, balanced processing, relational transparency, internalised

moral perspective, and relational harmony.

2.5 Scale Validation

After developing a definition and a measure for the present study, it is
necessary to validate further the developed scale of authentic leadership into a
nomological network of related constructs (Cooper et al., 2005; Lagan, 2007). Some
theoretical concepts have suggested that authentic leadership may positively affect
employee attitudes and behaviours, for example, job satisfaction, work engagement,
organisational citizenship behaviour, and work performance (Avolio et al.,
2004; Gardner et al., 2005; George, 2003; llies et al., 2005). This effect occurs as
authentic leaders provide support for followers’ self-determination in a fair and caring
manner (Dirks & Ferrin, 2002; Jensen & Luthans, 2006a, 2006b; Ilies et al., 2005).

From the existing proposed concept of authentic leadership, researchers
empirically confirm that authentic leadership is positively correlated to identification
with the supervisor (Walumbwa et al., 2010); trust in the leadership (Clapp-Smith et
al., 2009; Wong & Cummings, 2009a, 2009b; Wong, Laschinger& Cummings, 2010);
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personal identification (Wong et al., 2010); organisational commitment (Jensen &
Luthans, 2006a; Walumbwa et al., 2008); follower work engagement (Giallonardo et
al., 2010; Walumbwa et al., 2010); follower job performance (Walumbwa et al., 2008;
Wong & Cummings, 2009a); follower job satisfaction (Giallonardo et al., 2010;
Jensen & Luthans, 2006a; Walumbwa et al., 2008); follower eudemonic wellbeing
(Kernis, 2003; Ryan & Deci, 2001; Sheldon et al., 2004); follower creativity (Rego,
Sousa, Marques, & Cunna, 2012; Muceldili, Turan, & Erdil, 2013); and follower
innovative behaviour (Miiceldili et al., 2013; Cerne, Jakli¢ & Skerlavaj, 2013; Yuan
& Woodman, 2010).

The empirical positive outcomes of authentic leadership on followers as
presented above have demonstrated many commonalities with other types of
leadership, particularly transformational leadership (Lagan, 2007). However, the
direct correlation between authentic leadership and follower wellbeing makes
authentic leadership different from transformational leadership because authentic
leadership lieson a positive health paradigm, subsequently follower wellbeing
becomes a fundamental outcome, and this specific outcome has rarely been studied in
transformational leadership literatures (Deci & Ryan, 2000; Kernis & Goldman,
2005). In contrast, the majority of research that concentrates on the influence of
leadership on innovative work behaviour has been in the context of transformational
leadership. Transformational leaders stimulate creativity and promote innovative
behaviour among their followers by questioning assumptions and constructing new
approaches in solving problems without criticising followers if mistakes occur (Bass,
1997; Kahai, Sosik, & Avolio, 2003). This concept is different from authentic
leadership, which focuses on positive achievements, and promoting trust among
followers, as a result, unconventional ideas are generated through achieving a feeling
of higher emotional safety among followers (Avolio et al., 2004). Moreover,
empirical research on authentic leadership and follower innovative behaviour is not
found in the literature in the Thai context. For these reasons, the relationship between
authentic leadership and the two variables of, wellbeing and innovative behaviour will

be examined in the present study.
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2.6 Wellbeing Approaches

Wellbeing is a complex construct that concerns optimal experience and
functioning. A great deal of research on wellbeing has been derived from two general
perspectives: the hedonic approach and the eudemonic approach (Ryan & Deci,
2001).

2.6.1 Hedonic Approach

Freud (1952) refers hedonism as the basic motivational principle of
approaching pleasure and avoiding pain. The tern “subjective wellbeing’ is often used
interchangeably with the terms ‘happiness’ and ‘life satisfaction” (Eddington &
Shuman, 2005). Diener and Biswas-Diener (2008) define wellbeing as people’s
evaluation of their own lives. Such evaluations can refer to cognitive judgements such
as those relating to life satisfaction and emotional responses to events such as feeling
positive emotions. Subjective wellbeing is thus an umbrella term that refers to several
separable components: life satisfaction and satisfaction with life domains such as
marriage, work, income, housing and leisure; feeling positive affect (e.g., pleasant
emotions and moods) most of the time; experiencing infrequent feelings of negative
affect (e.g., depression, stress, and anger); and judging one’s life to be fulfilling and
meaningful.

In reviewing the subjective-wellbeing constructs, the literature suggests that
there are two distinctive components: cognitive and affective. These two components
require individuals to use their own personal culture, criteria and standards to assess
(Diener, Oishi, & Lucus, 2003). Affective wellbeing is based on hedonistic theories of
happiness (Oishi, Diener, Lucas, & Suh, 1999), and is defined as the balance of
enjoyment and displeasure in the individual’s life, while the cognitive component is
assessed by people through judgements relating to their life satisfaction.

The subject perspective of wellbeing is typically an external pursuit, which is
frequently equated with happiness and is formally interpreted as a person having more
positive effect, less negative effect, and greater life satisfaction (Richard & Diener,
2009).
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2.6.2 Eudemonic Approach

This perspective of wellbeing reflects the concept of Aristotelian eudaimonia,
which refers to Aristotle’s view of human happiness that assesses the goodness of life
based on ‘living in a manner that actively expresses excellence of character of virtue’
(Haybron, 2000, p. 210). Eudaimoniacan also be conceptualised in the context of
realising one’s true potential across one’s lifespan (Keyes, Shmotkin, & Ryff,
2002; Ryff & Keyes, 1995; Ryff & Singer, 1998). The eudaimonic approach is thus
defined in terms of the degree to which a person is fully functioning (Deci & Ryan,
2008; Ryan & Deci, 2001), and focuses on psychological wellbeing, which is
considered a reflection on individual engagement with, and full participation in, the
challenges and opportunities of life (Higgs & Dulewicz, 2014; Keyes et al., 2002).

Ryff (1989) developed a six-dimensional theory: self-acceptance—the
individual’s sense of self-acceptance as a central feature of mental health, as well as a
characteristic of self-actualisation, optimal functioning, and maturity; positive
relationships with others—the ability to love as having strong feelings of empathy and
affection for all human beings, and as being capable of greater love, deeper
friendship, and more complete identification with others; autonomy—self-
determination, independence, and the regulation of behaviour from within;
environmental mastery—the individual’s ability to choose or create environments
suitable to their psychic conditions is defined as characteristic of mental health;
purpose in life—beliefs that give one the feeling that there is purpose in and meaning
to life; personal growth—a continuous development of one’s potential to grow and
expand as a person. Keyes et al. (2002) state that this theory analyses psychological
wellbeing from a eudaimonic perspective and combines the psychological-functioning
theories, which refer to Maslow’s conception of self-actualisation, Rogers’ conception
of the fully functioning person, Jung’s individuation formation and All port’s
depiction of maturity.

2.6.3 Wellbeing Definitions and Constructs
As the definitions of wellbeing are inherently culturally rooted (Christopher,

1999), and reflect a wide range of relevant views in various fields of study (e.g.,
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economic, psychology, political science, and social science) (Gough & McGregor,
2007), the critical issues of definitions of wellbeing and factors related to the nature of
well-being and its promotion in each culture subsequently arise (Deci & Ryan,
2008). Linley and Joseph (2004) suggests that the two approaches of wellbeing
(hedonic and eudaimonic) complement each other and form an optimal functioning
aspect of wellbeing. Thus, the two approaches are fundamental inbounding definitions
of wellbeing.

Sen (1995) proposes a concept of human capabilities, that is, the capability
approach. This concept emphasises that wellbeing departs from the narrow utilitarian
approach that has come to dominate modern economic theory. The capability
approach contains three principal concepts: functioning’s—the valuable activities and
states that become a person’s wellbeing such as a healthy body, being safe, being
educated and having a good job; capabilities—a set of vectors of functioning’s that
reflect the person’s freedom to lead one type of life or another, that is, to be able to
choose from possible livings (Seen, 1995); and agency—the ability to pursue goals
that one has reason to value.

Gough, McGregor, and Camfield (2006) conduct a study on wellbeing in
developing countries (Wed), they define wellbeing as a positive state of being with
others in society, where needs are met, where one can act effectively and
meaningfully pursue one’s goals, and where one is able to experience happiness and
feel satisfied with one’s life. McGregor (2007) notes that concept of wellbeing in
developing countries are distinctive to other definitions of wellbeing because it
combines elements of subjective and objective notions of wellbeing, while
recognising the role of social construction in each importantly wellbeing is
profoundly political in this definition.

Joseph, Sen, and Fitoussi (2009) define wellbeing as referring to
multidimensional functions that include physical and psychological aspects. The key
dimensions relating to wellbeing are material living standards; health; education;
personal activities, including work; political voice and governance; social connections
and relationships; environment (present and future conditions); and security of an

economic and physical nature.



45

Recently, the Gallup research conducted by Rath and Harter (2010) focusing
on leadership, workplace management and wellbeing practices considers wellbeing as
the *‘combination of our love for what we do each day, the quality of our relationships,
the security of our finances, the vibrancy of our physical health, and the pride we take
in our contribution to our communities’ (p. 4). Rath and Harter (2010) reveal the five
universal essential interconnected elements of wellbeing: career wellbeing, social
wellbeing, financial wellbeing, physical wellbeing, and community wellbeing.

In Thailand, the concept of wellbeing is aligned with the Eighth and Ninth
National Economic and Social Development Plans (Supaporn, 2009). The 9™ National
Economicand Social Development Plan of Thailand (2002 — 2006) focuses on human-
centred development; it defines wellbeing as the state of being mentally and
physically healthy, which includes a combination of life satisfaction with family,
adequate financial income, and having positive and ethical environments. It also
involves individual functioning’s and capabilities that lead to human flourishing and
the fulfilment of one’s true nature. There are seven dimensions consisting under this
framework: 1) mental and physical health; 2) knowledge; 3) financial income; 4)
working life; 5) family life: 6) living environment; and 7) good governance (Office of
the National Economic and Social Development Board, 2002)

Phongvarin, Tuicomepee and Kotrajaras (2011) state that the hedonic and
eudaimonic wellbeing approaches are drawn from the Western perspective, which is
founded on individual independence and autonomy (Uchida & Kitayama, 2009), but
that the concept of wellbeing in the Eastern context, including in Thailand,
emphasises interdependence (Markus & Kitayama, 1991); social harmony (Ingersoll-
Dayton, Neal, & Hammer, 2001; Uchida & Kitayama, 2009);and acceptance and
enjoyment (Ingersoll-Dayton et al., 2001). Interestingly, the constructs of wellbeing
from the Western and Eastern perspectives have demonstrated commonalities in
certain aspects: working life, financial income, physical and psychological health,

social relationships, and living environment.

2.6.4 Well-Being Measures
In the available research, existing wellbeing measures are usually assessed

either referring to subjective wellbeing or psychological wellbeing (Deci & Ryan,
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2000). Tungtongchai (2011) notes that generally, there are several popular subjective-
wellbeing measures used to measure wellbeing such as self-anchoring by Cantril
(1965), the sixty-second happiness measure by Fordyce (1977), the Satisfaction with
Life Scale (SWLS) by Diener et al. (1985), and the Positive and Negative Schedule
(PANAS) by Watson, Clark and Tellegen (1988). For psychological wellbeing
studies, the most common measurement used is the Ryff (1989, 1995) Psychological
Wellbeing Scale. Although others have developed similar scales (e.g. Kristensen et
al., 2002; Hess et al., 2005), Ryff’s Psychological Wellbeing Scale has been validated
in many cultural contexts, which makes it easier for researchers to compare the results
with previous findings (Toor & Ofori, 2009).

In Thailand, the Department of Mental Health (DMH) has made several
attempts to develop wellbeing instruments that reflect Thai wellbeing perspectives.
Several instruments that have been developed have been officially approved by DMH,
and are available, for example, The Mental Health Indicators, World Health
Organization (WHO) Quiality of Life—BREF (Thai) Assessment, the General Health
Questionnaire, the Norm Profile for the Thai Mental Health Questionnaire, the Thai
Happiness Indicator (THI). Recently, the THI has been commonly used in Thai
studies (Tungtongchai, 2011). However, there are some arguments that the available
wellbeing instruments mentioned here do not include the concepts of both social
wellbeing and psychological wellbeing, and appropriately use for contextually
specific research (e.g., in the workplace research) (Jariyapanya, 2013; Phongvarin et
al., 2011). Thus, most organisational researchers in Thailand either modify the
DMH’s instruments (e.g., Chasoongnuen & Kuhiranyarat, 2011; Yiengprugsawan,
Somboonsook, Seubasman, & Sleigh, 2012), or develop their own measurement based
on wellbeing theoretical frameworks to assess suitably wellbeing in their context of
study (e.g. Tungtongchai, 2011; Jariyapanya, 2013).

In the context of Thai organisational research, Jariyapanya (2013)
operationalised and developed a measure of employee wellbeing based on Rath and
Harter’s (2010) well-being concept, to study the wellbeing of bank officers in
Thailand. The measurement consists of 24 items, rated using a five-point Likert scale.
The internal-consistency alphas for each dimension are: career wellbeing: 0.59; social
wellbeing: 0.89; financial wellbeing: 0.52; physical wellbeing: 0.81; and community
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wellbeing: 0.80. The overall reliability is 0.96. Jariyapanya’s (2013) redefined

definition of wellbeing related to the positive employees’ perception of wellbeing

within their organisation, which includes reference to tangible objects and working

environments that are relevant physically and psychologically. The constructs of

employee wellbeing are presented in Table 2.8, which also provides comparison with

Rath and Harter’s (2010) original concept of wellbeing.

Table 2.8 Comparison of Rath and Harter’s (2010) Construct of Wellbeing, and

Jariyapanya’s (2013) Construct of Employee Wellbeing

Dimension

Rath and Harter (2010)

Jariyapanya (2013)

Career wellbeing

Career wellbeing refers to
people who make meaning,
and love what they do for a
living. These people are likely
to be happier and to prosper in
life overall. Ways to stimulate
career wellbeing include
identifying someone with a
shared mission who will
encourage career growth and
spend time with the person,
and allocating time to spend
with favourite people or teams
in the workplace.

Career wellbeing refers to
an individuals’ sense of job
security and advancement,
as well as to a workplace
environment that includes
organisational vision,
career development and
management plans,
effective organisational
structures, and employee

recognition.
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Social wellbeing Social wellbeing refers to the  Social wellbeing refers to a

presence of other people in perception of receiving
one’s life. People with high love, support, trust, and
levels of social wellbeing have comfort through a process
several close relationships that  of socialisation that occurs

help them achieve, enjoy life,  through interaction with

Table 2.8 (Continued)

and be healthy, which
significantly leads to a better

colleagues and leaders.
Those with a high level of

Dimension

Rath and Harter (2010)

Jariyapanya (2013)

Financial wellbeing

Quality of life. To improve

social wellbeing, it is

suggested to spend more time

socialising with family,

friends, and colleagues.

Financial wellbeing refers not

only to how much money

individuals possess to spend

on themselves, but also to how

they contribute positively to
life in general by spending
money on others, enhancing
others” wellbeing. This
construct emphasises the
relationship between money

and wellbeing.

social wellbeing in the
workplace have a close and
supportive relationship

with others.

Financial wellbeing refers
to the individual’s sense of
security in relation to their
own financial situation.
This construct also
includes financial
management for personal
expenditures and savings.
This sense of security is
derived from adequate
compensation and benefits,
financial incentives, salary
progression, and savings

programmes provided by



Physical wellbeing

Table 2.8 (Continued)
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Physical wellbeing refers to
the daily lifestyle of the
individuals in relation to
consuming healthy food and
beverages, having sufficient

sleeping hours, and engaging

in exercise regularly. Having a

the individual’s
organisation.

Physical wellbeing refers
to an individual’s
perception of being healthy
through organisational
health-promotion activities
and programmes that

increase the quality of the

Dimension

Rath and Harter (2010)

Jariyapanya (2013)

Community

wellbeing

high level of physical
wellbeing has a significant
positive impact on mood and

overall life satisfaction by

making the individual happier

and decreasing the stressors in

life.

Community wellbeing refers

to feeling safe and pleasant in

the community in which the
individual lives. Factors

affecting community

wellbeing are a personal sense
of security and safety, pleasant
scenery, natural beauty, parks

and facilities, opportunities for

social interaction, and a

climate that accepts diversity.

employees’ work life.

Community wellbeing
refers to the individual’s
sense of occupational
health and safety in their
workplace. This construct
involves having an
environment free from
injury and hazard, well-
equipped facilities and
equipment to perform

tasks, as well as a pleasant
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and positive working
environment that is created
by the physical design of
the workplace and the
positive emotions
associated with the

workplace.

Based on the review of the literature presented in Table 2.8, the present study
defines the term ‘employee wellbeing’ as the state of employees being comfortable,
healthy, and happy at their employing organisation; this state is derived from the
integration of physical wellbeing and psychological wellbeing, which are affected by
organisational practices, relationships with others, and a positive and ethical
workplace climate.

To accomplish the purpose of the present study, the five dimensions of Rath
and Harter’s concept of wellbeing (2010) are selected as the framework for measuring
follower wellbeing. Rath and Harter’s (2010) concept is chosen because their study
provides a wide range of wellbeing dimensions that cover the hedonic and eudaimonic
approaches (Carr, 2004), a consistent interpretation of wellbeing when compared to
literature in the Thai context, and developed in the workplace perspective

(Jariyapanya, 2013).

2.6.5 Authentic Leadership and Follower Wellbeing

This section explores the relationship between authentic leadership and
wellbeing. As mentioned above that one of the principal aspects of authentic
leadership sets it different from other forms of leadership is its focus on morality of
leader (Lagan, 2007).

First, the self-awareness dimension of authentic leadership enables leaders to
develop a truthful relationship with followers (Goldman & Kernin, 2002) because the
leader’s self-awareness foster followers’ organisational-derived self-concept by
building followers’ strengths and self-esteem (Avolio & Gardner, 2005; Gardner et
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al., 2005; Goldman & Kernis, 2002). Additionally, recent empirical studies have
found that the self-awareness component of authentic leadership is positively
associated with creating a supportive environment for newcomers because leaders are
cognisant of the possibility of workplace bullying, and are able to prevent this from
occurring (Giallonardo et al., 2010; Laschinger, Wong, & Grau, 2012). The influence
of authentic leadership is therefore likely to contribute to employee wellbeing.

In addition, Macik-Frey et al. (2009) report that authentic leadership is a
means to wellbeing. They provide evidence that demonstrating authentic leadership
manners are effective and efficient which help move human functioning optimally.
Authentic leaders foster follower wellbeing through the development of high-quality
relationships (Hofmann, Morgeson, & Gerras, 2003). Such relationships are based on
the social-exchange theory (Hofman & Morgeson, 1999; Liden, Wayne, & Stillwell,
1993; Setton, Bennett, & Liden, 1996). Authentic leaders are probable to develop
positive social exchanges, which in turn have a positive effect on followers *wellbeing
through creating positive emotions (llies et al., 2005). The positive emotions can
predict positive human attitudes and behaviours such as coping with adversity, stress,
self-realisation, and encouraging flourishing (Fredrickson, 2000,
2001, 2003; Fredrickson & Joiner, 2002; Fredrickson & Lavenson, 1998). In turn, the
positive emotions of followers that they experience at work lead to better
psychological and physical health (Salovey, Rothman, Detweiler, & Steward, 2000).

Further, leaders who display unbiased processing and transparency of related
information are more accurate when interpreting and assessing the skills and
capabilities of their followers (Csikszentmihalyi, 2003). Authentic leaders stimulate
their followers’ ongoing learning and development through interpersonal interactions
and constructive feedback by having a true understanding of followers’ potential,
being honest, and sharing information with followers (llies et al., 2005; Popper &
Lipshitz, 2000). Authentic leaders develop a sense of self-determination in followers,
as they provide opportunities for skills development and autonomy, which is an
important sign of wellbeing (Ryan & Deci, 2000, 2001; Ryff & Keyes, 1995).

Research suggests that followers respond by engaging in behaviours that are
consistent with the behaviours and values of their leaders (Hofmann et al., 2003). Due
to the internal moral-perspective component of the authentic-leadership construct,
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authentic leaders serve as an ethical and positive behavioural model for their
followers. Through leading by example and maintaining an open and honest
relationship with followers, the core ethical values of the leaders are demonstrated to
followers (Lagan, 2007). These demonstrations increase followers’ perceptions of
leader ethicality and an ethical workplace climate. Therefore, authentic leaders are
expected to create a climate of good governance within organisations.

Authentic leaders are likely to have an association with creating follower
wellbeing by developing a high-quality relationship through creating truthful
relationships and positive emotions. They also provide continued growth and
development to support the self-determination of followers. Ultimately, authentic
leaders build a high degree of ethics in the workplace. Therefore, it is logical to
formulate the following hypothesis for the present study:

Hypothesis 2: Authentic leadership is positively related to follower wellbeing.

2.7 Innovative Work Behaviour Defined

Innovations can be regarded as new products or processes that are applicable
to and useful for a certain individual, group or organisation (Messmann, 2012).
Innovations can be different based on the people involved, the time required for their
development, and the range of people affected by the innovation (West & Farr, 1989).
Innovation theorists often describe the innovation-development process as being
composed of two main phases: idea initiation and idea implementation (Axtell et al.,
2000; Zaltman et al., 1973). A number of studies in work contexts have investigated
employee innovative work behaviour, and have defined innovative work behaviour as
the sum of all work activities conducted by individuals during an innovation process
(Messmann, 2012). Consistently with the two-stage model of the innovation-
development process mentioned above, psychological models of creativity are the
conceptually base for the construct of innovative work behaviour (Amabile,
1988; King & Anderson, 2002; West, 2002; Woodman, Sawyer, & Griffi, 1993).

Creativity is defined as a new production and useful ideas covering products,
services, processes and procedures (Amabile, 1988; Oldham & Cummings, 1996).
Creativity occurs in the first stage of the innovation process, where problems or
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performance gaps are recognised and ideas are generated in response to a perceived
need for innovation (De Jong & Den Hartog, 2007; King & Anderson, 2002; Miron,
Erez, & Naveh, 2004; West, 2002). The ideas generated in the first stage of the
innovation process are then carried on to the implementation stage, in which problems
are solved and desired performance is achieved (Amabile, 1988; King & Anderson,
2002; Oldham & Cummings, 1996; West, 2002). Innovative work behaviour
integrates a set of tasks and activities that require for innovation development (Kanter,
2000), and such activities can be physical or cognitive, and can beperformedsolitarily
or in a social setting (Messmann, 2012; Messmann & Mulder, 2012). Further,
innovative work behaviour consists of all work activities requiring from employees to
achieve the innovation tasks. These work activities may be either from physical or
cognitive, and can also be performed solely or in a social environment.

Overall, innovative work behaviour is commonly perceived as a
multidimensional construct that captures the innovation-development behaviour of
employees, including generation, promotion and realisation of new ideas within one’s
work context with the objective of benefitting the group and/or organisational
performance (e.g., De Jong & Dan Hartog, 2007, 2008, 2010; Kanter,
1988; Messmann & Mulder, 2011; Scott & Bruce, 1994; West & Farr, 1989; Zhou &
George, 2001).

2.7.1 Innovative Work-Behaviour Constructs
From the literature on creative and innovative work behaviour (Amabile,
1988; De Jong, 2007; Dorenbosh, Van Engen, & Verhagen, 2005; Jassen,
2005; Kanter, 1988; Kleysen & Street, 2001; Scott & Bruce, 1994; West & Farr,
1990), four pre-requisite innovation tasks can be derived from innovative work
behaviour studies. The four pre-requisite tasks including opportunity exploration, idea
generation, idea promotion, and idea realisation. More specifically, De Jong and Den
Hartog (2008) distinguish innovative work behaviour into a set of behaviours, and
label them as opportunity exploration, idea generation, championing, and application
(De Jong & Den Hartog, 2010; Janssen, 2000; Scott & Bruce; 1994). These
behaviours are discussed in the sections below.
2.7.1.1 Opportunity Exploration
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Opportunity  exploration refers to recognition and problem
comprehension of individuals. This subsequently creates an opportunity to improve
and change current processes and products in one’s work context (Farr & Ford,
1990; Kanter, 1988). Individuals with this behaviour demonstrate by being attentive
to their working environment and keeping up with latest developments and changes of
their organisational, other organisations, and new insights in their field of work
(Basadur, 2004).

2.7.1.2 Idea Generation

Idea generation refers to generating ideas, solutions, and concepts that
are new, applicable, and potentially useful for approaching the identified opportunities
for ideas, which are designed for the purpose of improving current work processes
and products (Amabile, 1988; Farr & Ford, 1990; Kantar, 1998). Idea generation
involves activities such as publicly addressing substantial work-related problems,
critically examining predominant beliefs, and discussing changes required to solve
these problems.

2.7.1.3 Championing

Championing refers to promoting the generated ideas for the purpose of
finding support for the ideas, convincing the social surroundings of the envisioned
innovation, and building an alliance of allies to adopt responsibility for the idea and
necessary information, resources, and support (King & Anderson, 2002).
Championing involves captivating the support of colleagues and supervisors to realise
generated ideas, pushing such ideas beyond organisational roadblocks, and bringing
the ideas to life across the boundaries of one’s work context (Kleysen & Street,
2001; Shane, 1994).

2.7.1.4 Application

Application refers to the idea realisation that individuals perform to
implement supported ideas through a practical proposition (de Jong & Dan Hartog,
2008). Application involves creating of the intellectual or physical innovation
prototype. It also covers examining and improving such innovation adequacy, and
planning strategic integration of the created innovation into current practice or process
of an organisation (Kanter, 1988; Van De Ven, 1986; West & Farr, 1990).
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Application can also be referred as making innovations regular part of the work
process (Kleysen & Street, 2001).

Recently, Messan (2012) proposed ‘reflection’ as a new dimension of
innovative work behaviour, stating that it ‘encompasses assessing the progress of
innovation development, evaluating activities and outcomes based on criteria for
success, examining one’s personal advancement during innovation development, and
improving action strategies for future situations’ (p. 56).The reasons are that
innovative work behaviour is dynamic and context bound. It is dynamic because the
complex relationships between employees’ past, present, and future of their work
activities and outcomes that may affect the process of innovation development. The
employees’ professional development also makes the innovative work behaviour
dynamic. It is context bound because contextual factors influence activities and
outcomes at work differently (Zhou & Shalley, 2003). Some activities may be
meaningful only to the work related to a specific context in which they these activities
create and generate expected outcomes (Messan, 2012). Messan (2012) also adds that
the professional performance of employees can be improved by reflecting on work

activities,

2.7.2 Innovative Work-Behaviour Measures

Most of the existing measures of innovative work behaviour that are available
focus on the generation the new ideas (creativity) rather than on the implementation
phase (de Jong & Den Hartog, 2008). Scott and Bruce (1994) first developed a six-
item scale (o = 0.89), to assess innovative behaviour that involves idea generation,
coalition building and idea realisation, yet they did notspate these dimensions. In later
work, Janssen (2000) attempted to develop a multidimensional measure using self-
rating and other types of ratings of employees’ innovative work behaviour, which was
referred to using three dimensions: idea generation, idea promotion, and idea
implementation. The consistency reliability for self-report was0.95, and for supervisor
report was .96. Kleysen and Street (2001) developed a 14-item scale (a = 0.97) with
five dimensions of work behaviour: opportunity exploration, idea generation,
formative investigation, championing, and application. De Jong and Den Hartog
(2008) note that this scale’s validity has not been ascertained through establishing a
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nomological network for previous instruments. De Jong and Den Hartog (2008)
developed a 10-item innovative work-behaviour measure with four dimensions:
opportunity exploration, idea generation, championing, and application, and reported
the overall reliability as good for all measures (o >0.07; mean correlation >0.40; IRCs
>0.30). Each dimension also presents a good Cronbach’s value: opportunity
exploration = 0.90; idea generation = 0.90; championing= 0.93; and application=
0.93.

As noted, Messan (2012) proposes reflection as a new construct of innovative
work behaviour. Messan developed a scale consisting of five dimensions: opportunity
exploration, idea generation, idea promotion, idea realisation, and reflection. The
findings suggest dropping the dimension of idea realisation because of its small
number of items and the high interdependence between the dimensions of idea
generation and idea promotion. The Cronbach’s values reported by Messan (2012) are
as follows: all measures = 0.83; opportunity exploration = 0.72; idea generation =
0.82; and idea promotion = 0.88).

In Thailand, the concept of innovative work behaviour is defined consistently
with the definition noted above because the fundamental theories for innovative work
behaviour come from Western literature (Sutthawart & Pasunon, 2015). Most Thai
literature describes innovative behaviour as the integration of behavioural processes
of creation and the application of ideas, which entails a set of behaviours including
idea generation, idea promotion, and idea implementation to improve tasks that
benefit the organisation (e.g., Boonyam, Chuawanlee, Supparerkchaisakuk, & Anurit,
2011; Lhaochalard; 2004; Proyanont, 2011; Sivapitak, 2011).

Measures of innovative work behaviour in Thailand are either modifications of
the existing scales—for example, Proyanont (2011) and Lhaochalard (2004) adopted
Kleysen and Street’s (2001) scale, and Boonyam et al. (2011) adopted Janssen’s
(2000) scale—or are new scales that are developed based on existing concepts—for
example, Sutthawart and Pasunon (2015) adopted Kanter’s (1988) scale,
and Sivapitak (2011) adopted de Jong &den Hartog’s (2010) scale; Krause’s (2004)
scale, and Parker, Williams, and Turner’s (2006) scale.

In the present study, innovative work behaviour is defined as the integration of
a set of an individual’s behaviours that include the initiation of new and useful ideas
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and a dedicationtoimproving new products, work processes and routines in the
individual’s employing organisation, with the aim of creating personal benefit, as well
as benefit for organisational performance (de Jung & den Hartog, 2008; Kanter, 1988;
West & Farr, 1990). Further, de Jong and den Hartog’s (2008) concept of innovative
work behaviour and their developed measure are predominantly used as a framework
for assessing follower innovative work behaviour with the purpose of exploring an

association with authentic leadership.

2.7.3 Authentic Leadership and Follower Innovative Work Behaviour

The majority of extant research on factors influencing innovative work
behaviour has been concerned with the effects of different leadership styles and the
quality of relationships between leaders and followers. Studies reveal that followers
engage in more innovative activities when their leaders increase positive emotions by
creating positive and supportive interactions (e.g., De Jong & Den Hartog, 2007;
Jassen, 2005; Starke, 2012). Authentic leadership is one of the leadership forms that
have been founded on positive psychology and the ethical and moral movement
(Avolio & Gardner, 2005). These constructs are conceptually relevant to creativity
and innovative work behaviour (Bierly Ill, Kolodinsky & Charette, 2009; Valentine,
Godkin, Feischman, & Kidwell, 2011).

Authentic leaders are usually described as leading by example (Avolio et al.,
2004). Through the process of positive modelling, authentic leaders are able to affect
their followers in a manner that leads the followers to identify personally with the
leaders’ beliefs and values. Such demonstration results in increasing followers’ level
of creativity and innovation (llies et al., 2005). In addition, the self-awareness process
helps authentic leaders to learn about, and accept their fundamental values, feelings,
identity, and motives or goals (Avolio & Gardner, 2005). Knowing and accepting
themselves makes such leaders be more independent, which is projected onto the
followers, and improves followers’ creative behaviour (Patterson, 1999). This process
is unique to authentic leadership when compared to other leadership styles (Gardner et
al., 2005). In line with being self-aware of their actions towards others, authentic
leaders have a deep understanding and concern about their followers’ strengths and
weaknesses, for which they demonstrate empathy and consideration. Authentic
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leaders construct interpersonal support among their followers, which has been found
to enhance followers’ creativity and innovation (Amabile et al., 2004; Oldham &
Cummings, 1996). This outcome may be because followers react positively to
positive thinking and feel supported their leaders, which builds their self-confidence
and belief in their own ideas and ability to innovate (Carmeli, Gelbard, & Reiter-
Palmon, 2013; Cerne et al., 2013; Seibert, Kraimer, & Crant, 2001).

Previous research has demonstrated that supportive leadership can facilitate
follower innovative work behaviour by providing constructive feedback and creating
the psychological conditions for such work behaviour (Atwater & Carmeli, 2009;
Carmeli et al., 2010; George & Zhou, 2001). In particular, the psychological
conditions are key in motivating followers to become involved in the creative process
and exhibit innovative work behaviour (Carmeli et al., 2010; Reiter-Palmon & llies,
2004; Rego et al., 2014). Authentic leaders create positive psychological conditions
through generating psychological capital (e.g., self-efficacy, optimism, hope, and
resilience) (Avolio et al., 2004; Avolio & Gardner, 2005; Rego et al., 2014), and by
promoting positive interpersonal relationship with the followers (Gardner et al., 2011;
llies et al., 2005; Walumbwa et al., 2008). This positive relationship is considered
quality relationship that creates positive consequences (Haller & Hadler,
2006; Stephens, Heaphy & Dutton, 2012) such as enhancing followers’ flexibility and
creative thinking (Avolio et al., 2004) and motivating followers to explore new ideas
(Mdaceldili et al., 2013; Tierney et al.,, 1999; Yuan & Woodman, 2010). Thus,
authentic leadership is likely to induce followers’ perceptions of leader support and
positivity, which is conducive to follower innovative work behaviour.

Further, the perception of psychological safety refers to individuals believing
that the team or organisational context provides a safe environment for interpersonal
risk taking (Edmondson, 1999). Elsbach and Hargadon (2006) suggest that individuals
are motivated to engage in innovative behaviour at work if they do not fear image
threats. Authentic leaders promote followers’ perceptions of psychological safety by
being transparent, guided by internal moral standards, and able to analyse objectively
relevant information before making a decision; they then gain followers’ trust,
respect, and identification (Avolio et al., 2004; Gardner et al., 2005; llies et al., 2005;
Walumbwa et al., 2008). Consequently, authentic leaders develop a strong
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relationship with their followers (Fraley & Shaver, 1998), which creates a sense of
greater psychological safety among the followers. Hence, the followers are motivated
to propose unconventional ideas, and introduce conflicting opinions without fear
(Avolio et al., 2004; Edmonson, 1999; Walumbwa et al., 2008).

In conclusion, authentic leadership is likely to enhance follower innovative
work behaviour through building confidence in followers, and creating a supportive
environment and positive psychological conditions for idea generation and
implementation. This relationship between authentic leadership and follower
innovative work behaviour suggests the following hypothesis for the present research:

Hypothesis 3: Authentic leadership is positively related to follower innovative
work behaviour.

2.8 Wellbeing and Innovative Work Behaviour

Studies suggest that upcoming generations of employees will seek greater
meaning and personal development from their work, and perceive their work as a
‘calling’ that must be enjoyable, fulfilling, and socially useful (Avolio & Sosik,
1999; Wrzesniewski, McCauley, Rozin, & Schwartz, 1997). Thus, HR professionals
have begun to consider employee wellbeing to be in the best interests of employers,
particularly those that spend substantial resources in hiring employees and trying to
generate products, profits, and maintain loyal customers (Anderson, Serxner & Gold,
2001; Fulmer, Gerhar, & Scott, 2003; Harter, Schmidt, & Keyes, 2002). This
emphasis on employee wellbeing has been created because employee wellbeing
represents the physical, mental, and emotional features of employee health, which act
synergistically to affect employees in a complex manner (DeJoy & Wilson, 2003).
Ensuring employee wellbeing could be a source of organisational advantage through
creating factors such as increases in competitive advantage, performance,
productivity, hiring selectivity, and customer satisfaction, and decreases in
absenteeism, turnover, accident rates, and healthcare costs (Brown, 2000; Deloy &
Wilson, 2003; Grawitch, Gottschalk & Munz, 2006; Huselid, 1995). Further,
employee wellbeing may play a central role in employee innovation, upon which
companies increasingly rely (Blom, Melin, & Pyori4, 2001, as cited in Huhtala &

Parzefall, 2007) for their continuous improvement. However, innovation literature has
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paid surprisingly little attention to employee wellbeing and its relationship to
innovation (Huhtala & Parzefall, 2007).

The reinforcing link between employee wellbeing and innovative behaviour
serves to strengthen the positive effect of organisational practices. First, it helps
organisations understand how innovative employees can and should be supported in
the workplace given that innovation requires psychological nurturing (Deery,
2002; Florida, 2002; Guest, 2002). Second, it helps to explain how the characteristics
of the work environment affect employees’ intention to exercise their creative skills
and abilities for the benefit of the organisation (Huhtala & Parzefall, 2007).

In addition, the positive aspects of employee wellbeing appear relevant to the
promotion and support of innovation in the organisation through helping employees
counterbalance the negative effect of demands on wellbeing and the costs associated
with engaging in activities that are beneficial for the organisation (Organ, 1988).
Asone of five wellbeing dimensions proposed by Rath and Harter (2010), career
wellbeing is naturally a factor that affects employees’ innovative work behaviour
either indirectly or directly. Career wellbeing could include a number of factors that
have been labelled job-related resources such as author, challenge, time, materials and
social relationships (Anderson, De Dreu & Nijstad, 2004; Shalley & Gilson,
2004). Schaufeli and Bakker (2004) suggest that every job has certain resources; these
could come from physical, psychological, social, and organisational aspects that
enable employees to accomplish their work and influence them to feel motivated and
fulfilled when they work. These positive aspects are considered a simulative process
for personal growth and deep-rooted satisfaction that subsequently leads to employee
innovation (Huhtala & Parzefall, 2007).

The positive effect of healthy physical and psychological wellbeing at work
has the potential to promote employee innovation, which means that its predictive that
employees’ productivity and performance relate to emotional wellbeing (Harter et al.,
2002). Ellis and Ashbrook (1989) explain that depressive individuals demonstrate
poorer memory compared to neutral-mood individuals. Moreover, depression may
limit cognition, particularly complex cognition in most work environments.

Conversely, cognitive potential and creative thinking may be stimulated as well as
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untie information-processing strategies through the effect of positive emotions
(Fiedler, 1991; Fredrickson, 1998; Isen, 1987; Schwarz & Bless, 1991; Ziv, 1976).

Empirical research reveals that supervisors rate employees who report greater
positive emotional symptoms as having a higher performance than those with more
negative emotional symptoms (Wright & Bonnett, 1997; Wright & Cropanzano,
2000; Wright& Staw, 1999).Avolio et al. (2004) suggest that authentic leadership is
considered an intervention variable in the workplace because it can improve
followers’ positive outcomes such as work engagement, job satisfaction, and
organisational commitment through creating positive emotions, identification, trust,
and optimism. Similarly, Yammarino, Dionne, Schriesheim and Dansereau (2008)
reviewed and analysed 27 published studies to examine the influence of authentic
leadership on followers’ performance in positive organisational behaviours at all
levels (i.e., individual, group and organisational). At an individual level, they found
that authentic leadership has a positive effect on performance of followers via positive
organisational behaviours. Authentic leaders were found to play a role in generating
positive psychological processes in the workplace by stimulating followers’
confidence, self-efficacy, hope and optimism.

Therefore, it appears that authentic leaders create a working environment that
provides employees with the ability to improve their physical wellbeing, human
relationships, self-determination, and career advancement, which appear to reinforce
creativity and innovation among employees through communication (Harter et al.,
2002; Rath & Harter, 2010). Employee creativity and innovation can become an
organisational intellectual resource.

This discussion demonstrates that if employees experience an appropriate level
of wellbeing at work, they tend to exert additional effort into utilising their knowledge
and skills in fulfilling their work, and report a positive mood, which creates helping
behaviours and creative ideas that help the organisation to achieve its goals (George
& Brief, 1992; Eisenberger, Jones, Stinglhamber, Shanock & Randall, 2005).
Employees who are suffering from lack of positive resources at work are likely to be
detached from their work and struggle to complete their tasks (Bakker, Demerouti, &
Schaufeli, 2003). Negative pressure on employees to excel creates stress and burnout,

resulting negatively in an unwillingness to innovate and invest effort in creativity
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(Amabile, Hadley, & Kramer, 2002). As noted, a key outcome of authentic leadership
is wellbeing in the workplace (Gardner et al., 2005; Walumbwa et al., 2005), which
has an indirect effect on employee innovation. The review of the literature suggests a
positive relationship between wellbeing and innovative work behaviour among
employees, and a mediation effect of wellbeing on the relationship between authentic
leadership and innovative work behaviour of followers. Therefore, this research
develops the following hypotheses:

Hypothesis 4(a): Follower wellbeing is positively related to follower
innovative work behaviour.

Hypothesis 4(b): The influential relationship between authentic leadership and

innovative work behaviour is mediated by wellbeing.

2.9 Research Framework

Figure 2.1 presents the hypothesised relationships between authentic

leadership, and follower outcomes in this study.
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Figure 2.1 Conceptual Framework of Present Study




CHAPTER 3

METHODS

The purposes of this study is to develop and validate a measure of authentic
leadership intheThai context and seek for its relationship withfollower wellbeing and
innovative work behaviour.The stages of the research in this study are research design,
unit of analysis, operationalizing variables, data collection, instrumentation, and data

analysis.

3.1 Population and Sample

The population of this present research was Thai military officers. The primary
reason was because it provides greater opportunities for researchers to explore the
relationship between leaders and followers as military leaders easily encourage positivity
and decrease negativity in followers and when comparing to a traditional work context
(Hannah, Uhl-Bien, Avolio, & Cavarretta, 2009; Yammarino, Mumford, Connelly, &
Dionne, 2010). Followers thus tend to look for guidance from their leaders in how to
behave and feel as jobs in the military context involves high stress and requires high
discipline (Bartone, 2006).

3.1.1 Pilot Study.

The study population for the pilot study was officers working in the Office of the
Comptroller General at the Royal Thai Armed Forces Headquarters who had worked
there for at least six months and were ranked sublieutenant or higher. The sample
included 172 officers, comprising 86 females and males (50% each). Seventy-one of the
participants (41.3%) were between 31 and 40 years of age, 100 participants (58.1%) held



64

a Bachelor degree. Years of working experience were distributed almost equally
among the three lower categories (73.3% had 16 or fewer years of working

experience).

3.1.2 Scale Development and Scale Validation

The population for the study was officers in the Royal Thai Navy currently
working at the major four operational branches: the Royal Thai Navy Headquarters;
the Royal Thai Fleet; the Naval Dockyard Department; and the Naval Studies and
Research. The number of active Royal Thai Navy personnel is 71,000 serving
officers.

The sample for this research was 1,044 navy officers; the total sample was
divided into two groups for separate analysis: the scale-development study and the
scale-validation study. The scale-development study used a sample of 400 officers
from the Royal Thai Navy Headquarters only; the scale-validation study used sample
of 644 officers from the Royal Thai Navy. The division of the 644 participants from
the scale-validation study was as follows: Royal Thai Fleet (36.7%), Naval Studies
and Research (33.07%), and Naval Dockyard Department (30.23%).

3.2 Data Collection

To achieve the objectives of this present research the data were collected from

two military organisations: Royal Armed Forces and Royal Thai Navy.

3.2.1 Pilot Study.

The data for the pilot study were collected via 300 questionnaires given to the
researcher’s coordinator. The participants received a developed 50-item authentic-
leadership questionnaire, along with a statement that completion of the questionnaire
would constitute agreement of informed consent, and an accompanying letter
containing an introduction to the survey, and instructions for survey completion. The
prospective participants were requested to return a completed questionnaire within
two weeks in a sealed envelope to the researcher’s coordinator. Subsequently, all
questionnaires were delivered to the researcher by post. Those who participated in the
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pilot study were given a complimentary gift card to the value of 50 baht. One hundred

and seventy-two of the 300 questionnaires were returned (57.33%response rate).

3.2.2 Scale Development and Scale Validation.

This study did not limit the selection of research participants because any
officers working within the Royal Thai Navy could participate in the survey if they
had been employed in the Royal Thai Navy for at least six months. Given that there
are four major operational branches of the Royal Thai Navy (i.e., Royal Thai Navy
Headquarters; the Royal Thai Fleet; the Naval Dockyard Department; and the Naval
Studies and Research), 500 questionnaires were given to four research coordinators
from each branch to give to prospective participants who worked within each branch.
In total, 2,000 questionnaires were sent. The participants were sent questionnaires
along with a consent form and instruction letters. Four instruments were included in
the questionnaire package: 1) personal information; 2) 19-item scale of authentic
leadership; 3) 30-item scale of transformational leadership; 4) 30-item scale of
wellbeing in the workplace; 5) 10-item scale of innovative work behaviour.
Participants were asked to complete the questionnaire and return it in a sealed
envelope to the researcher’s coordinator. There were 1,044 questionnaires returned,

providing a 52.2% response rate.

3.3 Operationalised Variable Definitions

There are three variables in this study: 1) authentic leadership, 2) follower
wellbeing, and 3) follower innovative work behaviour. They are operationalised as

described in the sections below.

3.3.1 Authentic Leadership

Authentic leadership refers to a pattern of leadership behaviours intended to
create a positive psychological and ethical climate; these behaviours reflect greater
self-awareness, relational transparency, balanced processing of relevant information,
an internalised moral perspective and relational harmony on the leader’s part of
working with followers in the Thai context. The five dimensions of Thai authentic
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leadership are self-awareness, balanced processing, relational transparency,
internalised moral perspective and relational harmony as described in the sections
below.

3.3.1.1 Self-Awareness

Self-awareness is a quality of leaders who demonstrate positive
modelling by understanding and accepting values, feelings, identity and goals within
themselves. They are cognisant of other’s feelings, values, and strengths and
weaknesses because they are driven by benevolence intentions.

3.3.1.2 Balanced Processing

Balanced processing reflects leaders’ authenticity through their ability to
analyse objectively relevant information through a balanced equitable social process
without bias before making decisions. Leaders who display this dimension of
authentic leadership allow the objective input of others even if such input challenges
their own perspective.

3.3.1.3 Relational Transparency

Relational transparency is a quality of leaders who share information and
communicate openly with others while revealing true thoughts through non-
aggressive emotional expression in an appropriate manner. They also demonstrate a
genuine positive interest in others through which the trust, respect, and identification
of others emerges.

3.3.1.4 Internalised moral perspective

Internalised moral perspective refers to leaders who are self-regulated
and display moral integrity through their values and actions. This dimension of
authentic leadership includes being self-disciplined and not allowing external
influences to sway authenticity, which may lead to negative future consequences (i.e.,
bad karma).

3.3.1.5 Relational Harmony.

Relational harmony refers to a quality displayed by leaders who
demonstrate respectful behaviours to others as human beings. Leaders who display
this dimension of authentic leadership build positive psychological conditions and
ethical work climates through promoting harmonious relationships among their

multiple in-groups.
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3.3.2 Follower Wellbeing

Follower wellbeing is defined as the state of followers being comfortable,
healthy, and happy at their employing organisation. These states are resultant from the
combination of physical wellbeing and psychological wellbeing generated by
organisational practices, and positive relationships with people at workplace, as well
as a positive and ethical workplace environment. The five dimensions of follower
wellbeing (career wellbeing, social wellbeing, financial wellbeing, physical
wellbeing, community wellbeing) are described in the sections below.

3.3.2.1 Career Wellbeing

Career wellbeing refers to a follower’s sense of job security and
advancement, which occur due to organisational vision, career development and
management plans, as well as effective organisational structures, and employee
recognition.

3.3.2.2 Social Wellbeing

Social wellbeing refers to a perception of receiving respect
psychological support, trust, and comfort through a process of socialisation by
interaction with colleagues and leaders, which results in having positive emotions at
work.

3.3.2.3 Financial Wellbeing

Financial wellbeing refers to follower’s sense of security in relation to
their financial situation. This dimension of follower wellbeing includes the aspect of
financial management for personal expenditures and savings. This financial sense of
security is derived from the follower receiving adequate financial compensation and
benefits, as well as financial incentives, salary progression, and savings programmes
provided by the organisation.

3.3.2.4 Physical Wellbeing.

Physical wellbeing refers to a follower’s perception of being physically
healthy as a consequence of organisational health-promotion activities and
programmes that increase the employees’ quality of work life.

3.3.2.5 Community Wellbeing

Community wellbeing refers to a follower’s sense of occupational health
and safety in their workplace. This dimension of follower wellbeing involves having



68

an environment free from injury and hazard, well-equipped facilities and equipment
for performing tasks, as well as a pleasant and positive working environment that is
consequence of the physical design of the workplace and positive ethical working

climate.

3.3.3 Follower Innovative Work Behaviour
Follower innovative work behaviour is defined as the integration of a set of

follower behaviours that consists of initiation of useful and new ideas and applying
such ideas to improve new products, work routines and process in the organisation
with objectives to create personal benefit and increase organisational performance.
There are four dimensions of follower innovative work behaviour (i.e., opportunity
exploration, idea generation, championing, application), which are discussed in the
sections below.

3.3.3.1 Opportunity Exploration

Opportunity exploration refers to followers’ behaviour in searching ways
to improve current work activities including both products and services, and work
processes by being alert to work environment, and being up to date with recent events
and developments in other organisations and new intuitions in their professional field.

3.3.3.2 Idea Generation

Idea generation refers to followers’ exploitation of opportunities by
generating ideas, solutions, and concepts for the purpose of improving current tasks,
products, services, and work processes.

3.3.3.3 Championing

Championing refers to followers’ attempts to promote generated ideas
through organisational boundaries for the purpose of finding support and coalition
building. This dimension of follower innovative work behaviour involves the follower
bringing new ideas to life by providing necessary information and resources to
involved persons such as colleagues, leaders, and key personnel.

3.3.3.4 Application

Application refers to efforts of followers on implementing the new
generated ideas in their organization. This dimension involves actions of follower in

creating intellectual or physical prototypes of the innovation, improving and
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examining the generated innovation, and planning strategically to integrate the

generated innovation into current work practices in the organization

3.4 Instruments

To achieve the research purposes, this study developed anew instrument,
which was the Thai authentic-leadership measure for use in the scale-development
study, and used pre-existing measures: transformational leadership, wellbeing, and

innovative work behaviour through validation studies.

3.4.1 Thai Authentic-Leadership Measure

The 19-item of the developed authentic leadership from the scale-development
study in this research which consists of five subscales: self-awareness (a = 0.76),
balanced processing (o = 0.83), relational transparency (o = 0.83), internalised moral
perspective a = 0.90), and relational harmony (a = 0.80). The total Cronbach’s alpha
was 0.94. The items are measured on five-point Likert scale. The instrument was
developed for the scale-development study of the present study. (The results of

analysis represented in Chapter 4.)

3.4.2 Transformational Leadership Measure

The Thai transformational leadership measure developed by Watthanarat’s
(2013), which is based on Bass’s (1999) transformational-leadership theory. This is a
five-point Likert scale encompassing four constructs: idealised influence (o = 0.93);
inspirational motivation (oo = 0.91); individualised consideration (o = 0.88); and
intellectual stimulation (o = 0.91). The total items are 30 (a = 0.97). In the present
study, this instrument tested a relationship between the developed authentic-
leadership scales in the pilot study.

3.4.3 Follower-Wellbeing Measure

The follower-wellbeing measure developed by Jariyapanya (2013) was chosen
for use in the present study. This is a measure written in Thai that is based on Rath
and Harter’s (2010) concept of wellbeing. The constructs of follower wellbeing
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encompass five dimensions: career wellbeing (a. = 0.83); social wellbeing (o = 0.83);
financial wellbeing (oo = 0.84); physical wellbeing (oo = 0.78); and community
wellbeing (a = 0.86). The total items are 24 (oo = 0.94) and are measured on five-point

Likertscale.

3.4.4 Follower-Innovative-Work-Behaviour Measure

The measure of follower innovative work behaviour developed by de Jong and
Hartog (2008) was chosen by the present study to examine follower innovative work
behaviour. There are 10 items (a = 0.93) measured on five-point Likert scale,
consisting of four dimensions: opportunity exploration (a. = 0.75); idea generation (a
= 0.85); championing (a = 0.80), and application (o = 0.88). The scale was initially
developed in English; therefore, Brisling et al.’s (1973) back-translation procedure
was employed by the present study to ensure the accuracy of the translation from the

original English to the Thai version of each item.

3.5 Unit of Analysis

The initial concept of authentic leadership is multidimensional, which can
pose serious measurement challenges if the unit of analysis of each study is not
clearly stated (Cooper et al., 2005). Given that the objective of this research is to
study followers’ perceptions of authentic leadership in their work context, the unit of

analysis is at the individual level (Sorod, 1995).

3.6 Research Process and Data Analysis

This research had two studies: scale-development study and scale-validation

study. The processes and analysis techniques used were explained below.

3.6.1 Scale Development.
The objectives of this study were to select a set of authentic-leadership items

based on examinations of content validation, item discrimination, item-total
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correlations, factor analysis, and scale reliability before the validation study, and then
to confirm the developed scale through CFA to confirm the authentic-leadership scale
as valid and reliable. The process involved conducting a pilot study, and testing and
confirming hypothesised factor structures using CFA with the sample of study.

3.6.1.1 Pilot Study

This process included item generation, content-validity examination,
item analysis, and dimension determination using exploratory factor analysis (EFA).
There were 172 participants in the pilot study.

3.6.1.2 Item Generation

The definitions of Thai authentic leadership and each dimension were
prepared in the Thai language. The items used in the pilot study were generated using
input from three sources. First, input was gained from doctoral students who were
recruited to assist in this study. These were students of HR and organisational
development, who had undertaken a leadership class at a postgraduate university.
Each student was presented with the definition of Thai authentic leadership and the
detail of its five hypothesised dimensions. Second, a translation was created of the
authentic-leadership items from Neider and Schriesheim’s (2011) ALI. However,
Neider and Schriesheim’s (2011) scale has only four dimensions (self-awareness,
balanced processing, relational transparency, and individualised moral perspective) to
which the researcher and advisor added dimensions. Having produced a preliminary
set of 65 authentic-leadership items, the rating employed a five-point Likert scale with
the following range: 5 = strongly agree; 4 = agree; 3 = neutral; 2 = disagree; 1 =
strongly disagree. The 65 items were initially reviewed by an expert in test
construction to clarify whether each item reflected its hypothesised measured
dimensions before undertaking the process of content-validity assessment. Finally, the
instrument was sent to the five experts to review and score each item (from -1, 0, and
1). Any item that rated below O was deleted. The experts agreed that 150f the items
should be removed because they were redundant and ambiguous. Thus, 50 items
remained on the instrument.

After the item-generation procedure, the Thai authentic-leadership scale
consisted of 50 items: 10 items for the dimension of self-awareness (ranging from
SALl to SA10); 11 items for the dimension of balanced processing (ranging from BA1
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to BA11); nine items for the dimension of relational transparency (ranging from RE1
to RE9); nine items fourth dimension of individualised moral perspective (ranging
from IN1 to IN9); and 11 items for the dimension of harmony relation (ranging from
HA1 to HA11). These items were used in administering the instrument.

3.6.1.3 Item Analysis

First, item discrimination was tested by using independent t-tests to
determine the difference of the mean values between high and low groups. Items to be
included for further analysis must have empirical item discrimination results
indicating a p < 0.05 and t-ratio > 2.00 because items with these values do not have
power of discrimination (Bhanthumnavin, 2008). Further, item-total correlation was
performed to verify whether any item in the developed scale was inconsistent with the
averaged set of items. A coefficient value (r) less than 0.3 or above 0.8 indicates that
the corresponding items do not correlate well or correlate too well (Everitt, 2002;
Field, 2005). Therefore, any item providing empirical evidence of an item-total
correlation value greater than 0.8 or less than 0.3, were removed. As a result, five
items (BAG6, IN6, IN9, HA7 and HA9) were deleted. Therefore, 45 items were
retained for further analysis.

3.6.1.4 EFA

The aim of the first factor analysis was to examine the loading patterns
of authentic-leadership items. The factor analysis was conducted to reduce the number
of authentic-leadership items on the Thai authentic-leadership scale developed by the
present study. The factor structures of the remaining 45 items were performed by
examining an EFA utilising a forced five-factor solution. A principal component was
selected for extraction analysis because it seeks a linear combination of variables and
assumes that the total variance of the variables can be accounted for by means of its
components (Rietveld & Van Haut, 1993). Equamax rotation was chosen because the
number of variables loads highly on one factor and the number of factors needed to
explain a variable is minimised (Thompson, 2004). This type of rotation is a
combination of the varimax and quartimax methods, and simplifies the factors and
variables. After the first round of EFA, any items demonstrating a factor-loading
value greater than 0.50 on its hypothesised dimension were retained for further
analysis, using 0.50 as a cutting criterion because the sample size is not very big



73

(fewer than 300 subjects) (Field, 2005; Thompson, 2004). In this stage, cross-loadings
were not considered. This analysis resulted in eight items being removed, leaving 33
items.

The second iteration of the factor analysis included 33 items retained
from the first iteration. The second iteration examinedthe factor loadings and cross-
loadings for the remaining items. In this process, any items that had factor-loading
values greater than 0.5 and factor cross-loadings greater than 0.5 were excluded from
the Thai authentic-leadership scale. This process resulted in a further 12 items being
removed, leaving21 items for CFA analysis.

3.6.1.5 Structural Confirmation

CFA was conducted to test how well the actual data conformed to the
five-dimensional model and to confirm the five hypothesised factor structures that
were derived from the theoretical foundation and the EFA analyses (De Vellis, 2003,
2012). The sample used in the analysis for scale development was 400 officers of the
Royal Thai Navy. Evaluation of goodness-of-fit was conducted. The model-fit
summary of the five-factor model (21 items) is as follows: CMIN/df. = 3.44; root-
mean-square residual (RMR) = 0.06; root-mean-square error of approximation
(RMSEA) = 0.078; comparative fit index (CFI) = 0.91; Tucker-Lewis index (TLI) =
0.89; GFI = 0.87; AGFI = 0.83; normed fit index (NFI) = 0.87; incremental fit index
(IF1) = 0.90; and parsimony normed fit index (PNFI) = 0.75. However, the TLI, GFl,
AGFI, and NFI values were below the criteria stated in the GFI (< 0.90). Moreover,
items RE6 and HAG indicated factor-loading values of less than 0.40 (0.27 and 0.32
respectively). Consequently, these two items were excluded.

Subsequently, CFA testing of the hypothesised five-dimensional model with
19 items revealed was re-run. The results revealed the model was a good fit to the
observed data. In addition, all Cronbach’s alpha values for each dimension and the
entire scale exceeded 0.70 (these results are presented in Chapter 4). As a result, the
final version of the Thai authentic-leadership scale developed for the present

studyincluded19 items.
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3.6.2 Scale Validation.

The purpose of the scale-validation study was to confirm the validity and
reliability identified in the scale-development study and examined the relationship
between authentic leadership and the hypothesised follower outcomes by using
structural equation modelling (SEM). The participants in this study were 644 officers
from the Royal Thai Navy.

3.6.2.1 Validity and Reliability of Thai Authentic-Leadership Scale

CFA forthel9-item authentic-leadership scale was run. The validity of
the Thai authentic-leadership scale was assessed through factor loadings (greater than
0.50); and average variance extracted (AVE), which should not be below 0.5.
However, it is acceptable AVE at 0.40 if the composite reliability (CR) is greater than
0.60 (Fornell & Larcher, 1981). Moreover, the reliability of the scale was assessed
using Cronbach’s alpha (a > 0.70; Nunnally, 1978) and CR with a requirement to
achieve a value of not less than 0.60.

3.6.2.2 Relationship with Transformational Leadership

The purpose of this analysis was to examine convergent validity by
showing a positive correlation between the Thai authentic-leadership scale and a
related leadership scale. The transformational-leadership scale was chosen because
authentic and transformational leadership have a conceptual overlap (Walumbwa et
al., 2008). Thus, bivariate correlation was performed to test the relationship between
the 19-item Thai authentic-leadership scale developed for this study and the 30-item
Thai transformational-leadership scale. Additionally, discriminant validity was
performed following Venkatraman (1989), who notes that discriminant validity can be
supported if a significant chi-square value of an unconstrained-correlation model is
lower than the significant chi-square value of a constrained-correlation model. This
analysis was performed a model comparison using AMOS.

3.6.2.3 Test of Nomological Network

This test was performed to examine the relationship between authentic
leadership and follower outcomes, which were wellbeing in the workplace and
innovative work behaviour. The tests of the influential relationships between the
variables were performed by conducting bivariate-correlation analysis and path

analysis.
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3.6.2.4 SEM

The structural relationships among the three variables were tested to
examine measurement errors and the direct and indirect structural relationships among
the variables (Kim, 2014). This process included assessing measurement-model fit,
structural relationships, and mediation effect as explained in the sections below.

Measurement-model fit: An assessment of unidimensionality, validity,
and reliability for measured models is required before employing SEM (Schumaker &
Lomax, 2004). This was determined by employing CFA.

Structural relationships: SEM was conducted using Analysis of Moment
Structures (AMOS) software. This analysis began by drawing a hypothesised model
as depicted in Figure 3.1. In the figure, authentic leadership (AL), wellbeing (WB),
and innovative work behaviour (IW) are in an ellipse-shaped object that represents the
latent variables. Indicators of latent variables are represented in the rectangles. The
relationships between latent variables and indicators are represented by a one-way
arrow (=). A line with one-way arrow represents the influential relationships among
the latent variables. A line with one-way arrow between two latent variables indicates
the influence of one variable on the other: AL>WB; AL->IW; and WB->IW. The
effect size of the paths was determined by standardised path coefficient (SPC), which
measured the effect of one variable on the other variables. The significance of SPC
was determined by a t-value when it was greater than 1.96 (Kline, 2011).
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Figure 3.1 Hypothesis Model

3.6.2.5 Mediation Effect

Before proceeding with the test of the mediating effect of wellbeing
through the relationship between authentic leadership and innovative work behaviour,
three points of mediation occurrence (suggested by Kenny, Kashy, & Bluger, 1998)
were considered. First, the independent variable was significantly correlated with the
mediator. Second, the independent variable had a significant correlation with the
dependent variable. Third, the relationship between the independent variable and the

dependent variable were non-significant when the mediator was entered into the
model.
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SEM standardised direct and indirect effects and bootstrapping were employed
to explain the influential relationships between authentic leadership and innovative
work behaviour via the mediating factor of wellbeing. The criteria to confirm that
there was a mediation effect when the z-value was significant and greater than1.96
(z = 6.40, p< 0.01), and the bootstrapped confidence intervals confirmed the result
when zero did not fall into 95% Cls (Cheung & Lau, 2008).

3.7 Goodness of Fit Indices

The criteria used to determine the good fit of the testing model in this study
when performing CFA and SEM included chi-square/minimum discrepancy
(CMN/df.); RMR; RMSEA; CFI; TLI; GFI; AGFI; NFI; IFI; and the PNFI.
Moreover, factor-loading values were considered. A factor-loading value of any item
of less than 0.4 was considered unacceptable (Deng, 2010). Table 3.1 provides

information on the fit indices and fit criteria used in the study.

Table 3.1 Goodness of Fit Indices

Fit Indices Fit Criteria References
CMN The smaller the better ~ West, Taylor and Wu (2012)
CMN/df <5.00 Bollen (1989)

RMR <0.08 Hu and Bentler (1999)

RMSEA <0.08 Browne and Cudeck (1992)

CFI >0.9 Bentler (1990)

TLI >0.9 Bentler and Bonett (1980)

GFlI >0.9 Hair, Black, Babin, Anderson and Tathan (2006)
AGFI >0.9 Tanaka and Huba (1985)

NFI >0.9 Bollen (1989)

IFI >0.9 Henry and Stone (1994)

PNFI >0.6 Schumaker and Lomax (2004)

Loading Value >0.40 Deng (2010)




CHAPTER 4

RESULTS

This chapter presents empirical results from data analysis based on the two

studies: scale-development study and scale-validation study.

4.1 Scale Development

The aim of the scale-development study was to confirm the hypothesised
constructs. During the literature review process explained in Chapter 2, Thai authentic
leadership constructs were hypothesised to have five distinct dimensions including:
self-awareness; balanced processing; relational transparency; individualised moral
perspective; and relational harmony. There are two sub-studies within the stage

including pilot study and structural confirmation using CFA.

4.1.1 Pilot Study
The 65 items of Thai authentic leadership generated from the three inputs: 10
PhD students; Translated Neider and Schriesheim’s (2010) ALI; and the researcher
and advisor as explained in Chapter 3 were assessed a content validity by the five
experts, which resulted in a 15 items reduction. The retaining 50 items were
forwarded to further analyse in the pilot study.
4.1.1.1 Sample
There were 172 participants in the pilot study. These participants were
officers who had been employed at the Office of the Comptroller General at the Royal
Thai Armed Forces Headquarters for more than six months. Table 4.1 presents the

demographic analysis of these participants.
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Table 4.1 Demographic Characteristics of Participants of Pilot Study

Variable Number (%)

Gender

Female 86 50.0

Male 86 50.0
Age

<20 1 0.6

20-30 67 39.0

31-40 71 41.3

41-50 22 12.8

51 or older 11 6.40
Educational level

High school 19 11.0

High vocational 12 7.0

Bachelor degree 100 58.1

Master degree 40 23.3

Doctorate 1 0.60

Years of employment

<5 49 28.5
5-10 38 22.1
11-15 39 22.7
16-20 13 7.6
20-25 19 11.0
26 or more 14 8.1

Total 172 100
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4.1.1.2 Item Analysis

Item discrimination was tested using independent t-tests. For an item to
be retained for further analysis, item discrimination needed to have a p < 0.05 and a t-
ratio > 2.00. (Bhanthumnavin, 2008). Further, correlated item-total correlation was
performed to verify whether any item in the developed scale was inconsistent with the
averaged set of items. Any item providing empirical evidence of an item-total
correlation value greater than 0.8 and less than 0.3was removed. As a result, five
items (BAG6, IN6, IN9, HA7 and HA9) were deleted. Therefore, 45 items were
forwarded for further analysis. Table 4.2 presents the t-ratio for item discrimination

and the item-deletion correlation coefficients.

Table 4.2 t-ratio for Item Discrimination and Item-Deletion Correlation Coefficients
of Generated50-Item Thai Authentic-Leadership Scale

Dimensions Items t p r Selection

SA1 8.481 .000 0.73 \

SA2 8.468 .000 0.68 \

SA3 8.020 .000 0.68 \

SA4 7.788 .000 0.57 \

Self-Awareness SAS 9.135 .000 0.74 \

(10 items) SA6 5.545 .000 0.48 \

SA7 6.698 .000 0.49 \

SA8 5.084 .000 0.38 \

SA9 8.631 .000 0.59 \

SA10 4.188 .000 0.34 \

BA1 9.992 .000 0.71 \

Balanced Processing BA2 0,685 000 0.72 J
(11 items)

BA3 5.853 .000 0.52 \

BA4 7.509 .000 0.63 \



Table 4.2 (Continued)
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Dimensions Items t p r Selection
BAS5 5.546 .000 0.35 \
BA6 -5.072 .000 -0.48 X
BA7 9.910 .000 0.72 \
BA8 7.508 .000 0.59 \
BA9 9.787 .000 0.74 \
BA10 6.717 .000 0.53 \
BA11 5.842 .000 0.53 \
RE1 8.216 .000 0.69 \
RE2 7.766 .000 0.69 \
RE3 7.665 .000 0.65 \
RE4 8.459 .000 0.63 \
Relational Transparency
© itorns) RE5 9.393 .000 0.78 \
RE6 4.621 .000 0.42 \
RE7 10.615 .000 0.75 \
RES 6.724 .000 0.69 \
RE9 10.288 .000 0.76 \
IN1 9.619 .000 777 \
IN2 8.012 .000 636 \
IN3 10.552 .000 784 \
Individualised Moral IN4 9.163 .000 746 v
Perspective (9 items) IN5 8.563 .000 685 \
IN6 11.795 .000 861 X
IN7 6.964 .000 548 \
IN8S 7.327 .000 588 \
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Table 4.2 (Continued)

Dimensions Items t p r Selection
IN9 -.890 375 -.046 X
HA1 7.502 .000 733 \
HA2 11.769 .000 763 \
HA3 7.763 .000 657 \
HA4 8.372 .000 696 \
Relational Harmony HAS 7.964 .000 .698 N
(11 items) HA6 5.544 .000 484 v
HA7 -.094 925 017 X
HA8 9.588 .000 678 \
HA9 1.868 .063 143 X
HA10 7.339 .000 636 \
HA11 8.500 .000 680 \
4.1.1.3 EFA

The aim of the EFA was to examine the loading patterns of authentic-
leadership items. The remaining 45 items were performed by examining an EFA
utilising a forced five-factor solution. Principal component analysis and Equamax
rotation were chosen as the tests because the number of variables loaded highly on
one factor, and the number of factors needed to explain one variable are minimised
(Thompson, 2004). However, the Kaiser—-Meyer-Olkin (KMO) measure must be
considered if its value is greater than 0.5, which means the sample size is adequate.
Table 4.3 demonstrates the KMO = 0 .93, which is a satisfactory value that means

factor analysis can be performed.
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After the first round of EFA, any items that demonstrated a factor-
loading value greater than 0.50 on its hypothesised dimension were retained for
further analysis. In this stage, cross-loadings were not considered as demonstrated in
Table 4.4. As a result of this analysis, 33 items were retained in the instrument.

Table 4.3 KMO and Bartlett’s Test for 172 Sample in Pilot Test

KMO of Sampling Adequacy 0.93
Approx. chi-square 6153.007
Bartlett’s test of sphericity df 990
Sig. .000

Table 4.4 Pilot Study Rotated Component Matrix for the 33-Items of Thai Authentic-
Leadership Scale

Dimension

Item Self- Balanced Relational Individualised  Relational

Awareness Processing Transparency Moral Harmony

Perspective

SA2 0.352 0.109 0.449 0.258 0.402
SA4 0.613 -0.024 0.186 0.388 0.255
SA5 0.398 0.153 0.502 0.374 0.267
SA6 0.643 0.199 0.185 0.08 0.202
SA8 0.764 0.052 0.083 -0.069 0.227
SA10 0.700 0.162 -0.012 0.281 -0.209
BA4 0.251 0.688 0.254 0.225 0.104
BA5 0.454 0.414 0.037 -0.008 0.042
BA7 0.18 0.318 0.667 0.226 0.215
BAS8 0.187 0.625 0.152 0.037 0.454
BA9 0.286 0.404 0.453 0.419 0.155

BA10 0.083 0.627 0.136 0.313 0.105
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Table 4.4 (Continued)

Dimension
Item Self- Balanced Relational Individualised  Relational
Awareness Processing Transparency Moral Harmony
Perspective
BA1ll 0.065 0.661 0.304 0.244 -0.073
RE1 0.126 0.291 0.605 0.348 0.163
RE3 0.37 0.064 0.305 0.531 0.225
RE4 0.048 0.434 0.581 0.149 0.197
RE5 0.175 0.41 0.575 0.36 0.258
REG6 0.316 -0.141 0.576 -0.095 0.36
RE7 0.212 0.213 0.698 0.216 0.349
RES8 0.149 0.371 0.456 0.46 0.09
RE9 0.186 0.205 0.374 0.533 0.371
IN1 0.147 0.175 0.512 0.589 0.242
IN2 0.156 0.375 0.113 0.692 0.121
IN3 0.171 0.267 0.274 0.722 0.303
IN4 0.261 0.329 0.108 0.635 0.371
INS 0.253 0.527 0.039 0.440 0.322
IN8 0.257 0.695 0.146 0.174 0.157
HA3 0.154 -0.027 0.273 0.370 0.704
HA4 0.044 0.075 0.321 0.513 0.558
HA5S 0.181 0.082 0.224 0.334 0.742
HAG6 0.128 0.224 0.056 -0.032 0.768
HA8 0.14 0.174 0.426 0.32 0.467

HA11l 0.218 0.61 0.267 0.143 0.394
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The second iteration of the factor analysis included 33 items retained from the
first iteration. The eigenvalue was also considered in this stage. De Vellis (2003)
states that an ‘eigenvalue represents the amount of information captured by a factor’
(p.61), and any factor with an eigenvalue less than 1.0 should be removed from the
scale (Kaiser, 1960). Table 4.5presents the cumulative percentage of the five
components of Thai authentic leadership scale. Component 1 was the four-item
subscale of individualised moral perspective (IN), illustrating eigenvalue = 9.029,
which explained 42.97% of the variance in authentic leadership. Component 2 was the
four-item subscale of balanced processing (BA), indicating eigenvalue = 1.793, which
added 8.537% to the total variance explanation. Component 3 was the four-item
subscale of relational harmony (HA), indicating eigenvalue = 1.543, which added
7.35% to the total variance explanation. Component 4 was the five-item subscale of
relational transparency (RE), illustrating eigenvalue = 1.148, which added 5.47% to
the total variance explanation. Component 5 was the four-item subscale of self-
awareness (SA), indicating eigenvalue = 1.072, which added 5.10% to the total
variance explanation. Overall, the total explanation of variance of the five
componentsofthe21-item Thai authentic-leadership scale was 69.45%

This process was engaged to examine the factor loadings and cross-loadings of
the remaining items. For this examination, any items that had factor-loading values
greater than 0.5 and high factor cross-loadings above 0.5 were excluded from the Thai
authentic-leadership scale, which resulted in 21 items remaining for the subsequent
CFA analysis. Table 4.6 presents the factor loading of the 21-item Thai authentic-
leadership scale.
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Table 4.5 TotalVariance Explained of Five-dimensional Thai Authentic-Leadership
Scale (Pilot Study)

Initial Eigenvalues Rotation Sums of Squared
Loadings
Component
Total Variance Cumulative Total Variance Cumulative
(%) (%) (%) (%)
1 9.029  42.996 42.996 3.344 15.923 15.923
2 1.793 8.537 51.533 2.999 14.281 30.205
3 1.543 7.346 58.880 2.890 13.760 43.965
4 1.148 5.465 64.344 2.879 13.712 57.676
5 1.072 5.103 69.447 2.472 11.770 69.447

Table 4.6 Pilot Study Rotated Component Matrix for 21 Items of Thai Authentic-
Leadership Scale (Pilot Study)

Dimensions

Item Self- Balanced Relational Individualised Relational

Awareness Processing Transparency Moral Harmony

Perspective

SA4 0.654 0.01 0.157 0.379 0.224
SA6 0.634 0.13 0.281 0.112 0.131
SA8 0.760 0.04 0.117 -0.07 0.258
SA10 0.739 0.235 -0.042 0.184 -0.155
BA4 0.239 0.659 0.248 0.232 0.122
BAS 0.243 0.589 0.212 0.032 0.395
BA10 0.099 0.750 0.018 0.215 0.194
BAll 0.063 0.785 0.167 0.203 -0.006

RE1 0.113 0.363 0.538 0.389 0.131
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Table 4.6 (Continued)

Dimensions

Item Self- Balanced Relational Individualised  Relational

Awareness Processing Transparency Moral Harmony

Perspective

RE4 0.054 0.411 0.671 0.224 0.075
RES 0.166 0.444 0.52 0.398 0.245
REG6 0.27 -0.193 0.736 -0.02 0.292
RE7 0.194 0.253 0.714 0.247 0.316
IN1 0.147 0.205 0.492 0.645 0.214
IN2 0.207 0.32 0.141 0.742 0.044
IN3 0.185 0.262 0.244 0.753 0.268
IN4 0.28 0.289 0.141 0.669 0.339
HA3 0.129 0.01 0.222 0.386 0.73
HA4 0.039 0.074 0.336 0.085 0.528
HAS 0.168 0.13 0.207 0.333 0.764
HAG 0.108 0.214 0.136 -0.058 0.79

4.1.2 Structural Confirmation
CFA testing was conducted to examine how well the data conformed to the
five-dimensional model and to confirm the five hypothesised factor structure that was
derived from the theoretical foundation and previous EFA analyses (DeVellis, 2003).
4.1.2.1 Sample
The participants in the study stage of scale development were 400

officers in the Royal Thai Navy Headquarters. The sample consisted of 230 males
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(57.5%) and 170 females (42.5%).The largest age group of participants was between
41 and 50 years old (31.8%). Table 4.7 presents the demographic characteristics of the
sample for the CFA study.

Table 4.7 Demographic Characteristics of Participants for CFA Study

Variable Number (%)
Gender
Female 170 42,5
Male 230 575
Age
<20 1 0.3
20-30 91 22.8
31-40 107 26.8
41-50 127 31.8
>51 74 18.5
Educational level
High school 134 335
High vocational 56 14.0
Bachelor 173 43.3
Master 34 8.5
Doctorate 3 0.8
Years of employment
<5 63 15.8
5-10 52 13.0
11-15 51 12.8
16-20 56 14.0
20-25 62 15.5
>26 116 29.0

Total 400 100.0
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The internal consistency of the pilot 21-item Thai authentic-leadership scale
was first tested. The Cronbach’s alpha = 0.93. Cronbach’s alpha for each subscale
ranged between 0.70 and 0.86.

4.1.2.2 CFA for 21-Item Thai Authentic-Leadership Scale

The five-dimensional model yielded a significant chi-square value
(x2(179) = 615.99, p< 0.05). Arguably, the chi-square value may not demonstrate a
good fit because it is sensitive to sample size; particularly large samples (N> 200) are
likely to produce a significant chi-square value (Bentler & Bonett, 1980; Mclintosh,
2007). Further, the evaluation of goodness-of-fit was conducted, as presented in Table
4.8. It can be seen that the TLI, GFI, AGFI, and NFI values were below the criteria
stated in the GFI (< 0.90). Moreover, items RE6 and HAG6 had factor-loading values
less than 0.40 (0.27 and 0.32 respectively), as presented in Table 4.9. Consequently,

the two items were removed from the scale.

Table 4.8 Results of CFA for 21-Item Thai Authentic-Leadership Scale

CMN/df RMR RMSEA CFI TLI GFI AGFI NFI IFI  PNFI

3.44 0.06 0.08 091 089 087 083 087 090 0.75




90

Table 4.9 Factor Loadings of CFA for 21-Item Thai Authentic-Leadership Scale

Self- Balanced Relational Individualised Relational
Awareness Processing Transparency Moral Harmony

Perspective

SA4 074 BA4 076 RE1 0.77 IN1 081 HA3 0.77

SA6 072 BA8 073 RE4 0.72 IN2 084 HA4 0.77

SA8 042 BA10 0.78 RE5 0.70 IN3 0.78 HA5 0.74

SA10 0.72 BAl11l 057 RE6 0.27 IN4 082 HA6 0.32
RE7  0.66

A CFA testing of the hypothesised five-dimensional model with 19 items
revealed was re-run. The results revealed the following: chi-square value (x%(142) =
304.67, p< 0.05); CMIN/df. = 2.15; RMR = 0.02; RMSEA = 0.05; CFI = 0.96; TLI =
0.96; GFI = 0.93; AGFI = 0.90; NFI = 0.93; IFI = 0.96; PNFI = 0.77. The item factor
loadings of the 19-item, five-dimensional model were between 0.41and 0.84 at the
significant level of p < 0.01. Overall, the empirical results indicated the model was a
good fit to the observed data. In addition, the CR of the constructs, AVE, and
Cronbach’s alpha were further analysed to check validity and reliability. The results
presented in Table 4.10 demonstrate that all constructs indicated CR values greater
than 0.80, which exceeds the suggested criteria of 0.60 (Fornell & Larcher, 1981). For
AVE analysis, the results demonstrated that only four of the dimensions (i.e.,
balanced processing, relational transparency, individualised moral perspective, and
relational harmony) were greater than 0.50; self-awareness had AVE = 0.45. Although
AVE should be higher than 0.50, it is acceptable at 0.40 if the CR is higher than 0.60
because the convergent validity of the construct remains adequate (Fornell & Larcher,
1981). Therefore, it is reasonable to accept the self-awareness construct. In addition,

all Cronbach’s alpha values exceeded 0.70 as presented in Table 4.11.
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Next, correlations among sub dimensions of Thai authentic leadership and
demographic variables were analysed. Results show in Table 4.12 that all of sub-
dimensions of Thai authentic leadership had a positive relationship with the aggregate
authentic leadership, ranging from 0.81 to 0.89. Correlations among five sub
dimensions ranged from 0.64 to 0.80. The strongest relationship was between
balanced processing and relational transparency, while the weakest relationship was

between self-awareness and relational harmony.

Table 4.10 Results of CFA for 19-l1tem Thai Authentic-Leadership Scale

CMN/df RMR RMSEA CFI TLI GFI AGFI NFI IFI  PNFI

2.15 0.02 0.05 09 096 093 090 093 096 0.77

Table 4.11 Factor Loadings of CFAfor19-Item Authentic-Leadership Scale

Self- Balanced Relational Individualised Relational
Awareness Processing Transparency Moral Harmony

Perspective

SA4 074 BA4 076 RE1 0.77 IN1 081 HA3 0.77
SA6 072 BA8 073 RE4 0.72 IN2 084 HA4 0.77
SA8 042 BAl10 0.78 RES5 0.7 IN3 0.78 HA5 0.74
SA10 0.72 BAll 057 RE7 0.66 IN4 0.82
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Table 4.12 Correlations among Five Sub Dimensions of Thai Authentic Leadership

and Demographic Variables (Scale-Development Study)

Mean  SD SA BA RE IN HA AL
SA 3.85 060 1
BA  4.02 052 .66 1
RE 3.98 057 .66 .8017 1
IN 4.10 057 .65 7377 7747 1
HA  4.03 061 .64 7117 7737 7557 1
AL 3.99 050 .8227 8827  .8097 .890° .889° 1
Note: ** Correlation is significant at the 0.01 level (2-tailed)

SA = Self-Awareness

BA = Balanced Processing

RE = Relational Transparency

IN = Individualised Moral Perspective
HA = Relational Harmony

AL = Authentic Leadership
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Table 4.13 Summary of Results of Finalised 19-ltem Thai Authentic-Leadership

Scale
Dimension Items (N) CR AVE Factor Cronbach’s
Loading Alpha

Self-awareness 4 0.81 045 0.41-0.74 0.70
Balanced processing 4 0.8 051 0.57-0.78 0.80
Relational 4 0.8 051 0.66-0.77 0.80
transparent

Individualised moral 4 0.89 0.66 0.78-0.84 0.89
perspective

Relational harmony 3 0.81 058  0.74-0.77 0.80

Total items =19 (o = 0.94)

The results from the scale-development study of the Thai authentic-leadership
scales shown in Table 4.13 revealed that the Thai authentic-leadership scale consists
of five dimensions (as hypothesised), which are measured by 19 items that provide a
reliable assessment of these five dimensions. The scale-development study provided
initial support for Hypothesis 1. Table 4.14 presents the final version of the 19-

itemThaiauthentic-leadership scale.

Table 4.14 Finalised Version of 19-1tem Thai Authentic-Leadership Scale

Dimension Items
Self- SA4 My supervisor is benevolently conscious of his/her own
awareness manners when treating his/her subordinates.

(four items)  SA6 My supervisor understands his/her subordinates’ abilities
and limitations.
SA8 My supervisor is not aware of his/her impact on
subordinates when making decisions. (Reversed score)



95

Table 4.14 (Continued)

Dimension ltems

SA10 My supervisor does not try to understand his/her own
shortcomings and limitations.(Reversed score)
Balanced BA4 My supervisor stimulates others to share opinions and
processing ideas.
(four items) BA8 My supervisor accurately analyses relevant information
before making a decision.
BA10 My supervisor has no bias when receiving information
before reaching a conclusion.
BA1l My supervisor encourages others to provide ideas, point of
views and feedback being challenged to his/her own.
Relational RE1 My supervisor is reliable and can be trusted by his/her
transparency subordinates.

(five items) RE4 My supervisor shares information openly with his/her

subordinates.
RE5 My supervisor has a transparent working process.
RE7 My supervisor displays his/her true self appropriately with
others.
Individualised IN1 My supervisor’s expressions and actions are aligned with
moral the ethical values of the organisation.
perspective  IN2 My supervisor is a role model for being self-regulated.
(four items)  IN3 My supervisor is honest and reliable when making an
important decision.
IN4A My supervisor behaves accordingly to his/her core values
when facing ethical dilemmas at workplace.
Relational HA3 My supervisor helps and supports his/her subordinates
harmony equally.

(fouritems) HA4 My supervisor is friendly and polite to everyone.
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Table 4.14 (Continued)

Dimension ltems

HA5 My supervisor cultivates harmony and unity among

individuals, groups, and organisations.

Total =19 items

4.2 Scale Validation

This section explains the examination of validity and reliability test for the
newly developed scale of 19-item Thai authentic leadership. These include analysis of
construct validity, internal consistency, nomological network, and followed by the
structural relationships between three variables.

4.2.1 Sample

There were 644 participants in the scale-validation study. These participants
were officers from three operational branches of the Royal Thai Navy—Royal Thai
Fleet (36.7%), Naval Studies and Research (33.07%), and Naval Dockyard
Department (30.23%)—who had worked in their position for more than six months.
These participants were separated from the participants in the scale-development
study.

The majority of the participants were male (n = 482) 74.8%. The average age
range was between 20 and 30 years (33.5%), followed by 41-50 years of age
(26.44%), and 31-40 years of age (24.8%). Most of the participants had a Bachelor
degree (39.6%), and 33.1% had achieved a high-vocational educational level. The two
highest percentages for range of employment years were 5-10 years (25.3%) and 26—
60 years (23.6%). The participants were almost evenly distributed among the three
branches of the Royal Thai Navy: Royal Thai Fleet (36.7%), Naval Studies and
Research (33.07%), and Naval Dockyard Department (30.23%).Table 4.15 presents

the demographic characteristics of the participants in the validation study.
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Table 4.15 Demographic Characteristics of Participants for Scale-Validation Study

Variable Number (%)

Gender

Female 162 25.2

Male 482 74.8
Age

<20 4 .6

20-30 216 335

31-40 160 24.8

41-50 170 26.4

51 or more 94 14.6
Educational level

High school 135 21.0

High vocational 213 33.1

Bachelor degree 255 39.6

Master degree 32 5.0

Doctorate 9 1.4
Years of employment

Less than 5 99 154

5-10 163 25.3

11-15 77 12.0

16-20 72 11.2

20-25 81 12.6

26 or more 152 23.6
Operational branches

Naval Dockyard Department 195 30.23

Royal Thai Fleet 236 36.70
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Table 4.15 (Continued)

Variable Number (%)
Naval Studies and Research 213 33.07
Total 644 100

The instruments used in the validation and testing of the nomological network
were described in Chapter 3. The scale-validation study assessed the internal
consistency of each scale and subscale by performing Cronbach’s alpha. The results

of the reliability of the Thai authentic-leadership scale are presented in Table 4.16.

Table 4.16 Summary of Cronbach’s Alpha of Instruments Usedin Scale-Validation

Study
Scale a for entire afor sub-dimensions
measure
Authentic 19items 0.94 Self-awareness 0.76
leadership Balanced processing 0.83
Relational transparency 0.83
Individualised moral 0.90
perspective
Relational harmony 0.82
Transformational 30 items  0.97 Idealised influence 0.93
leadership Inspirational motivation 0.91
Intellectual stimulation 0.91
Individualised consideration 0.88
Wellbeing 30items 0.94 Career wellbeing 0.83

Social wellbeing 0.83

Financial wellbeing 0.84
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Table 4.16 (Continued)

Scale a for entire afor sub-dimensions
measure
Physical wellbeing 0.78
Community wellbeing 0.86
Innovative work 10 items 0.93 Opportunity explorer 0.75
behaviour Ideas generation 0.85
Championing 0.80
Application 0.88

4.2.2 Validity and Reliability of Thai Authentic-Leadership Scale

In an attempt to confirm the validity and reliability identified in the scale-
development study, CFA was run.

The results of the model fit of CFA forthel9-itemThaiauthentic-leadership
scale are presented in Table 4.17, and indicate an adequate model fit. The factor
loadings were greater than 0.50. In addition, the validity of the Thai authentic-
leadership scale was assessed through factor loadings (A > 0.50) and AVE (AVE >
0.50, but it is acceptable at 0.40 if CR is > 0.60) (Fornell & Larcher, 1981). Moreover,
the reliability of the scale was assessed through Cronbach’s alpha and CR (CR >
0.50). The results presented in Table 4.18demonstrate that the range of factor loadings
was between 0.51 and 0.88, at the significant level of p<0.01. The AVEs for the
constructs were between 0.43 and 0.68. The results presented in Table 4.15indicate
that all dimensions of the Thai authentic-leadership scale had Cronbach’s alpha values

greater than 0.70. The composite reliabilities of constructs ranged from 0.75 to 0.90.
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Table 4.17 Results of CFA for 19-l1tem Thai Authentic-Leadership Scale

CMN/df RMR RMSEA CFI

TLI

GFlI AGFI

NFI

PNFI

3.92 0.02 0.06

0.94

0.93

0.91

0.90 0.92

0.94

0.77

Table 4.18 Cronbach’s Alpha, AVE, CR, and Factor Loadings of 19-ltem Thai
Authentic-Leadership Scale

Dimensions and Items o AVE CR Loadings SE t-value
Self-awareness 0.76 043 0.75
SA4 0.65
SA6 0.72 0.060 14.80**
SA8 0.51 0.088 4.11**
SA10 0.73 0.068 16.52**
Balanced processing 083 055 0.82
BA4 0.77
BAS 0.77 0.05 19.90**
BA10 0.79 0.049 20.52**
BAll 0.63 0.047 15.94**
Relational transparency 0.83 056  0.83
RE1 0.77
RE4 0.72 0.051 18.84**
RE5 0.75 0.048 19.92**
RE7 0.74 0.051 18.84**
Individualised moral
_ 090 0.68 0.90
perspective
IN1 0.81
IN2 0.81 0.045 23.22%*
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Table 4.18 (Continued)

Dimensions and Items o AVE CR Loadings SE t-value
IN3 0.88 0.042 25.85**
IN4 0.82 0.041 23.44**
Relational harmony 080 061 0.83
HA3 0.83
HA4 0.75 0.035 20.41**
HA5S 0.77 0.039 21.17**

Total 19 items = 0.94, **p< 0.000
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Validation Study)
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4.2.3 Relationship with Transformational Leadership
Further analysis involved an examination of discriminant validity and
convergent validity to demonstrate a positive correlation between authentic leadership
and transformational leadership. This examination of correlation was performed
because two forms of leadership are considered to have some conceptual overlap
(Walumbwa et al., 2008).
4.2.3.1 Discriminant Validity
The chi-square between two models (unconstrained-correlation model
and constrained-correlation model) was conducted using CFA. In the first model
(unconstrained correlation), authentic leadership and transformational leadership were
freely estimated, while the second model (constrained correlation) was set to 1.00.
The results are presented in Table 4.19, and demonstrate that the constrained-
correlation model provided a poorer chi-square value than the unconstrained-
correlation model (unconstrained correlation (12 (26) = 201.47; constrained
correlation [12(27) = 370.13; AL'? = 186.66; p< 0.01). Thus, the results of the analysis

provide support for discriminant validity.

Table 4.19 Results of Model Comparison between Unconstrained-Correlation and

Constrained-Correlation Models

Model Chi-square  df RMSEA GFlI
Unconstrained correlation 201.47 26 0.199 0.769
Constrained correlation 370.13 27 0.27 0.70

4.2.3.2 Convergent Validity

To demonstrate a positive relationship between the two forms of
leadership (authentic and transformational), bivariate-correlation testing was
performed to test the relationship between the 19-item Thai authentic-leadership scale
and the 30-item Thai transformational-leadership scale. Correlations between the
dimensions of both scales were also examined. The results are presented in Table
4.20. Overall, both aggregate measures illustrated strong positive correlations (r =

0.79). All dimensions were also positively correlated (0.37< r < 0.76). Balanced
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processing and idealised influence were found to have the highest correlation (r =
0.76), whereas the weakest correlation between the dimensions was between self-
awareness and idealised influence.

Overall, the validity and reliability results of the tests on the Thai authentic-
leadership scale developed by this study provide substantial evidence of convergent
validity among the dimensions, as well as reliability. Authentic leadership was also
found to have a positive correlation with transformational leadership, but was
significantly distinguished from transformational leadership, which indicates
additional convergent and discriminant validity. Therefore, Hypothesis 1‘authentic
leadership in the Thai context consists of five distinct constructs: self-awareness,
balanced processing, relational transparency, internalised moral perspective, and

relational harmony “is confirmed.



Table 4.20 Correlation between Thai Authentic-leadership Scale and Thai Transformational-Leadership Scale

Dimensions Mean SD  SA BA RE IN HA ID IS IT IC AL TF
SA 367 061 1
BA 377 064 4157 1
RE 373 074 4777 6017 1
IN 392 071 4897 606  .702" 1
HA 358 0.69 406 4577 6327 630" 1
ID 381 069 .365 775 6427 606  .426" 1
IS 429 078 4537 7387 668" 665  .526  .877 1
IT 437 078 4627 586 740" 604~ 530" .7247 765 1
IC 366 065 .559° 5117 .6387 509" 4257 685 7517  .846 1
AL 374 050 .676° 7737 8777 863" 785" 7137 769" 7427 665 1
TF 403 066 .4997 7257 7357 657 5237 9127 938" 906  .889° = .794" 1

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

SA = Self-Awareness HA = Relational Harmony IC = Idealised Consideration
BA = Balanced Processing ID = Individualised Influence AL = Authentic Leadership
RE = Relational Transparency IS = Inspirational Motivation TF = Transformational Leadership

IN = Individualised Moral Perspective IT = Intellectual Stimulation

S0T
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4.2.4 Test of Nomological Network
This test was performed to examine the relationship between authentic
leadership and follower outcomes, which were wellbeing in the workplace and
innovative work behaviour.
4.2.4.1 Correlations of Thai Authentic Leadership Scale
The bivariate correlations among the five sub dimensions and aggregate
Thai were tested as presented in Table 4.21. This testing illustrates that all of the five
sub dimensions have a positive relationship with each other (0.59 <r< 0.78), and with
the aggregate authentic leadership (0.78 <r< 0.89).The strongest relationship among
sub dimensions was between relational transparency and individualised moral
perspective and the weakest relationship was between self-awareness and relational

harmony.

Table 4.21 Correlations among Five Sub Dimensions of Thai Authentic Leadership

and Demographic Variables (Scale Validation Study)

Mean  SD SA BA RE IN HA AL
SA 3.67 0.57 1

BA 386 065 .6217 1

RE 3.82 065 .614° 753" 1

IN 400 065 5997 7027 776" 1

HA 391 069 585 637 .7177 737" 1

AL 385 055 .7837 864 %% 88" 861" 1

Note: ** Correlation is significant at the 0.01 level (2-tailed)
SA = Self-Awareness
BA = Balanced Processing
RE = Relational Transparency
IN = Individualised Moral Perspective
HA = Relational Harmony
AL = Authentic Leadership
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4.2.4.2 Relationship between Authentic Leadership, Follower
Wellbeing, and Follower Innovative Work Behaviour

The results presented in Table 4.22 illustrate that authentic leadership
has a positive relationship with follower wellbeing (r = 0.66; p<0.01). In addition, all
five dimensions of authentic leadership are identified as having a positive association
with aggregate wellbeing; of all the dimensions of authentic leadership, relational
harmony indicates the highest correlation with aggregate wellbeing (r = 0.62;
p<0.01). In addition, relational harmony and social wellbeing present the strongest
relationship among both subscales(r = 0.66; p<0.01). A positive moderate relationship
between authentic leadership and follower innovative work behaviour is indicated (r =
0.35; p<0.01), as presented in Table 4.23. Relational harmony had the highest
correlation with aggregate innovative work behaviour when compared to other
authentic-leadership dimensions (r = 0.38; p<0.01). Likewise, all dimensions of both
Thai authentic leadership and innovative work behaviour variables presented a
positive relationship at a significant level p<0.01, with a range from 0.16 t00.35.

4.2.4.3 Relationship between Wellbeing and Innovative Work Behaviour

A positive relationship between wellbeing and innovative work
behaviour was found (r = 0.443; p<0.01). Each component of wellbeing also
demonstrated a positive correlation with aggregate innovative work behaviour (0.35 <
r <0.40; p<0.01); the strongest relationship here was with social wellbeing (r = 0.401,
p<0.01). It is significant that all the components of follower wellbeing and follower
innovative work behaviour were positively correlated (0.27 < r < 0.36; p<0.01); the
strongest relationship was between social wellbeing and championing (r = 0.363;
p<0.01). Table 4.24presents the correlation between follower wellbeing and follower

innovative work behaviour.



Table 4.22 Correlation between Authentic Leadership and Follower Wellbeing

Mean  SD SA BA RE IN HA CAR  SOC FIN PHY  COM AL WB
SA 367 057 1

BA 386 065 .6217 1

RE 382 065 .6147 753" 1

IN 400 065 5997 702" 776" 1

HA 391 069 585 637 717" 737" 1

CAR 392 051 4107 4517 4527 4907 4937 1

socC 394 052 4947 593" 5007 6117 655 .6917 1

FIN 369 058 4057 483" 503" 5117 506  .6317 6717 1

PHY 371 057 3517 366~ 3747 369" 4317 5797 5537 6297 1

COoM 371 063 4117 4537 4617 4807 5097 5647 6017 677 6427 1

AL 385 055 7837 8647 9007 890" 8617 535 687 5627 4407 5397 1

WB 379 047 493" 55587 55677 585 617  .8177 8317 865  .818"  .846°  .657 1

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

SA = Self-Awareness HA = Relational Harmony PHY = Physical Wellbeing
BA = Balanced Processing CAR = Career Wellbeing COM = Community Wellbeing
RE = Relational Transparency SOC = Social Wellbeing AL = Authentic Leadership

IN = Individualised Moral Perspective FIN = Financial Wellbeing WB = Wellbeing

80T



Table 4.23 Correlation between Authentic Leadership and Follower Innovative Work Behaviour

Mean SD SA BA RE IN HA oP ID CH AP AL W
SA 3.67 0.57 1

BA 3.86 0.65 6217 1

RE 3.82 0.65 6147 753" 1

IN 4.00 0.65 5997 7027 776" 1

HA 3.91 0.69 5857 6377 7177 7377 1

oP 3.60 0.75 194 2207 2097 3137 3237 1

ID 3.55 0.76 458" 2117 201" 2527 3027 6737 1

CH 3.32 0.86 2157 2907 2977 293" 347" 5307 7217 1

AP 3.50 0.81 1917 2147 2757 2997 3327 528" 6707 7647 1

AL 3.85 0.55 783" 8647 900" 890" 8617 2957 2647 = 338" 307" 1

IW 3.49 0.68 2227 2747 2887 337" 380" 786~  .889"  .887" 868" 3527 1

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

SA = Self-Awareness

BA = Balanced Processing

RE = Relational Transparency

IN = Individualised Moral Perspective

HA = Relational Harmony

OP = Opportunity Explorer

ID

= Idea Generation

CH = Championing

AP = Application
AL = Authentic Leadership

IW = Innovative Work Behaviour

60T



Table 4.24 Correlation between Follower Wellbeing and Follower Innovative Work Behaviour

Mean SD CAR  SOC FIN PHY COM OP ID CH AP WB W
CAR 392 051 1

socC 394 052 691 1

FIN 369 058 6317 671 1

PHY 371 057 5797 5537 629" 1

COM 371 063 5647 601" 677 642" 1

OP 360 075 3027 3437 3137 2927 3317 1

ID 355 076 2747 327 2927 2827 3117 673" 1

CH 332 086 .307° .363° .3337 2937 3317 5307 7217 1

AP 350 081 .3227 3527 335 3297 3227 5287 6707  .764 1

WB 379 047 817 8317 865  .8187 846 378 .35  .389°  .396 1

IW 349 068 3517 4047 3717 3497 3777 786  .889°  .887  .868"  .443" 1

Note: ** Correlation is significant at the 0.01 level (2-tailed)
CAR = Career Wellbeing
SOC = Social Wellbeing

FIN = Financial Wellbeing
PHY = Physical Wellbeing

COM = Community Wellbeing AP = Application

OP = Opportunity Explorer WB = Wellbeing
ID = Idea Generation IW = Innovative Work Behaviour

CH = Championing

oTT
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4.2.4.4 Assessment of Measurement-Model Fit

The latent variables in this model consisted of authentic leadership,
follower wellbeing, and follower innovative work behaviour. Overall CFA for the
entire hypothesised model was conducted to determine how well the proposed model
fit the sample data. As presented in Table 4.25, the results were as follows: chi-square
value (x?(74) = 364.09, p< 0.05); CMIN/df. = 4.92; RMR = 0.02; RMSEA = 0.07;
CF1=0.95; TLI =0.94; GFI = 0.92; AGFI = 089; NFI = 0.94; IFI = 0.96; and PNFI =
0.77. Although the value of the AGFI was lower than the recommended criteria of
goodness, the value (> 0.80) has been considered satisfactory by various researchers
(e.g., Anderson & Gerbing, 1984; Cole, 1987; Marsh, Balla& McDonald, 1988; West,
Taylor& Wu, 2012). Loading factors were above 0.50 as presented in Table 4.26. The
composite reliabilities of the latent variables ranged from 0.88 to 0.94 (p<0.01). The
AVEs for the latent variables were greater than 0.50. Generally, the measurement
model was adequate to the data, and presented acceptable item-to-factor scale
validity. Table 4.26 presents the summary of the validity of the measurement model.

Table 4.25 Results of CFA for Measurement Model

CMN/df RMR RMSEA CFI TLI GFI AGFI NFI IFlI PNFI

492 0.02 0.07 095 094 0.92 089 094 095 0.77

Table 4.26 Summary of Measurement Model

Factor
Variable CR AVE Dimension )
Loading
Authentic leadership  0.94 0.68 Self-awareness 0.71
Balanced processing 0.82
Relational transparency 0.88
Individualised moral perspective 0.87

Relational harmony 0.83
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Table 4.26 (Continued)

Variable CR AVE Dimension ractor
Loading

Wellbeing 0.89 0.62 Career wellbeing 0.78
Social wellbeing 0.83

Financial wellbeing 0.83

Physical wellbeing 0.73

Community wellbeing 0.78

Innovative work 0.88 0.65 Opportunity explorer 0.68
behaviour Idea generation 0.84
Championing 0.87

Application 0.84

4.2.4.5 Structural Relationships

SEM was conducted on AMOS to examine measurement errors and the
direct and indirect effects of the structural relationships among the three variables:
authentic leadership, follower wellbeing, and follower innovative work behaviour.
The results presented in Table 4.27reveal that the hypothesised model was statistically
supported: chi-square value (x2?(73) = 289.24, p< 0.05); CMIN/df. = 3.96; RMR =
0.02; RMSEA = 0.07; CFI = 0.96; TLI = 0.96; GFI = 0.94; AGFI = 0.91; NFI = 0.95;
IFI = 0.96; and PNFI = 0.77.

Table 4.27 Model-Fit Indices for Hypothesised Model

CMN/df RMR RMSEA CFI TLI GFI AGFI NFI IFlI PNFI

3.96 0.02 0.07 096 09 094 091 095 096 0.77

In addition, the influential effects of variables were explored through
SPC as shown in Figure 4.3, which represents the standardised regression coefficient.

SPC is statistically significance when the t-value is greater than 1.96at a significance
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level of 0.05 (Kline, 2011). The results presented in Table 4.28demonstrate a positive
statistically significant influential effects from the two relationships—the influence of
authentic leadership on follower wellbeing (SPC = 0.74, t = 14.97; p < 0.000), and the
influence of wellbeing on innovative work behaviour (SPC = 0.43, t = 6.139; p <
0.000). These two outcomes support Hypothesis 3 ‘Authentic leadership is positively
related to follower innovative work behaviour’, and Hypothesis 4a Follower
wellbeing is positively related to employee innovative work behaviour’. However, the
influential relationship between authentic leadership and innovative work behaviour
was not found to be statistically significance (SPC = 0.06, t = 1.00; p = 0.31).

- £ B 0m _—

Figure 4.3 SEM Analysis among the Three Variables
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Table 4.28 Standardised Regression Weights of the Hypothesis Model

Estimate SE t-value p-value
AL > WB 0.738 0.06 14.971 0.00
AL > W 0.064 0.073 1.002 0.31
WB > W 0.431 0.066 6.139 0.00

4.2.4.6 Mediation Effect

Three points of mediation occurrence (as suggested by Kenny, Kashy, &
Bluger, 1998) were considered. First, authentic leadership (independent variable) was
significantly correlated with wellbeing (mediator) (r = 0.57; p< 0.01). Second,
authentic leadership (independent variable) demonstrated a significant correlation
with innovative work behaviour (dependent variable) (r = 0.36; p< 0.01). Finally, the
relationship between authentic leadership (independent variable) and innovative work
behaviour (dependent variable) was non-significant when wellbeing (mediator) was
entered into the model (t = 1.002; p = 0.31). Previous results of the study provided
initial support for the hypothesis that wellbeing was a mediator of the structural
relationship.

Subsequently, the path line between wellbeing and innovative work
behaviour demonstrated in the hypothesised model was removed to investigate an
influential effect of authentic leadership on the two variables. The results presented in
Table 4.29indicate the significant influential effects of authentic leadership on
follower wellbeing (SPC = 0.75, t = 15.06; p < 0.000) and follower innovative work
behaviour (SPC = 0.41, t = 8.65; p < 0.000) because the t-value is greater than 1.96 at
a significance level of 0.00. This suggests that wellbeing is a full mediator of the
relationship between authentic leadership and innovative work behaviour because the
influential relationship between authentic leadership and innovative work behaviour

was not significant when wellbeing was also measure in the relationship.
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Table 4.29 Standardised Regression Weights

Estimate SE t-value p-value
AL > wB 0.75 0.06 15.06 0.00
AL > W 0.41 0.06 8.65 0.00
3
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Figure 4.4 SPCs of Authentic Leadership on Follower Wellbeing and Follower
Innovative Work Behaviour
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SEM standardised direct and indirect effects were examined to explain
the influential relationship of authentic leadership and follower innovative work
behaviour via follower wellbeing. As presented in Table 4.30, authentic leadership
had a total effect of 0.382 on follower innovative work behaviour, of which only
0.064 (16.75%) was directly transmitted. Further, bootstrapping was performed to
determine an indirect effect of follower wellbeing. A number of 1,000 bootstrap
samples were used as suggested by Cheung and Lau (2008). In addition, percentile
confidence and bias-connected confidence intervals at 95%, and Type | error were
determined. Table 4.31 demonstrates that the indirect effect was 0.32, and the z-value
was significant and greater than1.96 (z = 6.40, p< 0.01). In addition, the bootstrapped
confidence intervals confirmed the result because zero did not fall into 95% Cls
(Cheung & Lau 2008). Overall, the statistical results indicate that follower wellbeing
is a significant full mediator in the relationship between authentic leadership and
follower innovative work behaviour. Thus Hypothesis 4b “The influential relationship
between authentic leadership and innovative work behaviour is mediated by

wellbeing’ is confirmed.

Table 4.30 Decomposition of Effects

Path Standardised coefficient
Direct Effect Indirect Effect Total Effect
AL=>IW 0.06 0.32 0.38

Table 4.31 Mediation of the Effect of Authentic Leadership on Follower Innovative

Work Behaviour through Follower Wellbeing

Product of Bootstrapping
Point of o ]
] coefficients Percentile 95% CI BC 95% ClI
estimate
SE 4 Lower Upper Lower  Upper

Wellbeing 0.32 0.05 6.40 0.22 0.42 0.22 0.42
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This chapter has provided the statistical evidence to support the hypotheses
developed by this study:

Hypothesis 1: Authentic leadership in the Thai context consists of five distinct
constructs: self-awareness, balanced processing, relational transparency, internalised
moral perspective, and relational harmony.

Hypothesis 2: Authentic leadership is positively related to follower wellbeing.

Hypothesis 3: Authentic leadership is positively related to follower innovative
work behaviour.

Hypothesis 4(a): Follower wellbeing is positively related to follower
innovative work behaviour.

Hypothesis 4(b): The influential relationship between authentic leadership and
innovative work behaviour is mediated by wellbeing.

Hypothesis 1 was tested through the scale-development and scale-validation
studies. Authentic leadership in the Thai context was proposed to have five
dimensions. The items were generated and developed through the pilot study and
CFA testing. The finalised version of the Thai authentic-leadership scale developed
for this study includes 19 items that measure the five following dimensions of
authentic leadership: self-awareness (four items); balanced processing (four items);
relational transparency (four items); and relational harmony (three items). The
validation study confirmed that the 19-item Thai authentic-leadership scale provides
adequate validity and reliability as supported by the results of CFA.

Hypotheses 2, 3, and 4 were examined during the testing of nomological
network. Authentic leadership was found to have a positive influence on follower
wellbeing and follower innovative work behaviour. A positive relationship between
follower wellbeing and follower innovative work behaviour was also found. The
results were confirmed by performing bivariate correlation and SEM (standardised
effects). Additionally, H 5 was conducted to test the mediation effect of follower
wellbeing on the relationship between authentic leadership and follower innovative
work behaviour. The result was supported by using SEM standardised effects and

bootstrapping. Table 4.32 provides a summary of the hypotheses test results.



118

Table 4.32 Summary of Results

Hypothesis Method of analysis Results Comment
Hypothesis 1: CFA RMSEA = 0.05 Supported
Developed reliable (scale-development RMR =0.02
and valid study) CF1=0.96
authentic- GF1=0.93
leadership scale Convergent AVE = (0.45-0.84) Supported
including five validity(scale- CR =(0.80-0.89)
dimensions development study) Factor Loadings (0.41 <X\

<0.84)
Cronbach’s Entire scale (19 items) a.= Supported
alpha(scale- 0.94
development study) Five dimensions (0.70 < a
<0.89)
CFA RMSEA = 0.06 Supported
(validation Study) RMR =0.02
CFI=0.94
GFI =0.92
Convergent Validity =~ AVE = (0.43-0.68) Supported
CR = (0.75-0.90)
Factor loadings (0.51 <A
<0.88)
Cronbach’s alpha Entire scale (19 items) a.= Supported
0.94
Five dimensions (0.76 < a
<0.90)
Convergent validity Supported
(correlation with r=0.78; p<0.01

transformational

leadership)



Table 4.32 (Continued)
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Hypothesis Method of analysis Results Comment
Discriminant validity Supported
Chi-square Unconstrained correlation
comparison 112 (26) = 201.47;
constrained correlation
12(27)=370.13; A1 =
186.66; p< 0.01
Hypothesis 2: Supported
Test influential r = 0.66; p<0.01
relationship
between authentic ~ Correlation
leadership and
follower wellbeing
Regression SPC =0.75,t=15.06; p< Supported
(AL>WB) 0.000)
Hypothesis 3 Supported
Test influential
relationship
between authentic
leadership and Correlation r =0.36; p<0.01
follower
innovative work
behaviour
Regression SPC=0.41,t=8.65;p<  Supported

(AL=> W)

0.000
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Table 4.32 (Continued)

Hypothesis Method of analysis Results

Comment

Hypothesis 4(a)

Test influential Correlation r =0.44; p<0.01

relationship

between follower

wellbeing and

follower

innovative work

behaviour

Hypothesis 4(b)

Test mediation Mediation model

effect of follower

wellbeing on

relationship

between authentic

leadership and

follower

innovative work

behaviour
Bootstrapping z=6.40>1.96; p<0.01
Indirect effect Indirect effect is 0.32

(95% CI: 0.22-0.42)

Supported

Supported
Supported




CHAPTER 5

SUMMARY, DISCUSSION AND RECOMMENDATIONS

This chapter provides a summary of the research, and presents a conclusion

and discussion, as well as recommendations for future research and practice.

5.1 Summary

This section summarises the purpose of the present study, and the research

methods and findings.

5.1.1 Purpose

The main purpose of this research was to develop a valid and reliable measure
of authentic leadership in the Thai context. In addition, the research sought to
investigate the relationships between the authentic leadership and follower wellbeing
and innovative work behaviour to examine the nomological network of the construct

of authentic leadership.

5.1.2 Research Questions
Three research questions underpinned the research.

1) What are the behaviours underlying the constructs of authentic
leadership in the Thai context?

2) To what extent is the developed authentic-leadership measure
developed by this study reliable and valid in a sample, and relevant to the measure of
transformational leadership?

3) What are the relationships between authentic leadership, follower

wellbeing, and follower innovative work behaviour?
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5.1.3 Research Methods

To accomplish the purposes of the research, this research first reviewed the
literature on authentic leadership, examining theoretical concepts, developed
measures, and empirical research using authentic-leadership measures in various
contexts. Studies and literature on Thai leadership and cultural behaviours were also
reviewed. Additionally, relationships between theRelevant variables were studied.
Based on the literature findings, a research model was developed. The hypotheses in
the research were as follows:

Hypothesis 1: Authentic leadership in the Thai context consists of five distinct
constructs: self-awareness, balanced processing, relational transparency, internalised
moral perspective, and relational harmony.

Hypothesis 2: Authentic leadership is positively related to follower wellbeing.

Hypothesis 3: Authentic leadership is positively related to follower innovative
work behaviour.

Hypothesis 4(a): Follower wellbeing is positively related to follower
innovative work behaviour.

Hypothesis 4(b): The influential relationship between authentic leadership and
innovative work behaviour is mediated by wellbeing.

The methods employed in this research included two studiess: scale
development and scale validation. In the scale-development phase, item generation,
and scale administration and analysis were conducted. Items in this study were
generated from three input resources: 1) doctoral students from an HR and
organisational development school; 2) translated authentic-leadership items from
Neider and Schriesheim’s (2010) ALI; 3) ideas from the researcher and research
advisor. In this phase, 65 items were generated. The 65 items were sent to five experts
in scale development and validation, and leadership to conduct a content-validity
assessment, resulting inremoving15 items. These remaining 50 items were used in the
pilot testing of the instrument. The instrument was tested with the pilot sample of 172
officers working at Office of the Comptroller General at the Royal Thai Armed
Forces Headquarters, who had at least six months of experience in the organisation.
Item analysis was performed to determine item validity, loading weights, and
structural patterns. The data-analysis techniques employed were t-test item



123

discrimination, item-total correlation, and EFA. The results of the testing led to 21
items being retained, which represented five dimensions of authentic leadership.
Subsequently, CFA was conducted to test the five dimensions derived from the pilot
study. The 21-item authentic-leadership scale was tested with 400 navy officers from
the Royal Thai Navy Headquarters operational branch. The results suggested deleting
two items, which this model presented an acceptable model fit to data. The final
version of the authentic-leadership scale developed for this research had 19 items
representing five dimensions of authentic leadership: self-awareness (four items);
balanced processing (four items); relational transparency (four items); individualised
moral perspective (four items); and relational harmony (three items).

The scale-validation study tested the validity and reliability of the newly
developed 19-item authentic-leadership scale and tested a nomological network with
follower outcomes, which were follower wellbeing and follower innovative work
behaviour. The data were derived from 644 navy officers working in three operational
branches of the Royal Thai Navy: the Royal Thai Fleet, the Naval Dockyard
Department, and the Naval Studies and Research. The data were analysed by
conducting bivariate correlation, CFA, SEM, and bootstrapping processes. The results

provided evidence to confirm all hypotheses proposed by the research.

5.1.4 Findings
This section presents the answers to the research questions.
Research Question 1: What are the behaviours underlying the constructs
of authentic leadership in theThai context?
Culture and religion affect the construct of authentic leadership in the
Thai context. Thai leaders present behaviour that is consistent with the four constructs
of Walumbwa et al.’s (2008) authentic-leadership theory, and the behaviour of Thai
leaders is also consistent with the definition authentic leadership of Walumbwa et
al.’s (2008). However, promoting harmonious relationships was found to be an
additional dimension of Thai authentic leadership. Therefore, the constructs
underlying the Thai authentic-leadership measure included self-awareness, balanced
processing, relational transparency, individualised moral perspective, and relational
harmony. The construct validity of the measurement model was assessed by EFA,
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which determined a five-dimensional structural model. The CFA was run through
both scale-development and scale-validation studies to confirm the five-dimensional
structural model. The results demonstrated that the model was an acceptable fit to the
data and had an acceptable item-to-factor scale validity in the Thai context. IN
addition, the convergent validity of the construct was assessed by factor loadings
(0.41 <1 <0.84), CR (0.80 <CR <0.89), and AVE (0.45 < AVE< 0.84). The findings
significantly supported that Thai authentic leadership consisted of five constructs.

Research question 2: To what extent is the developed authentic-
leadership measure reliable and valid in a sample, and relevant to the measure of
transformational leadership?

To answer this question, the validity and reliability of the finalised 19-
item Thai authentic-leadership scale was tested through the scale-validation study.
CFA was performed to confirm its convergent validity. The five-dimensional model
reported a good fit to the data, with observed and acceptable item-to-factor scale
validity (RMSEA = 0.06; RMR = 0.02; CFl = 0.94; GFI = 0.92). Results from
assessing the factor loadings (0.51 <A < 0.88); CR (0.7 < CR < 0.90); AVE (0.75 <
AVE <0.90), and internal-consistency reliability (19 items; o = 0.94 and each
construct; 0.76 < a < 0.90) confirmed the validity and reliability of the scale.
Subsequently, the convergent validity of the scale was assessed by testing a
relationship with transformational leadership, which is considered to have overlap
with the concept of authentic leadership (Walumbwa et al., 2008). The discriminant
validity between the developed authentic-leadership scale and the transformational-
leadership measures were tested by examining chi-square differences (Ax? = 186.66;
p< 0.01). The results demonstrated that authentic leadership was significantly
distinguishable from transformational leadership but that the two forms of leadership
have positive correlation.

Research question 3: What are the relationships between authentic
leadership, follower wellbeing, and follower innovative work behaviour?

Answering this question was approached by performing bivariate
correlation and SEM. Authentic leadership was found to have a positive relationship
with follower wellbeing(r= 0.66; p<0.01) and follower innovative work behaviour (r
= 0.36; p<0.01). In addition, authentic leadership was found to have predictive effects
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on follower wellbeing (SPC = 0.75, t = 15.06; p< 0.000) and follower innovative
work behaviour (SPC = 0.41, t = 8.65; p< 0.000). The strongest correlation of the five
constructs of authentic leadership with both follower outcomes was that of relational
harmony. In addition, the mediation effect of follower wellbeing on the relationship
between authentic leadership and follower innovative work behaviour was explored
by examining SEM standardised direct and indirect effects and performing
bootstrapping. The results confirmed that authentic leadership has an indirect effect
on follower innovative work behaviour via follower wellbeing (z = 6.40 > 1.96;

p<0.01).

5.2 Discussion

The lack of reliable and valid measures is a significant and recurring challenge
in leadership research (Neider & Schrieshein, 2011). A sound measure is crucial
because it helps researchers develop a generalised understanding about leadership
processes through an accurate assessment. The focus in the current research was
authentic leadership, and the problem of a lack of an accurate measure has also been
identified in the literature on authentic leadership (Lagan, 2007). Although various
studies have developed measures of authentic leadership (e.g., Lagan 2007; Neider &
Schrieshein, 2011; Walumbwa et al. 2008), these measures have been developed
within particular contexts, that is, in the Western context. Research has identified that
culture may construct different personality traits and lead to culturally specific
behaviours (Saetang, 2004). Although Walumbwa et al.’s (2008) authentic-leadership
theory is widely used (Gardner et al., 2011), the behaviours represented by the ALQ
developed by Walumbwa et al. (2008) may not be universal and relevant to measuring
authentic leadership in the Thai context because behaviour can be culturally specific
(e.g., Hofstede, 2001; Yukongdi, 2010).

Behaviours underlying the constructs of authentic leadership in the Thai
context are reflected power distance and collectivist cultural thoughts, as well as
religious beliefs and specific Thai values. The five constructs developed for the Thai
authentic-leadership scale were self-awareness, balanced processing, relational

transparency, individualised moral perspective, and relational harmony. These five
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constructs were supported by the results of the research, which found that the five-
dimensional model of Thai authentic leadership provided a good fit to the data. The
items indicated in the first construct (self-awareness) were aligned with existing
expectations from Thai followers that their leaders should be benevolent and kind
(Gupta et al., 2002; Selvarajah et al., 2013) when treating employees because leaders
are believed to have higher merit and virtue (Hanker, 1962). As part of a collectivist
society, Thai authentic leaders tend to be open and share information to favour their
employees and gain their trust (Davis & Ruhe, 2003; Hofstede, 2001). They also need
to be accurate when analysing information and consult all sources before reaching a
conclusion (Gupta et al.,, 2002), while being able to demonstrate a transparent
working process to their employees (Pongsudhirak, 2008). Such behaviours are
reflected in the authentic-leadership constructs of balanced processing and relational
transparency. In relation to the construct of individualised moral perspective, Thai
authentic leaders have been found to be afraid to take unethical actions because of
their fear of negative future consequences, an attitude consistent with the concept of
karma, which is prominent in Buddhism and emphasises cause and effect (Kamoche,
2000; Pathmanand, 2001). Finally, the relational harmony construct reflected the non-
aggressive behaviour of Thai people and the value of promoting harmonious
relationships. This type of behaviour has been found to be characteristic of excellent
Thai leadership (Boonsathorn, 2007; Ledgewood & Un, 2003; Selvarajah et al., 2013;
Taylor, 1996; Yokongdi, 2010).

Establishing the construct validity of a newly developed measure can be
challenging. Therefore, two subtype validities—convergent validity and discriminant
validity—were assessed (Campbell & Fiske, 1959). Given that the concept of
transformational leadership is theoretically related to the concept of authentic
leadership (Avolio, 1999), transformational-leadership measures are often chosen to
determine the convergent and discriminant validity of a newly developed authentic-
leadership measure. For example, in a study of the ALQ developed by Walumbwa et
al. (2008), they tested the relationship and different chi-square values (see
Venkatraman, 1989) between the ALQ and the transformational-leadership measure
(MLQ) developed and validated by Avolio and Bass (2004). Walumbwa et al. (2008)
found that the measures have a positive correlation while being significantly distinct.
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Correspondingly, the present research also examined the relationship and the
difference of chi-square values between authentic and transformational leadership
models. The results were found to be consistent, although the two measures were
developed and tested in the Thai context. This may also confirm the assumption that
the concept of transformational leadership underpins the concept of authentic
leadership.

The relationship between and influence of authentic leadership on follower
outcomes were tested through the nomological-network study. Most existing studies
note that there are positive relationships between authentic leadership, follower
wellbeing, and follower innovative work behaviour; such contextual studies are
generally conducted in a business and educational organisational environment (e.g.,
Clapp-Smith et al., 2009; Kim, 2014; Wong & Cummings, 2009a, 2009b; Wong,
Laschinger & Cummings, 2010).The investigation in the present research used a
military context, which has a work nature of that may involve high-stress tasks, life-
and-death decisions, and physically intense duties (Yammarino et al., 2010). Such
duties and responsibilities may negatively affect the wellbeing of officers and
soldiers, and prevent them from being innovative. However, the overall results of this
study were consistent with other studies on the effect of authentic leadership on
follower wellbeing and follower innovative work behaviour. This could expand the
phenomena of the theory across a different context of investigation.

Positive influential relationships were reported in the findings. These
relationships may exist because authentic leaders foster a positive relationship with
their employees in the workplace (Hofmann et al., 2003). The results also emphasised
the specific value of having a good relationship for Thai employees (e.g.,
Boonsathorn, 2007; Gupta et al., 2002; Quek et al., 2010) because the relational
harmony had the strongest correlation with follower wellbeing and innovative work
behaviour. This can be explained by the fact that Thai leaders are likely to develop a
positive social-exchange working environment, particularly in developing a fair and
harmonious working atmosphere, which can result in improving the emotional
wellbeing, health, and creativity of their employees. This interpretation aligns with the
conceptual relationship proposed by many researchers (e.g., Avolio & Gardner, 2005;
Gardner et al., 2005; Goldman & Kernis, 2002). Additionally, the literature suggests
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that authentic leaders build a creative, positive, and ethical climate at the workplace in
which positive psychological effects of followers such as confidence, hope and
optimism are encouraged (Cerne et al., 2013; Lagan, 2007; Seibert et al., 2001). Such
suggestions are coherent with the finding in this study that given that Thailand is a
country that has a high level of power distance and has a bureaucratic working
system, Thai employees tend to depend on their supervisor when making decisions
related to work and behave according to their supervisor’s values and instructions
(Hank, 1962). Thus, Thai followers may seek leaders who are able to demonstrate an
understanding of the followers’ strengths and weaknesses when assigning tasks, and
who treat them in a benevolent manner. Displaying such qualities should lead to Thai
employees gaining confidence and optimism in relation to their working life, which
results in an increase in wellbeing level, and leads to followers making greater effort
to create new ideas and innovate in their workplace.

The mediation effect of follower wellbeing on authentic leadership and
follower innovative work behaviour was found to be significant in this research. This
mediation effect emphasises that leaders may exercise authentic-leadership
behaviours as an intervention to improve follower wellbeing to enhance their
performance (Avolio et al., 2004). Elevating overall wellbeing in the workplace, can
lead employees to be indirectly stimulated to be more enthusiastic to enhance their
knowledge and skills in performing work tasks because they are satisfied with their
mental and physical health (Ambalie et al., 2002; Eisenberger et al., 2005; Harter et
al., 2002; Rath & Harter, 2010). Thus, it can be concluded that followers demonstrate
their confidence and optimism through an ability to express and share their own
values, which can manifest it through generating new ideas and adopting new
challenges in implementing such ideas in the workplace, while exchanging opinions

with their authentic leaders without fearing judgement.

5.3 Limitations of Study

There are several limitations of the present research. First, the measure design
used a follower perception-based scale to assess authentic leadership. In this research,

participants were from the military context, which might mean they tended to answer
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questions in a positive direction due to respect for the rank and obedience to orders, as
the nature of their workplace may not have a leader-evaluation system.

Second, some of the participants might have had difficulty answering some of
items about the supervisor’s values due to a lack of sufficient knowledge about their
supervisor. Although the participants were required to have worked in their current
area for at least six months, the instructions of the questionnaire may not have
clarified sufficiently whether this experience was with the current supervisor or
simply within the organisation. Some participants reported their confusion when
rating ‘an immediate supervisor’ because their roles were involved with many leaders
so they could not decide which leader should be assessed. Future studies should
clarify or provide the meaning of immediate supervisor and clearly state the
requirements of work experience with a current supervisor. This would ensure the
participants could reflect their perceptions more accurately because it would mean
they had the required knowledge about their leader.

Third, the possibility of rating problems may have occurred. Some complete
questionnaires presented a potential error from a central tendency rating. This could
be because the participants encountered difficulty in understanding the questions or
avoided reporting negative behaviours of their supervisor.

Fourth, the item-generation process in this study was conducted using a
deductive approach in which definitions of authentic leadership and its constructs
were provided before creating the items to reflect the theoretical definitions. This may
limit the generation of new items beyond the prescribed definitions. A solution to this
might include using an inductive approach by conducting a quantitative study to
capture and observe patterns of answers in interviewee perceptions of the definition of

authentic leadership.

5.4 Recommendations for Practice

A reliable measure of authentic leadership can be used as a starting point for
practitioners when designing an authentic-leadership development programme for an
organisation. An authentic-leadership assessment report could be used in conjunction

with performance for promotion, selection, and evaluation of current and potential
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leaders. The concept of Thai authentic leadership may also be applied to develop HR
development interventions such as establishing rule-based and value-based
programmes to build an ethical workplace.

Leaders may demonstrate authentic-leadership behaviours to build high-
quality leader—follower relationships in the workplace. Such leaders should take time
to develop a dialogue with their followers about their strengths and weaknesses, as
well as the followers ‘values to demonstrate that they genuinely care about their
employees. The findings in this research serve as a reminder to organisations that they
should not neglect the importance of leaders’ roles in improving employee wellbeing
in the workplace because a higher level of follower wellbeing leads to a higher level

of innovative work behaviour, which results in increasing organisational performance.

5.5 Recommendations for Future Research

Future research is needed to replicate use of the 19-item Thai authentic-
leadership scale in other organisational types to continue examining the construct
validity and predictive validity of the component scales in Thailand. The discriminant
validity between authentic leadership and other forms of leadership such as ethical
leadership and mindful leadership may be examined extensively to explore the ways
in which these leadership forms are theoretically different at a conceptual and
empirical level. Also, future researchers may look at the difference of mean values of
the Thai authentic leadership dimensions based on the ranges of age in this study
(Appendix F), the result might provide future researchers to further develop the
present Thai authentic leadership scale.

As part of the theory-building process, the influence of authentic leadership on
follower outcomes that are different from the two variables used in this study may be
empirically investigated to expand the network relationship of the authentic-
leadership theory. Outcomes variables may be employees’ attitudes such as
occupational self-efficacy and interpersonal trust. This could provide empirical
support of potential benefits of authentic leaders through a positive psychological
relationship with their followers by stimulating followers’ confidence and personal
trust. Moreover, examining relationship between authentic leadership and
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performance of employees and organisation is likelihood to capture interests from
practitioners and companies to exercise this type of leadership. It might also be
interesting to examine organisational culture to determine how it mediates or
moderates the effect of authentic leaders on follower outcomes.

Similar research may be conducted in other Asian countries, particularly in
countries that share common values and culture with Thailand such as collectivism
and a hierarchical context. Cross-cultural leadership research would be beneficial to
the field.
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Definition/a1ienas

It is a pattern of leader behaviours that draws from positive psychological capabilities
and ethical climate, which fosters greater self-awareness, relational transparency,
balanced processing of relevant information, an internalised moral perspective and
relational harmony on the part of leaders working with followers of the context in

which they operate. The five dimensions are:

1. Self-Awareness. This reflects leaders who demonstrate positive modeling
by understanding and accepting values, feelings, identity and goals of themselves.

They are cognizant with other’s feelings, values, and strengths and weaknesses as it is

driven by benevolence manners (Metta: iaan).

2. Balanced Processing. It reflects leaders’ authenticity through objectively
analyzing relevant information through a balanced equitable social process without
bias before making decisions. The leaders allow others’ objective input though such
input may challenge their own perspective.

3. Relational Transparency. It reflects leaders who share information and
communicate openly with others while revealing true thoughts with non-aggressive
emotional expression and appropriate manner. They also demonstrate genuine
positive interest in others in which trust, respect, and identification with them are
emerged.

4. Internalised Moral Perspective. This refers to leaders as being self-
regulated and being congruent with moral integrity between values and actions. It
includes being self-disciplined and not allowing external influences to sway
authenticity, which lead to negative future consequences (Bad-Karma).

5. Relational Harmony. This means leaders who demonstrate respectful
behaviours to others as being humane. They build positive psychological conditions
and ethical climates through promoting harmonious relationships among their

multiple in-groups.
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Self-Awareness: This reflects leaders
who demonstrate positive modeling by

understanding and accepting values,

feelings, identity and goals of themselves.

They are cognizant with other’s feelings,
values, and strengths and weaknesses as
it is driven by benevolence manners

(Metta: 1UAA).
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Balanced Processing.It reflects leaders’
authenticity through objectively analyzing
relevant information through a balanced
equitable social process without bias
before making decisions. The leaders
allow others’ objective input though such

input may challenge their own perspective
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Relational Transparency

It reflects leaders who share information
and communicate openly with others
while revealing true thoughts with non-
aggressive emotional expression and
appropriate manner. They also
demonstrate genuine positive interest in
others in which trust, respect, and

identification with them are emerged.
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Internalised Moral Perspective This
refers to leaders as being self-regulated
and being congruent with moral integrity
between values and actions. It includes
being self-disciplined and not allowing
external influences to sway authenticity,

which lead to negative future

consequences (Bad-Karma)
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Relational Harmony This means leaders
who demonstrate respectful behaviours to
others as being humane. They build
positive psychological conditions and
ethical climates through promoting
harmonious relationships among their

multiple in-groups.
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Appendix B

Questionnaires for Scale-Development Study
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Appendix C

Finalised Version of 19-Thai Authentic Leadership Measure and
Item Codes (in Thai)
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Questionnaires for Scale-validation Study
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Appendix E

Back-Translated Measures



Translated Thai Authentic Leadership Measure (19 items)
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10.
11.
12.
13.

14.
15.
16.

17.
18.
19.

My supervisor is benevolently conscious of his/her own manners when treating his/her
subordinates.

My supervisor understands his/her subordinates’ abilities and limitations.

My supervisor is not aware of his/her impact on subordinates when making decisions.
My supervisor does not try to understand his/her own shortcomings and limitations.
My supervisor stimulates others to share opinions and ideas.

My supervisor accurately analyses relevant information before making a decision.
My supervisor has no bias when receiving information before reaching a conclusion.
My supervisor encourages others to provide ideas, point of views and feedback being
challenged to his/her own.

My supervisor is reliable and can be trusted by his/her subordinates.

My supervisor shares information openly with his/her subordinates.

My supervisor has a transparent working process.

My supervisor displays his/her true self appropriately with others.

My supervisor’s expressions and actions are aligned with the ethical values of the
organisation.

My supervisor is a role model for being self-regulated.

My supervisor is honest and reliable when making an important decision.

My supervisor behaves accordingly to his/her core values when facing ethical dilemmas
at workplace.

My supervisor helps and supports his/her subordinates equally.

My supervisor is friendly and polite to everyone.

My supervisor cultivates harmony and unity among individuals, groups, and

organisations.
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Translated Wellbeing Measure (30 items)
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19.
20.

21.
22.
23.
24,
25.
26.
27.
28.
29.
30.

Your organisation has clear vision, missions, strategy, and chains of command.
You have a secured job.

You see opportunities for career advancement.

Your organisationemphasises career development of individuals.

Your job is valuable and accepted by people in the society.

You are suitable to your current role.

Your organisation recognises any individual who performs outstanding.

You have a good team work.

You receive support from colleagues and supervior(s).

. Your supervisor is friendly.

. Your colleagues are cooperative.

. 'You are comfortable with job rotation when necessary.

. 'You organisation keeps you well-informed.

. 'You have a reasonable salary compared to your workload.

. 'You receive adequate welfare and compensation from your organisation.

. Your organisation has an effective system for a job promotion.

. Your organisation encourages individuals to join in financial saving and investment.
. Your organisation provides help and support employees when facing critical

situations such as natural disaster.

You are able to manage your monthly salary effectively.

Your organisation set up activities to promote good health among employees such as
exercise and mediation.

Your job does not make you feel stressed.

You have enough time for your family.

You have time for a regular exercise.

You have a good working life with your organisation.

Your organisation emphasises occupational safety.

You are provided adequate equipment and facilities to perform your job.
You have no problem with commuting.

Your physical workplace is well-functioned.

You are provided a decent employee lounge/break room.

Your organisation creates good physical environment in the workplace.
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Translated Innovative work behaviour Measure (10 items)

| pay attention to issues that are no part of my daily work.

I wonder how | can improve things.

I search out new working methods, techniques or instruments to improve my jobs.
| generate original solutions for problems.

I find new approaches to execute tasks.

I make important organisational members enthusiastic for innovative ideas.

| attempt to convince people to support my innovative idea

I systematically introduce innovative ideas into work practices.

© o N o g~ e Dd e

| contribute to the implementation of new ideas.

10. Iput effort in the development of new things.




Appendix F

Result of ANOVA analysis: The Differences among Means of Age
Ranges (Sample from Scale-Validation Study)



Oneway

Descriptives

SA
95% Confidence
Interval for Mean
Std. Std. | Lower [ Upper
N Mean | Deviation| Error | Bound | Bound |[Minimum |Maximum
ggmw 414.0625| 59073|.29536| 3.1225| 5.0025 3.25 4.50
20-30| 216|3.7060 59682 1.04061( 3.6260| 3.7861 2.25 5.00
31-40| 160|3.6703 .553271.04374 | 3.5839| 3.7567 2.50 5.00
41-50| 170|3.6588 570281.04374| 3.5725| 3.7452 1.75 5.00
g‘(;er 94(3.6064| 52426|.05407| 3.4900| 3.7138 2.25 5.00
Total 64413.6724 56892 1.02242( 3.6283| 3.7164 1.75 5.00
ANOVA
SA
Sum of
Squares df Mean Square F Sig.
Between Groups 1.295 4 324 1.000 407
Within Groups 206.823 639 324
Total 208.118 643




Post Hoc Tests

Dependent Variable: SA
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Multiple Comparisons

LSD
Mean 95% Confidence Interval
Difference

() age (J) age (1-J) Std. Error Sig. | Lower Bound | Upper Bound

below 20 20-30 .35648 28708 .215 -.2073 .9202
31-40 .39219 28799 .174 -.1733 9577
41-50 40368 28779 .161 -.1614 .9688
over 50 45612 29045 117 -1142 1.0265

20-30 below 20 -.35648 .28708 | .215 -.9202 .2073
31-40 .03571 .05934 .548 -.0808 1522
41-50 .04719 .05833 | .419 -.0673 1617
over 50 .09964 07030 .157 -.0384 2377

31-40 below 20 -.39219 28799 .174 -.9577 1733
20-30 -.03571 .05934 .548 -.1522 .0808
41-50 .01149 .06266 | .855 -1116 .1345
over 50 .06393 .07393| .388 -.0813 .2091

41-50 below 20 -.40368 28779 .161 -.9688 1614
20-30 -.04719 .05833( .419 -.1617 .0673
31-40 -.01149 .06266 | .855 -.1345 1116
over 50 .05244 07312 474 -.0912 .1960

over 50 below 20 -.45612 29045 117 -1.0265 1142
20-30 -.09964 .07030 | .157 -.2377 .0384
31-40 -.06393 .07393| .388 -.2091 .0813
41-50 -.05244 07312 474 -.1960 .0912
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Oneway
Descriptives

BA

95% Confidence

Interval for Mean

Lower Upper

N Mean | Std. Deviation | Std. Error | Bound Bound Minimum | Maximum
below 20 4| 4.3750 .59512 29756 | 3.4280 5.3220 3.50 4.75
20-30 216| 3.9491 .69905 .04756| 3.8553 4.0428 1.75 5.00
31-40 160 3.8547 .62538 .04944 1 3.7570 3.9523 2.00 5.00
41-50 170] 3.8309 65757 .05043| 3.7313 3.9304 1.75 5.00
over 50 941 3.6915 .51643 .05327| 3.5857 3.7973 1.75 5.00
Total 644 | 3.8595 .65014 .02562| 3.8092 3.9098 1.75 5.00
ANOVA
BA
Sum of
Squares df Mean Square F Sig.

Between Groups 5.592 4 1.398 3.356 .010
Within Groups 266.190 639 417
Total 271.782 643




Post Hoc Tests

Multiple Comparisons
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Dependent Variable: BA
LSD
Mean 95% Confidence Interval
() age (J) age Difference (1-J) | Std. Error | Sig. Lower Bound Upper Bound
below 20 20-30 42593 .32569 191 -.2136 1.0655
31-40 52031 .32672 112 -1213 1.1619
41-50 54412 .32649 .096 -.0970 1.1852
over 50 .68351" .32951 .038 .0365 1.3306
20-30 below 20 -.42593 .32569 191 -1.0655 .2136
31-40 .09439 06732 161 -.0378 .2266
41-50 11819 .06617 .075 -.0118 .2481
over 50 .25758" .07975 .001 .1010 4142
31-40 below 20 -.52031 .32672 112 -1.1619 1213
20-30 -.09439 .06732 161 -.2266 .0378
41-50 .02381 .07109 738 -.1158 1634
over 50 .16320 .08388 .052 -.0015 .3279
41-50 below 20 -.54412 .32649 .096 -1.1852 .0970
20-30 -.11819 .06617 .075 -.2481 .0118
31-40 -.02381 .07109 .738 -.1634 .1158
over 50 .13939 .08296 .093 -.0235 .3023
over 50 below 20 -.68351" .32951 .038 -1.3306 -.0365
20-30 -.25758" 07975 .001 -4142 -.1010
31-40 -.16320 .08388 .052 -.3279 .0015
41-50 -.13939 .08296 .093 -.3023 .0235

*, The mean difference is significant at the 0.05 level.
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Oneway
Descriptives
RE
95% Confidence
Interval for Mean
Std. Lower Upper
N Mean | Deviation | Std. Error Bound Bound Minimum | Maximum
below 20 4| 4.0625 .96555 48278 | 25261 5.5989 2.75 5.00
20-30 216 3.9225 64705 .04403| 3.8357 4.0092 1.00 5.00
31-40 160 | 3.8500 .62079 .04908 3.7531 3.9469 1.50 5.00
41-50 170| 3.8059 64229 .04926| 3.7086 3.9031 1.25 5.00
over 50 94| 3.5771 .66501 .06859 | 3.4409 3.7133 1.25 4.50
Total 644 | 3.8241 65177 .02568| 3.7737 3.8746 1.00 5.00
ANOVA
RE
Sum of
Squares df Mean Square F Sig.
Between Groups 8.214 4 2.054 4.953 .001
Within Groups 264.933 639 415
Total 273.147 643




Post Hoc Tests

Multiple Comparisons
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Dependent Variable: RE
LSD
Mean 95% Confidence Interval
() age (J) age Difference (1-J) | Std. Error | Sig. | Lower Bound | Upper Bound
below 20 20-30 .14005 32492 | .667 -.4980 7781
31-40 .21250 .32595| .515 -4276 .8526
41-50 .25662 32571 431 -.3830 .8962
over 50 48537 .32873| .140 -.1601 1.1309
20-30 below 20 -.14005 32492 | .667 -7781 4980
31-40 .07245 .06716| .281 -.0594 .2043
41-50 11657 .06602| .078 -.0131 2462
over 50 .34533" .07956 | .000 .1891 5016
31-40 below 20 -.21250 .32595| .515 -.8526 4276
20-30 -.07245 .06716| .281 -.2043 .0594
41-50 .04412 .07092| .534 -.0952 1834
over 50 27287 .08368 | .001 .1086 4372
41-50 below 20 -.25662 .32571| .431 -.8962 .3830
20-30 -.11657 .06602| .078 -.2462 0131
31-40 -.04412 .07092| .534 -.1834 .0952
over 50 22875 .08276| .006 .0662 .3913
over 50 below 20 -.48537 .32873| .140 -1.1309 .1601
20-30 -.34533" .07956 | .000 -.5016 -.1891
31-40 -.27287 .08368| .001 -.4372 -.1086
41-50 -.22875" .08276| .006 -.3913 -.0662

*, The mean difference is significant at the 0.05 level.
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Oneway
Descriptives
IN
95% Confidence
Interval for Mean
Std. Std. Lower Upper

N Mean Deviation Error Bound Bound Minimum | Maximum
below 20 41 4.3125 .51539 .25769 3.4924 5.1326 3.75 4.75
20-30 216| 4.1285 .64833 .04411 4.0415 4.2154 1.75 5.00
31-40 160 | 3.9813 .64887 .05130 3.8799 4.0826 2.00 5.00
41-50 170| 3.9529 .66561 .05105 3.8522 4.0537 1.50 5.00
over 50 94| 3.7846 .56034 .05779 3.6698 3.8993 1.75 5.00
Total 644 3.9965 .64912 .02558 3.9463 4.0467 1.50 5.00

ANOVA
IN
Sum of
Squares df Mean Square F Sig.

Between Groups 8.743 4 2.186 5.327 .000
Within Groups 262.187 639 410
Total 270.930 643
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Multiple Comparisons

Dependent Variable: IN
LSD
Mean 95% Confidence Interval
() age (J) age | Difference (1-J) | Std. Error | Sig. | Lower Bound | Upper Bound
below 20 20-30 .18403 .32323 .569 -.4507 .8187
31-40 .33125 .32426 .307 -.3055 .9680
41-50 .35956 .32402 .268 -.2767 .9958
over 50 52793 .32702 .107 -.1142 1.1701
20-30 below
20 -.18403 .32323 .569 -.8187 4507
31-40 14722" .06681 .028 .0160 .2784
41-50 17553 .06567 .008 .0466 .3045
over 50 .34390° .07915 .000 .1885 4993
31-40 below
20 -.33125 .32426 .307 -.9680 .3055
20-30 -14722" .06681 .028 -.2784 -.0160
41-50 .02831 .07055 .688 -.1102 .1669
over 50 .19668" .08324 .018 .0332 .3601
41-50 below
20 -.35956 .32402 .268 -.9958 2767
20-30 -.17553" .06567 .008 -.3045 -.0466
31-40 -.02831 .07055 .688 -.1669 1102
over 50 .16837" .08233 .041 .0067 .3300
over 50 below
20 -52793 .32702 107 -1.1701 1142
20-30 -.34390" .07915 .000 -.4993 -.1885
31-40 -.19668" .08324 .018 -.3601 -.0332
41-50 -.16837" .08233 .041 -.3300 -.0067

*, The mean difference is significant at the 0.05 level.
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Oneway
Descriptives
HA
95% Confidence
Interval for Mean
Std. Std. | Lower [ Upper
N Mean | Deviation| Error | Bound | Bound | Minimum | Maximum
gg'ow 442500 73912|.36956| 3.0739| 5.4261 3.33 5.00
20-30| 216]4.0108 .709761.04829( 3.9156| 4.1060 1.67 5.00
31-40| 160(3.9479 .673491.05324( 3.8428| 4.0531 2.00 5.00
41-50| 170]|3.8627 .68763|.05274| 3.7586| 3.9669 1.67 5.00
g\(;er 94(3.6560| .58138|.05096| 3.5370| 3.7751 1.67 467
Total 644 (3.9058 .68615(.02704| 3.8527| 3.9589 1.67 5.00
ANOVA
HA
Sum of
Squares df Mean Square F Sig.
Between Groups 9.319 4 2.330 5.074 .000
Within Groups 293.411 639 459
Total 302.729 643
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Post Hoc Tests

Multiple Comparisons
Dependent Variable: HA

LSD
Mean Std. 95% Confidence Interval
() age (J) age | Difference (1-J) | Error Sig. Lower Bound Upper Bound
below 20 20-30 .23920| .34193 484 -.4323 .9106
31-40 .30208 | .34302 .379 -3715 9757
41-50 .38725| .34277 .259 -.2858 1.0604
over 50 59397 | .34594 .086 -.0854 1.2733
20-30 below
20 -.23920| .34193 484 -.9106 4323
31-40 .06289 | .07068 374 -.0759 .2017
41-50 .14806" | .06948 .033 .0116 .2845
over 50 .35477"| .08373 .000 .1904 5192
31-40 below
20 -.30208 | .34302 .379 -.9757 3715
20-30 -.06289| .07068 374 -.2017 .0759
41-50 .08517| .07464 .254 -.0614 .2317
over 50 .29189"| .08806 .001 1190 4648
41-50 below
20 -.38725| .34277 .259 -1.0604 .2858
20-30 -.14806" | .06948 .033 -.2845 -.0116
31-40 -.08517| .07464 .254 -.2317 .0614
over 50 20672"| .08710 .018 .0357 3777
over 50 below
20 -59397| .34594 .086 -1.2733 .0854
20-30 -.35477°| .08373 .000 -5192 -.1904
31-40 -.29189"| .08806 .001 -.4648 -.1190
41-50 -.20672"| .08710 .018 -3777 -.0357

*, The mean difference is significant at the 0.05 level.
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Oneway
Descriptives
AL
95% Confidence
Interval for Mean
Std. Std. | Lower [ Upper
N Mean | Deviation| Error | Bound | Bound | Minimum | Maximum
gg'ow 442125| 50088|.29544| 3.2723| 5.1527 3.62 4.80
20-301 216]3.9434 .571201.03887| 3.8668 4.0200 1.75 5.00
31-40 | 160]3.8608 .507901.04015| 3.7815 3.9401 2.40 5.00
41-50| 170|3.8223 .56650(.04345| 3.7365| 3.9080 1.98 4.95
g\(;er 94(3.6631| .50784|.05238| 3.5591| 3.7671 2.08 4.83
Total 644 (3.8517 .552491.02177| 3.8089 3.8944 1.75 5.00
ANOVA
AL
Sum of
Squares df Mean Square F Sig.
Between Groups 5.839 4 1.460 4.898 .001
Within Groups 190.433 639 .298
Total 196.273 643
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Multiple Comparisons

Dependent Variable: AL

LSD
Mean Std. 95% Confidence Interval

() age (J) age Difference (I-J) | Error Sig. | Lower Bound | Upper Bound

below 20 20-30 26914 .27547 .329 -.2718 .8101
31-40 .35167| .27635| .204 -.1910 .8943
41-50 .39025| .27615| .158 -.1520 .9325
over 50 54938"| .27870| .049 .0021 1.0967

20-30 below 20 -26914( 27547 .329 -.8101 2718
31-40 .08253| .05694| .148 -.0293 1943
41-50 121117 .05597 .031 0112 .2310
over 50 28024"| .06745| .000 1478 4127

31-40 below 20 -35167( .27635( .204 -.8943 1910
20-30 -.08253( .05694( .148 -.1943 .0293
41-50 .03858| .06013| .521 -.0795 .1567
over 50 197717 .07094| .005 .0584 .3370

41-50 below 20 -39025( .27615( .158 -.9325 1520
20-30 -12111°|  .05597 .031 -.2310 -.0112
31-40 -.03858( .06013( .521 -.1567 .0795
over 50 15913" .07017 .024 .0213 .2969

over 50 below 20 -54938"| .27870( .049 -1.0967 -.0021
20-30 -.28024"| .06745( .000 -4127 -.1478
31-40 -19771°| .07094| .005 -.3370 -.0584
41-50 -15913"| .07017 .024 -.2969 -.0213

*. The mean difference is significant at the 0.05 level.
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