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Abstract 

The objective of our study is to investigate the potential mediating effect of managers’ authentic leadership style 

on the relationship between managers’ emotional intelligence and employee outcomes. Data was ga thered 

from 300  workers  through questionnaires.  The outcome showed that managers’ Authentic Leadership style 

mediates the relationship between managers’ emotional intelligence and employee outcomes. The outcome of 

our study contributes to the current insight about the interrelationship of the leadership style, manager’s 

emotional intelligence and employee outcomes. Our study shows that the influence of managers’ emotional 

intelligence on job performance and OCB should be expressed by using a third mediating variable, which is 

authentic leadership style. Future research and recommendations are discussed in the paper. 

 

Keywords: Emotional Intelligence, Authentic Leadership Style, Employee performance, Organizational 

Citizenship Behavior, Pakistan. 

 

1. Introduction 

Our growing discontentment with sleek, ersatz, airbrushed leadership is what makes authenticity such a 

fascinating quality in today’s corporations—a quality that, sadly, is briefly offer. Leaders and followers each 

associate authenticity with sincerity, honesty, and integrity. It’s the important thing—the attribute that 

unambiguously defines authentic leaders. Recently, in Islamic Republic of Pakistan the foremost effective 

leadership style is taken into account as authentic leadership style. Authentic leaders are ―individuals who are 

deeply aware of how they think and behave and are perceived by others as being aware of their own and others’ 

values/moral perspective, knowledge, and strength; aware of the context in which they operate; and who are 

confident, hopeful, optimistic, resilient, and high on moral character‖ (Avolio, Gardner, Walumbwa, & May, 

2004). 

 

To attract followers, a leader has to be many things to many people. The trick is to pull that off while remaining 

true to you (Rob Gofee & Gareth Jones, 2005). The expression of an authentic self is important for excellent 

leadership; the idea of credibility is commonly misunderstood, not least by leaders themselves. They usually 

assume that credibility is an innate quality—that individual is either authentic or not. In fact, credibility may be 

a quality that others should attribute to you. No leader will look into a mirror and say, ―I am authentic.‖ 

someone cannot be authentic on his or her own. Credibility is basically outlined by what people see in you and, 

as such, will to a good extent be controlled by you. If credibility were strictly an innate quality, there would be 

very little you may do to manage it and, therefore, very little you may do to create yourself more practical as a 

leader. 

 

Many researchers contributed within the model development and definition of emotional intelligence. This idea 

has original roots in study of ―social intelligence‖ by Thorndike in, 1920. A widely known emotional 

intelligence model was developed by Goleman (1996). He defines emotional intelligence as ―the capability for 

recognizing our own feelings and those of others, for motivating ourselves and for managing emotions well in 

ourselves and in our relationships‖ (Goleman, 1996, p. 317). Numerous Studies shows that emotional 

intelligence relate to variety of job-related outcomes, together with job performance (Bachman, 2000; Goleman, 

1996; Tichler, 2002), leadership success (Cooper & Sawaf, 1997; Gates, 1995; Goleman, 1998b; Higgs, 2003; 
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Fekken & Sivanathan and, 2002), citizenship behaviors (Carroll & Day, 2004), and quality problem solving 

(Rahim & Minors, 2003). 

 

In Pakistani context leaders who are perceived to be more authentic play a central role in facilitating employee 

helping behavior by making employees more aware of the importance of helping one another and demonstrating 

the value and safety of openly sharing information. Some empirical evidences support this link. For example, 

research by (Meyer, Paunonen, Gellatly, Goffin, & Jackson, 1989) demonstrated a significant relationship 

between ethical leadership, a major component of authentic leadership and citizenship behaviors. Other 

researchers have also shown that employees who experience more honest and trusting relationships with their 

supervisors display higher levels of OCB and job performance (Dionne, Yammarino, Atwater & Spangler, 

2004;  Mayer & Gavin, 2005). 

 

Both emotional intelligence and authentic leadership seem to be connected with similar positive effects on 

worker outcomes and performance. Thus, it would be attention-grabbing to understand whether or not each 

emotional intelligence and authentic leadership is necessary for the positive outcomes, or whether or not each is 

adequate in itself. Thus, major objective of this study is to explore the dynamic interaction among these three 

concepts, specifically, the potential mediating role of authentic leadership style on the link between managers’ 

emotional intelligence and employee outcomes (employee performance and organizational citizenship 

behavior). 

 

2. Literature Review 

2.1 Emotional Intelligence 

Psychologists Mayer & Salovay (1991) defined the term Emotional Intelligence (EI) as ―the subset of social 

intelligence that involves the ability to monitor one’s own and others’ feelings and emotions, to discriminate 

among them and to use this information to guide one’s thinking and actions‖ (p. 189). 

 

Interest within the emotional intelligence has grown up dramatically within the past decade. Analysis shows that 

intelligence quotient alone only explains 4-10 percent of accomplishment at work (Sternberg, 1996). Emotional 

intelligence is double as vital as technical skills and intellectual intelligence for jobs at all levels; intellectual 

intelligence solely contributes about 20 percent of the factors that confirm life success that leaves eighty percent 

to different forces (Goleman, 1996). Martinez (1997) even claimed that emotional intelligence doubtless 

accounts for the remaining eighty percent. Recent research clearly shows that emotional intelligence is the sine 

qua none of leadership. Without it, a person can have the best training in the world, an incisive, analytical mind, 

and an endless supply of smart ideas, but still will not become a good leader’. 

 

Intelligent and experienced leaders are not always successful in dealing with environmental demands and with 

life in general (Rosete & Ciarrochi, 2005), they examined the relationship between emotional intelligence, 

personality, cognitive intelligence and leadership. Their results revealed that higher emotional intelligence was 

associated with higher leadership effectiveness, and that emotional intelligence explained the variance not 

explained by either personality or IQ. 

 

2.2 Authentic Leadership 

Philosophers and social scientists have debated the construct of authenticity for hundreds of years, and it might 

be foolish for us to imagine that this discussion can be synthesized by us or anyone else. 

 

Establishing your authenticity as a leader could be a two-part challenge. First, you have to make sure that your 

words are in step with your deeds; otherwise, followers will never accept you as authentic. Everybody 

acknowledges and understands the necessity for consistency when establishing credibleness; however an 

excellent leader does a lot more than simply pay lip service to it. He will live it every moment of the day. 

Indeed, it’s not an exaggeration to mention that an excellent leader is obsessive concerning embodying his 

beliefs. Authentic leadership shows some overlap with different modern perspectives like transformational, 

charismatic, servant, and spiritual leadership. The construct is gaining legitimacy in its own right as researchers 

are starting to differentiate authentic leadership from connected constructs. Transformational leaders, for 

http://www.sciencedirect.com/science/article/pii/S1048984310001311#bb0260
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instance, like authentic leaders, are represented as being optimistic, hopeful, developmentally oriented and of 

high ethical character (Bass, 1997). Likewise, transformational leadership traces out a complex ethical spectrum 

on that most leaders mix authentic and inauthentic behaviors that led to the excellence between (a) authentic 

transformational leaders who ―as ethical agents, expand the domain of effective freedom, the horizon of 

conscience‖ and whose ―actions aim toward noble ends, legitimate suggests that, and truthful consequences‖ 

and (b) pseudo or inauthentic transformational leaders who fall prey to self-aggrandizement (Bass & 

Steaidlmeier, 1990, p. 211). These researchers warned of the dark facet of charismatic/pseudo transformational 

leaders who purport to be authentic however instead use their positions to feed their ―narcissism, 

authoritarianism, machiavellianism, flawed vision and need for power‖ (Bass & Steaidlmeier, 1990, p. 182).  

 

However, as Avolio and Gardner (2005) distinguished, authentic leaders, in contrast to transformational leaders 

might or might not be actively or proactively focused on developing followers into leaders, even though they 

need a positive impact on them via role modeling. Similarly, Bass and Steaidlmeier (1990) noted that like 

authentic leadership, each servant and spiritual leadership include either explicit or implicit recognition of leader 

self-awareness or the focus on integrity, trust, courage, and hope. However, in servant and spiritual leadership, 

these constructs have remained mostly a theoretical phenomenon and have not been supported by empirical 

research. Let be completely clear: authenticity is not the product of pure manipulation. It accurately reflects 

aspects of the leader’s inner self; therefore it can’t be an act. However great leaders appear to grasp which 

temperament traits they ought to disclose to whom and when. They are like chameleons, capable of adapting to 

the demands of the situations they face and therefore the people they lead, yet they do not lose their identities 

within the process. Authentic leaders stay centered on wherever they are going however never lose sight of 

where they came from. Highly attuned to their environments, they consider an intuition born of formative, 

generally harsh experiences to grasp the expectations and considerations of the people they seek to influence. 

They maintain their distinctiveness as individuals, however they know how to win acceptance in strong 

corporate and social cultures and the way to use elements of these cultures as a basis for radical modification. 

 

Authentic leadership, then, can incorporate transformational, charismatic, servant, spiritual, or other kinds of 

positive leadership. However, authentic leaders are not essentially transformational or charismatic; instead, they 

influence followers’ awareness from a values/moral perspective and energize followers by making meaning and 

completely constructing reality for themselves and followers (Avolio, Gardner, Walumbwa, & May, 2004). 

Avolio and colleagues (2004) argued that the most distinctive component that differentiates authentic leadership 

from related kinds of leadership is that it is at the very core of what constitutes deeply positive leadership in 

whatever type it exists. Avolio and colleagues (2004) additionally argued that in authentic leadership the main 

focus on transparency, positivity, and high moral standards is vital. Moreover, authentic leaders are expected to 

evoke followers’ self-concept, recognizing that they share similar values with the leader. 

 

Authentic leaders are very comfortable in their own skin; they understand where they come from and who they 

are, and they know how to use their background to make a relationship with followers. Authentic leaders are not 

vulnerable by individuals with other origins; they welcome them and they are sensitive in communicating their 

origins and are responsive to the variations in cultural attitudes toward their background (Rob Gofee & Gareth 

Jones, 2005). Once Albert Einstein said, ―I speak to everyone in the same manner, whether he is the garbage-

man or the president of the university.‖ That statement reflects not only Einstein’s comfort with himself but also 

with the more open society he selected to live in. 

 

2.3 Job Performance 

Despite the great relevance of individual performance and the widespread use of job performance as an outcome 

measure in empirical research, relatively little effort has been spent on clarifying the performance concept. 

However, during the past ten to fifteen years, one can witness an increasing interest in developing a definition of 

performance and specifying the performance concept. 

 

Not every behavior is subsumed under the performance concept, but only behavior which is relevant for the 

organizational goals. ―Performance is what the organization hires one to do, and do well‖ (Campbell, McCloy, 

Oppler & Sager, 1993, p. 40). Thus, performance is not defined by the action itself but by judgmental and 

evaluative processes (Ilgen & Schneider, 1991; Motowidlo, Borman, & Schmit, 1997). Moreover, only actions 

which can be scaled, i.e., measured, are considered to constitute performance (Meyer, Paunonen, Gellatly, 

Goffin & Jackson, 1989). Interestingly, individual performance is mainly treated as a dependent variable which 
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makes perfect sense from a practical point of view as individual performance is something organizations want to 

enhance and optimize. 

 

2.4 Organizational Citizenship Behavior 

OCBs are often understood as individual behaviors that are voluntary, and don't seem to be directly or explicitly 

outlined by the formal reward system. Over time, they promote the efficacious and efficient functioning of 

organizations (Organ, 1988). During a recent meta-analysis (Podsakoff, Whiting, & Blume, 2009), administered 

with 168 independent samples, it was found that OCBs were associated with a series of organizational 

advantages like productivity, efficiency, price reduction, consumer satisfaction, and decrease in turnover rate. 

Consistent with Podsakoff, Mackenzie, Paine, and Bachrach (2000), these behaviors have an effect on the 

efficiency of organizations, a) increasing social control and coworker productivity; b) liberating resources so 

they may be used for a lot of productive purposes; c) reducing the necessity for the use of scarce resources in 

maintenance functions; d) serving to coordinate activities through work teams; e) strengthening the power of the 

organization to draw in and retain the most effective employees; f) increasing performance stability of the 

organization; and g) enabling the organization to adapt more effectively to changes within the setting. 

There is no consensus concerning the number or types of OCBs. However, the most widely accepted OCB 

categories (Podsakoff, 2000) have been: (a) helping behavior, which means serving to coworkers to resolve 

difficulties at work; (b) a sportsperson’s perspective, understood as the act of maintaining a positive perspective 

when things don't end up as desired; (c) organizational loyalty, that consists of protecting the organization, 

supporting and upholding its goals; (d) obedience, understood as the incorporation and acceptance of the person, 

the rules, norms, and procedures of the organization; (e) civic virtue, characterized by employees’ participation 

and active interest within the lifetime of the organization; (f) self-development, which includes workers’ 

behaviors to interact in processes of improvement that enable them to better perform their job; and (g) individual 

initiative, which implies creativeness and innovation to boost personal performance within the tasks of the 

organization. This proliferation of the ways in which the OCBs manifest has led authors to reflect on the number 

and also the relevance of the dimensions that should be thought of among citizenship behaviors (Organ, 

Podsakoff, & MacKenzie, 2006). These authors argue that if two sorts of manifestation of the OCBs have 

completely different antecedents and effects, it is reasonable to state that they are, at least partially, different 

dimensions. 

Recently, numerous investigators have targeted on a bi-dimensional approach of the OCBs, supported the 

consideration of 2 completely different receivers of the behavior (Dovidio, Piliavin, Schroeder, & Penner, 2006; 

Finkelstein, 2006; Finkelstein & Penner, 2004; Williams & Anderson, 1991). In this sense, they propose, on the 

one hand, organizational citizenship behaviors directed towards individuals (OCBI). These are pro-social 

behaviors directed towards specific individuals inside the organization. The assistance could also be associated 

with work or to personal issues. Among this kind of behaviors are helping behaviors and sportspersonship. On 

the opposite hand, remainder of the aforementioned varieties of OCBs is heading towards the organization 

(OCBO), because they are preferentially directed to learn the firm as a whole. There are inadequate empirical 

studies of these 2 dimensions of OCBs. 

 

Proposed Model 
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2.5 Managers’ Emotional Intelligence and Authentic Leadership 

Many studies have found a positive relationship between emotional intelligence and authentic leadership style 

(Barling, 2000; Duckett & Macfarlane, 2003; Leban & Zulauf, 2004; Palmer, 2001; Sivanathan & Fekken, 

2002). Palmer (2001, p. 8) asserted that ―the inspirational motivation and individualized consideration 

components of authentic leadership were significantly correlated with both the ability of emotional monitoring 

and management in oneself and others‖. Leaders who motivated and inspired subordinates to work toward 

common goals (inspirational motivation), and paid special attention to the achievement and developmental 

needs of subordinates (individualized consideration), reported that they monitored and managed emotions both 

within themselves and others. 

 

2.6 Managers’ Emotional Intelligence and Employee Performance 

There is support that managers’ emotional intelligence positively accounts for differences in employee 

outcomes. Studies show that emotional intelligence is positively related to employee’s performance (Higgs, 

2004). Managerial emotional intelligence influences team satisfaction (Langhorn, 2004). Leaders in positive 

affective states may energies the people they manage, causing them to approach tasks actively and 

enthusiastically, as they have high levels of confidence in their ability to succeed (George, 1995). Kupers and 

Weibler (2006, p. 380) reporting Gardner and Stough’s (2002, p. 77) study, emphasized that ―recognizing and 

expressing feelings enables leaders to take advantage of and use their positive emotions and emotional 

information to facilitate organizational performance, including prioritizing demands and solving problems‖.  

 

Wong and Law (2002) also found that the emotional intelligence of managers has a causal effect on the job 

performance and organizational citizenship behavior of their subordinates. 

 

2.7 Managers’ Authentic Leadership and Employee Performance: 

Consistent with previous studies, (Fu, Chow, & Zhang, 2001) found a positive correlation between managers’ 

consideration behavior and employees’ job performance in mainland China. Managers with authentic leadership 

demonstrated more concern for others’ feelings, which led to positive work related outcomes. In a leadership 

study conducted in China, the US, the Netherlands, Singapore, the UK and Japan. Bass (1997) showed that 

authentic leadership was positively related to leader effectiveness and employees’ performance and 

organizational citizenship behavior. 

 

Moreover, authentic leadership can have a causal effect on employees’ job performance, job satisfaction, 

organizational citizenship behavior and organizational commitment (Bono & Judge, 2003; Bycio, 1995; Hater & 

Bass, 1988; Judge & Bono, 2000; Krishnan, 2005; Walumbwa & Lawler, 2003; Walumbwa, Lawler, Avolio, 

Wang & Shi, 2005). 

 

According to Baron and Kenny (1986), the first condition of a mediator is that variations in levels of the 

independent variable significantly account for variations in the presumed mediator (i.e. managers’ emotional 

intelligence can predict authentic leadership style), as the mediator accounts for the dependent variable (i.e. 

employee outcomes – employees’ performance and organizational citizenship behavior). This is how a 

manager’s authentic leadership may play a mediator role in the relationship between that manager’s emotional 

intelligence and employee outcomes. 

 

Therefore, the following are hypothesized: 

H1. Manager’s emotional intelligence is positively related to Authentic Leadership style. 

H2. Authentic leadership style has a positive impact on employee outcomes. 

H3. Manager’s emotional intelligence is positively related to employee outcomes. 
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3. Research Methodology 

 

3.1 Participants and Demographical Analysis 

The sample of our study includes the managerial and non-managerial workforce of four leading software 

companies and two telecom companies in Islamabad, Pakistan. Total 300 questionnaires were distributed, out of 

which 283 employees responded, giving 94.33 percent response rate. Of the sample, 90.5 percent were male in 

managerial group and 79.9 percent were male in employees group. In manager’s group 60.8 percent belonged to 

age group of 41 to 50, 29.3 percent belonged to age group of  31 to 40 and 9.9 percent belonged to age group of 

20 to 30. In managerial group 69.6 percent respondents were Masters, 20.5 percent respondents were 

Mphil/PHD and 9.9 percent were Graduates. In managerial group 50.9 percent respondents had tenure of 6 to 10 

years and 49.1 percent respondents had tenure of 1 to 5 years. In employee’s group 68.6 percent belonged to age 

group of 20 to 30 and 31.4 percent belonged to age group of 31 to 40. In employee’s group 68.6 percent 

respondents were Graduates and 31.4 percent were Intermediate. In employee’s group 69.6 percent respondents 

had tenure of 1 to 5 years and 30.4 percent respondents had tenure of less than 1 year. 

 

3.2 Measures 

In our survey, responses were rated on the Likert-scale format, with answer ranging from 1 to 5 (1 = strongly 

disagree and 5 = strongly agree). To measure emotional intelligence (EI) we used the Schulte et al. (1998) EI 

scale, which is a self-report, Likert-type scale. It is a 33-item emotions scale that assesses the extent to which 

individuals perceive, understand, regulate, and harness emotions adaptively. On a five-point Likert-type scale (1 

= strongly disagree, 5 = strongly agree), respondents rate their agreement with such items as ―I am aware of my 

emotions as I experience them‖ and ―I help other people feel better when they are down‖. The cronbach alpha of 

Emotional intelligence items in our study is 0.951. Authentic leadership was measured by using 8 item scale 

developed by Avolio, Gardner and Walumbwa (2007) and in our study the Cronbach alpha of Authentic 

leadership items is 0.959. To measure Organizational Citizenship Behavior (OCB); we used scale adopted from 

Podsakoff (1997) with 22 items (e.g., ―Helps others who have heavy workloads.‖), in our study cronbach alpha 

of OCB items is 0.992. The 6-item scale measuring job performance (e.g., ―I am effective in my job.‖) used the 

studies by Angg (2003) and Kimm (2009), Cronbach alpha of these items in our study is 0.967. A few changes 

in wording in the questionnaire were made as we are doing research from managerial perspective. 

 

3.3 Procedure 

We administered the survey instrument in the targeted companies during the office hours. The data were 

collected through hard copy questionnaires. Each subject was assured of the confidentiality of his/her 

anonymous responses. Based on the information provided by the top management of the companies, a coding 

system on the surveys was used to associate employees with their direct manager in pairs. Thus, one manager 

was identified in each team with their employees. Although this person may have a different position title, such 

as team coordinator, manager, supervisor or executive, they were all defined as ―manager‖ in this study. The 

survey instruments were administered in English. We used convenience sampling in our research. The study 

used SPSS 17.0 for descriptive statistical analysis. 

 

4. Findings and Results 

4.1 Mean and Standard Deviation of the Variables 

 

  Mean Std. Deviation N 

EMOINT 3.9779 .52928 283 

AUTLEA 3.5950 1.17576 283 

JOBPER 3.4417 1.16584 283 

OCB 3.4464 1.29988 283 
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Correlation of all Variables: 

 

    EMOINT AUTLEA JOBPER OCB 

EMOINT Pearson Correlation 1 .850(**) .898(**) .861(**) 

Sig. (2-tailed)  .000 .000 .000 

N 283 283 283 283 

AUTLEA Pearson Correlation .850(**) 1 .980(**) .981(**) 

Sig. (2-tailed) .000  .000 .000 

N 283 283 283 283 

JOBPER Pearson Correlation .898(**) .980(**) 1 .987(**) 

Sig. (2-tailed) .000 .000  .000 

N 283 283 283 283 

OCB Pearson Correlation .861(**) .981(**) .987(**) 1 

Sig. (2-tailed) .000 .000 .000  

N 283 283 283 283 

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

 

Manager’s emotional intelligence is significantly positively correlated with Authentic 

Leadership style, Employee job performance and OCB.  

 

Regression Analysis of Manager’s Emotional Intelligence and Job performance: 

Job performance 

 Β R
2 

Δ in R
2 

Step: 1 

Control Variables 

 0.434***  

Step: 2 

Manager’s emotional 

intelligence 

 

1.837*** 0.869*** 0.435*** 

 

Mediation of Authentic Leadership:  

Job performance 

 Β R
2 

Δ in R
2 

Step: 1 

Control Variables 

 0.434***  

Step: 2 

Authentic leadership 

0.966*** 0.976*** 0.541*** 

Step: 3 

Manager’s emotional 

intelligence  

0.330*** 0.979*** 0.004*** 

a. Predictors in the Model: (Constant), Etenure, Equali, Egender 

b. Predictors in the Model: (Constant), Etenure, Equali, Egender, AUTLEA 

c. Predictors in the Model: (Constant), Etenure, Equali, Egender, AUTLEA, EMOINT 

d. Dependent Variable: JOBPER 
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According to the conditions proposed by Baron and Kenny(1986) it was observed that the authentic leadership 

partially mediated the relationship between Manager’s Emotional intelligence and Job performance as Beta 

reduced from 1.837 to 0.330, whereas Δ in R
2
 reduced from 0.435 to 0.004  when p<0.000 

 

Regression Analysis of Manager’s Emotional Intelligence and OCB: 

OCB 

 Β R
2 

Δ in R
2 

Step: 1 

Control Variables 

 0.536***  

Step: 3 

Manager’s emotional 

intelligence  

1.767*** 0.859*** .324*** 

 

Mediation of Authentic Leadership: 

OCB 

 Β R
2 

Δ in R
2 

Step: 1 

Control Variables 

 0.536***  

Step: 2 

Authentic leadership 

0.987*** 0.990*** 0.454*** 

Step: 3 

Manager’s emotional 

intelligence  

-.061 0.990 .000 

a. Predictors: (Constant), Etenure, Equali, Egender 

b. Predictors: (Constant), Etenure, Equali, Egender, AUTLEA 

c. Predictors: (Constant), Etenure, Equali, Egender, AUTLEA, EMOINT 

d. Dependent Variable: OCB 

 

According to the conditions proposed by Baron and Kenny (1986) it was observed that the authentic leadership 

fully mediated the relationship between Manager’s Emotional intelligence and Organizational citizenship 

behavior as Beta reduced from 1.767 to 0.061, whereas Δ in R
2
 reduced from 0.324 to 0.000 when p=0.094) the 

existing significant relationship between EI and OCB became insignificant when Authentic leadership was 

added to the regression equation.  

 

5. Conclusion 

Our study revealed that managers’ emotional intelligence could be a characteristic that directly influences the 

maintenance and development of authentic leadership. It is believed that emotional intelligence not only 

nourishes and builds authentic leadership, but also transfers to leaders’ behaviors and thoughts. As a result, 

emotionally intelligent managers who easily recognize and handle the emotions of themselves and others 

employ authentic leadership style that eventually enhances employees’ job performance and employee 

organizational citizenship behavior. Therefore, the mediating effect can explain the process of how or why 

managers’ emotional intelligence predicts or causes these outcome variables, since a mediator is the mechanism 

through which a predictor influences an outcome variable (Barron and Kanny, 1986). 

 

6. Limitations and Future Research 

We recognize that our study has some limitations, and readers should be conscious of these to understand results 

presented in this research paper within the context of these limitations. Emotional intelligence of managers is 

self-reported which can be subjected to biases, and employee’s job performance and employee’s organizational 
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citizenship is rated by managers only, an employee may respond differently from manager. We tried our best to 

eliminate common human biases by including some reverse questions in our questionnaire. Future studies 

should take response from both managers and employees for every variable, to eliminate the chances of human 

biases. Future studies should investigate emotional intelligence and authentic leadership together with the 

employee personal characteristics and contextual factors. Therefore, the inclusion of different contextual and 

personal factors could provide an even richer model of the relationship between emotional intelligence, 

authentic leadership style and employee outcomes. Our study presented some solid evidences, but more 

longitudinal and continual studies invoking more variables should be conducted. Future research could replicate 

our current study in many different samples and different industries as well. 

 

 

7. Implications for the Management of Human Resources: 

This study has shown that the leaders’ role is a key think about employees’ behavior. The results offer support 

to the model of authentic leadership (Avolio & Gardner, 2005; Avolio, 2004; Gardner, 2005; Luthans & Avolio, 

2003) and, in accordance with previous analysis (Clapp-Smith, 2009; Moriano, 2011; Walumbwa, 2008; 

Walumbwa, 2010; Wong & cummings, 2009) it shows that authentic leadership style can completely mediate 

the manager’s emotional intelligence and employees’ behavior. in this sense, it is necessary for organizations to 

own authentic leaders and to style their processes of choice, promotion, and coaching programs, considering the 

leaders’ relative transparency and internalized ethical perspective as relevant variables, as a result of these 

authentic leadership dimensions stimulate employees’ OCBs and Performance, that are completely associated 

with the efficacy and efficiency of the organizations (Podsakoff, MacKenzie, Paine, & Bachrach, 2000; 

Podsakoff, Whiting, Podsakoff & Blume, 2009). 
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