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Abstract: Defenders of NCT-National Culture Theory have reported that because of
inconsistencies in regional ethos, prospects, and attractiveness, priorities in standard
structures are affected. However, the Godparents of Authentic Leadership Theory
(ALT) introduced a trustworthy front-runner as straightforward and translucent
irrespective of culture. This study investigated the preferred authentic leadership
attributes (ALA) using in two universities AWKUM and Swat from leaders' and
followers' points of view. A mixed-method methodology was employed to collect data

from S0participants, 25 in the separate institution of higher education. It was shown
by the result that participants, although in diverse traditional settings, having
universally joint predilections to certain ALA. Nevertheless, but traits were explicit
regionally. It was suggested that some traits have universality while others particular
to the background framework, so by delineating genuineness in a management
setting, predilections can be regarded. The results of research work contributed to a
multicultural aspect of traits to authentic leadership theory regardless of timelessness
and town-lessness. Future researchers are further suggested that such types of
comparative research investigations must be steered at different levels of education.
Keywords: Leadership; Authentic Leadership Attributes; Authenticity; Culture;
Cross-Cultural Comparison.

! Author is Professor in Department of Education at AWKUM, midrees@awkum.edu.pk

2 Author is Principal at E & SED KP syedsaeed54@gmail.com

1026


mailto:midrees@awkum.edu.pk
mailto:syedsaeed54@gmail.com

Academic Journal of Social Sciences

Vol. 4 Issue 4 (October- December 2020) PP 1026-1038

Introduction

The Global village is facing a lot of
novel challenges in the present scenario
as regards to aptness and effectiveness of
the well-reputed notions of management
and they are not close to query.
Consequently, appropriate prototypes of
management must be adopted to meet the
encounters of time as well as of the
organizations in the future. Researchers
stress to redirect research towards
consideration of management rehearsal
that is accepted as true, is discovered in
front-runner-cohort ~ connections  not
focusing on front-runner as an individual
force. They bring to light chances to be
deduced from knowing front-runner-
cohort exchanges of views and suggest
that joint learning and generation of
knowledge are the paradigms that make
the strong foundation of organizational
improvement
integrity. The leaders must develop and
improve the basic philosophies of life of
the followers, relating to the matters of
organization (Novicevic et al., 2000).
Leaders having uprightness, decency,
honesty, integrity, and morality are said
to be authentic. Authentic leaders are the
need of present organizations to
transform into  positive
organizational performance which ends
in hopeful managerial outcomes. Cohorts
of the authenticity in management
constructs have offered AL as having
more than
management proto types which are more
inclined to followers as compared to the
previous ones which are more inclined
leaders. If leaders want to achieve AL
status, they must value the opinions of
the followers as authentic and it needs to
their AL

and trust as well as

cohorts

real rewards on-hand

assess it consideration.

ISSN 2521-0149
ISSN 2519-7983

attributes are all universally accepted as
shown by the western studies. Although
studies (Hofstede, 2001; House, 2004;
Northouse, 2004) have verified that two
cultures are not the same and it is to be
expected that followers' preferences,
outlooks, expectations, and high thinking
of mind are profoundly reliant on the
culture of their context.

Literature review

Authentic leadership is the product of
earlier concepts of leadership. This new
concept is timeless and town less. With
the progress of institutions, the glitches
also increase. Now for tackling the
hitches in organizations, we require those
leaders who are genuine and trustworthy
(Gardner et al.,, 2005). The leading
personalities in the organizations are
properly performing their function to
energize the workers and followers for
getting the targeted objectivesand to face
the thought-provoking difficulties in the
running  of  these organizations
(Scheurich & Shikla, 2003).

The current scenario is more amazing
and difficult. There are many snags in the
institutions. So, by adopting the new
concept of authentic leadership, we can
easily meet the complications and then
can find the better solution of these
prevalent teething troubles (Bhindi,
2003). Walumbwa et al., (2008) and
Rego et al. (2013) put forwarded Self-
recognition, social translucency, moral
outlook, sensible dispensation of info,
and optimistic emotional assets as the
key constructs of this new model. The
leaders with capability can enhance the
expertise of the cohorts, augment their
motivation, energize their enthusiastic
zeal, and invigorate their confidence,
provide job satisfaction, and utilize their
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zest and spirit for the enhancement and
growth of institutional performance
(Kiersch, 2012).
Those improved
themselves can easily inspire others.
They can develop the cohorts
emotionally and rationally. They try to
identify and highlight the importance of
the workers. They can run the institutions
with these attributes very smoothly and
without any tension and depression
(George, et al., 2007). Leaders having
authenticity can build a strong and robust
association with juniors and work for the
well-being of them and grant respect as
they deserve (Eboli, 2010). Avolio
(2010) puts forward that the first step in
authenticity knows the inner world and
the second step knows of the outer world.
These leaders exhibit moral and social
standards outstanding
principles (Laguerre, 2010). Yukl and
Mahsud (2010) established the actions of
the leaders reflect their main beliefs and
views. Roux (2010) revealed those who
have sturdy dogmas, truthfulness,
esteem, and self-confidence is authentic
leaders and they can produce these
qualities in their juniors.
Authentic front-runners have the traits of
uprightness, pellucidity,
actuality, assistance, support, and justice
in connections (Endrissat et al., 2007).
These days the educational institutions
have great need of genuine leaders
(Avolio et al., 2004) to produce stead fast
cohorts (Ilies et al., 2005) and to attain
managerial performances
2007) that further
and

leaders who have

and have

genuineness,

positive
(Luthans, et al.,
achieve  promising
institutional outcomes.

Culture is a symbolic, continuous,
cumulative, and progressive process

sanguine
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(Kahan, et al, 2007). It includes
knowledge, beliefs, morals, values,
norms, behaviors, ideas, emotions

attitudes, relations, religion, and further
competencies attained by a person as a
fellow of the social order (Andersen, &
Taylor, 2007). Culture is organized by
traits- universals, alternatives, specialties;
complexes, patterns institutions,
ethnocentrism (superiority complex), and
exocentric- inferiority complex of culture
(Henslin, et al., 2015).

Self-recognition, interpersonal clearness,
personalized reflection, stirring
inspiration, flawless impact, boosting the
mind, rousing a mutual idea, and sense
making over and done with communiqué
were the major themes that emerged
during this research work. It was noted
from the interview of an interviewee that
trust, belief, faith, expectation, positivity,
and strength are the very basic aspects of
AL-authentic leadership. This view has
alignment with the
Psychological Attributes of Rego et al.
(2013). Ethical decision-making capacity
on the part of leaders and critical life
events on the part of cohorts was
considered important for authentic
leadership as both are catalyzing agents
shaping cohort and leader’s life. The
globe has the old-fashioned
leader, who safeguards outer boundaries,
and an authentic leader. An authentic
leader stirs the inner most boundaries and
find out new-fangled extents within an
individual. He is a person who shows
complete commitment in his reliable

and

Positive

shown

actions and so daring that makes
selections grounded on this pledge
(Pennington, 2015). Leader’s
grandiloquence  shows  hopefulness,

headship elegance, and sagacity of
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undertaking consistent with prophetic
standards, with spiritual foundations.
Leader conglomerates policies and
conviction in his dissertation. In terms of
ontological the
authentic leader must first be devotees
and when devotees are smeared and
specified for the great command, it is at
that point that they become authentic
leaders (Goodrich, 2012).)
leadership is procedure which attracts
constructive

an advancement,

authentic

mental and emotional
dimensions and an exceedingly advanced
structural setting, that produces superior
recognition and regulation of the self and
optimistic attitudes in front-runners and
cohorts, nurturing and promoting self-
growth (Luthans & Avolio, 2003).
Authentic  leaders can boost the
preference and satisfaction of buddies by
packing their acknowledgment with
themselves (Zhu, May, & Avolio, 2004).
Clapp-Smith, Vogelgesang, and Avey
(2009) also favor the idea that AL-

authentic leadership is linked to workers
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his/her strong beliefs in innovative form
(Shamir &  Eilam, 2005). The
background of authentic leadership
focused on a social approach of the
leaders keeping these potentials: (a) the
position and starring role of the front-
runner is a dominant factor of his/her
self-notion and self-thought, (b) he/she
has realized an extraordinary level of
self-commitment (Turner, 1976) or self-
thought lucidity,(c) his/her aims and
objectives are self-congruent and self-

authentic and (d) his/her conduct,
performance and actions are self-
communicative. Researchers
concentrated on the attitudinal

truthfulness paradigm, reflected to be an
arbitrator to the authentic leadership
theory (Davis & Rothstein, 2006).

1. Methods

A mixed-method approach was adopted
and particularly, convergent parallel
design was employed. Data were
collected through research instruments
and analysis was made through means,

‘enactment and presentation. STD deviation, t-test, and thematic

Furthermore, AL as persons, display analysis.

unpretentious direction according to

2. Analysis and interpretation

AWKUM & Swat University

Table 1:Self-awareness (SA)
S.  Statements M Std
No
1 I can show three chief weaknesses of mine. 4.04 754
2 I can grade three chief strengths. 4.08 .633
3 I search for response from cohorts who I am as an individual. 4.38 .666
4 I agree to take the spirits I ought to about me. 4.28 .536
5 I reflect myself accountable to all stakeholders. 4.24 591
6 I know my shortcomings and agreeably debate these with cohorts. 4.12 718
Overall 4.19 .649

It is exposed in this table that participants
agreed with SA. Total mean score
presented a full resemblance of view
among participants. It is further shown
that university leaders were aware of

selves, poised, determined and lively.
Moreover, the std. deviation reproduces
the parallel interpretations of the
participants about SA as a notion of AL.
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Table 2: Transparent relationship

S. No Statements M Std

1 I willinglydiscuss my state of mind with followers. 4.02 .622
2 I grant chance to others to see me as an individual. 4.36 776
3 I seldomexhibit an untrue to cohorts. 4.04 754
4 I admit my faults in front of others. 4.08 .633
5 Ilook up my team views in judgment. 4.38 .666
6 I retainconstructiverelationships with cohorts. 4.28 .536

Overall 4.19 .664

It is revealed in this table that
participants were in alignment with
RT.Over-all mean score displayed full
likeness of judgment among participants.
It is further discovered that university

leaders were in a transparent relationship
with others. Besides, the std deviation
exhibit the equivalent visions of the
participant vis-a-vis RT as a conception
of AL.

Table 3: Special consideration of Information

S. No Statements M Std
1 I pursue views of others prior to decision -making. 4.24 591
2 I grant close listening to the notions of disagreed persons. 4.12 718
3 I am using democratic attitude with others. 4.12 718
4 I respect the wise thinking of followers. 3.14 .639
5 I am clear in dispensing info to others. 4.08 .634
6 I agreeably discuss official info with my cohorts. 4.38 .667
Overall 4.01 .661

It is made known in this table that
participants were in line with BPI. Total
mean score disclosed complete likeness
of outlooks in participants. It is further
shown that university leaders believed in

the poised dispensation of info.
Moreover, the std deviation display the
related understandings of the participant
concerning BPI as a concept of AL.

Table 4: Moral Viewpoint

S. No Statements M Std
1 I exhibit my principles with my actions. 4.28 .536
2 I accept members’ standpoint for positivity. 4.24 5901
3 I can easily solve contentious matters. 4.12 718
4 I believe in morality in leadership. 4.26 77
5 I deal decently with my cohorts. 3.96 .637
6 I establish unaffected association with my colleagues. 4.22 790
Overall 418 .674

It is given away in this table that
participants were in alignment with EP.
The whole mean score indicated a jam-
packed connection of estimations among
participants. It is further discovered that
university leaders were morally robust

and sturdy, men of moral values and
optimism. As well, the std deviation
exposed the similar visions of the
participant concerning EP as a
conception of AL.
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Table 5: PPC (Positive psychological capital)

S. No Statements M Std
1 I am hopeful about my enactment as an example for cohorts. 4.12 627
2 I discuss my ideas with my supporters. 4.24 .656
3 I raise the spirits my cohorts in hard times. 3.96 .698
4 I attempt to show qualities of an authentic leader. 4.06 .549
5 I link my actions with my morals. 4.00 .670
6 I am strong and face any kind of difficulty. 4.20 571
Overall 4.09 .628

It is shown in this table participants
agreed with PPC. The total mean score
showed a full similarity of opinion
among participants. It is further revealed
that university leaders were encouraged,
confident, spirited, and  bright
psychologically strong. Additionally, the
std deviation replicates the analogous
views of the participant concerning PPC
as a concept of AL

Analyzing qualitative data

Following Clarke and Braun (2014),
interviews were transcribed. Then data
were collated with initial codes. Then
themes were searched out. Later, themes
were
named, and interpretation was presented.
3. Results

The subsequent narrative details are
grounded on the unique statements for
each factor that emerged from the
statistical analysis i.e. those statements
whose placing by factor
significantly dissimilar to one or more of
the other factors (at p < 0.05 or 95%
significance level). The main conceptual
viewpoints netted by the factors in the
two universities are presented.

The AWKUM informants had diverse
background individualities in terms of

reviewed. Then themes were

one was

academics, sex, and stage of
development, service span, wedded
position, and occupational position.

Eighteen (18) of the informants were

males while seven were the opposite sex.
Their days of life were between 24 and
52 years and they had worked in this
organization between three to seven
years. Educational backgrounds were
also identified. Some were PhDs and
some were M.Phils with 60 to 40 %.
80% of informants were married. 87%
were working against BPS and 13% were
on TTS. The above descriptions identify
the informants as being very diverse.
Like AWKUM, 25 informants were used
in the University of Swat. Like the
AWKUM  informants, the  Swat
informants also have varied backgrounds
in terms of academics, sex, and stage of
development, wedded
position, and occupational position.
About sex, the number of units of
analysis [21 male] is greater than females
[4]. The range of period was 23 and 50
an age, discharged their duties from one
to six years having 36 months average
experience. Different formal educational
identified amongst the
informants. Some were PhDs and some
were students of Doctor of Philosophy
during face to face meetings. Most of
them were married and working on BPS.
These themes emerged from interviews
transcription. The
University of Swat were believed that
leaders  must  have  spiritualism,
KHUDDARI (Egoism), and morality. He

service span,

ranks were

informants at the
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must believe in shared leadership and
must be God-fearing. While the
interviewees in AWKUM believed that a
leader must be true to him/her. He/she
must be translucent in dealing with

AWKUM
N

Self-true leader

N\ Y,

s N
Transparent leader

N\ Y,

e N
Honest leader

N\ Y,

e N
Confident leader

N\ y,

s ~
Resilient leader

N\ Y,
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others (followers). He/she must be the
mirror of honesty, integrity, and
authenticity. He/she must be bold and
confident. He/she must have to muster up
courage in time of difficulties.

University of Swat

e “
Spiritual leader

\ J

s N
Egoist leader

N J

s N
Moral leader

N J

s N
God-fearing
leader

\ J

s N
Shared leader

. J

Genuine management qualities in the eyes of the leaders of AWKUM and University
of Swat

However, some attributes were specific
to the culture. example, the
informants in Swat mentioned that
rigidity and coerciveness are necessary
for leadership, in AWKUM,
flexibility in all matters was preferred.
The interviewees in Swat believed that
consultation is the soul of leadership but
in AWKUM, leader power is preferred.
The informants in Swat University
favored coerciveness in leadership but in
AWKUM, preferred

For

while

leaders

accommodative  personalities. The
leaders in Swat University believed that
morality is the best weapon in the hand
of a leader but in AWKUM, Ileaders
believed that these people know the
language of the rod.

Discussion and Conclusion

Authentic leadership (AL) is as old as
human beings but people are unaware.
This intellectual endeavor investigated
five prominent paradigms of genuine
headship and all the informants and
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respondents agreed with all five
constituentsof AL as mentioned by
Walumbwa et al. (2008) and Rego et al.,
(2013).

The investigational work
indicates quite a lot of noteworthy
inferences to the notion of AL and
upcoming researchers. The notion of AL
established very key features as exposed
by Walumbwa et al. (2008). Luthans and
Avolio (2003) recommended the quality
of courage and optimism for trustworthy
headship. It is concluded that authentic
leaders fix objectives and show
persistence to attain those targets. It is
also concluded that authentic leaders are
aims and work for the
betterment of the cohorts and
organization. This research work added
that
listening to others with due attention are
the traits of AL. It was also determined

achievers

motivational  instruction and

from the views of the contributors that
AL-authentic leadership deals with
fairness and firmness in decision-making.
Additionally, authentic leaders are
contended to showing emulousness and
limpidity in judgments and activities.
This research work has added the starring
role of cohort in the progress of

institutions. Persons who authentic
leadership attributes always encourage
their cohorts as shown authentic

leadership notion. This work covers the
inspirational power of authentic leaders
who  upkeep  devotee’ sections.
Moreover, this work highlighted the
aspect of tractability of AL-authentic
leadership which is very crucial to cohort
development

The exponents of Theory of
culture (House, 2004) have contended
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that the main reason behind variances
and inconsistencies in ethos, potentials,
and penchants in the diversification in
orderings in the structure of values and
traditions. Despite these divergences, in
both places, the interviewees showed
some common inclination for special
traits of authentic leadership i.e.
truthfulness in headship flying backing
for the ethical-leadership (Casimir &
Waldman, 2007) stance. It is concluded
based on these findings that ALT is
tolerable and unanimously believed in
diverse cultures. This work provides
backing to the perpetuity and
permanency of the traits of ALT. This
research showed athwart of ethos that
orientation,
gratitude, steadfastness and objectivity,
pellucidity, tractability, and motivational
instruction  were
establishing authentic leadership in this
research work.

Resultantly, genuineness and truthfulness
in front-runners have attained and are
still in  receipt of, substantial
investigation consideration these days.
But because of malpractices in the
organization at a broad level, integrity
and decency of head sacrificing were
face criticism so researchers’ attention
drawn by authentic leadership
phenomena to endorse the models of
ALT for worldwide application. It is
claimed that genuineness is the trait of
leaders which is inculcated in cohorts
very slowly and steadily. This makes
familiarize ad here not potentials,
anticipations, and discernments, which
makes ALT decently idiosyncratic in
natural Curiosity  is
mounting in investigation spheres about
no objectivity and this tendency will

aim candidness and

favored traits as

was

surroundings.
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probably carry on in the forthcoming
time. Domino effect conveyed in this
research work exposed that participants
chosen in both universities, authentic
leadership is realized when influential
can fix strong targets for themselves and
cohorts; and make available guiding
principles for the achievement of aims.
It is argued that leaders may respect the
views of the cohort for the advancement
of institute and enhancement of followers
and increase in value the strong points of
cohorts; and treat cohorts in the same
way without any prejudice. It comprises
front-runners translucent, having the
ability to encourage and support
followers, showing hope, optimism,
confidence, and resilience in which, they
are and helping others know who they
displaying plasticity, and
motivational instructors. The findings of
this research work make known to
background penchants for looked-for
traits that spread out ALT.

Astonishingly, the AWKUM
participants exclusively favored front-
runners who were well-informed and
conversant despite they were egotistical,
easy-going, and poised in demonstrating
their institutes while participants of Swat

are,

favored  piety, impartiality, and
righteousness as the components of
authentic  leadership. If  working

influential and investigators realize what
cohorts destined by genuineness in front-
runners, it will advantage them in finding
methods and techniques to cultivate
working out explicitly appropriate for
administrations that could provide
assistance to make the best use of the
likelihoods of endearing or edifying
confidence of cohorts and successively
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accomplishing greater administrative

victory for the forthcoming years.
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