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Abstract

The Purpose of this research is to find the impact of the authentic leadership on Employee
Voice Behavior. The authentic leadership gained a lot of attention in recent few years and
provided a multi-functional perspective of ethical leadership. Employee Voice is consecutively
discussed in the spectrum of behavioral sciences but in this avenue of research. Employee
voice has importance in the organization. In practical field the voice of the employees can be
positive and workable when leaders to do the right things, honest with themselves, others and
work for common achievements. Cronbach Alpha is used to check the internal consistency.
Correlation analysis is used to find out the results. The Result shows that there is a positive

impact of Authentic Leadership on Employee Voice Behavior.
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INTRODUCTION

In this time of antagonism, leaders are functioning tough and working to define achievement on
wider span. In real sense, achievement does not only mean to earn profit, but also continue high
level of control, ethical values and justice at work (Walumbwa, et al., 2008). To get maximum
output and the levels of effectiveness and efficiency, Organizations are required to define which
sort of leadership activities and which physiognomies are necessary. Recently authentic
leadership is gaining importance in research world as an optimized way of leadership leaving
behind charismatic, transformational or ethical leadership (Avolio & Gardner, 2005; Avolio, et
al.,, 2004). View of authenticity is as old as Aristotle (Harter, et al., 2002) but authentic
leadership has gained massive attention among scholars in last few years (Clap-Smith et al.
2009). As studied by Avolio & Gardner, 2005, influential leadership is inborn in leaders.
Transformational, transactional & other theories of leadership are organizational oriented (Bass,
1990; Kark and Shamir, 2002). In recent era ethnic and effective leadership has got that much
importance so that | can serve mankind and organizations. Optimistic behavior, positive and
high moral working efforts and anticipation are some of the characteristics depicted in authentic
leadership for showing elegance of leaders like in transformational leadership (Bass, 1985).
Authentic Leadership way of working involves not to employ or make people work for personal
revenues and for the sake of honor but they work with the stick of influential behavior (llies, e
al., 2005). Michie and Gooty (2005) suggest that emotional values are a greater source of
inspiration for Authentic leadership. It's also declared that social justice, equality and dedicated
behavior improves authentic leadership.

Harter at el., (2002) and Gardner at al. (2005), declared acquaintance and uniformity are
the primary foundation of Authentic leadership. Caldwell and Dixon (2010) focuses that
organizational employee‘s behaviors are strongly influenced by authentic leaders. confidence,
dedication, welfare (Gardner et al. 2005), inspiration, Motivation, (llies et al. 2005)
organizational citizenship behaviors, optimized performance (Walumbwa et al. 2008), employee
voice (Wong and Cummings 2009b), & employee mental health (Macik-Frey et al. 2009) all are
results generated by Authentic leadership. Authentic leadership depends on self-knowledge
(Bennis 2003; Erikson 2009). Leaders must be confident and should have reliable beliefs and
actions (Walumbwa et al. 2008). In addition, Avolio et al. 2004; Walumbwa et al. 2008
presented job satisfaction, commitment and motivation are considered to be the most common
results of Authentic leadership Avoilo et al. (2004).

Employee voice is defined as an informal procedure of communications of ideas,
information’s’, concerns and problems about job related issues to those who take actions to

resolve their issues and also take suitable actions for their betterment and improvement (Detert
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& Burris 2007). It is an upward communication process that accepts challenges to alter status
Que (Van Dyne et al. 2003). As the meaning point out that, the content of the significance can
differ broadly, from thoughts for how to do things differently, to have idea about sober or
potentially serious problems. The earlier is suggested as promotive (Liang et al. 2012) or
Suggestion-focused (Morrison 2011) voice, whereas it is known as prohibitive (Liang et al.
2012), or problem-focused voice (Morrison 2011).

Although several researchers have stated that leadership deeds and management
approaches have important and significant influence on employees’ voices (e.g.,Morrison and
Phelps 1999), only a small number of researchers have empirically examined this concern.
Detert and Burris (2007) and Liu et al. (2010) exposed the positive effects of transformational
leadership on employee voice; Walumbwa and Schaubroeck (2009) established a constructive
connection between ethical leadership and employee voice. While these researches presented
worthy proof for the function of leadership, research gaps remain. Existing study spotlights on
how to lessen employees’ apprehension and worry on voice behaviors (Walumbwa and
Schaubroeck 2009), but overlooks the factors that support voice behaviors. Though leadership
investigate is a thriving scholastic field that has developed into frequent theories, most
leadership theories have not yet been connected to employee voice behavior.

Wong and Cummings (2009b), explore the relation between authentic leadership and
employee voice behavior. Employee voice seems to be impulsive and challenging behavior that
promotes effective functioning organization (Van Dyne and LePine 1998). (Avolio et al. 2004 &
Avolio & Gardner 2005) Literature has yet not identified any theoretical and empirical relation
between authentic leadership and employee voice behavior with it new dimensions. (Huiung
2010) even though stated positive relation between authentic leadership and employee voice
behavior has been established under classic single dimension. This research is going to use
employee voice tools (proactive and prohibitive) as a new construct to explain the relation

between authentic leadership and employee voice.

Problem Statement

The problem begins in the organization when the employee raises their voice against the
management at the work place. Furthermore, the employee raises their voice when the leader in
the organization is not supportive. It is being noted that in the Banking Sector, there are more
managers rather than leaders. Employee will lower down their voices if the leader in the
organization is cooperative with them. To low the employee voice at the workplace can be
achieve with the leader like Authentic. The continual improvement in the employee performance

and lowering their employee voice can be achieve by supporting them at the workplace.
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Research Objective
The Basic Objective of this research is to check the effect of Authentic Leadership on the
Employee Voice Behavior.

LITERATURE REVIEW

Authentic leadership

In the competitive step, frontrunners have been in attempt in order to outline accomplishment
about extensive term. With accurate substance, accomplishment will not simply imply in order to
earn profit, but in addition identify higher level of standing, meaningful local weather and also
justness (Walumbwa, et 's., 2008). Organizational frontrunners are needed to understand the
type of activities and also which in turn features are needed. At this time, Genuine command
model provides find awareness of analysts as being a positive command form no matter what
charismatic, transformational or perhaps honest command (Avolio & Gardner, 2005; Avolio, et
's., 2004). Concept of authenticity is as old seeing that Aristotle (Harter 2002) nevertheless
Genuine command seems to have a lot more thoughtfulness involving analysts coming from
previous couple of intervals (Clap-Smith et 's. 2009). According to (Avolio & Gardner, 2005),
method to obtain influential control, is based on the type connected with innovator.
Transformational, idea will be business driven (Bass, 1990; Kark along with Shamir, 2002).

We have a gradual desire intended for honest as well as effective leadership to work the
humankind (Page as well as Wong, d. d). Similarly, Genuine command covers several behavior
facets of additional leadership‘s designs including transformational command (Bass, 1985).
Genuine leaders will not contain follower intended for respect as well as personal returns but
their own intention is to direct by simply belief (llies, Morgeson, & Nahrgang, 2005). Michie as
well as Gooty (2005) point out in which requirements as well as feelings have got better affect
with Genuine command. That they more examine in which social the legal, equal rights, loyalty
enjoy a crucial part in progress regarding Genuine command.

Caldwell and also Dixon (2010) suggests that within the group there may be sturdy have
an effect on leaders of employees ‘perspective and also behavior. Natural enthusiasm, self-
confidence, and also resourcefulness (llies et al. 2005) along with faith, dedication, and also
welfare (Gardner et al. 2005), organizational citizenship conduct and also enactment
(Walumbwa et al. 2008), employee voice behavior (Wong and also Cummings 2009b), and
even increased toughness (Macik-Frey et al. 2009) usually are thought to be research
constructive benefits of Legitimate leadership. In addition, Avolio et al. 2004; Walumbwa et al.
08 recommended that procedures ‘accountability, do the job happiness, and also extra battle

usually are thought to be the most frequently used benefits of Legitimate leadership. Avoilo et
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al. (2004) additionally purposed that trust, constructive thoughts and also trust usually are
intervening factors depicting how chief have an effect on employees ‘perspective and also
behavior.

Legitimate command is described as style of director execute which usually is effective
for providing psychological capabilities and honest local climate within the business to advertise
personalized attention, a good co-opted honest viewpoint, consisting dealing with associated
with details and interpersonal lucidity with respect to the professionals who are managing along
with individuals to improve optimistic increase (Walumbwa, Avolio, Gardner, Wernsing, &
Peterson, 2008). However, it is stated which traditional head is usually properly mindful of all the
activities and displays visibility and lucidity through managing even though making data,
acknowledging other ‘s feedback giving ideas and letting individuals to evaluate the ability and
ethical acts associated with market leaders (Walumbwa, Wang, Wang, Schaubroec, Avolio,
2010).

Authentic Leadership’s Characteristics

Walumbwa et 's., 2008, intended the mechanism fresh authenticated inside The nation by
Moriano et 's., (2011) that's helpful to measure the Legitimate authority constructs. They
recommended which Legitimate authority develop is composed of subsequent qualities.
Self-Awareness:

This factor will involve this facets of commanders which in turn reference prices, id, sensations,
targets along with objectives, furthermore the effects involving leader's activity in employees.
Self-awareness shows that boss should be aware of his / her thoughts, prices along with causes
(Gardner et 's., 2005; llies et 's, 2005).

Balanced working

(Kernis, 2003) discussed that a leader focus should be on the point to make a clear and
complete investigation of all the aspects before reaching at any conclusion it helps them in
making key decisions that helps them to create their clear image.

Ethical Viewpoint

llies et al., (2005) presented that Authentic Leaders have ethical values at individual as well as
org’l levels this focuses to have a moderate relationship with every employee to avoid any
dispute among employees.

Simplicity:

Simplicity, lucidity and honesty is the main element of AL (Avolio & Gardner, 2005). The main

aspect of it is to create a truthful and genuine connection with employees.
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Employee Voice

An economist introduced the term employee voice initially. At first the Adam Smith ‘s book
Wealth of Nations in (1776/1937).in it Adam clearly notify the point of view about employee
voice. He explains, the laborers ‘voice is little heard and less excepted upon particular occasion,
when his clamor is dynamic.

Voice (or speaking-up) conduct is regarded as for significant facet of for organizational
citizenship conduct (OCB), often known as extra-role conduct which is beneficial as well as
recommended (VanDyne & LePine, 1998). The essence selling additional start tradition in the
organization requires start exposure associated with mistakes as well as telling effective
participation associated with staff in order to be successful (IOM, 2004). Nevertheless, if much
more conversing out there is essential with errors as well as breaches of methods when
compared with rely on one of many affiliates is important so that researchers can deal with
specific doubts in relation to final result final results (Firth-Cozens, 2004).

The actual query regarding worker style involves two individual research dimensions.
First dimension involves EVFN (Exit, Voice, Faithfulness, as well as Neglect). This kind of
ideology observes in which style is effective a reaction to function associated activity discontent
as well as organizational issues (Hirschman 1970; Farrell 1983; Withey as well as Cooper
1989). Linked to diverse observations, so that researchers can build present state of affairs of
the corporation style is the nearly all beneficial response, as well as work. One other dimension
discusses extra-role behavior (or organizational citizenship behavior). The next dimension says
in which style can be an impulsive, demanding behavior in which gives useful operating
regarding corporation, as well as wouldn't normally produce from frustration (Van Dyne as well
as LePine 1998). Because those two educational institutions regarding considered have
individual viewpoints determined by style behavior, according to most of these opinions style is
often a optimistic researcher which often should be prepared. The revolutionary analysts
typically utilized SuvDyne as well as LePine's (1998) group regarding style: any Pro-motive
which often shows research beneficial perspective to take difficulties to progress within the
compare to be able to self-deprecation.

Although companies might be obtain benefit via voice of voice, even so, companies often
to get at stake in charges of individuals. Questioning recent situation and demanding electrical
power or private positive aspects might be injury or should not gain which in turn spoils research
individuals insights of which damage interactional interaction (Liu et 's. 2010). Manager replies
are usually individuals primary apprehension regarding EV actions (Detert and Burris 2007). In
the same manner in time any time individuals should articulate research views, individuals

should respond to the advanced managing. Although from the EV process, market leaders
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engage in an essential part alternatively a really handful of fresh reports are usually for this
completely new revolutionary principle. (e. g., Detert and Burris 2007, Walumbwa and
Schaubroeck 2009).

Van Dyne & LePine‘s (1998) developed the prime idea of voice, survey or determine
Pro-motive voice seeing that workers® term regarding new thoughts as well as ideas for
strengthening the general doing work of their model as well as firm. Mainly because Promotive
voice recommends new means of progressive improvements inside altering setting nevertheless
they remain difficult. About the second element new progressive thoughts are employed to
improve voice actions which in turn concrete floor the very idea of Pro-motive voice. Even
though researching too high voice says that will individuals conception about workplace
pursuits, happenings & individuals conduct inside respond to work place that will destabilize this
company. Beyond reach voice takes on a significant position intended for organizational power,
For instance distressing issues, realistic troubles which in turn have to be settled to avoid from
harmful effort in agencies in this impression too high voice will be more efficient as compared
with Pro-motive  voice since the improvement regarding new thoughts & progressive
alternatives have to have a lot of effort and time intended for improvement regarding new
policies in a firm most of these progressive steps causes higher advancement & progress and
prevent the harm effects regarding too high voice and negative effects which leads for
researchers to higher charge loss.

Authentic Leadership and Employee Voice
Voice (or speaking-up) conduct is regarded as an important area of as an organizational
citizenship conduct (OCB), also referred to as extra-role conduct that's good & elective
(VanDyne & LePine, 1998). The objective of advertising more open traditions within the firm
demands open canceling involving errors & motivating lively involvement involving staff in an
attempt to achieve success (IOM, 2004). On the other hand, in the event more conversing away
is necessary upon faults & opportunities involving methods when compared with rely on on the
list of downline is essential to handle specific concerns involving effects (Firth-Cozens, 2004).
As outlined by VanDyne & LePine, (1998) words conduct is definitely a react involving
conversing upwards at virtually any occasion devoid of prompt, that takes place any time an
employee has anything to share with researchers for research enhancement. Trust in command
seemed to be discovered to have important romantic relationships using OCBs besides words
conduct (Dirks & Ferrin, 2002; Premeaux & Bedeian, 2003).

Avolio & co-workers (Avolio et 's. 2004; Luthans & Avolio 2003) seemed to be the

particular founder involving Authentic command theory. They primarily based their particular
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theory upon good mindset, which can be a promising command theory throughout managing
academia. This theory argues this specific inside time involving competitiveness & high
pressure through tough natural environment, there may be a huge need involving legitimate
market leaders who have self-awareness & go to town while in step with intrinsic thought
processes & emotions (Harter 2002).

Dyne and also LePine's (1998) initial conceptualization connected with words, most of us
outline Pro-motive words seeing that employees’ manifestation connected with completely new
thoughts or recommendations for increasing the overall performing of the do the job unit or
group. Because Pro-motive words suggests ways of altering the position quo, it can be difficult.
However, as it is actually place together along with revolutionary remedies and also
recommendations for improvement, such words is actually —Pro-motive Il in that way which it
concentrate on a future excellent condition, or precisely what might be. As opposed, too high
words details employees ‘words and phrases connected with concern in relation to do the job
methods, occurrences, or member of staff actions which are damaging to the group. Beyond
reach words engage in a crucial function with regard to organizational health, mostly because
such escalating announcements position before not noticed issues on the collective prefer to
end up being resolved or stop difficult projects coming from happening. Using some
organizational controls, too high words is actually theoretically additional impactful compared to
Pro-motive words considering that the procedure for building revolutionary thoughts and also
remedies may necessitate a lot of time and also effort—a high end that will corporations
operating in —high velocity circumstances is probably not capable of manage. By comparison,
too high words necessitate ceasing cause harm to, thus avoiding the negative effects connected
with —process lossesll in regular basis.

Theoretically, Legitimate leadership is usually predicted in order to affect employees
‘multiple job attitudes (e. grams., job fulfillment, organizational commitment) along with do the
job actions (e. grams., organizational citizenship habits, objective to be able to stay) (Avolio et
al. 2004). While there exists minimal number of theoretical along with observed relationship has
been identified between Legitimate leadership along with EVhabits throughout existing books
(Hsiung, 2012). This specific research recommends several reasons why staff EVhabits must be
included in the circle associated with Legitimate leadership concept. Very first, there are
numerous frontrunners that are aware of their advantages along with weaknesses are definitely
more probable admit their disadvantages throughout choice producing.

This kind of frontrunners conveniently accept the suggestions along with viewpoints of
these subordinates and also encourage them to participate in choice producing procedure

(Gardner et al. 2005; Walumbwa et al. 2008). Subsequent, traditional frontrunners try to develop
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see-through relationships inside corporations. (Kernis 2003; Walumbwa et al. 2008). Up,
traditional frontrunners promote themselves being a function product the staff members and
offer meaningful along with ethical surroundings which in turn encourages these to talk upward.
Chat upward habits indicate difficult to be able to existing power (Avolio et al. 2004). Via
function modeling, traditional leaders ‘high meaningful requirements, credibility, along with
honesty can affect staff thinking along with importance devices (Avolio along with Gardner
2005) which mould the staff members such that they will take care of organizational
contentment being a principal issue. That's why, this research proposes:

H- 1: AL is significantly having positive relationship with Pro-motive voice.

H- 2: AL is significantly having positive relationship with Prohibitive voice.

Figure 1. Conceptual Framework

Employee Voice |
Behavior '

-

RESEARCH METHODOLOGY

This research adopted a descriptive design. The research is based on cross sectional data
collected from the banking sector of Pakistan. The Banks include: Private, Public and Islamic.
500 banks manager were selected as sample. Questionnaires were used to collect the data.
350 questionnaires were returned back in which the 50 were not dully filed and the final
analysis was done on 300 questionnaires. Selection of sample for this study is based on

random sampling approach.

Measures

Authentic Leadership

Walumbwa et al. (2008) validated a 16-item operational definition of authentic leadership.
Followers were asked to rate the leader on a five-point Likert scale ranging from never to almost
always. Sample items include “Is eager to receive feedback to improve interactions with others”
(self-awareness), “Is willing to admit mistakes when they are made” (relational transparency),
“Makes decisions based on his/her core beliefs” (internalized moral perspective), and “Solicits

views that challenge his or her deeply held positions.” (balanced processing).

Employee Voice

Employee Voice Behavior is measured on 10 items scale developed by Van dyne (2003).
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ANALYSIS AND RESULTS

The analysis is done using IBM SPSS software. Just before assessment the designed ideas,
preliminary analyses are usually carried out to establish this best-fitting description measures, to
look for the validity and reliability of variables, and their most suitable fit.

Table 1. Reliability Analysis

Variables Cronbach’s Alpha
Authentic leadership 0.921
Pro-motive Voice 0.764
Prohibitive Voice 0.769

Demographic Characteristics

Frequency depicts percentage of demographic variables used in this research.

Table 2: Frequency of Gender

Frequency Percent Valid Cumulative
Percent Percent
Valid MALE 240 80.0 80.0 80.0
FEMALE 60 20.0 20.0 100.0
Total 300 100.0 100.0

Table 3: Frequency of Age

Frequency Percent Valid Cumulative
Percent Percent
Valid  21-30 130 43.3 43.3 43.3
31-40 109 36.3 36.3 79.7
41-50 49 16.3 16.3 96.0
50 and above 12 4.0 4.0 100.0
Total 300 100.0 100.0

Table 4: Frequency of Experience

Frequency Percent Valid Cumulative
Percent Percent
Valid 2-5 109 36.3 36.3 36.3
6-10 105 35.0 35.0 71.3
11 and above 86 28.7 28.7 100.0
Total 300 100.0 100.0
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Descriptive Statistics

Table 5. Descriptive Statistics

N Range  Minimum Maximum Mean  Std. Deviation
Gender 300 1 1 2 1.20 401
Age 300 3 1 4 1.82 .858
Organization 300 2 1 3 2.00 .818
Experience 300 3 1 4 1.94 .828
Authentic leadership 300 3.75 1.25 5.00 3.7713 .66511
Pro-motive voice 300 2.40 4.20 6.60 5.8927 .50821
Prohibitive voice 300 1.60 3.00 4.60 3.7120 .33401

Correlation Analysis
The particular middle ideology in this analysis is resulting from notion of authenticity which leads
to Authentic Leadership along with the background Employee Voice. The basis to select this
specific theme is personnel Employee Voice habits beneath the completely new wave regarding
prohibitive as well as pro-motive voice of employees. As a result, after uniting the both predictor
we have analyze the Authentic Leadership has the positive impact on the Employee Voice
Behavior.

On this analysis random trial regarding 300 Financial institution staff continues to be
obtained from various towns to get correct response. On the other hand, to further improve the
effectiveness of this specific analysis triplicate response continues to be consumed, first by

immediate respondent, next by respondent expert, third by respondent supervisor.

Table 6. Correlation Analysis

Variable Mean SD 1 2 3 4 5
1. Gender 1.20 040

2. Age 1.82 086 -0.13

3. Organization 2.00 082 -032 -031

4. Experience 1.94 083 -023 06> -0.26

5. Authentic 3.77 0.67 0.01 -0.06 -0.02 -0.06
Leadership

Y
e

-0.04 0.01 -0.04 0.08
-0.01  -0.07 0.12 -0.01

6. Prohibitive Voice

7. Promotive Voice

-~ 0
O
100 et

e o

aa Lh
[

0.
0.

[P
[
(8]

The hypothesis expressed that there's optimistic regards among personnel Employee Voice

(prohibitive as well as pro-motive) as well as Legitimate leadership. Words habits an activity
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regarding speaking upward which comes about every time with virtually no preceding reason as
well as occurs any time a man or woman has an inkling or even presenting watch point to share
to create enhanced circumstances (Wong et. al, 2010). Words habits has a new protuberant
aspect within the accomplishment regarding organization targets through aiding alteration as
well as modernization, entirely to the amount of perplexing spells while progressive thought
processes help to nutriment ongoing advancement.

Words habits is well-defined while developing successful, variation-focused setting
(Crant et. al, 2011). Leading assemblage regarding Employee Voice includes work to advocate
book philosophies/sentiments intended for informative comprehensive working regarding
accelerating enterprise or even culture. 2nd measurement regarding perform make reference to
speaking upward almost outmoded top features of perform procedures (e. gary., detrimental
good manners, out-of-date procedures, plans or even strategies). Seeing that realization EV
while full varied is successful together with loyal intended for organization (Liang as well as
Tang, 2010). Thus, organization also have progressive individuals which are ready to adopt
adjust as well as capable of handle upward completely new issues regarding industry, they've
got chance to persevere for very own betterment as well as to the functions along with
completely new progressive philosophies (Nikolaou et. al, 2008).

Van Dyne as well as LePine's (1998) start the idea of voice of voice, pro-motive EV
looked as workers‘ appearance regarding completely new thoughts or even propositions
intended for growing the general running from the perform model or even organization. Because
pro-motive EV proposes types of different the present situation, it really is issues. Although,
given that it really is i went to using state-of-the-art elucidations as well as propositions intended
for growth, this kind of Employee Voice is —pro-motive within the feeling that it must be
centered about impending best express. Alternatively, prohibitive Employee Voice details
workers ‘lexes regarding problems about perform procedures, situations, or even personnel
habits that is certainly detrimental towards organization. Beyond reach Employee Voice attends
an important functionality intended for organizational energy, primarily disquieting emails, as
well as unobserved glitches about discussed schedule that happen to be thought i would stay
clear of by demanding endeavors.

The particular record analysis ensures that the particular personnel Employee Voice
habits is optimistic effects together with Authentic Leadership with self-reported, expert as well
as supervisor reported response which depicts that how Legitimate leadership is effective in
promoting the particular pro-motive Employee Voice and to slow up the prohibitive voice of
voice. Earlier researches just defined the particular personnel Employee Voice below just

optimistic feelings (H. Hsiung 2010). On the other hand, Avolio as well as his or her coworkers
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done the learning just below self-reporting system which will certainly not required correct
photograph regarding EV habits. On this research the particular act regarding speaking with
major optimistic effects together with feature regarding leadership. (Dirks as well as Ferrin,
2002, Premeaux as well as Bedeian 2003). The particular regression analysis ensures that
Legitimate leadership habits increases 34% pro-motive EV as well as 32% regarding prohibitive
EV diminished because of Legitimate leadership.

The particular results below expert as well as supervisor exposure is usually increase
the benefit regarding self-reported outcomes simply because within colleagues as well as
managers promotive as well as prohibitive Employee Voice indicate very same tendency which
drastically proves that promotive a prohibitive Employee Voice are classified as the correct

antecedents regarding Legitimate leadership.

CONCLUSION

This primary achievement in this investigation is to examine the particular effects of distinct
variables to evaluate the particular relationship concerning Authentic Leadership and Employee
Voice. In addition, expert & examiner study is also conducted to bring a progressive change with
results.

Checking segment has been accustomed to perform the particular study. Especially,
Islamabad & Sargodha metropolitan areas happen to be chosen for this specific purpose. three
hundred answerers receive questionnaires to be stuffed. 5 Point Likert Scale is used.
Hypotheses happen to be created for the foundation of research prototypical to judge
trustworthiness of the analysis. IBM SPSS record software is employed to evaluate the data.
Unique record techniques happen to be put on examine the particular hypotheses.

Results in this study suggest that successful benefits can be inspired by the planned
management of which combines the particular values of complete quality, empowerment, team
building events & participatory supervision, and as well provides ethical products and services
Authentic leadership philosophy (Spears, 2004). It can be proven that most the particular
hypotheses are generally validated by the self-reported study responses. Even so the study
conducted from the expert & managers display relatively biasness stuffing the particular
guestionnaires. The research of real Authentic Leadership regarded added significance in
relation to employees ‘behavior within a corporation. Staff members include the belongings of
their businesses. Organizational achievements are determined by their particular commitment &
commitment arises throughout the behavior of their leaders. So it will be only the particular
behavior of the leader exactly who leads a workforce to get the particular achievements. It can

be even so distinct of which real head may one on one their particular personnel achievements
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efficiently & correctly by means of making use of productive listening, consciousness,

salesmanship, recovery, guarantee to the progress of people & social design.

LIMITATIONS AND FURTHER RESEARCH
There are certain limitations of this study mentioned as below: Due to time constraints, this
study is not conducted on longitudinal basis. Further, organizations found reluctant to share
their data. Also, employees of public organization are more concern about their job security,
therefore the data can be biased.

In future, different leadership “transformational, transactional, servant, ethical” styles can
be used to check the effect on Employee Voice Behavior. This model can also apply different
other sectors except Banking. Comprehension study can also be done on the comparison of

these variables.
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