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ABSTRACT 

This empirical study investigates the impacts of leadership styles, authentic leadership, and charismatic 
leadership on employees’ organizational identification and tests the mediator of psychological 
empowerment. The data has been collected from 325 employees, who are employed in different banks 
in Pakistan. The survey measured authentic and charismatic leadership style, organizational 
identification, and psychological empowerment on the technique of structural equation modeling, and 
instruments were adopted from literature. The result reveals that there is a direct impact of authentic 
leadership on organizational identification and there is partial mediation of psychological empowerment. 
The results also show that there is an impact of charismatic leadership on organizational identification 
and there is partial mediation of psychological empowerment in this relation as well. This study suggests 
that the behavior and values of leadership facilitate more supportive interactions in the group. And the 
style of leadership guides their followers towards the organizational goal and objective, and high 
organizational performance through organizational identification can be achieved if provided with rightly 
chosen styles of leadership. 

Keywords: Organizational Identification; Leadership: Charismatic Leadership; Authentic Leadership 

 

INTRODUCTION 

According to William James, the ideal way to describe the character of men depends 
on regular imagination and the search out of the moral attitude and specific mental is 
something of any individual that once happened upon him, he felt most seriously and 
profoundly alive and active. At such minutes, there is a sound inside that talks and 
says, “this is the real me.” (Gardner, Avolio, Luthans, May, & Walumbwa, 2005).  

There are various things, which are constantly emerging in any work scenario such as 
new challenges, technologies, competition, and market demands, the organization 
needs leaders that have a positive attitude and lead their subordinates with purpose, 
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values, and integrity(Avolio & Gardner, 2005). The role of a leader is an extremely 
challenging role, which needs energy, resolution, and determination, to lead 
successfully, especially when the leaders describe the rules and guide their 
employees toward organizational changes, individuals need to conquer opposition, 
manage dissatisfactions and mishaps, some of the time make self-sacrifices, recruit 
help and empower others(Shamir & Eilam, 2005), a source of inner strength helps to 
deal with such a challenge. To discover the inspiration to lead and the energy to 
continue in the face of problems and difficulties, the leader must work on strong 
feelings and self-concept clarity. As Swann (1990) describes it, established the act of 
self-conceptions which is like the rudder of a ship, strengthening individual’ trust in 
their capacity to discover through the sometimes-murky oceans of regular life. For 
instance, Louis Kehoe said in her interview, leadership is like a strong internal 
compass, and she uses this term because why we use the compass? At the point 
when breezes are howling, and the sky is shady, so you don’t have anything to 
navigate by, a compass guides you towards the right way, and she considers when a 
human being is in problem and never finds the right situation or isolated, you need to 
depend on that compass. Who am I? What do I accept? Do I accept we’re doing the 
correct things for the correct reasons in the correct manner? Also, once in a while 
that’s all you have. The authentic leaders possess psychologically central individual 
personality, have a great self-concept clarity, and they are able to express their self in 
the role of leadership are more likely than inauthentic leader to search the inner 
strength and inside compass to support them in a true way and guide them.The 
authentic leaders are the productive shape of leaders which help to build the trust and 
to create a beneficial working environment to encourage the employee and increase 
their performance and productivity(Azanza et al., 2015). Additionally, the authentic 
leadership has described the form of leaders and their behavior which encourages the 
useful psychological capacities, and a positive environment help to embrace the self-
awareness, the way of perceiving, and the original relationship among the leaders and 
follower that help to increase the self-development(Mira & Odeh, 2019). 

 Over the last few years, the theory of authentic leadership style has been prominent 
inits connection with ethics, leadership, and positive organizational behavior(Iqbal et 
al., 2018). The style of authentic leadership explains the relationship between the 
leaders with their followers or employees in the organization and a way to inspire in a 
style of leadership. The main characteristic of an authentic leadership style is that they 
challenge traditional opinions of leadership which is a top-down process of influences 
in that process where the employees or followers accept the vision of their leader as 
well as align with it(Gill et al., 2018).The human being is impacted by the psychological 
style of authentic leadership(Lee et al., 2019).  

Even though the scholars defined several definitions of leadership, some scholar 
explains leadership that, is a personal or individual capability that motivates and 
inspire their employee toward the accomplishment of the mission and objectives of the 
organization. However, researchers have tried to describe the style of charismatic 
leadership numerous times(Fragouli, 2018). Max Weber was a 19th-century sociologist 
from Germany. He was provided with the first definition of charisma. According to Max 
Weber, the charisma is of godly origin, the style of charismatic leaders plays an active 
role in the organization because through these leaders, adoption or support of new 
changes by the followers becomes easy(Chipunza & Matsumunyane, 2018). The 
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charismatic leader communicates the vision of the organization in a manner that their 
subordinates and followers can easily understand and provide the clear required 
details for the organization and adjust them according to the changes. Along with that, 
charismatic leaders explain their vision not only explain but by preaching as well, 
capture the influence of their followers or subordinates, and through this finally get 
positive power.  

A leader has the power to leave an impact on different followers, with the help of 
symbolic activities, this will help in increasing the morale, which directly affects 
organizational identifications(Zhu et al., 2012). The definition of the organization 
identification is described as it is belongingness with the organization where the 
employee explains themselves self-according to the organization terms with which he 
or she is associated(Rockmann & Ballinger, 2017). The concept of organizational 
identification defined by Dutton, Dukerich, and Harquail, as it is a cognitive relationship 
between the organization and employees or subordinates. Organizational 
identification is described as it is a belief that implies that the self-concepts of 
subordinates are linked with organization membership, either cognitively, emotionally, 
or equally(Moriano et al., 2014). Organizational identification is a shape of social 
identification that builds the cognitive and emotional relationship between the 
organization and its employees(Zavyalova et al., 2016). Psychological empowerment 
is an essential process; with the help of this method, leaders can easily motivate 
employees’ organizational identification. Earlier theories about psychological 
empowerment show the significance of psychological empowerment for a company or 
organization(Mohammed et al., 2018). The study of psychological empowerment 
confirms that the higher level of employees’ psychological empowerment, then they 
are more motivated toward work performance in the workplace.  “This research aims 
to explain that if the organization adopt the style of authentic leadership and 
charismatic leadership, so it will influence the belongingness of employee in the 
organization, in which he or she is a member. Along with that, we will enlighten the 
relationship between both variables through a mediator which is physiological 
empowerment.” 

 

LITERATURE REVIEW 

There is a strong tendency forthe researcher to explore the style of the leadership and 
a different perspective for exploring and analyzing it in a well-organized way 
(Muhaemin Latif, 2016). The style or nature of leaders is becoming necessary for 
society as well as for sustainable organizational success(Freeman, Wicks, , & Parmar, 
2004; Gulati, Nohria, & Wohlgezogen, 2010; Lemoine, Hartnell, & Leroy, 2018; Padilla, 
Hogan, & Kaiser, 2007). Researchers focus on the theory of authentic leaders, a 
leader who is genuine as well as transparent along with that who has integrity with 
high values and know-how to create trust (Gardner et al., 2005).The style of leadership 
is examined by a connection that is a reciprocal process, whereby the leader motivates 
others with the help of persuasion to the goals of the organization (Cote, 2017; Hersey 
et al., 1979; Padilla et al., 2007).The style of charismatic leadership states that how 
the leaders motivate their subordinates to make self-sacrifices and put their efforts to 
achieve success, however, this success is not only limited to the organization but is 
also considered as success of leaders and their followers without their self-
interest(Mittal, 2015; Yukl, 1999). According to (Dubrin.a.j, 2004), the style of 
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leadership can influence the member of the organization to accomplish the objective 
with confidence(Hueryren Yeh, 2012). 

Researchers focus on the theory of authentic leaders, a leader who is genuine as well 
as transparent along with that who has integrity with high values and know-how to 
create trust (Gardner et al., 2005). The style of leadership is examined as a connection 
that is a reciprocal process, whereby the leader motivates others with the help of 
persuasion to the goals of the organization (Cote, 2017; Hersey et al., 1979; Padilla et 
al., 2007).The style of charismatic leadership states that how the leaders motivate their 
subordinates to make self-sacrifices and put their efforts to achieve success, however, 
this success is not only limited to the organization but is also considered as success 
of leaders and their followers without their self-interest(Mittal, 2015; Yukl, 1999). 
According to (Dubrin.a.j, 2004), the style of leadership can influence the member of 
the organization to accomplish the objective with confidence(Dr. Hueryren Yeh, 2012). 
The efficiency of leadership relies on followers’ self-concept, which includes their self-
efficacy and self-esteem (Gonzalez & Chakraborty, 2012; van Knippenberg, van 
Knippenberg, De Cremer, & Hogg, 2004). The self-conception of the subordinates or 
employees of the organization depends on their identification with the organization, a 
mutual entity, and the identification with the leader (Gonzalez & Chakraborty, 2012). 
Brown described the conception of organization identification; according to him, the 
identification is a relationship between the subordinates and the organization 
(Humphrey, 2012). This defines the employees’ self-concept along with that empowers 
the organization to have influential control over the employee to maintain the 
relationship (Edwards, 2005; Humphrey, 2012). Additionally, Brown proposed that the 
most significant characteristics of organizational identification were the attraction, 
reliability, compatibility of goals, and reference of identity (Humphrey, 2012). The 
researcher suggested that the most fundamental mechanism in the organization is 
psychological empowerment because this leader can motivate subordinate’s 
organizational identification (Koberg, C. S., Boss, R. W., Senjem, J. C., & Goodman, 
1999; Zhu et al., 2012). (Spreitzer, 1995) described the concept of psychological 
empowerment as intrinsic task motivation shown in four perceptions; impact, meaning, 
competence, and self-determination (Zhu et al., 2012). 

Authentic leadership 

The concept of authentic leadership is grown much consideration in the mid of 20th 
century, Rogers (Carl.R.rogers, 1951; Rogers, 1959, 1961) and Maslow (A. Maslow, 
1968; A. H Maslow, 1970; Abraham H Maslow, 1971) are the researchers in 
humanistic psychologists, according to them, the theory of authentic leadership is an 
essential factor of the development. But for Rogers,it is the development of a 
completely functioning individual, and as Maslow opined the development of self-
actualization (Rahimnia & Sharifirad, 2015).The perception of authentic leadership is 
described by (Walumbwa et al., 2008)differently. They described it as a form of 
leader’s behavior that encouragesa beneficial moral environment and positive 
psychological competencies, to raise affected ethical perspective, better self-
awareness, well-adjusted processing of knowledge, and interactive transparency on 
the part of leaders working with employers, encouraging effective self-development 
(Rahimnia & Sharifirad, 2015). The thought of authentic leadership contains four 
dimensions, i.e. self-awareness, balanced managing, interactive transparency, and 
internalized ethical perception.(Walumbwa et al., 2008; Yasir & Mohamad, 2016). 
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The first component or dimension of authentic leadership is self-awareness in which a 
leader can understand their morals, strength, and weakness and influence their 
followers. The second is interactive transparency, in which a leader shows or reveals 
a genuine characteristic to their followers and freely shares knowledge.Third is 
balanced management, in which a leader’s priority is to collect or analyze all significant 
or relevant information about the problem before making or taking any decision. 
Finally, the internalized ethical perception refers to a leader’s behavior which is being 
guided by internal ethics and aligning with these morals(Yasir & Mohamad, 2016).  

The style of an authentic leader is recognized by their capabilities because they 
enormously know their beliefs and morals they are honest, dependable and self-
assured, who always concerned about establishing followers’ strengths and also help 
to widen their follower’s thinking power as well as making a positive working 
environment (Avolio & Gardner, 2005; Rahimnia & Sharifirad, 2015;). Additionally, the 
authentic leader is sanguine, self-confident, flexible, ethical, and promising. And they 
are not only true to their followers but also true to themself (Rahimnia & Sharifirad, 
2015). There are three main concept or ideas of authentic leadership: the first one is 
self-awareness, a leader who constantly focus on self-awareness. The second is 
truthful, a leader is true to their self and the last is ethical or moral, establishing ethical 
leadership (Avolio & Gardner, 2005; Hopkins & O’Neil, 2015). 

CHARISMATIC LEADERSHIP 

The perception of the charismatic leadership style affirms that charisma is a 
characteristic that easily can induce an individual to follow, as it is recognized as a 
charm, which entices consideration and attraction (Fragouli, 2018; Horcher, 2015; 
Neumeyer, 2015). The charismatic leadership style is defined in broad terms because 
the word charisma has varied explanations in different traditional and temporal settings 
(Epley, 2015). According to the normative judgments, a leader is either superior or 
worse, honorable or dishonorable. According to others, certain leaders have 
something that makes them special and incomparable (Epley, 2015).  This something 
has become a serious rational discussion, and Max Weber defined this special 
something as charisma. The first definition of charisma is defined by Max Weber he 
was a German sociologist; he defined the word charisma that it is definite as 
supernatural characteristics that develop in natural leaders during a phase of suffering 
(Sandberg & Moreman, 2011). 

In the past few decades, many theoretical and empirical models are the creation on 
the topic of leadership (Babcock-Roberson et al., 2010; Jacobsen & House, 2001). 
The theory of charismatic leadership style defines what to expect from together 
leaders and followers. (Sandberg & Moreman, 2011). Followers play an essential role 
because, without followers, leaders are impotent. There should be a relationship 
between leaders and followers; without this relation, the style of charismatic leaders 
cannot exist (Sandberg & Moreman, 2011).The style of charismatic leadership may be 
perceived as low tangibility than other styles of leadership that’s why that is identifiable 
(Amanchukwu et al., 2015; Bell, 2013).Charismatic leadership is also known as an 
idealized influence (Asrar-ul-Haq & Kuchinke, 2016)leaders have that quality that acts 
as a role model to their followers because this quality is followed by ethics and moral 
values (Asrar-ul-Haq & Kuchinke, 2016). In the style of charismatic leadership, a 
leader can influence their followers toward a leader who has extraordinary leadership 
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skills (Khuong & Hoang, 2015). The behavior of charismatic leaders with 
theirfollowers, it’s different because it bases on particular characteristics and specific 
kinds of actions, including the followers, adopt the belief and values of leaders because 
of the leader’s strong character: capable to followers: communicating goals through 
moral overtones, transfer high belief to followers and task-oriented movement induce 
in followers (Cote, 2017). 

Organizational identification 

Why isan individual identified with an organization? The organizational identification 
concept is said to satisfy the employees’ needs through affiliation, safety, and 
uncertainty reduction (Epitropaki, 2013; Pratt, 1998). The research abounds on this 
thought which confirms that organizational identification puts a major impact on 
employee perception and actions, which includes employees’ commitment to the 
corporation, employees' performance inthe workplace, and job satisfaction (Y. Liu et 
al., 2011; Wilkins et al., 2016). Social identification is an important form of 
organizational identification, which is usually related to the cognitive and emotional; 
these both are linked between an employee and an organization (E. Ashforth & Mael, 
1989; Vadera & Pratt, 2012). The definition of organizational identification described 
as it is a feeling of unity (Pratt, 1998; Vadera & Pratt, 2012). The significant 
components of organizational identification are an employee or a person’s self-
concept and identity, some principles are related to this conceptuality. The initial 
principle of organizational identification contains three cognitive components which 
refer to the self-definition such as I am, an assessment which refers to the importance 
such as I value, and emotional which refers to the effect such as what I feel about. (B. 
E. Ashforth et al., 2008; Wu et al., 2016).These components jointly indicate the 
perspective of belongingness with an organization (Mael & Ashforth, 1992; Wu et al., 
2016). The theory of social identity describes this characteristic of organizational 
identification (Tajfel, 1978; Wu et al., 2016), and it focuses on affective and cognitive 
association in a group. The second principle of organizational identification comprises 
two concepts which are relational and comparative because they describe the 
employees’ relatives to the employee in other organizations. The last principle is about 
the organization specificity and it is organizational identification such as job-related 
identification and union identification, which are not particular to any other 
organization. (E. Ashforth & Mael, 1989; Wu et al., 2016). Employees who are 
recognized by their organization and are greatly motivated by the organization, along 
with the effects on employee work performance and job satisfaction are affected by 
organizational identification(Wilkins et al., 2016). Likewise, employees describe their 
self- according to the organization's terms and employee contributes extra 
performance or endeavors at the workplace (Wilkins et al., 2016). The special part of 
organizational identification is social identification which describes an employee or 
person who considers themselves as part of group members.  

Psychological empowerment 

The word empower means to give authority to any other individual(Nel et al., 2016; K. 
W. Thomas & Velthouse, 1990), it is the procedure that increases the employee’s 
feeling of self-efficacy with the help of management style as well as using 
empowerment approaches. The concept of psychological empowerment as it is a 
model of cognitive which includes capability, meaning, impacts, and choice. The other 



Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/ 
Journal of Tianjin University Science and Technology 
ISSN (Online): 0493-2137 
E-Publication: Online Open Access 
Vol:55 Issue:06:2022 
DOI10.17605/OSF.IO/67CA2 
 
 
 

June 2022 | 248 

 

 

theories about psychological empowerment explain the thought of psychological 
empowerment; as this concept is categorized by perceptions of skill/ability, goal 
internalization, and power(Menon, 2001). Psychological empowerment is formed of 
intrinsic motivation which helps to perform tasks, expressed by four aspects of 
psychological empowerment: capability, meaning, self-determination, and influence 
(Newman et al., 2017; Spreitzer, 1995). A capability refers to the employees’ ability, 
skills, and knowledge to complete tasks with the feeling of self-confidence. It translates 
into how an employee or individual perceives the work as having significance(Newman 
et al., 2017; X. Zhang & Bartol, 2010).Self-determination which contains that employee 
feels free to decide their performance in the workplace( Newman et al., 2017). And the 
last is influence reflects the degree to which employees observe that their work creates 
a difference in accomplishing the task and outcomes of the organization (Avolio et al., 
2004; Newman et al., 2017; Spreitzer, 1995). The concept of psychology defined that 
an employee has personal beliefs about his or her part in the organization. (Lizar et 
al., 2015; Spreitzer, 2007). An employee who possesses a high level of empowerment 
feels more at ease and have less amount of control over their work, which impacts 
employee behavior such as they ready to help others as well as they are proactive at 
their workplace(Arefin et al., 2015). Furthermore, they feel identified with their 
organization, along with this they also influence him/her self to help the organization. 
(Arefin et al., 2015). 

The strategy of psychological empowerment helps to increase the productivity of the 
organization and also develop the organization's flexibility(Ölçer, 2015). 
Organizational structures and procedures both are included in the empowerment 
which helps to develop employee contribution at the job and improve goal 
accomplishment for the organization. According to the conger and komungo, 
empowerment should be described in two ways, first, rational construct, and second, 
motivational construct. During the past year, the concept of empowerment has been 
examined as a strong weapon through this organization to enhance its 
efficiency.(Pradhan et al., 2017). Empowerment has been considered a significant 
perception since this helps the employee and organization to get a benefit or profit. 
(Han et al., 2009). 

Hypotheses 

There is very limited research between authentic leadership and organizational 
identification(Kurt, 2015). The model of authentic leadership suggests that 
organizational identification is a fundamental mechanism through which authentic 
leaders enhance the commitment, self-efficacy, and performance of the followers. 
(Edú Valsania et al., 2016). The style of authentic leadership has the power to motivate 
their employee or followers and organization, with the help of self-awareness and 
internalization of morals they help their employees to find importance and link at 
work(Kurt, 2015). Consequently, through authentic leadership style, the organizational 
identification is estimated to be developed in the behavior of employees(Kurt, 2015). 
Truthfulness and morality play a vital role in the organization because it creates 
employee bond towards the organization as well as and employee may internalize the 
values. The behavior of authentic leadership helps to increase the level of organization 
identification. Characteristics of a leader such as integrity and openness, the traits of 
authentic leadership, are positively related with employee’s organizational 
identification(De Cremer et al., 2008; Edú Valsania et al., 2016; Sluss & Ashforth, 
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2008). 

H1: The authentic leadership style positively impacts organizational identification. 

The style of leadership is the method of social influence, in which an individual 
influences another person or followers by giving the proper instruction on what needs 
to be done as well as providing appropriate resources and motivation to achieve the 
goals(Babcock-Roberson et al., 2010). There are many definitions of leadership style, 
but the common matter of leadership style is to lead a group towards a goal. 
Consequently, the definition of leadership is the relationship between the followers and 
the group, that relationship is built for the same goals in which the group follows their 
leader’s instruction (Keskes, 2014).Leaders can motivate their follower’s behavior with 
the help of different techniques or strategies for managing their employees and 
followers (Keskes, 2014).There are different concepts of charismatic leadership, this 
style is focusing on the employee attachment to their leader emotionally, the followers 
or employees have an emotional and motivational feeling; the employee identification 
is attached to the mission which is directed by the leaders; employee’s self-respect, 
belief, and confidence in the leaders; values of employee which is important for the 
employee and followers. 

It is suggested that charismatic leadership can convert employees’ self-identity as well 
as make an effort to relate the identity of employees to the collective identity of the 
organization. Additionally, leaders can establish the motivation level among the group 
which includes collective identification through creating symbolic activities, which 
helps to increase the employee’s self-confidence and therefore directly affects 
organizational identification. Charismatic leaders transform employee self-concept 
along with the style of leaders to form personal and social identification between 
employees with the organization’s mission and goals and increase the feeling of 
connection, commitment, performance, and effectiveness of the employee (Epitropaki, 
2013). 

H2: charismatic leadership is positively associated with organizational identification. 

The concept of empowerment has been suggested as an additional mechanism 
because it helps authentic leadership to motivate their employees(George, 2003; Ilies 
et al., 2005; Walumbwa et al., 2010). Authentic leadership is connected to 
psychological empowerment. (Shapira-Lishchinsky & Tsemach, 2014; Weichun Zhu 
et al., 2004), they treat their employees with respect as opposed to treating them as a 
means to an end (Shapira-Lishchinsky & Tsemach, 2014). Consequently, the 
employee probably experiences a more sense of importance at work, which is one of 
the central components of psychological empowerment (Bandura, 1987; May et al., 
2004; Shapira-Lishchinsky & Tsemach, 2014). 

When leaders give priority to an employee in decision making as well as in sharing 
clear information, this impacts an employee’s responsibility because they are taking 
more responsibility and experience self-determination, impact, and meaningfulness in 
their organization’s work (Conger & Kanungo, 1988; Kenneth W Thomas & Velthouse, 
1990; Walumbwa et al., 2010). Furthermore, when the organization provides the 
greater responsibility to their employee, the employee contributes to the organization's 
decision-making process, gives opportunities for freedom, and through this employees 
easily accept the goals, and they observe them as their own goals(Prati & Zani, 2013). 
The same goals increase the degree to which employees describe themselves by the 
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same characteristics of affection to the organization, additionally, it helps them to be 
with organizational identification. It has been theorized that emotions of empowerment 
could increase an individual’s identification with his or her organization (Ertürk, 2010; 
Kahaleh & Gaither, 2007; Prati & Zani, 2013). 

H3: Psychological empowerment mediates the association between authentic 
leadership and organizational identification. 

Charismatic leaders are those who are capable to know how to share a purpose with 
their followers, describe the organization’s future vision to their subordinates, convey 
performance expectations to employees and drive their will power and demonstrate 
them for the success of the goals of the organization (Liu, Z. A., & Chen, 2009; Yang 
& Zhu, 2016). Along with that, this kind of leader can express, evaluate and adjust 
their self and followers’ feeling. Through this leadership style, a leader can control 
employees’ emotions and lead their team’s actions toward their own beliefs and 
perception. When the actions, thoughts, and feelings of an employee change toward 
the way which is created by the organization, this creates the internal emotional 
perception of the employees and meets the overall organization's ideology. Through 
this, the organization gets a positive outcome because the employees can easily 
understand their tasks and work (Yang & Zhu, 2016). Consequently, this effect the 
employee’ belonging or perception of oneness with the organization, and the 
psychological empowerment of the employees get better, which motivates the 
employee to deliver customer service with high quality. The psychological 
empowerment concept depends on how the individual in the organization understands 
tasks and recognizes the objective of the organization. In this era, the environment of 
the market is highly competitive; leadership can accomplish competitive advantage 
and diversity of employees(Danby, 2007; Yang & Zhu, 2016). In an organization where 
employees strongly identify their work and have the authority to contribute their 
abilities in determining their tasks, they establish greater loyalty towards the 
organization and the employees have more psychological empowerment(Yang & Zhu, 
2016). The employees who have no feeling of empowerment perceive themselves as 
meaningless in their work and the employee adopts different styles in the tasks(K. W. 
Thomas & Velthouse, 1990; Yang & Zhu, 2016). 

H4: Psychological empowerment mediates the association between charismatic 
leadership and organizational identification. 

MODEL 

 

 

 

 

 

 

 

 

Authentic leadership 

Organizational 
identification  

Psychological 
empowerment  

Charismatic leadership  
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Method 

The study is empirical and based on positivist underpinnings. Quantitative approach 
is adopted, and data was collected with a survey method. The instruments of data 
collection were adopted from literature to ensure their validity. The data was primarily 
diagnosed with reliability and validity tests, and then with bootstrapping the 
hypotheses were tested to infer the results. These statistical tests were performed by 
using the structural equation modeling technique.  

The data was collected from managerial level employees of banking industry in 
Pakistan. Initially, around 360 questionnaires were distributed. To avoid common 
method bias, the questionnaires were distributed in two parts with the time difference 
ofthe same participants. After discarding the incomplete and wrongly filled data, 325 
questionnaires were finalized as a sample size to perform the analysis. 

Result 

Table 1. Construct Reliability and Validity 

Constructs Cronbach-
Alpha 

Composite 
Reliability 

Average Variance 
Extracted 

Authentic leadership 0.744 0.815 0.36 
Charismatic leadership 

0.905 0.918 0.372 
Psychological 
empowerment 0.838 0.885 0.607 
Organizational 
identification 0.789 0.864 0.613 

 

Our first step of this research is to examine the values of Cronbach-alpha, composite 
reliability, and average variance extracted (AVE). We discovered the composite 
reliability of all the constructs above 0.7 value, which showed the high-level internal 
consistency reliability of all the four constructs. As well as, the value of Cronbach-
alpha is also higher than the 0.7.  

 

Furthermore, we calculated the HTMT index, the value of HTMT must be lower than 
0.8. As we see in table 2, all the values are lesser than 0.8.  

Table 2. Hetrotrail-Monotrait Ratio of Correlations (HTMT) 

Construct Authentic  
Leadership  

charismatic 
Leadership 

Organizational 
identification 

Psychological  
Empowerment  

 

AL     
 

CL 0.746    
 

OI 0.704 0.757   
 

PE 0.53 0.635 0.74  
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Table 3. Cross Loading 

 AL CL OI PE  

AL1 0.718 0.457 0.432 0.332  
AL2 0.71 0.448 0.417 0.26  
AL3 0.631 0.322 0.303 0.215  
AL4 0.537 0.357 0.253 0.205  
AL5 0.478 0.29 0.217 0.073  
AL6 0.53 0.305 0.335 0.283  
AL7 0.523 0.32 0.332 0.267  
AL8 0.625 0.443 0.379 0.319  
CL1 0.443 0.653 0.458 0.388  
CL10 0.437 0.724 0.464 0.443  
CL11 0.421 0.693 0.46 0.427  
CL12 0.395 0.565 0.399 0.31  
CL13 0.397 0.621 0.43 0.386  
CL14 0.364 0.579 0.377 0.304  
CL15 0.404 0.63 0.376 0.269  
CL16 0.379 0.607 0.449 0.375  
CL17 0.407 0.659 0.432 0.325  
CL18 0.349 0.582 0.418 0.308  
CL19 0.233 0.549 0.298 0.244  
CL2 0.431 0.569 0.377 0.295  
CL3 0.415 0.642 0.422 0.322  
CL4 0.373 0.623 0.437 0.403  
CL5 0.4 0.674 0.456 0.364  
CL6 0.326 0.597 0.368 0.381  
CL7 0.292 0.492 0.305 0.18  
CL8 0.322 0.506 0.37 0.229  
CL9 0.379 0.565 0.339 0.271  
OI1 0.472 0.572 0.8 0.495  
OI2 0.437 0.508 0.792 0.45  
OI3 0.473 0.551 0.793 0.433  
OI4 0.426 0.507 0.769 0.487  
OI5 0.426 0.45 0.741 0.483  
PE1 0.388 0.475 0.508 0.801  
PE2 0.296 0.427 0.45 0.806  
PE3 0.31 0.403 0.465 0.779  
PE4 0.344 0.409 0.46 0.744  

 

Table 3 depicts the discriminant validity of each indicator of the constructs, and the 
results show that all the indicators are discriminantly valid, as they have a higher score 
on their construct as compared to their score in other constructs. 

 

 

 

 



Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/ 
Journal of Tianjin University Science and Technology 
ISSN (Online): 0493-2137 
E-Publication: Online Open Access 
Vol:55 Issue:06:2022 
DOI10.17605/OSF.IO/67CA2 
 
 
 

June 2022 | 253 

 

 

Table 4. Results of Structural Model in the Absence of Mediator 

Path Path Coefficient p-Value Inference 

H1. AL -> OI 0.216 0.00 Supported 

H2. CL -> OI 0.36 0.00 Supported 

    

 

H1 & H2 On the check of the path coefficients ‘importance and relevance (without 
mediating model). The results revealed that the direct impacts of authentic and 
charismatic leadership on organizational identification are significant. The path 
coefficient and P values are presented in table 4.  

 

Hypotheses testing revealed that there is an impact of authentic leadership on 
organizational identification, as depicted in table 5, which shows that the path value of 
0.26 is significant as suggested by its p-value. Similarly, table 5, also shows that there 
is an impact of charismatic leadership on organizational identification with relatively 
greater path value. 

 

Table 6. Results of the mediating effect of psychological empowerment 

Path Path Coefficient p-Value Inference 

H5. AL -> PE -> OI 0.045 0.00 Supported 

H6. CL -> PE -> OI 0.144 0.00 Supported 

    

 

Table 6 shows that psychological empowerment mediates the relations of authentic 
leadership and charismatic leadership with organizational identification. However, the 
path coefficient values and direct effects suggest that there is partial mediation of 
psychological empowerment.  

5. DISCUSSION 

The style or role of authentic leadership takes together the positive characteristics of 
the leader and greatly established an organizational framework. This research argues 
that authentic leadership has a significant part in accomplishing better and long-term 

 

Table 5. Results of Structural Model in the Presence of Mediator 

Path Path Coefficient p-Value Inference 

H3. AL -> OI 0.26 0 Supported 

H4. CL -> OI 0.504 0 Supported 
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results and encouraging organizational identity. As we have studied the influence of 
authentic leadership (independent variable), we found that there is a significant 
influence of authentic leadership on organizational identification whereas, there is no 
significant influence found on authentic leadership in context with the target 
population. These outcomes show that H1 is accurate and partially supported by the 
prior research which expresses that the authentic leadership style is positively 
influenced by organizational identification. (Edú Valsania et al., 2016)A characteristic 
of authentic leadership builds up supporters’ organizational identification. (&& Molero, 
2014) According to one more prior research, authentic leaders assist employees in 
discovering meaning in their organization with the help of better self-awareness and 
initialization of values; consequently, the employee’s identification with the 
organization can be anticipated to be higher with the style of authentic leaders (Kurt, 
2015). Some other article also says that authentic leadership is positively associated 
with organizational citizenship behavior. It means that the behavior of an authentic 
leader supports an open and fair work environment, and this is encouraging followers 
to be more willing to involve in behaviors that help the organization (Walumbwa et al., 
2010). However, in the same article, the influence of authentic leadership on work 
engagement is determined which is relevant to our studies (Walumbwa et al., 2010). 
Authentic leaders are more conscious of the values that drive their decisions, through 
which they describe these values correctly and then align their activities and 
commands. Authentic leaders describe these values openly and express regret to their 
followers when their actions do not match these adopted values. This two behavior of 
the leader enhances follower perception of the leader's behavioral integrity.  (Leroy et 
al., 2012). 

The qualities of leadership have been related to numerous factors such as 
improvement-oriented, the innovation of the organization, followers’ creativity, and 
social change. However, only several studies occur on charismatic leadership and its 
relations to organizational identification. The result of this research indicates that all 
the charismatic leadership behaviors that were involved in the analysis influence 
organization identification. This research indicates that guiding employee toward goals 
help to increase the self-confidence of that employee, which lead to organizational 
identification. Some earlier research conducted previously supports this result and 
explains that adopting the style of charismatic leadership leads to commitment, 
performance, and effectiveness of the employee. One research states that charismatic 
leadership is positively associated with identification because leadership is a process 
strictly connected to group membership and procedures. Charismatic leaderscan 
change the behavior of their followers by making the importance of their identities and 
values (Anyi Chung I-Heng Chen Amber Yun-Ping Lee Hsien Chun Chen Yingtzu Lin, 
2011). The behavior of charismatic leaders develops the quality of collective identities 
in the self-concept of employees, which, consequently, would expand the probability 
that subordinates may take part in helpful practices toward the organization's mission 
and objectives instead of individual aims (Cicero & Pierro, 2007).  However, some 
other studies say that charismatic leaders can develop a strong ethical environment 
by giving appreciation to ethical performance and punishing and preventing unethical 
performance (Zehir et al., 2014). Charismatic leader behaviors, transform the follower’ 
values and priorities and encourage them to accomplish the goals beyond their 
expectations (Cicero & Pierro, 2007). When employees or subordinates understand 
charismatic leadership in the form of admirable standards and morals and motivational 
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messages, their expectations about the leader’s capability to adopt or practice 
innovation will increase (Neufeld et al., 2007). The actions and behavior of charismatic 
leaders, strengthen followers to achieve goals and objectives, and these motivated the 
subordinates to engage in innovative behaviors (Paulsen et al., 2009).  Nevertheless, 
there is some other research that says that the style of charismatic leadership can 
create a negative effect whether on the individual or the organization. (Muhaemin Latif, 
2016) Thus the previous researches on the style of charismatic leadership summarize 
that it has a positive impact on organizational identification.  

In the organization that the workers feel that they are the part of the group by adopting 
the values of the organization, feeling the pride to be a part of that organization, and 
observing a connection between the organization’s image and themselves through 
authentic leadership; they would show a more positive attitude toward their employing 
organization in terms of influence, convictions and performance. According to the 
research result, there is a positive mediating role of psychological empowerment on 
authentic leadership and organizational identification. This result appliesto the 
previous research which says that when the perception of authentic leadership 
increases, psychological empowerment increases as well and this prompts higher 
organizational citizenship behavior and lower rates of non-appearance, delay, and 
expectation to leave. (Shapira-Lishchinsky & Tsemach, 2014). The style of authentic 
leadership has defined such leaders as having supporters who progressively identify 
with, along with that who feel more psychologically empowered to take on better 
proprietorship for their work. (Walumbwa et al., 2010) Through psychological 
empowerment, the style of authentic leadership influences employee proactive 
behavior. (J. Zhang et al., 2018) At the point when an employee has a psychological 
safety as a result of their trust of leaders who are with high adequate capacity and 
trustworthiness, they will involve progressively interpersonal risks to convey notice to 
leaders of the bad behaviors and offenses in an organization (S. min Liu et al., 2015). 
Authentic leadership can be anticipated with less cynicism, which thus could foresee 
increased organizational identification (Kurt, 2015).  

The significant contribution of this study is that we have tested and proposed a 
hypothetical model that adopts three sets of the hypothetical framework, including 
charismatic leadership theory, organizational identification theory, and psychological 
empowerment theory. However, in this research, we demonstrated how the style of 
charismatic leadership is linked with organizational identification. Consequently, we 
conclude that to deal with employee organizational identification, the leader needs to 
encourage employees’ psychological empowerment. This result is related to prior 
studies which describe that the behavior of charismatic leadership indirectly affects 
leadership effectiveness through the mediating effect of psychological empowerment. 
(Yang & Zhu, 2016)The dimensions of members’ work-group identification mediate the 
link between the style of charismatic leadership and such outcomes (Cicero & Pierro, 
2007). There is a link between the style of charismatic leadership and positive results 
such as organizational citizenship behavior along with the mediating effect of ethical 
climate in that relationship. (Zehir et al., 2014).  

RESEARCH IMPLICATIONS 

The research was conducted to discover the influence of leadership styles on 
organizational identification with the mediating role of psychological empowerment. 
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Through psychological empowerment, the leaders may have a more impact on the 
level of organizational identification among their employees. Through this study, we 
determined that clarification of goals and clear requirements of responsibilities may 
promote the feeling of empowerment amongst followers and consequently, enhanced 
organizational identification. Understanding the need of their followers, creating a 
healthy work environment, and taking part in confidence-building practices can also 
contribute to feelings of empowerment, which, thus, may prompt a larger amount of 
organizational identification among employees. Through these studies, we contributed 
to new learning in the style of leadership related to Pakistan, particularly in Karachi 
reference, since they are intended, an interest group.  

This research would be beneficial and implacable in two ways, such as theatrically and 
practically. There are several theoretical implications of this study; it might be 
beneficial for professors and students, who are related to business and leadership 
fields directly or indirectly. They could get an idea approximately how an enterprise 
and its leaders affect and toughen their work and how they make them higher of their 
overall performance, commitment, and talents. The style of leaders plays a vital role 
in building this sense of collaboration. Participation is affected by the leader’s 
consolation of in-group relations and their help of a feeling of belonging to the group 
or team.(De Cremer & Van Knippenberg, 2002; De Cremer & Van Vugt, 2002; Paulsen 
et al., 2009). This study is also beneficial for academic purposes; they use this new 
knowledge about the leader’s style in their profession as an employee or a 
businessman/woman. In their academic purpose, they will get to know how to manage 
our self, a way to alter in surroundings and increase their dedication or association 
and find out about leadership based total on morals and its effect.  

This research is also beneficial for the corporation because this research is directly 
linked to it. Avolio and Luthans (2006) Describe the procedure of authentic leaders, 
that draws upon a leader’s life course, capital of psychologically, increasingly point of 
view and very created a supporting organizational atmosphere to deliver more 
prominent self-directed positive practices and self-awareness, which thusly 
encourages persistent, positive self-advancement bringing about veritable, continued 
execution (Joo & Jo, 2017). However, they reasoned that associations could build up 
the best condition to enhance authentic and charismatic leadership to improve 
workers’ empowerment and additional job execution. Several studies show the 
importance of leadership style because they motivate their employee toward the 
organization's mission and objectives and create a healthy environment inthe 
workplace, this will impact employee performance and decrease employee turnover 
ratio as well as employee considers them as part of a team. Likewise, the studies 
indicate that adopting the style of authentic leadership will decrease the nurse’s intent 
to leave as well as these practices make efforts to improve the work environment. (Lee 
et al., 2019). The behavior of charismatic leadership shapes the follower’s emotions 
and encourages employees’ motivation and creativity (Yang & Zhu, 2016). Such an 
environment could be created by offering appropriate coaching, training, or mentoring 
to develop a leadership style. Therefore, as charismatic and authentic leadership 
ended up being a significant contextual factor.  

CONCLUSION 

This research is conducted on workers working in banking industry, and it is 
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determined that there are positive and significant relationships between the 
independent variables of charismatic and authentic leadership and the dependent 
variable of organizational identification and the mediating role of psychological 
empowerment. This study suggests that the style of leaders strongly interconnects 
with their followers. The result of this study also indicates or shows that the behavior 
of leaders ensures the emotional commitment of the followers and affects performance 
significantly in a positive way. Some researches show that the style of leadership has 
a positive relationship with organizational performance. The psychological connection 
between the employee and the organization. Consequently, decrease the employee 
intention to leave the organization and they work for the organization's goals and 
objectives with more dedication. Moreover, organizational identity is greatly linked to 
the employees staying in the team. The leadership in the organization plays a 
significant role in accomplishing this. In our research, it is stated that the style of 
leadership has a positive relationship with organizational identification. 

RECOMMENDATION 

In this modern era, the organization must concentrate on the style of leadership for a 
better working environment and motivates or influences their employee toward the 
organization's objectives and mission. So it is recommended that there is an 
opportunity that future researchers should discover the other style of leadership on 
employee identification.  
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