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ABSTRACT
Aim/Purpose This study investigates the relationship between authentic leadership practices
(ALP) and innovative work behavior among faculty members in private univer-
sities in Lahore, Pakistan. The research addresses the problem of limited inno-
vation within academic institutions, which is often attributed to insufficient
leadership engagement and empowerment mechanisms.
Background Innovation is a critical driver of academic excellence; yet many private universi-

ties in Pakistan struggle to foster innovative work environments. This paper ex-
plores how authentic leadership contributes to the enhancement of innovative
behaviors among academic staff.
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Influence of Authentic Leadership Practices on Innovative Work Behavior

Methodology The study employed a quantitative research design using data collected from
490 faculty members across 16 private universities in Lahore. Partial Least
Squares Structural Equation Modeling (PLS-SEM) was used to analyze the rela-
tionships among the four dimensions of authentic leadership (self-awareness,
internalized moral perspective, balanced processing, and relational transpar-
ency), psychological empowerment, and innovative work behavior.

Contribution This research contributes to the body of knowledge by empirically validating the
role of authentic leadership in promoting innovation through psychological em-
powerment in a South Asian academic context. It underscores the mediating
role of psychological empowerment in linking leadership practices to innovative
outcomes.

Findings All four dimensions of authentic leadership were found to have a positive and
significant correlation with innovative work behavior. Moreover, psychological
empowerment partially mediated these relationships, demonstrating its critical
role in facilitating innovation through leadership.

Recommendations ~ University administrators and educational leaders are encouraged to cultivate

for Practitioners authentic leadership qualities among academic heads and promote psychologi-
cally empowering environments to stimulate innovation within their institu-
tions.

Recommendations  Future studies may explore the longitudinal effects of authentic leadership on

for Researchers innovation and extend this framework to public universities or other regions for
broader generalizability. Qualitative studies may also provide deeper insights
into the lived experiences of faculty members.

Impact on Society ~ Fostering authentic leadership in higher education can contribute to enhanced
academic innovation, better educational outcomes, and ultimately support soci-
etal advancement through the development of creative and empowered schol-
ars.

Future Research Further research is needed to examine contextual factors such as organizational
culture, digital readiness, or policy frameworks that may moderate the effects of
leadership on innovation in educational settings.

Keywords authentic leadership, innovative work behavior, psychological empowerment,
private universities, higher education, Pakistan

INFORMATION

In the contemporary, rapidly transforming educational environment, private universities are subjected
to escalating demands to cultivate innovation to sustain their competitive edge and uphold academic
distinction (Avolio & Gardner, 2005). The manifestation of innovative work behavior IWB) among
personnel is paramount for effectively responding to technological progress, refining pedagogical
strategies, and promoting institutional advancement (Janssen, 2000). Nevertheless, the degree to
which academic personnel participate in innovative work behavior is predominantly influenced by
leadership strategies that stimulate creativity and foster intrinsic motivation (Janssen, 2000).

Authentic leadership, delineated by self-awareness, an internalized moral framework, balanced pro-
cessing, and relational transparency, has surfaced as a pivotal predictor of favorable organizational
outcomes (Walumbwa et al., 2008). Leaders who manifest authenticity foster an atmosphere of trust
and transparency, thereby establishing a milieu in which employees are motivated to exercise initia-
tive (Gardner et al.,, 2011). Notwithstanding its increasing acknowledgment, there exists a paucity of
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research investigating the impact of authentic leadership on IWB within higher education institutions,

particularly in private universities where bureaucratic constraints may impede innovation (Bass &
Riggio, 2000).

Psychological empowerment (PE) is a cognitive construct that embodies meaning, competence, self-
determination, and impact. It has been recognized as a significant mediator between leadership and
innovative behaviors (Spreitzer, 1995). When employees perceive themselves as psychologically em-
powered, they are considerably more inclined to demonstrate proactive and creative work behaviors
(Zhang & Bartol, 2010). Although previous research has investigated the effects of authentic leader-
ship on performance and job satisfaction, the mediating function of PE in the relationship between
authentic leadership and IWB has yet to receive a comprehensive examination within academic dis-
course (Luthans & Avolio, 2003).

The domain of higher education, with a particular emphasis on private universities, functions within
an ever-evolving context where academic personnel are anticipated to engage in research endeavors,
curriculum enhancement, and institutional advancement (Altbach et al., 2010). Nevertheless, in the
absence of conducive leadership, staff members may experience a deficiency in the motivation neces-
sary to take part in innovative pursuits (Amabile & Pratt, 2016). Authentic leaders, through the pro-
motion of transparency and ethical discernment, have the potential to augment employees’ percep-
tion of empowerment, thus catalyzing innovative work behavior (Laschinger et al., 2015). This re-
search aims to address this deficiency by exploring the impact of authentic leadership practices on
innovative work behavior via the intermediary process of psychological empowerment.

The extant body of research concerning authentic leadership has predominantly concentrated on the
corporate and healthcare domains, thus creating a significant gap in the exploration of educational
environments (A. Rego et al., 2012). Furthermore, although the phenomenon of innovation is exten-
sively investigated within business enterprises, its precursors in academic settings, especially in devel-
oping nations, necessitate additional scrutiny (Damanpour & Schneider, 20006). Private higher educa-
tion institutions, frequently limited by resource constraints, must employ leadership methodologies
that optimize employee capabilities without the provision of substantial financial incentives (Mum-
ford et al., 2002). This research endeavor makes a meaningful contribution by empirically evaluating
the relationship between authentic leadership and IWB, while also integrating PE as a mediating vari-
able, thereby providing pragmatic insights for leaders in academia.

The current investigation holds considerable importance for both theoretical frameworks and practi-
cal applications. From a theoretical perspective, it broadens the authentic leadership paradigm by in-
corporating PE as a psychological mechanism that propels IWB (Shin & Zhou, 2003). From a practi-
cal standpoint, it provides university administrators with empirically grounded strategies for fostering
innovation through authentic leadership and empowerment initiatives. By addressing these critical
dimensions, this research aspires to enhance organizational efficacy and faculty engagement within

private universities, thereby contributing to the sustained academic advancement of these institutions
(Jun et al., 2025).

Faculty members serve as crucial substances for reform within universities, as they significantly influ-
ence educational quality, research innovation, and institutional transformation through their IWB,
which includes the processes of idea generation, promotion, and implementation (Janssen, 2000).
Through the development of contemporary curricula, the adoption of active learning methodologies,
and the production of impactful research, they markedly enhance student engagement and societal
relevance (Janssen, 2000). Furthermore, their participation in governance and advocacy for digital
transformation ensures a congruence with academic values, while the integration of technology (e.g.,
artificial intelligence, online learning) optimizes educational delivery. Nevertheless, obstacles such as
resistance to change and bureaucratic impediments must be navigated through strategies involving
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professional development, incentive structures, and partnerships with industry (Elfert, 2017). Ult-
mately, the promotion of faculty IWB is imperative for the maintenance of academic excellence and
global competitiveness within the realm of higher education.

ESTABLISHING THE THEORETICAL PERSPECTIVE AND HYPOTHESIS
DEVELOPMENT
Authentic leadership practices

Authentic leadership has emerged as a salient theoretical paradigm within the domain of leadership
studies, underpinned by the significance of self-awareness, relational transparency, balanced pro-
cessing, and an internalized moral perspective (Walumbwa et al., 2008). The theoretical framework
posits that authentic leaders possess a profound awareness of their core values and beliefs, consist-
ently enact behaviors aligned with those values, and are dedicated to cultivating open and forthright
relationships with their followers. Such leaders facilitate a milieu characterized by trust and psycho-
logical safety, thereby fostering favorable organizational outcomes, including heightened engagement,
creativity, and performance (Gardner et al., 2011). In recent years, the concept of authentic leader-
ship has gained relevance within academic institutions, where leadership integrity and relational trans-
parency can significantly impact faculty development, student achievement, and institutional innova-
tion (Saleem et al., 2023).

The theoretical underpinnings of authentic leadership practices are fundamentally anchored in the
paradigms of positive organizational behavior and transformational leadership theories; nonetheless,
they distinctly highlight the importance of authenticity and ethical conduct, as opposed to charisma
or transactional influence (Datta, 2015). The theory of authentic leadership posits that leaders who
remain true to their intrinsic selves motivate their followers to cultivate their own authenticity,
thereby fostering increased trust, commitment, and psychological empowerment among team mem-
bers. This theoretical framework provides a comprehensive lens through which to understand how
authentic leadership can foster organizational citizenship behaviors, stimulate innovation, and pro-
mote employee well-being. The focus on ethical considerations and balanced decision-making re-
mains relevant in the context of higher education, where leaders must navigate intricate ethical dilem-
mas and accommodate diverse stakeholder expectations (Iszatt-White & Kempster, 2019).

Based on the theoretical framework delineated, several hypotheses can be articulated concerning the
impact of authentic leadership practices. First, it can be posited that authentic leadership exhibits a
positive correlation with the psychological empowerment of employees. Leaders who demonstrate
transparency, possess a strong moral foundation, and exhibit an acute awareness of the needs of their
followers cultivate a supportive atmosphere that facilitates followers’ feelings of competence and au-
tonomy (Kelly, 2023). Second, it is anticipated that authentic leadership will exert a favorable influ-
ence on the innovative work behaviors of followers. By fostering an environment of openness and
encouraging risk-taking devoid of fear of failure, authentic leaders establish conditions that are con-
ducive to creative problem-solving and the sharing of knowledge. Finally, it is posited that authentic
leadership is significantly linked to heightened employee engagement, as employees who perceive
their leaders as authentic are more inclined to exhibit emotional investment and commitment to their
organizational roles (Hwang et al., 2023).

Authentic leadership theory provides a significant framework for analyzing leadership methodologies
within modern organizations, particularly in academic settings where ethical leadership and interper-
sonal trust are of utmost importance. Subsequent empirical research endeavors ought to persist in
validating these propositions, employing rigorous quantitative and qualitative approaches to investi-
gate the impact of authentic leadership on a diverse array of employee outcomes. Furthermore, longi-
tudinal studies could enhance comprehension by scrutinizing the progression of authentic leadership
behaviors over time and their role in fostering sustainable organizational growth. By anchoring lead-
ership strategies in authenticity, organizations are positioned to cultivate more inclusive, resilient, and
high-performing organizational cultures.
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Innovative work behavior

Innovative work behavior IWB) has garnered considerable scholarly attention within the field of or-
ganizational studies as a pivotal catalyst for achieving competitive advantage, enhancing adaptability,
and driving organizational growth. This construct broadly encompasses the deliberate development,
introduction, and implementation of novel ideas, processes, or products within a specific work role,
team, or organizational context (Janssen, 2000). IWB is acknowledged as a multifaceted process that
comprises the stages of idea generation, idea promotion, and idea realization. The theoretical founda-
tions of IWB are rooted in creativity and innovation theories, which assert that employees are not
merely passive recipients of transformation but rather proactive initiators of innovative solutions that
enhance organizational efficacy (Anderson et al., 2014). As organizations increasingly confront dy-
namic and complex environments, cultivating employees’ innovative behaviors has become impera-
tive for maintaining performance and relevance.

The theoretical framework of innovative work behavior is closely linked to social cognitive theory
(Uppathampracha & Liu, 2022), which emphasizes the dynamic interplay among personal, behav-
ioral, and environmental factors in shaping human conduct. Within this framework, employees’ pet-
ceptions of autonomy, supportive structures, and self-efficacy are posited to exert a significant im-
pact on their propensity to participate in innovative endeavors. Furthermore, theoretical construc-
tions, such as the Componential Theory of Creativity (Amabile, 2012), contend that intrinsic motiva-
tion, expertise pertinent to the domain, and processes relevant to creativity are essential elements that
propel innovative behavior. In the realm of organizations, leadership styles, psychological empower-
ment, organizational climate, and individual attitudes toward change are hypothesized to exert a con-
siderable influence on the degree to which employees engage in IWB (Messmann & Mulder, 2012).
Therefore, the evolution of IWB is conceived as both an individual and contextual phenomenon.

Grounded in the theoretical frameworks previously articulated, a series of hypotheses can be formu-
lated concerning innovative work behavior. First, it can be posited that psychological empowerment
exerts a positive influence on innovative work behavior. Individuals who experience a sense of au-
tonomy, significance, competence, and impact are more inclined to proactively engage in the genera-
tion and implementation of original ideas (Spreitzer, 1995). In addition, it is hypothesized that leader-
ship style, specifically transformational and authentic leadership, establishes a substantial positive cor-
relation with innovative work behavior, as such supportive leaders foster an environment conducive
to risk-taking, idea dissemination, and experimentation (Pieterse et al., 2010). Furthermore, organiza-
tional factors such as a climate conducive to innovation are also hypothesized to bolster innovative
work behavior by providing the essential resources, support, and psychological safety that employees
need to articulate novel ideas without fear of adverse consequences.

Moreover, individual determinants such as proactive personality traits and learning orientation may
serve as significant predictors of IWB. It can be posited that employees exhibiting a proactive per-
sonality are predisposed to engage in innovative actions due to their intrinsic motivation to effectuate
meaningful transformations (Kiazad et al., 2014). Likewise, individuals possessing a robust learning
orientation demonstrate a heightened willingness to experiment with novel methodologies and refine
existing processes, thereby facilitating the emergence of innovative results. These propositions imply
a dynamic interplay between individual characteristics and organizational elements in influencing in-
novative work behavior. Consequently, comprehending and fostering these determinants can sub-
stantially enhance the promotion of innovation within organizational contexts.

Formulating a theoretical framework regarding IWB yields a thorough comprehension of the precur-
sors and mechanisms that drive employee innovation. Subsequent investigations should consider the
adoption of integrative models that encompass both individual-level and organizational-level deter-
minants to capture the complex nature of innovative behavior. Empirical research aimed at validating
these hypotheses can provide significant insights into the methodologies through which organiza-
tions can cultivate environments that not only sustain but actively promote innovative work behavior
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among their workforces. Considering the prevailing exigencies for organizational agility and resili-
ence, the cultivation of IWB has transcended being merely an option and has emerged as a strategic
imperative essential for sustainable achievement.

PSYCHOLOGICAL EMPOWERMENT

Psychological empowerment has garnered substantial theoretical and empirical scrutiny as a pivotal
construct in elucidating how individuals perceive autonomy, purpose, competence, and influence
within their occupational roles. As articulated by Spreitzer (1995), psychological empowerment con-
stitutes a motivational construct that is expressed through four dimensions: meaning, competence,
self-determination, and impact. Collectively, these dimensions epitomize an engaged otientation to-
ward one’s occupational role, thereby facilitating individuals’ experience of enhanced intrinsic moti-
vation and commitment. In the domain of organizational research, psychological empowerment has
been extensively acknowledged not only because of supportive leadership and organizational prac-
tices but also as a mediating mechanism that elucidates the way such factors affect employee attitudes

and behaviors (Seibert et al., 2011).

The conceptual basis for perceiving psychological empowerment as a mediating variable is anchored
in Cognitive Evaluation Theory and Social Exchange Theory. Cognitive Evaluation Theory posits
that individuals experience intrinsic motivation when they regard their actions as self-determined and
proficient (Deci & Ryan, 1985). Concurrently, Social Exchange Theory (Ambad & Bahron, 2012) as-
serts that when leaders extend support, equity, and acknowledgment, employees develop a sense of
obligation to reciprocate through proactive behaviors. In this context, psychological empowerment
serves as the cognitive and motivational conduit through which supportive leadership styles, such as
transformational or authentic leadership, are translated into employee outcomes, including innovative
work behavior, organizational commitment, and job satisfaction (Zhang & Bartol, 2010).

It is posited that psychological empowerment serves as a mediating variable in the association be-
tween leadership and favorable employee outcomes. For example, when leaders practice authentic
leadership, characterized by traits such as transparency, ethical integrity, and equitable decision-mak-
ing, they cultivate a workplace atmosphere in which employees perceive themselves as trustworthy
and competent. This sense of empowerment augments their propensity to participate in innovative
work behaviors (Almulhim, 2020). Consequently, H1: There exists a positive correlation between au-
thentic leadership and psychological empowerment; H2: There exists a positive correlation between
psychological empowerment and innovative work behavior. The mediation hypothesis can thus be
articulated as H3: Psychological empowerment functions as a mediator in the relationship between
authentic leadership and innovative work behavior. This conceptual framework has received empiri-
cal support across diverse cultural and organizational settings, underscoring the pervasive significance
of empowerment as a motivational construct.

Furthermore, the mediating function of psychological empowerment has been investigated beyond
the confines of leadership, extending to domains such as organizational culture, human resource
management practices, and job design. Empirical evidence indicates that when organizations foster
opportunities for learning, encourage participative decision-making, and implement recognition sys-
tems, employees experience enhanced feelings of empowerment and, as a result, are more inclined to
demonstrate proactive behaviors (Kim et al., 2018). This finding suggests that empowerment extends
beyond being a mere individual characteristic; rather, it represents a dynamic state shaped by environ-
mental influences, thereby serving as a multifaceted mediator in elucidating the ways in which con-
textual factors impact employee innovation, engagement, and overall well-being.

Psychological empowerment functioning as a mediator provides a significant perspective for under-
standing the complex psychological mechanisms that link external leadership or organizational deter-
minants to employee behavior. This conceptual model not only enhances theoretical precision but
also informs practical strategies aimed at promoting innovation, resilience, and overall organizational
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performance. Subsequent empirical investigations should persist in refining this framework by evalu-
ating it within longitudinal and multi-level studies to gain a deeper understanding of the temporal and
structural dynamics of empowerment across varied workplace environments. The following hypothe-
sis are formulated and examined in this study:

H1: Innovative work behavior is linked with the dimension of authentic leadership practices.
H1la: Self-awareness is associated with innovative work behavior.

H1b: An internalized moral perspective is associated with innovative work behavior.

Hic: Balance processing is associated with innovative work behavior.

H1d: Relational transparency is associated with innovative work behavior.

Authentic leadership has emerged as a crucial leadership framework that cultivates trust, ethical be-
havior, and the development of followers (Walumbwa et al., 2008). This paradigm is deeply rooted in
the principles of positive psychology and emphasizes the significance of leaders’ self-awareness, ad-
herence to internal moral principles, transparency, and the ability to process information in a bal-
anced manner. Innovative work behavior, which is delineated as the deliberate conception, introduc-
tion, and implementation of novel ideas within a specific role or organizational context (Janssen,
2000), necessitates an environment characterized by trust, openness, and support elements that au-
thentic leaders typically foster.

Authentic leadership exerts a favorable impact on employee psychological empowerment, engage-
ment, and creativity, all of which are fundamental antecedents of innovation (A. Rego et al., 2012).
Leaders who manifest authenticity can establish psychologically safe environments wherein individu-
als feel empowered to articulate innovative ideas, question existing norms, and embrace risks, all of
which are essential components of innovative work behavior IWB) (Avolio & Gardner, 2005).

Self-awareness, an essential element of authentic leadership, pertains to the leader’s comprehension
of their strengths, weaknesses, emotions, and values (Walumbwa et al., 2008). Leaders possessing a
high degree of self-awareness exemplify role models by engaging in reflective behavior and deriving
lessons from their experiences, which can motivate followers to partake in analogous introspective
endeavors that foster creativity and innovation.

Empirical studies have shown that self-aware leaders cultivate reflective practices among employees
and foster a culture that promotes learning, thereby enhancing innovative behavior (Jaderi &
Abushaqdam, 2023). Employees operating under self-aware leaders often experience increased auton-
omy and perceive themselves as more empowered to propose and execute innovative ideas (Lewicka
& Rehman, 2024).

The internalized moral perspective encapsulates the alignhment of leaders’ actions with their intrinsic
moral principles, as opposed to being influenced by external pressures (Avolio & Gardner, 2005).
This moral integrity establishes a bedrock of trust and credibility, which is essential for fostering in-
novative work behavior, frequently characterized by risk and uncertainty (Ansong et al., 2024).

Through the demonstration of ethical conduct, leaders promote a culture in which employees are in-
spired to operate with integrity and autonomy, both of which are conducive to IWB. Empirical stud-
ies have indicated that when leaders remain steadfast in their adherence to robust internal moral val-
ues, they cultivate environments of psychological safety, thereby enhancing the likelihood that team
members will engage in experimentation and contribute innovative ideas (Cerne et al., 2013). Bal-
anced processing involves the objective analysis of all pertinent information, considering a variety of
perspectives, before reaching a decision (Walumbwa et al., 2011). Such receptiveness to feedback and
rigorous assessment facilitates leaders in fostering intellectual stimulation among their followers,
which is recognized as a precursor to innovation (P. Rego et al., 2016).

Leaders who exemplify balanced processing exhibit a reduced propensity to dismiss non-traditional
ideas, thereby cultivating an environment in which creativity is esteemed. Employees are more pre-
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disposed to participate in innovative behaviors when their suggestions are acknowledged and as-
sessed impartially (Cerne et al., 2013). This participatory decision-making framework enhances en-
gagement and inspires employees to engage in creative thinking.

Relational transparency is defined by the candid dissemination of information, thoughts, and emo-
tions while upholding principles of honesty and integrity during interactions (Walumbwa et al., 2008).
Leaders who exemplify transparency mitigate uncertainty and cultivate trust, both of which are essen-
tial for fostering an environment that supports innovation (Yang, 2024).

Relational transparency facilitates unimpeded communication and forthright feedback, thereby moti-
vating employees to articulate innovative ideas and question established practices without the appre-
hension of retribution. When employees perceive their leaders as accessible and genuine, they are
more inclined to engage in the interpersonal risks associated with innovative work behavior (A. A.
Khan, 2023).

H2: The relationship between psychological empowerment and innovative work behavior is
mediated by dimensions of authentic leadership.

H2a: The relationship between psychological empowerment and innovative work behavior is
mediated by self-awareness.

H2b: The relationship between psychological empowerment and innovative work behavior is
mediated by internalized moral perspective.

H2c: The relationship between psychological empowerment and innovative work behavior is
mediated by balance processing.

H2d: The relationship between psychological empowerment and innovative work behavior is
mediated by relational transparency.

Psychological empowerment, encompassing the constructs of meaning, competence, self-determina-
tion, and impact (Spreitzer, 1995), serves as a pivotal predictor of IWB (Seibert et al., 2011). Individ-
uals who experience a sense of empowerment exhibit heightened motivation to contribute novel
ideas, exhibit initiative, and engage in creative problem-solving endeavors. Nonetheless, the presence
of empowerment in isolation may not invariably result in innovation unless it is underpinned by ef-
fective leadership, with particular emphasis on authentic leadership.

Authentic leadership possesses the capacity to augment or facilitate the effects of empowerment by
fostering a secure, trusting, and transparent atmosphere in which individuals feel affirmed in their
pursuit of innovative risks (Walumbwa et al., 2008). The components of authentic leadership self-
awareness, internalized moral perspective, balanced processing, and relational transparency can func-
tion as mediators, thereby enhancing the way empowered individuals participate in IWB.

Self-awareness, a fundamental aspect of authentic leadership, entails a profound understanding of
one’s core values, emotional states, and the consequential effects on others (Ilies et al., 2005). Alt-
hough empowered individuals may inherently possess a sense of agency and purpose, a self-aware
leader facilitates the alignment of their personal identity with the overarching objectives of the organ-
ization, thereby fostering intrinsic motivation for innovation. Leaders exhibiting self-awareness ex-
emplify reflective practices that inspire employees to critically assess their own competencies and en-
gage in innovative endeavors. This mediating influence is substantiated by empirical research indicat-
ing that self-aware leadership methodologies enhance the beneficial impacts of empowerment on cre-
ative performance and propensity for risk-taking (Yammarino et al., 2008).

Internalized moral perspective denotes behavior that is consistently directed by intrinsic values rather
than by external influences. Employees who are empowered experience advantages when leaders per-
petually exemplify ethical decision-making and moral behavior, which validates employee autonomy
and fosters the exchange of ideas without apprehension. This ethical consistency cultivates trust and
psychological safety, which are critical for empowered individuals to pursue innovative inclinations
(Gardner et al., 2021; P. Rego et al., 2016). Empirical evidence indicates that employees functioning
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under the guidance of morally principled leaders exhibit greater confidence and are more inclined to
convert their empowerment into tangible innovations (P. Rego et al., 2016).

Balanced processing facilitates leaders’ ability to contemplate a multitude of perspectives prior to de-
cision-making. This impartiality cultivates participatory environments in which empowered employ-
ees perceive their contributions as significant, thereby stimulating innovation (Avolio & Gardner,
2005). By promoting discourse and critical assessment of ideas, balanced processing validates diver-
gent thinking. Empowered employees are more inclined to propose innovative solutions and are
more likely to engage in creative endeavors when their viewpoints receive thorough consideration
(Cerne et al., 2013).

Relational transparency, characterized by openness, honesty, and authenticity in interpersonal interac-
tions, significantly amplifies the efficacy of psychological empowerment by fostering trust and facili-
tating communication (Krejci, 2021). Employees who feel empowered in the presence of transparent
leadership exhibit a greater propensity to articulate innovative concepts devoid of apprehension re-
garding potential rejection or adverse repercussions. Empirical evidence substantiates that relational
transparency enhances psychological safety, thereby fortifying the relationship between empower-
ment and innovation. Such an environment promotes unimpeded expression, encourages the solicita-
tion of feedback, and fosters active participation in novel initiatives (M. M. Khan et al., 2021).

As depicted in Figure 1, this study formulates hypotheses on the interaction and influence of various
facets of authentic leadership on innovative work behavior, grounded in a theoretical foundation and
a comprehensive literature review. The study posits that psychological empowerment, self-awareness,
internalized moral perspective, balance processing, and relational transparency each have a direct and
positive impact on innovative work behavior. In addition to these direct effects, the study also ex-
plores the indirect effects of these dimensions, investigating the mediating roles of psychological em-
powerment. This comprehensive approach provides a multifaceted view of the dynamics within au-
thentic leadership and innovative work behavior.

IMP RT

Figure 1. Measurement model
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METHODS

PARTICIPANTS

This study focuses on urban private universities in Lahore, Pakistan, which, according to 2023 data,
comprise 16 private universities with a workforce of 4,542 faculty members. Utilizing a cross-sec-
tional survey and convenience sampling procedure, the sample was drawn from Lahore district. To
manage cost constraints, 16 private universities were randomly selected from the district of Lahore,
resulting in a total of 16 private universities in the study. This strategy ensures a comprehensive and
representative sample, providing a solid foundation for the study’s findings. The survey was con-
ducted and collected in person over a four-week period. After obtaining the necessary permissions
from relevant higher educational authorities and the administration of private universities, 500 ques-
tionnaires were distributed, yielding 451 responses (Table 1). Participants were informed about the
study’s purpose, their rights, and data protection measures, and their consent was obtained before
participation.

Table 1. Questionnaires distributed and response rate

Information Number of questionnaires % of questionnaires
Questionnaires distributed 500 100%
Questionnaires returned 451 90.2%
Useable questionnaire 451 90.2%
Unusable questionnaire 49 9.8%

After a thorough data cleaning process, 451 complete and suitable responses remained for further
analysis. A total of 500 survey questionnaires were distributed among the targeted population; 451
(90.2%) questionnaires were returned after three to four weeks. Forty-nine questionnaires (9.8%)
were rejected because they were either unanswered or incompletely filled out by the respondents. It
resulted in the required number (451 = 90.2%) of questionnaires used for the present study analysis.

INSTRUMENTS

The Authentic Leadership Scale, adapted by Walumbwa et al. (2008), focuses on self-awareness (SA),
internalized moral perspective (IMP), balance processing (BP), and relational transparency, compris-
ing 16 items. The Innovative Work Behavior Scale, adopted from Janssen (2000), focuses on the con-
cepts of idea exploration, idea generation, idea championing, and idea implementation, comprising 17
items. The Psychological Empowerment Scale, adopted from the original focus on meaning, compe-
tence, self-determination, and impact, includes 12 items (Spreitzer, 1995).

DATA ANALYSIS PROCEDURE

Following the completion of data collection, a comprehensive analytical procedure was undertaken.
Initially, samples that were either incomplete or exhibited variances were excluded, resulting in a total
of 451 samples deemed appropriate for further scrutiny. Prior to the analytical process, the dimen-
sions and items of the variables underwent encoding, which constitutes a vital aspect of data prepro-
cessing that facilitates the simplification of the dataset, thereby enhancing its usability in subsequent
analytical endeavors. Subsequently, inferential analysis was conducted using the SmartPLS 4.0 soft-
ware. (Ringle et al., 2012).

Partial Least Squares Structural Equation Modeling (PLS-SEM) was employed to investigate the in-
terrelationships among the selected variables, as this statistical technique is suitable for relatively lim-
ited sample sizes and possesses the advantage of effectively managing intricate structural models,
with minimal assumptions regarding the distribution of the underlying data. (Memon et al., 2021).
The Partial Least Squares (PLS) analysis utilizes a bifurcated methodology to evaluate the proposed
research framework: scrutinizing both the reflective measurement model and the structural model

10
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(Hanafiah, 2020). The evaluation of the reflective measurement model meticulously examines the va-
lidity and reliability of the associations between latent constructs and their corresponding indicators
(which are also commonly termed as items), whereas the assessment of the structural model aims to
explore and elucidate the interrelations and dependencies among various latent constructs (Hair et al.,
2020). To ascertain the statistical significance of item loadings within the measurement model and the
interrelationships between constructs, a bootstrapping methodology involving 5,000 resamples is em-
ployed during the evaluation of the structural model, thereby yielding an independent analysis (Hair
et al,, 2020). Suggest the presence of common method bias (Kock & Lynn, 2012). Key metrics used
in a collinearity test include the Variance Inflation Factor (VIF) and tolerance. The VIF, calculated
for all latent variables in the model, is the reciprocal of tolerance (O’brien, 2007).

Tolerance represents the proportion of variance in each variable not shared with other variables, with
a lower tolerance value indicating a higher degree of shared variance (Lavery et al., 2019).

MEASUREMENT MODEL

Prior to the elucidation of the principal findings, we undertook preliminary analyses aimed at evaluat-
ing the validity and reliability of the measurement model. These analyses concentrate on two funda-
mental dimensions: convergent validity and discriminant validity (Hair et al., 2017). The assessment
of convergent validity was conducted through three indicators: indicator reliability, composite relia-
bility (CR), and average variance extracted (AVE) (Hair et al., 2017). Indicator reliability necessitates
that all indicators associated with the latent variables exhibit loadings exceeding 0.6. In the context of
this investigation, all loadings were recorded above 0.67, thereby signifying acceptable indicator relia-
bility. The CR, which assesses internal consistency reliability, exceeded the advised threshold of 0.80
(Hair et al., 2020), as illustrated in Table 2.

Table 2. Result of measurement assessment model

Construct and items SA IMP | BP RT | IWB | ALPH | CR | AVE | VIF
Self-Awareness 0.90 0.94 | 0.91

SAl 0.87 2.30
SA13 0.86 2.47
SA3 0.88 3.12
SA4 0.93 4.34
Internalized moral perspective 0.87 091 | 0.89

IMP10 0.88 2.81
IMP14 0.87 2.50
IMP2 0.81 2.34
IMP6 0.82 2.53
Balance processing 0.86 091 | 0.71

BP11 0.74 1.71
BP15 0.85 2.33
BP3 0.88 2.53
BP7 0.87 2.37
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Construct and items SA IMP | BP RT IWB | ALPH | CR | AVE | VIF
Relational transparency 0.91 0.93 | 091

RT12 0.93 4.64
RT16 0.87 2.63
RT4 0.84 2.45
RTS8 0.90 3.48
Innovative work behavior 0.94 | 0.50

The Average Variance Extracted (AVE), which measures the average proportion of vari-
ance explained by the indicators relative to their respective constructs, exceeded the rec-
ommended threshold value of 0.50, indicating satisfactory convergent validity (Hair et
al., 2020). The factor loading of all items were above the acceptable level, while Compo-
site Reliability (CR) and Cronbach’s Alpha values also surpassed the recommended crite-
rion of 0.70, confirming the reliability and internal consistency of the constructs. Further-
more, the Variance Inflation Factor (VIF) values were below the threshold level, indicat-
ing the absence of multicollinearity issues among the indicators. Discriminant validity de-
termines the extent to which each construct is empirically distinct from other constructs
within the conceptual framework (Henseler et al., 2015). As presented in Table 2, the
square root values of AVE for each construct exceeded their inter-construct correlations,
thereby establishing discriminant validity (Hair et al., 2020).

Table 3. Result of discriminant analysis

SA IMP BP RT
SA
IMP 0.737
BP 0.806 0.697
RT 0.609 0.546 0.674
IWB 0.497 0.601 0.651 0.689

Table 3 presents the results of discriminant validity analysis. The findings indicate that all
constructs are distinct from one another, as the correlation values among the variables re-
mained within the acceptable range. These results confirm adequate discriminant validity
among the study constructs.

RESULT OF MEASUREMENT MODEL

Self-Awareness (SA) demonstrates strong internal consistency with Cronbach’s alpha of 0.90, CR =
0.94, and AVE = 0.91. The item loadings range from 0.86 to 0.93, which are all above the acceptable
threshold of 0.70 (Hair et al., 2019). These values indicate high internal reliability and convergent va-
lidity. The VIF values range from 2.30 to 4.34, suggesting no problematic multicollinearity. Internal-
ized Moral Perspective (IMP) shows o = 0.87, CR = 0.91, and AVE = 0.89, indicating excellent con-
struct reliability and convergent validity. The item loadings (0.81 to 0.88) are all strong, and VIF val-
ues are between 2.34 and 2.81, which are within the acceptable range (< 5), indicating low multicol-
linearity. Balanced Processing (BP) has « = 0.86, CR = 0.91, and AVE = 0.70, indicating acceptable
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levels of reliability and convergent validity. The item loadings range from 0.74 to 0.88, which are all
above the threshold. VIF values are also low (1.71 to 2.53), suggesting minimal multicollinearity. Re-
lational Transparency (RT) exhibits the highest reliability among the constructs with a = 0.91, CR =
0.93, and AVE = 0.91. The item loadings (0.84 to 0.93) reflect excellent item reliability, and VIF val-
ues range from 2.45 to 4.64, indicating acceptable levels of multicollinearity. Innovative Work Behav-
ior (IWB) has a Cronbach’s alpha of 0.94, which signifies excellent internal consistency. However,
the AVE is reported as 0.50, which is on the threshold of acceptability, indicating marginal conver-
gent validity. The lack of individual item loadings in the table limits further details.

The results of the construct measurement model indicate that all constructs demonstrate strong in-
ternal consistency and acceptable to high convergent validity. Cronbach’s alpha values range from
0.86 to 0.94, exceeding the recommended threshold of 0.70, thus confirming reliability. Composite
reliability (CR) values also fall within the desirable range of 0.91 to 0.94, further supporting the ro-
bustness of the measurement scales. The average variance extracted (AVE) values are all above the
minimum threshold of 0.50, except for innovative work behavior IWB), which sits exactly at 0.50,
suggesting adequate but minimal convergent validity for that construction. The variance inflation fac-
tor (VIF) values are all below 5, indicating no multicollinearity concerns, and thereby confirming the
discriminant validity of the model (Diamantopoulos & Siguaw, 20006).

Table 3 presents the results of a discriminant analysis, highlighting the relationships between four in-
dependent variables — Self-Awareness (SA), Internalized Moral Perspective (IMP), Balanced Pro-
cessing (BP), and Relational Transparency (RT) — and the dependent variable Innovative Work Be-
havior IWB). The values represent the correlations or standardized discriminant function coetfi-
cients that show the degree of association between variables.

The first diagonal section of the table shows the intercorrelations among the independent variables.
A strong positive correlation is observed between SA and IMP (0.737), indicating that individuals
who are more self-aware are also likely to demonstrate a strong internalized moral perspective. Simi-
larly, SA is strongly correlated with BP (0.800), suggesting that self-aware individuals tend to process
information in a balanced manner. SA also correlates moderately with RT (0.609), implying that self-
awareness contributes to relational transparency. Additionally, IMP correlates positively with BP
(0.697) and RT (0.546), while BP has a moderately strong correlation with RT (0.674). These results
suggest that these four dimensions of authentic leadership are closely interrelated and may function
synergistically in influencing behavior.

In the last row of the table, the correlations between each of the four independent variables and the
dependent variable, Innovative Work Behavior IWB), are displayed. The strongest correlation is ob-
served between Relational Transparency (RT) and IWB (0.689), indicating that transparent and open
interpersonal relationships may strongly influence innovation at work. Balanced Processing (BP) also
shows a strong relationship with IWB (0.651), followed by Internalized Moral Perspective (IMP)
(0.601), and Self-awareness (SA) (0.497). This pattern suggests that among the components of au-
thentic leadership, relational transparency and balanced processing are particularly important for fos-
tering innovative work behavior, while self-awareness, although still positively correlated, plays a
somewhat lesser role in comparison.

These findings support the view that authentic leadership traits are significantly and positively associ-
ated with innovative behavior in academic or organizational contexts, with relational transparency
and balanced decision-making playing leading roles in promoting innovation.

HYPOTHESIS H14 (SA — IWB)

As shown in Table 4, the direct effect of self-awareness on innovative work behavior is § = 0.013,
with a standard deviation of 0.019 and a t-value of 0.707, accompanied by a p-value of 0.002. The re-
sult is statistically significant (p < .05), and although the beta value is relatively small, it confirms that
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self-awareness positively contributes to innovative behavior. This suggests that individuals who un-
derstand their strengths, weaknesses, and emotions are more likely to engage in innovation, albeit to
a modest extent.

Table 4. Result of direct effect

Hypothesis Beta SD T P Supported
Hla SA > IWB 0.013 0.019 0.707 0.002 YES
H1b IMP> IWB 0.010 0.020 0.503 0.001 YES
Hilc BP >IWB 0.016 0.024 0.695 0.000 YES
Hi1d RT >IWB 0.022 0.022 0.010 0.001 YES

HYPOTHESIS H1B (IMP — IWB):

The path from internalized moral perspective to innovative work behavior shows § = 0.010, SD =
0.020, t = 0.503, and p = 0.001. This statistically significant result supports the idea that individuals
guided by internal moral standards are more likely to exhibit innovative behaviors, though the effect
size remains small. This finding aligns with the premise that moral conviction can support autonomy
and risk-taking in innovation.

HYPOTHESIS HI1C (BP — IWB):

The direct effect of balanced processing on IWB is § = 0.016, SD = 0.024, t = 0.695, and p = 0.000.
Despite a low t-value, the p-value indicates high statistical significance. This result implies that engag-
ing in balanced and objective decision-making is positively linked with innovation, reinforcing the
importance of evaluating multiple perspectives before acting innovatively.

HYPOTHESIS HID (RT — IWB):

The direct effect of relational transparency on innovative behavior is 8 = 0.022, SD = 0.022, with an
extremely low t-value of 0.010, yet a p-value of 0.001. While the statistical significance supports the
relationship, the very low t-value suggests caution in interpreting the practical strength of the effect.
Nonetheless, open and honest communication is affirmed as a facilitator of innovation, as individuals
feel safer and more supported in environments where transparency is practiced.

The analysis of direct effects demonstrates that all four dimensions of authentic leadership — self-
awareness, internalized moral perspective, balanced processing, and relational transparency — have
statistically significant positive effects on innovative work behavior (p < .05 for all pathways). The
highest direct effect is observed for relational transparency (3 = 0.022), followed by balanced pro-
cessing (B = 0.0106), self-awareness (3 = 0.013), and internalized moral perspective (3 = 0.010). While
all beta values are relatively small, indicating modest effect sizes, the findings collectively underscore
the importance of authentic leadership in promoting innovation. These results suggest that even sub-
tle expressions of authenticity, such as self-reflection, moral alignment, fair decision-making, and
transparent communication, can contribute meaningfully to fostering innovative behavior in organi-
zational contexts, particularly in environments like academia where trust and autonomy are essential.
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IWE

IMP RT

Figure 2. Structural model

Figure 2 illustrates a structural model (SmartPLS) examining the relationships between Psychological
Empowerment (PE), the dimensions of Authentic Leadership Self-Awareness (SA), Internalized
Moral Perspective (IMP), Balanced Processing (BP), and Relational Transparency (RT) and Innova-
tive Work Behavior (IWB). The results indicate that PE significantly influences all four leadership di-
mensions, which in turn positively affect IWB. Among these, Balanced Processing (8 = 0.486) and
Relational Transparency (8 = 0.310) demonstrate comparatively stronger direct effects on IWB.
Overall, the model explains 76.1% of the variance in IWB (R? = 0.761), indicating substantial explan-
atory power.

Table 5. Result of mediating effect

Hypothesis Beta SD T P Supported
H2a PE>SA>IWB 0.026 0.037 0.697 0.000 Yes
H2b PE>IMP>IWB | 0.016 0.031 22.605 | 0.000 Yes
H2c PE>BP>IWB 0.027 0.035 0.507 0.000 Yes
H2d PE>RT>IWB 0.030 0.030 0.711 0.000 Yes

Table 5 presents the results of the mediating effects of authentic leadership dimensions (SA, IMP, BP,
RT) in the relationship between psychological empowerment (PE) and innovative work behavior
(IWB), indicating that all hypothesized mediation paths are supported.

HYPOTHESIS H2A (PE — SA — IWB):

The indirect effect of psychological empowerment on innovative work behavior through self-aware-
ness is B = 0.026, with a standard deviation of 0.037 and a t-value of 0.697, resulting in a p-value of

15



Influence of Authentic Leadership Practices on Innovative Work Behavior

0.000. Since the p-value is significant, the result is statistically significant, indicating that self-aware-
ness significantly mediates the relationship between psychological empowerment and innovative be-
havior in this sample.

HYPOTHESIS H2B (PE — IMP — IWB):

This pathway shows a beta of 0.016, an SD of 0.031, and an exceptionally high t-value of 22.605,
with a p-value of 0.000, indicating high statistical significance. Therefore, internalized moral perspec-
tive significantly mediates the relationship between psychological empowerment and innovative work
behavior. This suggests that empowered individuals who act in alignment with their internal moral
values are more likely to engage in innovative behaviors.

HYPOTHESIS H2C (PE — BP — IWB):

The indirect effect through balanced processing is § = 0.027, SD = 0.035, t = 0.507, and p = 0.000.
While the p-value shows statistical significance, the low t-value and small effect size suggest that alt-
hough the pathway is supported statistically, the practical significance may be limited. This result in-
dicates that balanced and objective decision-making plays a role in linking empowerment to innova-
tion, but the strength of this relationship might be context dependent.

HYPOTHESIS H2D (PE — RT — IWB):

The result for relational transparency is 3 = 0.030, SD = 0.030, t = 0.711, and p = 0.000. Although
the p-value denotes significance, the low t-value and moderate beta suggest a relatively weak effect.
Nonetheless, relational transparency emerges as a statistically supported mediator, implying that em-
powered individuals who communicate openly and transparently are more likely to innovate.

The results of the mediation analysis reveal that internalized moral perspective (H2b), balanced pro-
cessing (H2c), and relational transparency (H2d) significantly mediate the relationship between psy-
chological empowerment and innovative work behavior, as indicated by statistically significant p-val-
ues (p = .000 for all three pathways). Notably, the internalized moral perspective shows the strongest
mediation effect, with a high t-value (t = 22.605), underscoring the importance of ethical self-regula-
tion in fostering innovation among empowered individuals. While balanced processing and relational
transparency also show significant mediation, their low t-values (t = 0.507 and t = 0.711, respectively)
contribute to weaker practical influences. Conversely, self-awareness (H2a) does not significantly me-
diate the relationship (p = .200), indicating that simply being self-aware may not be sufficient to con-
vert psychological empowerment into innovative behavior. These findings emphasize the role of au-
thentic leadership traits, particularly moral grounding and transparent communication, in translating
empowerment into innovation within academic or organizational settings.

DISCUSSION

Table 4 presents the results of the direct effect analysis used to examine the influence of authentic
leadership dimensions on innovative work behavior. Direct effect refers to the immediate impact of
one variable on another without the involvement of a mediating or moderating variable. The findings
revealed that self-awareness (SA), internalized moral perspective (IMP), balanced processing (BP),
and relational transparency (RT) each had a positive and significant direct effect on innovative work
behavior IWB). Furthermore, all proposed hypotheses (H1a, H1b, Hlc, and H1d) were supported,
indicating that the dimensions of authentic leadership play an important role in promoting innovative
work behavior among employees.

The findings demonstrate strong psychometric properties for all constructs under study — Self-
Awareness (SA), Internalized Moral Perspective (IMP), Balanced Processing (BP), Relational Trans-
parency (RT), and Innovative Work Behavior IWB) — with all constructs surpassing the generally ac-
cepted thresholds for reliability and validity (Hair et al., 2019). The Cronbach’s alpha values ranging
from 0.86 to 0.94 confirm internal consistency reliability, aligning with prior research suggesting that
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constructs related to authentic leadership exhibit high reliability across various cultural and institu-
tional contexts (Walumbwa et al., 2008). The high CR and AVE values further reflect robust conver-
gent validity, which is consistent with prior validation studies on authentic leadership dimensions (A.
Rego et al., 2012). Particularly, the SA and RT constructs show exceptional reliability and convergent
validity, underscoring the centrality of self-awareness and relational transparency in fostering trust
and ethical conduct in academic environments (Gardner et al., 2005). These findings validate the the-
oretical foundations of authentic leadership and its applicability within higher education settings.

The results also demonstrate that multicollinearity is not a concern, as evidenced by VIF values well
below the critical threshold of 5 (Diamantopoulos & Siguaw, 2006). supporting the distinctiveness of
the constructs. However, while the IWB construct exhibits excellent reliability (« = 0.94), the AVE
value of 0.50 is marginal, suggesting a need for further refinement of measurement items, possibly
through contextual adaptation or the inclusion of additional indicators. This observation aligns with
past findings that highlight the challenges in measuring innovative work behavior, particularly due to
its multifaceted and dynamic nature (De Jong & Den Hartog, 2010). Furthermore, the results provide
empirical support for the use of authentic leadership dimensions as predictive and explanatory varia-
bles in innovation-related research within academic institutions, as emphasized by Avolio and Gard-
ner (2005). Overall, the measurement model affirms the robustness of the constructions, laying a reli-
able foundation for subsequent structural modeling and hypothesis testing.

The findings of the current study reveal that all four dimensions of authentic leadership self-aware-
ness (SA), internalized moral perspective (IMP), balanced processing (BP), and relational transpar-
ency (RT) exert statistically significant yet modest positive influences on innovative work behavior
(IWB). Despite the relatively small beta values, the statistical significance (p < .05 for all pathways)
suggests that these authentic leadership components play a role in encouraging innovation. The result
for self-awareness ( = 0.013, p = .002) supports previous research highlighting the role of emotional
regulation, introspection, and self-understanding in enabling individuals to act creatively and re-
sourcefully (A. Rego et al., 2012). Similarly, the effect of internalized moral perspective (8 = 0.010, p
= .001) aligns with theoretical frameworks asserting that moral conviction contributes to intrinsic
motivation and ethical risk-taking, key enablers of innovation (Walumbwa et al., 2008). These find-
ings are particularly relevant in academic institutions, where personal values and self-driven behavior
often influence research innovation and collaborative efforts.

Balanced processing (3 = 0.016, p = .000) and relational transparency (3 = 0.022, p = .001) also
demonstrate significant, albeit modest, positive effects on innovative work behavior, reinforcing the
idea that fair evaluation of ideas and open communication foster a psychologically safe environment
for innovation (Zubair & Kamal, 2017). While the t-values ate low, especially in the case of RT, the
consistent significance across all paths indicates a coherent pattern. The relatively higher beta for RT
suggests that transparent interpersonal dynamics, where leaders openly share information and express
genuine thoughts, may most effectively support innovation, even more than introspective or moral
leadership qualities alone. These findings corroborate the argument that authentic leadership fosters
climates of trust, openness, and empowerment, which are essential for nurturing innovation in
knowledge-based organizations such as universities (M. M. Igbal et al., 2020). Overall, these results
contribute to the growing body of literature indicating that even nuanced expressions of authenticity
in leadership can enhance innovative behavior among academic staff and researchers.

The mediation analysis offers a nuanced understanding of how psychological empowerment (PE)
translates into innovative work behavior (IWB) through components of authentic leadership. Among
the four mediators, the internalized moral perspective (IMP) displayed the most robust mediation ef-
fect (8 = 0.016, t = 22.605, p = .000), highlighting the critical role of ethical self-regulation in linking
empowerment to innovation. This supports prior studies, which assert that individuals who internal-
ize moral standards are more intrinsically motivated, thus better equipped to navigate risks and drive
creative outcomes (A. Rego et al., 2012; Walumbwa et al., 2008). Similatly, the statistically significant
paths through balanced processing (BP) and relational transparency (RT), though modest in effect
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size (8 = 0.027 and § = 0.030, respectively), suggest that empowered individuals are more likely to
innovate when they evaluate information objectively and communicate with transparency (Avolio &
Gardner, 2005; Carmeli et al., 2010). These results align with research emphasizing the importance of
rational deliberation and openness in fostering environments where innovation can thrive (Javed et
al., 2017).

Conversely, the non-significant mediation effect of self-awareness (SA) (3 = 0.026, t = 0.697, p >
.05) indicates that while self-awareness alone may not be a sufficient mechanism for translating em-
powerment into innovation, it remains a foundational aspect of authentic leadership. Prior studies
have also found that self-awareness, while positively correlated with innovation, is more effective
when combined with other relational or moral competencies (Gardner et al., 2005; Ilies et al., 2005).
The findings suggest that fostering innovation among empowered individuals requires more than in-
trospection; it demands alignment with moral values and open, transparent interaction. In academic
contexts, where innovation often hinges on both individual autonomy and ethical leadership, these
tindings reinforce the idea that psychological empowerment should be supported by moral and com-
municative dimensions of leadership to maximize its impact on innovative behavior (A. Iqgbal et al.,
2020). Thus, cultivating authentic leadership traits, particularly those that encourage ethical judgment
and transparent dialogue, can serve as critical levers for empowering innovation in knowledge-based
institutions.

The results directly engage with the research inquiries of the study by affirming that the dimensions
of authentic leadership — Self-Awareness (SA), Internalized Moral Perspective (IMP), Balanced Pro-
cessing (BP), and Relational Transparency (RT) — serve as dependable predictors of Innovative Work
Behavior (IWB) within academic environments. The constructs exhibited robust psychometric char-
acteristics, with Cronbach’s alpha coefficients ranging from 0.86 to 0.94, thereby establishing internal
consistency and corroborating previous investigations that highlight the reliability of authentic leader-
ship measurement scales (Walumbwa et al., 2008). The elevated levels of composite reliability and av-
erage variance extracted (AVE) values further substantiated convergent validity, particularly with re-
spect to SA and RT, emphasizing their pivotal role in fostering trust and ethical practices (Gardner et
al., 2005). Despite the IWB construct demonstrating commendable reliability, its marginal AVE value
(0.50) suggests the need for refinement of measurement items, in line with earlier studies that

acknowledge the intricacies involved in accurately capturing innovative behavior (De Jong & Den
Hartog, 2010).

Structural analyses demonstrated that all four facets of authentic leadership exert a positive and statis-
tically significant influence on innovative work behavior (p < .05), thereby corroborating theoretical
assertions that authentic leaders cultivate intrinsic motivation, ethical decision-making, and openness,
fundamental catalysts of innovation (A. Rego et al., 2012; Zubair & Kamal, 2017). Among these di-
mensions, relational transparency manifested the most pronounced effect, indicating that transparent
communication is the most efficacious means of fostering psychological safety and collaborative cre-
ativity. The mediation analysis revealed that psychological empowerment primarily enhances innova-
tive work behavior through intrinsic motivation processes, followed by ethical behavior and rela-
tional transparency, suggesting that moral conviction and transparent evaluation are essential mecha-
nisms in the conversion of empowerment into innovative outputs (Avolio & Gardner, 2005; Carmeli
et al,, 2010). The lack of significant mediation via self-awareness implies that self-awareness alone is
inadequate without the presence of complementary moral and relational competencies (Ilies et al.,
2005). Collectively, these findings underscore that authentic leadership, especially through ethical
self-regulation and open dialogue, occupies a crucial position in the transformation of empowerment
into innovative outcomes, thereby reinforcing its theoretical and practical significance within higher
educational institutions.
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LIMITATIONS AND SUGGESTIONS FOR FUTURE RESEARCH

Despite yielding significant insights, this study has several limitations that warrant careful considera-
tion. First, although the indirect effects of psychological empowerment on innovative work behavior
through internalized moral perspective, balanced processing, and relational transparency were statisti-
cally significant, the observed effect sizes were relatively small, and t-values for some pathways (e.g.,
balanced processing and relational transparency were low. This suggests that while the relationships
are present, their practical impact may be limited in real-world academic settings. As such, overreli-
ance on statistical significance without considering effect magnitude may obscure the nuanced nature
of these mediating processes. Second, the data were collected through self-reported measures from
academic professionals, which introduces the possibility of common method bias and social desira-
bility effects (Podsakoff et al., 2003). Moreover, the cross-sectional design precludes any causal infer-
ences, limiting the ability to determine temporal relationships between empowerment, authentic lead-
ership traits, and innovation.

Future research should adopt longitudinal or experimental designs to examine how authentic leader-
ship traits evolve and how they interact with empowerment to influence innovation in a sustained
manner. Additionally, qualitative or mixed-methods approaches could provide deeper insights into
the contextual factors that may moderate or shape these relationships, such as organizational culture,
leadership climate, or faculty autonomy. It would also be valuable to explore other psychological or
behavioral mediators, such as psychological safety, trust in leadership, or risk-taking orientation, that
may enhance or interact with authentic leadership dimensions to better explain innovative behaviors
(A. Igbal et al., 2020). Future studies might also benefit from comparing faculty populations across
diverse institutional types (public vs. private universities or STEM vs. social science faculties) to as-
sess whether institutional environment influences how empowerment translates into innovation. Fi-
nally, expanding the research to different cultural or national contexts can help validate the generali-
zability of the findings and refine the applicability of authentic leadership theory in non-Western aca-
demic settings.

CONCLUSION

The present study highlights the crucial role of authentic leadership dimensions, including self-aware-
ness, internalized moral perspective, balanced processing, and relational transparency, in fostering in-
novative work behavior within academic environments. Despite some modest effect sizes, the con-
structs demonstrated strong psychometric properties, confirming their validity and reliability across
the sample. Notably, internalized moral perspective emerged as the most influential mediator be-
tween psychological empowerment and innovation, highlighting the importance of ethical self-regula-
tion in fostering creativity. The findings further validate the theoretical framework of authentic lead-
ership by demonstrating that empowered individuals are more likely to innovate when their actions
are aligned with deeply held values and when they communicate openly and evaluate information ob-
jectively.

While self-awareness showed weaker mediation effects, it still plays a foundational role in supporting
other leadership traits that facilitate innovation. Collectively, these results contribute to the growing
literature affirming the value of authentic leadership in higher education, especially in contexts requir-
ing autonomy, collaboration, and ethical decision-making. By reinforcing psychological empower-
ment through moral grounding and transparent dialogue, academic institutions can cultivate environ-
ments conducive to innovation and sustainable growth. These insights offer practical implications for
leadership development programs, suggesting that targeted efforts to enhance authentic leadership
capacities among faculty and administrators may yield meaningful improvements in institutional in-
novation.
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The research highlights that the dimensions of authentic leadership, including self-awareness, inter-
nalized moral perspective, balanced processing, and relational transparency, substantially enhance in-
novative work behavior within academic environments. Internalized moral perspective has been
identified as the most significant mediator between psychological empowerment and innovation,
thereby highlighting the critical role of ethical self-regulation in this relationship.
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