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	Chapter 1 
	Chapter 1 
	INTRODUCTION 
	1.1 Introduction 
	1.1 Introduction 
	This chapter is the study overview. First, Section I.I is the brief introduction ofthe Chapter 1, while section 1.2 will contain the overview ofthe research variables as an interest in this thesis followed by the section 1.3 research problem, section 1.4 Rationale and basis of the research, section 1.5 Current gaps in literature, section 1.6 Research aims, section 1.7 Research objectives, section 1.8 research scope, section 1.9 overview of methodology and section 1.10chapter summary. 
	-


	1.2 Overview 
	1.2 Overview 
	This is a subjective study exploring the authenticity ofleadership qualitatively through lens of perception offollowers in light ofphenomenological enquiry as proposed by Moustak:as (1994) with an interpretivist philosophical perspective. Transcendental phenomenology philosophical approach has been applied to understand the lived experiences of employees (Husserl, 1958; Moustak:as,1994; Cresswell, 2013) as it is used to understand human experience. This approach involves "setting aside all preconceived idea
	I had a chance to experience different styles of leadership and witnessed influence of managership on employees, but it was the time when I had no knowledge of what Authentic leadership is. However, following my inner quest of finding one style which is best of all, has led me to start my research journey. I advanced my knowledge on leadership, and I came across transformation leadership which inspired me and published my research paper (Asghar and Oino, 2018) titled 'Leadership styles and Job satisfaction'
	I had a chance to experience different styles of leadership and witnessed influence of managership on employees, but it was the time when I had no knowledge of what Authentic leadership is. However, following my inner quest of finding one style which is best of all, has led me to start my research journey. I advanced my knowledge on leadership, and I came across transformation leadership which inspired me and published my research paper (Asghar and Oino, 2018) titled 'Leadership styles and Job satisfaction'
	employee I was influenced and practiced it as it is transparent, open and based on moral values; There is nothing to hide. It's all about social justice and practicing good values. 

	Hence, the purpose of conducting this research is to explore a leadership style based on moral values and authenticity which best fit the fast-paced work environment while focusing on followers' authenticity thus yielding maximum job satisfaction. In other words, that develops authentic followership. Therefore, this piece of work studies authentic leadership style that is based on true values impacting on employees' wilful engagement and development ofauthentic followership. The variation of work environmen
	Leadership is simply defined as an ability which influence people towards the achievement of goals. Leadership has credibility in its base, which is a quality that is fundamental to effective leadership and is typically attained via ethical and transparent practises (Hughes et al., 1996). A Google search of term 'leadership' reveals 4,580,000,000(updated 17/3/2023 at 22:52 hrs) times search in past. Which confirms the huge interest has been recorded and similarly this topic has been written extensively in p
	Authentic leadership is a hot topic for academics (Avolio et al., 2004; Luthans and Avolio, 2003; May et al., 2003; Chemers et al., 2000) and practitioners (George, 2003). The study revealed effects of leadership efficacy and optimism on the evaluation and performance. The reason behind selecting Authentic leadership and experiences of employees is based on the axiological stance of the researcher. The axiological stance is my preference of a researcher resulting from varied range of experiences (Haque, 202
	Covid 19 has caused worldwide massive damage to countries' economies, though it lasted more than 2 years however the impact will be seen for many years. There is increased market uncertainty resulting in furloughs, downsizing, layoffs, shutting down business which has a greater impact on employees (Jun et al., 2023). There is also significant level ofjob insecurity, mental health issues, high inflation rate, rise in interest rate and income tax, unemployment etc (Harari et al., 2023). The pandemic crises ar
	There are many sectors in the UK but the reason behind selection of the retail sector is that UK's economy heavily relies on service sectors rather than manufacturing sectors. In any country's economy, the Retail sector is considered a backbone for growth of economy. Retailers have a crucial role in drawing the attention of consumers and ensuring great shopping experience affecting them positively. Retail industry refers to individual or business selling products to customers directly which includes stores,
	billion (5.0% of UK's total GVA) Employment was recorded 2.8 million in 2017, sales were worth £395 billion in 2017 and the retail businesses were 319,125 in 2018,5.6% of all businesses (ONS,2018), Retail has faced turbulence since covid-19 and due to Brexit as the market has been uncertain and slower in 2019 as compared to 2010 resulting 9,169 store closure, 85000 jobs loss and a change to third of FTSE 350 CEOs. The retailers ensure great customer services in order to retain the customers and keep the reg
	Office for National Statistics (ONS,2021) presented 2019 report reveals retail sector economic output in 2020 was £97.0 billion, UK's total economic output was 5.2% with 2.5 % fall in 2019. The most significant fact is the retail industry had 3.0 millionjobs across the UK in 2019 and 310000 retail businesses datedl/1/2020. However, Covid-19 had a significant impact in Mar2020 when sales declined due to lockdown restrictions for non-essential retail stores; it eventually recovered in April 2021 after restric

	1.3 Research problem 
	1.3 Research problem 
	There is limited information on the existing literature about the experiences ofemployees under the supervision of Authentic leaders in the qualitative manner. The previous literature at hand predominantly used the quantitative analysis to examine the relationship between main constructs of authentic leadership and its impact on the employees. The emphasis of earlier 
	There is limited information on the existing literature about the experiences ofemployees under the supervision of Authentic leaders in the qualitative manner. The previous literature at hand predominantly used the quantitative analysis to examine the relationship between main constructs of authentic leadership and its impact on the employees. The emphasis of earlier 
	studies has largely been on the numeric expression and actual truth. (Focuses on numeric expression) whereas there is a need to examine in qualitative manner to understand the experiences of employees under the Authentic leadership. Since, there is no study from the available literature in hand that has considered how and why things are the way as it appears, therefore there is a strong need for qualitative analysis. Another problem is that most of the research is done for understanding the Authentic leader

	Employees' authenticity plays an important role in achieving objectives of leadership. Algera and Lips-Wiersma (2012) proposed to focus authenticity of all team members in an organisation in order to attain the purpose of practice of Authentic leadership which will deal with unethical issues at workplace and will help followers to value their work. The authors have further highlighted the objectives of Authentic leadership theory by presenting it as twofold; dealing with unethical issues at workplace and cr
	Thus, the research questions for this phenomenal study (in light of Moustakas, 1994) in the presence of existing research problem, this thesis has developed the central research question, which is as following. 
	(a) 
	(a) 
	(a) 
	What is the experience offollowers working under supervision ofAuthentic leader and what is the context of this experience? 

	(b) 
	(b) 
	What are the components of Authentic leader model practiced at workplace that led to authentic followership of employees? 


	To understand the above-mentioned research questions, a phenomenological study will be conducted as proposed by Moustakas (1994) to examine the context of the experiences? What is cause and effect ofthe Authentic leadership and how relationship between Authentic leader and Authentic follower developed? 

	1.4 Rationale and basis of the research 
	1.4 Rationale and basis of the research 
	'People don't only live private or family life; they live work life as well'. 
	(Researcher's perspective) 
	The main motive for conducting this research is to improve the workplace practice in light of Authentic leadership guidance in order to contribute to the well-being of followers hence enhancing job satisfaction. In simple words, everyone finds the best in their life whether it is a necessity, a companion, or any experience. If the work experience is not healthy or beneficial for employee, it could have bad impact on the employee's health, personality, and performance. In addition, the review of existing lit

	1.5 Current gaps in the literature 
	1.5 Current gaps in the literature 
	Existing literature is predominantly quantitative and there is abundance of evidence relating finding relationship between constructs of Authentic leaders which were presented by early theorists. On the contrary, there is little evidence on understanding the authentic leadership through the lens of followers' perspective and finding its context. Despite extensive studies about different types of leaders, there are still very limited evidence about how employees really feel under the wing ofAuthentic leaders
	Existing literature is predominantly quantitative and there is abundance of evidence relating finding relationship between constructs of Authentic leaders which were presented by early theorists. On the contrary, there is little evidence on understanding the authentic leadership through the lens of followers' perspective and finding its context. Despite extensive studies about different types of leaders, there are still very limited evidence about how employees really feel under the wing ofAuthentic leaders
	been a huge argument about leadership traits and qualities, so literature is still seeking to understand what could be the attributes of Authentic leaders. however authentic followership has not gained much attention (Algera and Lips-Wiersma,2012; Leroy ,2015). Also, there is no evidence of Authentic followership modelling in existing literature which is integral to understand how Authentic leaders can be developed. As the Authentic leadership and Authentic followership are interconnected hence can't be sep


	1.6 Research Aim 
	1.6 Research Aim 
	The aim of this thesis is "to explore the experiences of the participants, understanding the context of those experiences under the supervision of Authentic leadership and also explore the concept of authentic followership within this context. 

	1.7 Research objectives 
	1.7 Research objectives 
	The objectives are small and meaningful tasks developed to achieve the bigger aim. In other words, these are small steps towards bigger aim. To attain the research aim mentioned above, following research objectives have been designed. 
	a) 
	a) 
	a) 
	To understand the context of experiences of the participants working under the supervision ofAuthentic leadership in a qualitative manner. 

	b) 
	b) 
	To critically evaluate in the qualitative manner, the experiences of employees under the supervision ofthe Authentic leader. 

	c) 
	c) 
	To conclude the impact ofAuthentic leadership on the experiences ofemployees in the retail sector ofthe UK. 

	d) 
	d) 
	To recommend the strategies to the retail sector for improving the overall experiences of employees. 

	e) 
	e) 
	To find out if there is a way to develop followers' authenticity and propose Authentic Follower development model? 



	1.8 Research scope 
	1.8 Research scope 
	The scope ofthis thesis is to delimit the existing literature. In other words, the existing literature is overloaded with the quantitative analysis about the authentic leadership and employees' 
	The scope ofthis thesis is to delimit the existing literature. In other words, the existing literature is overloaded with the quantitative analysis about the authentic leadership and employees' 
	experiences however there is more scope to understand from the qualitative perspective. This thesis is beneficial in more than one manner such as the present research enhance the existing body of knowledge about the employees' experience under the supervision of Authentic leadership. It contributes to the existing literature by giving more relevant and UpToDate information about the research phenomena from the qualitative lens. Furthermore, the academics benefits from this research by enhancing their existi



	1.9 Overview of Methodology 
	1.9 Overview of Methodology 
	This current study is conducted though qualitative manner an in light of phenomenological enquiry as proposed by Moustakas (1994) with an interpretivist philosophical perspective to explore employees' experience working under supervision of Authentic leadership. The lived experience of the employees at their workplace while working under supervision ofAuthentic leader has been shared by participants for the purpose of current study as guided by (Moustakas, 1994; Creswell, 2007) who suggested for the descrip
	In brief, the choice of research method is Qualitative, research paradigm is interpretivism, Ontology is based on multiple realities truths socially constructed. The epistemology is related to research findings that are mutually created within the context ofthe situation by researcher and participants interactions. Data is analysed in inductive way (Creswell,2007), Since the study is qualitative by nature with exploratory type therefore, I have included data to explore research phenomenon. As opposed to ded

	1.10 Thesis structure 
	1.10 Thesis structure 
	This research work is structured in 5 chapters. Chapter 1 is Introduction, which is a recap of the work and provides logical grounding to the research work discovery. Chapter 2 is review of existing literature on the topic, which presents the conceptualization and definitions of Authentic leadership, main authentic leadership, and followership development models. The chapter further explored and discussed the main dimensions ofthe Authentic leadership model. I have also presented a review of some contempora
	Chapter: 2 
	Chapter: 2 
	LITERATURE REVIEW 
	2.1 Introduction 
	2.1 Introduction 
	This chapter contains the extensive review on the leadership topic. The whole chapter is divided into two sections, first section contains review of Leadership, its origin, development and leadership theories while second section reviews Authentic Leadership. The first section details how leadership originated, evolved over the years, developed and its different theories. Additionally, as the research is focused on Authentic leadership style hence the second section is a review ofAuthentic leadership detail
	In this study, authentic leadership is examined from the followers' perspective based on their personal experience and evaluation ofperception while working under supervision ofauthentic leadership. Hence this chapter contains the theories and models related to the variables of interest, specifically focusing on the authentic leadership and development of authentic followership. Literature helps understanding research problem and includes reviewing of books, articles, research papers and any other relevant 
	Table 1: Criteria for literature review 
	Details 
	Details 
	Details 
	Description 

	Purpose ofthe study 
	Purpose ofthe study 
	The purpose of this study is to explore Authentic leadership style through the lens of participants' perception who worked under supervision of Authentic leaders and understand the context of their experience to find out what informs Authentic followership. 

	Review Questions 
	Review Questions 
	Research Question: This research will examine the perception of the followers working under Authentic leader supervision in order to find out what are the components of Authentic leader model practiced at workplace that led to authentic followership of employees? 

	Inclusion Criteria 
	Inclusion Criteria 
	*Peer reviewed journal articles (published in English) *Papers on Leadership, Leadership theories, Authentic Leadership and its development models, Followership or Authentic Followership *Papers Published between 1900-2023(Leadership & theories) *Papers Published between 2000 2023(Authentic leadership) (Authentic leadership section contains only few references prior to 2000) *Publications in English language *Qualitative/Quantitative studies 
	-


	Exclusion Criteria 
	Exclusion Criteria 
	*Literature prior to 1900 in Leadership topic *Literature prior to 1970 in Authentic Leadership topic *Blogs, Commentaries, unpublished dissertations or papers, academic essays 

	Key Authors 
	Key Authors 
	William L.Gardener, Bruce I.Avolio, Remus Hies and Bill George 

	Key Databases 
	Key Databases 
	Emerald, Wiley Online, Sage Journals, Sciencedirect, Researchgate, Google Scholar, IJLS, Elsevier, Jstor, 

	Key Journals 
	Key Journals 
	The leadership Quarterly, Europeanjournal of Business and social sciences, Journal of nursing management, Journal of leadership and organizational studies, Journal of management policies and practices, Procedia, Journal ofwork and educational psychology and Journal of business ethics 


	The key authors William L.Gardener, Bruce J.A volio, Remus Hies and Bill George who have contributed to the development of Authentic leadership theory by presenting their models which are widely used by several authors and the existing literature is predominantly connecting to their work. However, there is no recent significant development in the subject area corresponding with the current market situation and leadership practices hence the gap is being addressed by presenting this research paper. 
	It is essential to understand leadership and leadership theories first before defining Authentic leadership. First, I will primarily review the existing literature on leadership, its different theories. I will further conduct my research to review authentic leadership. Thus, it is important to understand and investigate what leadership is?This section will further explore the 
	It is essential to understand leadership and leadership theories first before defining Authentic leadership. First, I will primarily review the existing literature on leadership, its different theories. I will further conduct my research to review authentic leadership. Thus, it is important to understand and investigate what leadership is?This section will further explore the 
	theoretical foundations of Authentic leadership theory that support the modem concept of Authentic leadership. This section will also evaluate the theoretical development ofAuthentic leadership in order to define the various constructs of Authentic leadership theory which includes the authenticity, authentic leader or leadership and its development. 



	2.2 Leadership 
	2.2 Leadership 
	The study ofleadership is older than 100 years (McCleskey, 2014 ). One ofthe earliest theories of leadership is Great man theory (1940) "Leaders are only born but cannot be made". was presented by Thomas Carlyle, a writer and teacher, who believed the great leaders are only born and cannot be made. This has been subject to greater criticism because not all leaders are born and may develop the traits over the time. It is also practically possible that a leader might emerge in the situation or forced circumst
	In 1860, Herbert Spencer, philosopher refuted Thomas Carlyle, affirming heroes are made by time and social conditions. However, these earlier studies had no reference or study on the leader's characteristics/ qualities, personality, behaviour, or traits for further clarification how these leaders influenced or motivate their followers towards the achievement of goal. In other words, Herbert did criticize the work of Carly le but fail to provide concrete evidence about the time and social conditions. In a nu
	Leadership has been defined numerously by authors however there is still not a single uniform definition of leadership. Authors have contributed to explain the concept of leadership as per their own understanding (Stogdill, 1974), however there is no right or wrong definition for leadership. All writers attempted to define the leadership on their own perception, understanding, interest, or context to study (Bass and Bass, 2008; McCleskey 2014). 
	Nonetheless, some authors defined it from the lens of traits while other viewed it as a process. Interestingly, leadership is a subject matter immensely debatable because of different school of thoughts. Each style and preferences are questioned by the opposing school of thoughts. A systematic Review of leadership Definitions (Reed et al., 2019) found out after reviewing 441 articles that the most common leadership definitions are motivating followers towards achieving goals and bringing change in organizat
	On the contrary, another writer has related the leadership with use of power and thoughts to influence other people (Zaleznik, 1977). The issue with both such definitions remain that it focuses more on the interactions and use of power while leadership is not all about power, it is more about inspiring others to do the tasks (Robbins et al., 2009). Similarly, Burns,1978 has attempted to explain the Leadership by relating it to a practice exercised over people when people work under motives or with purpose c
	Although, above definitions are not very conclusive but the emerging themes from these definitions indicate the leadership's key points are 'interact', 'influence','exercise' ofleader which is exercised on people/group of people working for same goal denoting relationship between leader and follower or interaction with each other. However, in 1990s, the purpose of interaction was further studied, and the leadership was defined as a process of interaction with followers for the purpose of motivating them (Ba
	Although, above definitions are not very conclusive but the emerging themes from these definitions indicate the leadership's key points are 'interact', 'influence','exercise' ofleader which is exercised on people/group of people working for same goal denoting relationship between leader and follower or interaction with each other. However, in 1990s, the purpose of interaction was further studied, and the leadership was defined as a process of interaction with followers for the purpose of motivating them (Ba
	complete the same task. The definition ofChemers ( 1997) appear more appropriate in the social setting because it is how practically people work in the organization through help and assistance. As stated by Robbins et al. (2013) the organization is a social unit where individuals interact and collaborate with each other to execute the tasks. 

	Yukl and Van Fleet (1992, p. 149) as cited in Shaver (2014) "Leadership is viewed as a process that includes influencing the task objectives and strategies of a group or organization, influencing people in the organization to implement the strategies and achieve the objectives, influencing group maintenance and identification, and influencing the culture of the organization", this definition indicates that influencing is more inspiring others to do the tasks. Nonetheless, this also indicate that leaders hav
	Kotter 1988 was believed to bring a shift in leadership definitions as the author attributed it as process of moving followers or group in some directions with coercive means. This definition brought a change by introducing voluntarily movement and use of non-coercive means hence the positive leader was revealed which diverted the readers' attention and introduced the positive leader however, past research (Kellerman, 2014) was only suggesting 'force' as source of movement or motivation for followers (Volck
	Future studies linked leadership with the quality of behaviour in process of guiding their followers towards organised effort (Novicevic et al., 2005). It is interesting to link the quality of behaviour, which takes this literature to drive towards 'authenticity' as a leadership attribute. Advocate of Authentic Leadership, Bill George (Professor Harvard school andCEO Medtronic) whose work on Authentic Leadership has attracted greater attention has also opposed the notion "Leaders are only born but cannot be
	On the other hand, another study diverted the readers' attention towards a new concept that Leaders can be managers however not all managers can be leaders. This is proved by the comparison by Ribbons et al. (2012), who asserts the good management is about order and consistency in presentation of plans, structure designing of organisation and to monitor the success as per plan. On paper, it is a good description, but leadership is not always about plans, structures, and designs. It could be also to enhance 
	Leaders deal with vision implementation, strategy, coordinate, provide staff to organisation and dealing with daily tasks or problems (Robbins et al. 2012). Again, it indicates that leaders are more involved in the development of the plans and process that enables the employees in achieving the common goal in the collective manner. Alternatively, (Kruse, 2020) has perceived the leadership through a different angle, by distinguishing the two, Manager and Leader. The author has further defined the manager's r
	Leaders deal with vision implementation, strategy, coordinate, provide staff to organisation and dealing with daily tasks or problems (Robbins et al. 2012). Again, it indicates that leaders are more involved in the development of the plans and process that enables the employees in achieving the common goal in the collective manner. Alternatively, (Kruse, 2020) has perceived the leadership through a different angle, by distinguishing the two, Manager and Leader. The author has further defined the manager's r
	in the environment could urge the managers to adapt some ofthe leadership role in their daily operations. Nonetheless, there is large agreement in the literature that managers are more concern about 'things' while leaders have higher concern for 'people'. 

	Since the more research has been carried on, the more understanding and leadership theories have developed. These theories can be traced in 1900s. The earlier or foundation of all theories were trait, behaviour, and contingency theories. These theories helped evolved future theories. The most recent theories are highly focused on the relationship among leader and followers (Stedham et al., 2019; Andronic and Dumitrascu, 2017; Casimir et al., 2006) while earlier theories were more focused on "what" of the le

	2.3 Development of Leadership 
	2.3 Development of Leadership 
	As discussed above, the earlier leadership definitions 1890 -1910 were considered as the leader's influence or interaction with his followers (Stogdill and Shartle, 1948; Zaleznik, 1977; Burns,1978). Leadership has been developing and reshaping as per theorists' perception; Initially Fredrick Taylor, introduced scientific management and incentive-based motivation while in 1900-1929 the leadership was considered 'control and centralization ofpower'. Hence, the manager leading the workforce demonstrated more 
	Figure 1: Theories of Leadership {as studied and discussed below) 
	LEADERSHIP THEORIES 
	2.4 GREAT MAN THEORY (1840s) TRAIT THEORY (1930s-1940s) 
	2.4 GREAT MAN THEORY (1840s) TRAIT THEORY (1930s-1940s) 
	The first theory as shown in Fig.I above is Great man theory. Before 1930, domination was the key interaction between leader and follower which later shaped the leadership view of 'domination to influence'. Trait theory was based on 'someone is born leader' conception and had believe that a leader is a person who is born with special qualities defined below in picture of Trait definition. This theory was evolved after 'Great Man' theory as the special qualities were found in great leaders in social, politic
	The trait theory believed that the leader has five main qualities which are emotional stability, conscientiousness, agreeableness, openness to experience and Extraversion. Most of the traits leaders mostly had these main five qualities or the subcategories oftrait for instance emotional 
	The trait theory believed that the leader has five main qualities which are emotional stability, conscientiousness, agreeableness, openness to experience and Extraversion. Most of the traits leaders mostly had these main five qualities or the subcategories oftrait for instance emotional 
	intelligence is considered the subcategory or dimension. Similarly, the energy and ambition are subcategory or dimension of extroversion (Robbins et.al., 2012). The trait theorists believed the leader had certain characteristics which help identify them as great leaders. Bass (1990) presented 43 characteristics however House and Aditya (1997) point out the problem of insufficient 'empirically sustained personality theory' for the purpose ofguidance ofsearch for the traits ofleadership (Colbert et al., 2012)

	2.5 Behavioural Theory 1940s -1950s 
	2.5 Behavioural Theory 1940s -1950s 
	"The leader has to be practical, and a realist yet must talk the language ofthe visionary and the idealist. " .... Eric Hoffer, American moral and social philosopher. The leadership research evolved from trait theory to behavioural theory and further into charismatic and visionary leadership. It denied the trait theory that leader is born and focused on the leaders' behaviour but not the leaders' traits/characteristics (Muftahu, 2019). Hence, the behavioural school of leadership argued that the leadership i
	"The leader has to be practical, and a realist yet must talk the language ofthe visionary and the idealist. " .... Eric Hoffer, American moral and social philosopher. The leadership research evolved from trait theory to behavioural theory and further into charismatic and visionary leadership. It denied the trait theory that leader is born and focused on the leaders' behaviour but not the leaders' traits/characteristics (Muftahu, 2019). Hence, the behavioural school of leadership argued that the leadership i
	enabling leaders a room for improvement for being effective (Muftahu, 2019). This theory fills the void gap left by trait theory ofleadership. 

	However, behavioural school is not free from criticism. One of the criticisms on the behavioural school is that the relationship between leaders and subordinate is not always clear. Behavioural school remain vague about the explanation ofthe ideal relationship between leader and his/her subordinates. Moreover, it is again emphasizing on the concept ofTaylorism -"one best way", while time and again it is clear that there is no one best way. Practically explaining the concept would be saying that one size sho
	Stogdill's study revealed the difference ofleadership role between average individual and an average group member. His survey was regarding the individuals' traits of intelligence, alertness, insight, responsibility, initiative, persistence, self-confidence, and sociability. This survey led the researchers to situational leadership theory denied the concept of specific characteristics and personality factors of leaders and revealed that the leader is a result of relationship at work between the leader and f



	2.6 Group Approach (1940 -1950) 
	2.6 Group Approach (1940 -1950) 
	The Group approach was about 'behaviour at workplace identified during group activities (Hemphill, 1949). For a while, if the group approach is considered, a question arise that traits would only demonstrate in the group? This need further evaluation because leadership's impact remains on the subordinates even after the goal is accomplished (Haque and Y amoah, 2022). 
	A work ofNorthouse (2013) stated that in the 1950, three themes were prevailing on leadership concept, continuance of group theory, leadership as a relationship that develop shared goals and effectiveness. In 1960, Seaman defined leader who influence others through his acts working for same purpose (Northouse,2013). Again, the leadership impact is confirmed but it is still debatable that whether the impact is only significant on the groups for tasks, or it shapes them in their journey of learning. It also o
	During 1980s the nature of leadership was researched extensively which brought it to light of academics and public awareness. Consequently, numerous definitions with different themes were noticed. The main four themes were following the leader, influence, traits, and transformation. Following leader was and doing what leader wants was the main message. Leadership influence was defined and seen in several definitions. Due to the movement of (Peter and Waterman,1982), traits of leader were adapted by several 
	2.7 Organisational Behaviour Approach: 
	2.7 Organisational Behaviour Approach: 
	During 1970, Group focus approach directed the research to Organisational behaviour approach. Behaviour approach considered leadership as groups making and then maintain the groups or organisations in order to achieve the goals of organisation (Northouse, 2013). On other hand, Behaviour theories suggested that leaders can be trained unlike traits who believed leaders are born and can't be made. These two theories 1) traits and 2) behaviour were evaluated by Ohio State studies and university of Michigan stud
	Ohio state studies concluded the satisfied and motivated employees were those who were highly considered by their manager and those managers who started structure was connected to group strongly and was able to achieve productivity for organisation and evaluate the performance (Robbins et al., 2012). The findings also indirectly hinted towards the impact of leadership on the employees is far deeper because of the genuine care and relationship. University of Michigan Studies conducted the study to evaluate t
	2.8 Situational(l 969), Transformational(1978) and Transactional Theories Situational theory, as the name imply, was considered in any situation which means the leadership varies in different situations, so the leader is supposed to adapt the leadership style as per situation. Leaders had to take into consideration maturity level, assessing the employees, their competency and commitment to the allocated tasks (Bass,2008). "The essence of situational leadership demands that leaders match their style to the c
	On the other hand, Transactional leadership involved exchange i.e. contingent rewards, negative feedback or corrective coaching which was adapted to benefit the leader and followers (Bass and Riggio, 2006; Burns 1978) Situational leadership was criticised due to its limitation to situation or situation specific while Transactional was criticized by Bums(l 978) as short term relationship ofexchange among leader and follower as any exchange ofoffers i.e. political promises for vote, manager's offer of promoti
	On the other hand, Transactional leadership involved exchange i.e. contingent rewards, negative feedback or corrective coaching which was adapted to benefit the leader and followers (Bass and Riggio, 2006; Burns 1978) Situational leadership was criticised due to its limitation to situation or situation specific while Transactional was criticized by Bums(l 978) as short term relationship ofexchange among leader and follower as any exchange ofoffers i.e. political promises for vote, manager's offer of promoti
	on leadership effectiveness. The Transformational theory does not appropriately address the modem-day challenges as well (McCleskey,2014) however this theory is considered to bring forth the concept of Authentic leadership for the very first time through the work of Bass, the most leading theorists of leadership. 


	2.9 Ethical Leadership: 
	2.9 Ethical Leadership: 
	Ethical leadership is significant in addressing modern situation (Avolio et al., 2005) and its increasingly influential. Ethical leadership promotes Authenticity that is linked with Authentic leadership. On the other hand, Authentic leadership is also considered to be based upon ethical, charismatic, and transformational leadership approaches (Walumbwa et al., 2008). Authentic leadership is mostly called positive ethical leadership (Walumbwa et al., 2008; Gardener et al., 2011 ). An ethical leader uphold mo

	2.10 Authenticity 
	2.10 Authenticity 
	"The essence ofauthenticity is being yourselffully.". Dr. Karissa Thacker, a Psychologist and Founder I President ofStrategic Performance Solutions. 
	Authenticity is defined as the quality ofbeing real or true, based on facts and genuine. Its origin can be traced in late middle English via old French from the late Latin 'authentic us', from Greek 'authentikos', 'principle, genuine' (Lexico;Oxford Dictionary). There is a Latin proverb 'temet nosce' which means 'know yourself. Several researchers have used the ancient Greek philosophers' concept of authenticity 'know thyself or 'To thine own self be true' (Harter,2002; Synder and Lopez, 2002; Avolio and Ga
	Authenticity is defined as the quality ofbeing real or true, based on facts and genuine. Its origin can be traced in late middle English via old French from the late Latin 'authentic us', from Greek 'authentikos', 'principle, genuine' (Lexico;Oxford Dictionary). There is a Latin proverb 'temet nosce' which means 'know yourself. Several researchers have used the ancient Greek philosophers' concept of authenticity 'know thyself or 'To thine own self be true' (Harter,2002; Synder and Lopez, 2002; Avolio and Ga
	right decisions. Some studies (Harter, Synder and Lopez, 2002; Erickson , 1995) suggest the origin of the authenticity can be traced in psychology and philosophy while others (Rogers ,1963; Maslow, 1971) believe authenticity is a process in which individual is linked to its traits equally (Park and Seo ,2016). 

	Bill George (2003) summarized the characteristics ofa leader in one word: Authenticity. After extensive study of leadership and its traits. Bill George explained the leadership to start with authenticity and ends on it. The author was focused on the character ofthe leader opposing the media, literature, business, or movies who glorified the high ego personalities ofthe leader by discussing or presenting their styles. Bill George Professor Harvard school, CEO Medtronic, and leading practitioner, is considere
	2.11 Authentic Leadership 
	2.11 Authentic Leadership 
	"Leadership is the sum ofwho you are. Leaders are developed not simply born and we can all develop ourselves to be able to guide others. Anyone who follows their internal compass can become an authentic leader" (George, 2007). 
	Authentic leadership have ethical based decision making , psychology and positive organization as guide and most of us have potential to be an authentic leader. Any moral dilemma can trigger it which will guide authentic leader to practice core values and make decision on when is right (May et al.,2003). According to (Javed et al., 2018) and the work of (Haque, Urbanisky and Sher, 2020) Authentic leaders are the leaders who have nothing to hide, nothing to prove and nothing to dictate for the followers. Suc
	Authentic leadership have ethical based decision making , psychology and positive organization as guide and most of us have potential to be an authentic leader. Any moral dilemma can trigger it which will guide authentic leader to practice core values and make decision on when is right (May et al.,2003). According to (Javed et al., 2018) and the work of (Haque, Urbanisky and Sher, 2020) Authentic leaders are the leaders who have nothing to hide, nothing to prove and nothing to dictate for the followers. Suc
	leadership is more of ethical leader. The psychological capital of the employees developed under the Authentic or ethical leader more is also not explored by the existing literature review. 

	The Authentic leadership concept is based on transactional, transformational, ethical and servant leadership (Gardner et al., 2011). Authentic leadership emerged in early 2000 (Avolio and Gardener, 2005) and the term 'Authentic leadership' was initially mentioned in the Transformational research by (Bass, 1990; Bass and Steidlmeier 1999) who argued that 'transformational leader would be highly moral to be otherwise would result in inauthentic or pseudo-transformational leadership'. Luthans and Avolio(2003),
	Several authors have attempted to define Authentic leadership (Gardner et al.,2011; Hies et al., 2005, p. 374; Avolio et al., 2004, p. 4; Luthans and Avolio, 2003; Baquero et al., 2019) but there is no uniformity (Boas and Shamir, 2005; Northhouse,2010; Gardner et al.,2011). However, it is interesting to note that in most definitions authors somehow have agreed on certain notions such as, role model, self-efficacy, self-discipline, high moral reflective practice, values, Knowledge based, informed, genuine, 
	Authentic leaders are mostly defined as 'moral agents' or following 'moral compass' as George (2003) defined Authentic leader as following 'inner compass'. Hence, they have moral character (Avolio et al., 2004, p. 4) Internalized moral perspective (Harter 2002). Authentic leaders are aware of themselves and their values or beliefs (Hies et al., 2005: 374; Gardner et al.,2011, Avolio et al., 2004, p. 4; Luthans and Avolio, 2003; Walumbwa et al., 2008), they are aware of context in which they operate hence th
	Authentic leaders are mostly defined as 'moral agents' or following 'moral compass' as George (2003) defined Authentic leader as following 'inner compass'. Hence, they have moral character (Avolio et al., 2004, p. 4) Internalized moral perspective (Harter 2002). Authentic leaders are aware of themselves and their values or beliefs (Hies et al., 2005: 374; Gardner et al.,2011, Avolio et al., 2004, p. 4; Luthans and Avolio, 2003; Walumbwa et al., 2008), they are aware of context in which they operate hence th
	2003; Walumbwa et al., 2008), and their focus is Employees' development, building followers' strengths, broadening followers' thoughts and creating positive, engaging and trustworthy organisational environment (Hies et al., 2005, p. 374; Gardner et al.,2011; Chang et al., 2020; Luthans and Avolio, 2003; Walumbwa et al., 2008). 

	Considering above-mentioned review, definition of an authentic leader is adopted as one who: 
	(1) 
	(1) 
	(1) 
	is self-aware, man of words, humble, knowledgeable, resilient, optimistic, genuine. 

	(2) 
	(2) 
	have high moral character, values, and beliefs, always seeking improvement, fosters high degrees oftrust by building an ethical and moral framework, aware ofthose being led and looks out for the welfare of others, makes fair decision. 

	(3) 
	(3) 
	employees focused and made work environment a better place for followers hence contributes to organizational success within the construct of social values. 


	The above findings reveal the personality traits or characteristics of Authentic leader as presented in (1) above; upholds his virtuous personality as mentioned in (2) Above; and how the authentic leader makes the workplace a better place i.e., by focusing on employees rather than completion of task which further contributes to the success of the organisation. Furthermore, it also confirms that the authentic leaders influence their followers who are motivated and have self-esteem. These followers are more s
	The Authentic leadership has further converged around some dimensions which serves as guide for Authentic Leadership development and followership development. The most cited work which have been canter of interests of scholars and researchers are written by Luthans and Avolio (2003) whose authentic leadership conceptualization and theoretical underpinnings of the presented model is discussed here. The major contribution in this regard was made by Fred Luthans and Avolio (2003) who in their book titled 'Auth
	The Authentic leadership has further converged around some dimensions which serves as guide for Authentic Leadership development and followership development. The most cited work which have been canter of interests of scholars and researchers are written by Luthans and Avolio (2003) whose authentic leadership conceptualization and theoretical underpinnings of the presented model is discussed here. The major contribution in this regard was made by Fred Luthans and Avolio (2003) who in their book titled 'Auth
	self-Regulation behaviour which in response foster positive self-development (Luthans and 

	Avolio, 2003). 
	Figure 2: 'Authentic Leadership Development Model' by Luthans and Avolio (2003) 
	FiguccI6.1 Authentic Leadership Dcvelopll,lent Model 
	Positive Psychological Capacities 
	Confidence
	Confidence
	Lile 
	Hope
	Experiences 

	Optimism Resiliency
	(Where I came from) 
	(Who I am) 
	Positive Self-Development 
	Authentic Self· Leadership 
	Authentic Self· Leadership 
	Figure
	Figure

	Self­

	Regulation Confident
	Regulation Confident
	Figure

	Awareness 

	Behaviors Hopeful Optirnistic
	Behaviors Hopeful Optirnistic
	(How I develop and behave) 

	Resilient Transparent Positive Trigger Moral/Ethical Organizational Future-Oriented
	Figure

	Events/Context Challenges Associate Building 
	Vision 
	Vision 
	Vision 
	Highly Developad 
	(What I'm experiencing) 
	(What I can become: 

	Strategy 
	Strategy 
	Organization 
	true to myself and 

	Culture 
	Culture 
	others)

	TR
	(How I am supported)

	(How my context 
	(How my context 

	is framed and 
	is framed and 

	shaped) 
	shaped) 


	Source: Luthans and Avolio (2003) 
	In the above figure:2 the authors have attempted to present a process of Authentic leadership development which depicts that the positive psychological capacities( confidence, hope, optimistic, resilience) along with life experience in positive organisation context (vision, strategy, culture in highly developed organization) when triggered or get challenged, based on two dimensions; Self -awareness and self-regulation behaviours develops an authentic leader who is confidence, hopeful, optimistic, resilient,
	The authors, in their book, stressed the significance of 'an highly developed organizational context or culture' for the development of self-regulation which along with the positive psychological capacities, leads to authentic leadership. Hence, the combination of 1) positive 
	The authors, in their book, stressed the significance of 'an highly developed organizational context or culture' for the development of self-regulation which along with the positive psychological capacities, leads to authentic leadership. Hence, the combination of 1) positive 
	psychological capacities and 2) positive organisation context serves as foundation of development for an individual who further embrace positive self-development (self-regulation and Self-awareness) when triggered [in specific circumstances/ or time by time] and become an authentic leader. So, the Authentic leadership draws out of 1) positive psychological capacities and 2) positive organisation context. It takes a new tum when reaches 'triggering point' and develops under guidance of self-awareness and sel

	Authentic leader stands out of the crowd due to the uniqueness because individual is probing for authenticity in himself for emanating his behaviour and thinking. This is the phase, when the individual is triggered as proposed by the development model by Luthans and Avolio (2003). The individual opts 'courageously and consciously' and develops an internally motivated, purposeful, focused, and externally open individual, which transforms him into Authentic leader. Moreover, it entirely depends on the individ
	Authentic leader stands out of the crowd due to the uniqueness because individual is probing for authenticity in himself for emanating his behaviour and thinking. This is the phase, when the individual is triggered as proposed by the development model by Luthans and Avolio (2003). The individual opts 'courageously and consciously' and develops an internally motivated, purposeful, focused, and externally open individual, which transforms him into Authentic leader. Moreover, it entirely depends on the individ
	winner 1993, Former President South Africa; Imran Khan, Former prime minister Pakistan, with huge followership etc. 

	The Authentic leadership model by Luthans and Avolio (2003) Fig.2 above, give rise to future development of authentic leadership model as the conceptualization of Authentic leadership has been researched extensively thereafter. Hence, the Authentic leadership theory has developed as multidimensional construct, which is presented by different authors however, this was actually led by the initial work of Luthans and Avolio (2003). To explore the process of development of Authentic leadership models; the exist
	Figure 3: Authentic Leadership Development Model by Avolio et al. {2004) 
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	Fig. I. Proposed framcworl< linking authentic leadership to follower,· attitudes and behaviors. 
	Fig. I. Proposed framcworl< linking authentic leadership to follower,· attitudes and behaviors. 


	Source: Avolio et al. (2004) 
	The above model Fig.3 represents the 'followership development' in addition to the earlier model proposed by Luthans and Avolio (2003) Fig.2 above. The authors identified Positive psychological capacities 'Hope, Optimism, resilience, resiliency, confidence' factors which contributes to the process of influence of authentic leadership or in other words to derive authenticity in leaders hence leads to Authentic leadership development. Optimism is expecting positive or looking at bright side, Self-efficacy is 
	Gardner et al., (2005) Fig.4 below,presented the Authentic leadership development and follower development model based on model presented by Luthans and Avolio (2003) Fig.2, who introduced two ways or levels of development of Authentic leadership which are at individual levels and organisational level. As presented in model the positive psychological capacities at individual level must have a 'positive organizational context' to support the development of authentic leadership development which will further 
	It is important to note that the above model presented by Avolio et al. (2004) Fig.3, has indicated that the followers will exhibit attitudes ( commitments, job satisfaction, Meaningfulness, Engagement) and behaviours (Job performance, Extra effort, Withdrawal behaviours) in response to the Authentic leadership which was not presented by previous model ofLuthans and Avolio (2003) Fig.2 above. It is also in line with the studies (Avey et al., 2011) that positive core construct ofpsychological capital (hope, 
	Gardner et al. (2005) Fig.4 below,proposed Authentic leader's model and follower development by putting forth three dimensions; increased self-awareness, self-regulation, and positive modelling which results in fostering the development ofauthenticity in followers. 
	Figure 4 :Authentic Leadership Development Model by Gardner et al. {2005) 
	Figure 4 :Authentic Leadership Development Model by Gardner et al. {2005) 
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	Source: Gardener et al. (2005) 
	Gardner et al. (2005), as above figure 4 shows, presented 'a self-based model of Authentic leader and follower development' considering authentic followership as an important component ofauthentic leadership development model. This is the first model where Authentic followership was focused. The model is based on earlier study by Luthans and Avolio (2003) Fig.3, however, authors stressed on follower development. Howell and Shamir (2005) discussion drew attention of authors towards followers' development hen
	Trigger events and personal history have been regarded as antecedents for development of Authentic leadership development. Authors have further clarified the personal history as the influence of family, role models, early challenges, any work/educational experiences. Triggering events or point from any internal or external sources could bring unexpected or very subtle changes that help leaders embrace personal development (Gardner et al., 2005). Hies et al., (2005) Fig.5 below proposed a four-component mode
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	2.12 Authentic Followership 
	2.12 Authentic Followership 
	Authentic leadership and Authentic followership are interconnected. Authentic leadership develops relations with authentic followers (Luthans and Avolio,2003; Gardener et al., 2005; Walumbwa et al., 2008; Hies et al., 2005; George,2003). Authentic followership is also connected with credibility. Credibility is extracted from Latin word 'Credo' means 'I believe'. In Authentic followership context, it means the followers have faith in the leader and they have developed trust relationship. The consistency ofa 
	Figure 5: Authentic Leadership Development Focused on Follower's Well-being 
	Figure
	Personal and. Org. Idmtification Positive Emotions Contagion Positive BehavioralModeling INFLUENCE PROCESSES Supporting Self-Determination Positive Social Exchanges ~-.._, essive □ ess oo/Developm:eqt ces elf-Esteom 
	LE ADER EUDAEMON IC WELL-BEING 
	Perso □ al Expressive □ ess Self-Realizatio □/Developme□ t 
	Flow Bxpedeoces Self-Effie ac x/Self-Esteem 







	!~
	!~
	Figure
	Q 

	AUTHENTrC LEADERSHIP Self-Awan:ness Unbiased Processing Autbentic Behavior/Actions Relational au thenticiJ:y 
	Source: Hies et al. (2005) 
	The model presented by Hies et al. (2005) as figure 5 above, has identified dimensional concepts of Authenticity. This model is more focused on followers' well-being. The authors also argued that authentic leaders and authentic followers have same components of authenticity. However, to what extent they are allowing their 'true selves' to come to practice will make it different (Gardner, Fischer and Hunt, 2009). As I quoted earlier, 'Each one of us don't only live private or family life but we also live wor
	The well-being of employees is highly dependent on the workplace environment. Authentic leadership practice affects the well-being of followers and enhances productivity in organizations (Baquero, 2023 ). There is a need to understand how Authentic leadership impacts well-being (Braun and Peus, 2018). The main key point is well-being of employees if the leaders are taking care of the employees and providing them a comfortable healthy environment; authentic followership will be developed. Hence it is more im
	Ryan and Deci (2001) defined measurement of well-being as when someone has satisfaction in life and has positive effect without any negative affect. The authors have also illustrated it as 'Optimal psychological functioning and experiencing'. This is supported by Hies et al. (2005) Fig.5 as the authors have related the well-being of followers with authentic leadership. The figure above displays an interconnected process of influence of authentic leadership on followers' well-being. This is supported by futu
	Fig.6 Basic Need Satisfaction and Authentic Followership Interaction 
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	Figure 2The Interaction Effea between Authentic leadership and Authentic Followership in the Prediction of Follower Basic Need Satisfaction 
	Source: Leroy et al. (2015) 
	Kim (2018) has argued that the followers and authentic leader higher relational cohesion with impact positively on the well-being of the followers. The author further elaborated it, "Wellbeing is a cognitive representation, optimal function, and experience of individuals regarding the nature and experience of well-being. Authentic leadership has positive effects on wellbeing of employees as they develop self-determination via mutual trust and positive emotions" (Kim,2018). A recent study focused on importan
	Braun and Peus (2018) contends that "Authentic leaders' responsibilities as gatekeeper for well-being in organisation. They build positive, trusting relations with their followers and thereby influence followers' attitudes and behaviors." The authors also asserted that "Authentic leadership creates the conditions for authentic followership" which is in line with (Lorey et al., 2012a). 
	There are various factors that may affect this relationship i.e., inconsistency with words and actions, not able to reflect their core values, not opening /or being transparent and so on. Avolio and Gardner (2005) emphasize the importance of 'Relational development process among follower and leader who help each other to develop. However, the leader will have to initiate and work on it with dedication to achieve the stage ofcreating authentic relationship. Similarly, Gardner et al. (2005) stressed 'heighten
	This is also called a behavioural field of study. Authentic leadership develops relations with 
	authentic followers (Luthans and Avolio,2003; Gardener et al., 2005; Walumbwa et al., 2008; Hies et al., 2005; George,2003). According to these authors, Authentic leadership is when a leader acts as per guidance oftheir 'true selves'. These leaders influence their followers through their practice of Authentic leader based on Authenticity, self-regulation and self-awareness which as a result develop the authentic followership. Previous research Avolio and Gardner (2005) has stressed on the practice of Authen
	2.13 Dimensions of Authentic Leadership: 
	2.13 Dimensions of Authentic Leadership: 
	Walumbwa et al. (2008) has presented four dimensions which are widely accepted and adapted by researchers and academics for examining theses four dimensions of Authentic leadership. Self-awareness, balanced processing, relational transparency, and internalized moral perspective. It is based on previous studies ofKemis (2003) who presented four dimensions of Authentic leader; self-awareness, unbiased processing, relational authenticity, and authentic behaviour/action. Future studies (Puni and Hilton, 2020; P
	2.13.1 Self-awareness: 
	2.13.1 Self-awareness: 
	Self-awareness is one of main parameters of the development of the Authentic leadership and is a main component ofthe Authentic leadership model presented by different authors including (Luthans and Avolio,2003; Gardener et al., 2005; Walumbwa et al., 2008; Hies et al., 2005). Self-awareness, (to understand yourself) means the leaders is deeply aware oftheir thinking or their core values, beliefs, identity, emotions, motives, actions and how these actions affect others. Their processes, relationship is open
	Self-awareness is one of main parameters of the development of the Authentic leadership and is a main component ofthe Authentic leadership model presented by different authors including (Luthans and Avolio,2003; Gardener et al., 2005; Walumbwa et al., 2008; Hies et al., 2005). Self-awareness, (to understand yourself) means the leaders is deeply aware oftheir thinking or their core values, beliefs, identity, emotions, motives, actions and how these actions affect others. Their processes, relationship is open
	context in which they operate; and who are confident, hopeful, optimistic, resilient, and ofhigh moral character" (Avolio, Luthans et al., 2004, p. 4, as cited in Gardner et al., 2004). The leader acknowledges and trust his values which impact on feelings of followers, their thoughts and behaviours (Hies et al., 2005). Self-awareness is connected with self-reflection as the leader reflects the core values, emotions, identity, goals and motives (Gardner et al., 2005). 

	Their followers have a better understanding and strong relationship. They trust and believe in their leader. In the context of a retail organization, the manager is and employees will have strong mutual understanding and relationship. The self-awareness quality of leader will help him/her derive trust and volunteer commitment from followers which will have positive effect on the business growth and performance. This depends on the perception of followers. If followers perceive the manager an authentic leade
	This is directing to George (2003) practical suggestion for individuals to follow their inner compass and adopt their own leadership style which is consistent with their specific character or personality hence stressing on the consistency. 

	2.13.2 Self-Regulation: 
	2.13.2 Self-Regulation: 
	As per Gardner et al. (2005), Self-regulation has been considered as fundamental component for development of authentic leadership. Self-regulation is an important component of Authentic leadership development process and has been suggested by several authors including (Luthans and Avolio, 2003; Gardner et al., 2005; George, 2003; Avolio et al., 2004). Self
	As per Gardner et al. (2005), Self-regulation has been considered as fundamental component for development of authentic leadership. Self-regulation is an important component of Authentic leadership development process and has been suggested by several authors including (Luthans and Avolio, 2003; Gardner et al., 2005; George, 2003; Avolio et al., 2004). Self
	-

	regulation simply means self-control over emotions, feelings and actions. It is very important for everyone as it helps with self confidence and self-esteem. Feelings and actions are its cause and effect. It is best practice to think, plan and then under logical reasons takes action thus controlling any unexpected situation or handling complaints or angry customers at store effectively. Ryan and Deci (2003) It is the inner self of the leader who will disregard any external pressure and will focus on his sel

	Similarly, Balanced processing is another feature associated with self-regulation process. It includes admitting personal mistakes and accepting other opinions or thoughts. Balance processing refers to 'an ability to analyse information objectively' before making a final decision. In this regard, they can take other people's opinions in consideration (Gardner et al., 2005). Walumbwa et al. (2008) suggests that the capacity ofAuthentic leader allows to process information objectively and further task analysi
	Relational transparency is also identified as major feature of self-regulation process. It refers to 'being open and honest in presenting one's true self to others. This component is suggested by several authors i.e. as Relational transparency (Kernis,2003; Walumbwa et al., 2008), Relationships (George, 2003), Authentic relational orientation (Hies et al., 2005), Positive modelling (Gardener et al., 2005). Transparency is referred as 'one's authentic self' to people. It is not fake or can't be faked as the 
	Relational transparency is also identified as major feature of self-regulation process. It refers to 'being open and honest in presenting one's true self to others. This component is suggested by several authors i.e. as Relational transparency (Kernis,2003; Walumbwa et al., 2008), Relationships (George, 2003), Authentic relational orientation (Hies et al., 2005), Positive modelling (Gardener et al., 2005). Transparency is referred as 'one's authentic self' to people. It is not fake or can't be faked as the 
	presenting 'the authentic self. His/her words should be consistent with his values, beliefs and actions. As elaborated earlier, Kemis (2003) linked authenticity with "optimal" levels of self­esteem which is possible with self-awareness and transparent relationships. So, their behaviour should be authentic which will result in promotion trust in followers. It can be attained through being open, truth and expressions while disregarding inappropriate emotions or negative feelings (Kemis, 2003). 

	The practice of moral/ethical standards or authentic behaviour standards is the fourth feature of self-regulation as identified by Gardener et al. (2005); which an Authentic leader applies under any social or organisation pressure or situation ignoring his own personal interests (Hies et al., 2005). This also integrates with self-regulations component presented by Luthans and Avolio (2003). Authentic behaviour is acting according as per true self or according to values but not for gaining any benefit (Kemis
	In regard to moral practice and authentic behaviour; the most renowned author and practitioner, is Bill George, Chairman and CEO Medtronic, Professor Harvard Business School and named in Top 25 Business Leaders of the Past 25 years by PBS. The author also sits on the boards of Exxon Mobil, Goldman Sachs and the Mayo Clinic. Bill George's contribution who focused more on practical approach of developing Authentic leadership model. The author identified five dimensions of Authentic leadership development mode
	Figure 7 as presented below is 'Authentic Leadership Model' by Bill George who proposed five dimensions of Authentic leadership which are Heart, Purpose, value, relationships, and self-discipline. First dimension 'Heart' suggests leaders to 'Lead with heart'. 
	Figure 7: Authentic Leadership Model -Bill George Figure l.1 Dimensi tlS f Authentic Leader hip 
	The Authentic Leader 
	(Source: George, 2003) 
	The author has emphasized on kind approach, empathy, to have connections and relations guided by heart. The leader has been guided to follow internal compass. Similarly, establishing durable relationship guided by heart approach is recommended. In order to influence the followers, leader has to follow moral standards establishing good relationship with followers while having shared purpose of achieving goal. The above model is purely based on ethical standards and authenticity. The great contributions of Bi
	Bill George, in his book, 'Authentic Leadership, Rediscovering the Secrets to creating lasting value' has applied a practical approach to the theory and suggested individuals to follow their inner compass and adopt their own leadership style which is consistent with their specific character or personality hence stressing on the consistency. The author future gave examples of great world leader who had their own styles i.e. George Washington, Abraham Lincoln, Winston Churchill, Franklin Roosevelt, Margarat T
	Bill George, in his book, 'Authentic Leadership, Rediscovering the Secrets to creating lasting value' has applied a practical approach to the theory and suggested individuals to follow their inner compass and adopt their own leadership style which is consistent with their specific character or personality hence stressing on the consistency. The author future gave examples of great world leader who had their own styles i.e. George Washington, Abraham Lincoln, Winston Churchill, Franklin Roosevelt, Margarat T
	which guides the CEO to align his decision according to these core values whereas the outer circle contains laws, regulations and ethical standards that is required to be followed strictly by company. Any decision outside when falling out of these circles could bring failure. The Authentic leadership development theory dimensions presented by earlier theorists may seem different from the Bill George model however they are well aligned with characteristics or components. For instance durable relationship (Ge

	The extensive review ofexisting literature reveals that most ofthe following work is supporting the early theories and modelling in the area. It is also in line with Biermeier-Hanson et al. (2021) who stated that most recent studies are focused on examining the 'employees' authenticity' as mediator, predictor, or moderator. Also, there is no evidence of Authentic followership modelling in existing literature which is integral to understand how Authentic leaders can be developed. This is also confirmed by th


	2.14 Review of contemporary literature {in the subiect area): 
	2.14 Review of contemporary literature {in the subiect area): 
	The review of existing literature as presented above is predominantly based on early theories and models hence there is no recent development seen in the studies following the earlier work. Since the following studies are found to be mostly replication or the extended version ofmain theories therefore, this section investigates the recent development by conducting a systematic review of most contemporary studies. As presented below, Table:2 provides summary of contemporary research in the subject area. Some
	The review of existing literature as presented above is predominantly based on early theories and models hence there is no recent development seen in the studies following the earlier work. Since the following studies are found to be mostly replication or the extended version ofmain theories therefore, this section investigates the recent development by conducting a systematic review of most contemporary studies. As presented below, Table:2 provides summary of contemporary research in the subject area. Some
	and Authentic leadership", "Authentic followership" to refine the results. Total 7 papers were shortlisted and reviewed as mentioned below. Exclusion criteria included the publications prior to 2019, as last five years have been focused in specific to evaluate the development of Authentic leadership in post covid-19 area due to pandemic massive impact on life. Publications similar to the one under review papers were excluded. The authentic publications peer reviewed were included. The papers under review ar

	A quantitative study (Baquero, 2023) discusses Authentic leadership and its constructs/subscales (relational transparency, internalized moral perspective, balanced processing, self-awareness) which positively impact employees' work engagement and trust in their leaders. The study is conducted quantitatively in Hotel (hospitality management) industry in Spain. The author in previous quantitative research in hotel industry (Baquero et al.,2019) studied the influence of Authentic leadership and its constructs/
	This study has further extended to evaluate the influence ofthe Authentic leadership constructs (relational transparency (RT), internalized moral perspective (IMP) and balanced processing (BP))on work engagement(WE) and trust in the leader(TL). The findings revealed that three Authentic leadership constructs; relational transparency, internalized moral perspective and balanced processing have a positive impact on Work engagement and concluded that managers who aims to influence work engagement should work o
	This study has further extended to evaluate the influence ofthe Authentic leadership constructs (relational transparency (RT), internalized moral perspective (IMP) and balanced processing (BP))on work engagement(WE) and trust in the leader(TL). The findings revealed that three Authentic leadership constructs; relational transparency, internalized moral perspective and balanced processing have a positive impact on Work engagement and concluded that managers who aims to influence work engagement should work o
	relationship between Relational transparency, Balanced processing and Work engagement. The study investigated the effect ofAuthentic leadership and follower's attitude which is consistent with the Alilyyani et al. (2018) systematic review's findings in Healthcare that studies were focused on investigating the emotions with Authentic leadership presented by (Avolio et al.,2004) hence there was preconceived knowledge and no new development was suggested. Similarly, a study (Kleynhans, Heyns and Stander, 2021)

	Furthermore, a quantitative study, Towsen, Stander and van der Vaart, (2020) studied 'The relationship between Authentic leadership, psychological empowerment, role clarity and work engagement' in the mining sector of South Africa. The study findings revealed authentic leadership has a positive relationship between psychological empowerment and work engagement. Further the study relates the role of Authentic leadership with relationship building and followers' motivation. This study was also focused on find
	Similarly, Duarte et al. (2021) evaluated the impact of Authentic leadership on 11 employees and better performance ( commitment, individual creativity and individual performance). The findings revealed a positive association between authenticity of Authentic leader and better performance of employees or in other words, Leaders' authenticity can influence employees' commitment and creativity hence promotes individual performance. It also helps building a good connection between organisation and the employee
	Similarly, Duarte et al. (2021) evaluated the impact of Authentic leadership on 11 employees and better performance ( commitment, individual creativity and individual performance). The findings revealed a positive association between authenticity of Authentic leader and better performance of employees or in other words, Leaders' authenticity can influence employees' commitment and creativity hence promotes individual performance. It also helps building a good connection between organisation and the employee
	effective commitment mediates with the link between Authentic leader and employees' performance. The study suggests the organisations and management to acknowledge the importance ofAuthentic leadership. These authors are building up evidence on previous studies (Wang et al,2014; Ribeiro et al.,2018a) as claimed by authors themselves hence this study confirm the positive impact of Authentic leadership on creativity offollowers. 

	In addition, (Akther, 2020) is an exploratory qualitative study involving sample of 69 participants from 21 Commercial Bank branches in Bangladesh. The study was conducted to examine the Authentic leadership contribution into training effectiveness as the researcher wanted to explore how a training program will foster the development across the 'four dimensions of the AL'(self-awareness, Relational transparency, balanced processing and internalized moral perspective) The study adapted the conceptual framewo
	i.e. pandemic. As per recent study (Novitasari et al., 2020) which examined the relationship between AL, innovation and Psychological Capital on innovative work behaviour supported the Positive relationship between Authentic Leadership and Employees' innovative work behaviour; and psychological capital and employees' innovative work behaviour. 
	The extensive review ofexisting literature revealed that there is no significant development of Authentic leadership models in present age as the reviewed contemporary theories and modelling are pre-dominated by the models presented by the authors mentioned in this study. The constructs are overlapping, and mostly academic publications found in the subject area are adopting the existing models. This is also confirmed by Gardener et al. (2011) review of publication in Authentic leadership subject area which 
	The extensive review ofexisting literature revealed that there is no significant development of Authentic leadership models in present age as the reviewed contemporary theories and modelling are pre-dominated by the models presented by the authors mentioned in this study. The constructs are overlapping, and mostly academic publications found in the subject area are adopting the existing models. This is also confirmed by Gardener et al. (2011) review of publication in Authentic leadership subject area which 
	research area is mostly quantitative and even it is qualitative, the constructs/dimensions of Authentic leadership have been either redressed or adapted. There is no new evidence (under studied) that's contributing to Follower authenticity or development theory which is crucial to the authentic leadership development. Furthermore, it has been found that existing literature (under studied) is pre-dominantly focused on Authenticity of leaders and its development instead of followers' authenticity and developm

	Further, the reviewed literature has no relevance to retail sector which is back bone ofeconomy. This research is trying to fill the gap as the research is qualitative in nature and focused on retail sector. Hence, this study has applied qualitative interpretive phenomenological research analysis to understand the perception ofthe followers for deep insight and a practical approach into subject area. How are the leaders perceived authentic in real world and beside that how authentic leaders practice authent
	Table: 2 Summary table on contemporary literature review: 
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	Topic: Authentic Leadership, Employee Work Engagement, Trust in the Leader, and Workplace Well-Being: A Moderated Mediation Model Components of AL: Relational transparency (RT), Internalized moral perspective (IMP), Balanced processing (BP), Self-awareness (SA) 
	The study evaluated the impact of constructs presented by Avolio et al., (2004) and further investigated the relationship with variables, this work is extended by author's previous studies. Further work in needed to make contribution to the theory of development of Authentic leadership by looking at other constructs defining present situation of post covid. 
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	Findings: RT, IMP and BP positively impact work engagement and trust in leader (TL). 
	Qualitative research to understand the phenomena in depth is also required in order to make further contribution in the AL theory. 
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	Topic: The Relationship Between Authentic Leadership, Psychological Empowerment, Role Clarity, and Work Engagement -To examine the relationship of AL with psychological empowerment and work engagement Findings: Authentic leadership has a positive relationship between psychological empowerment and work engagement. 
	The study evaluated the relationship of Authentic leadership with the variables. Further work in needed to make contribution to the theory of development of Authentic leadership by looking at other constructs defining present situation of post covid. Qualitative research to understand the phenomena in depth is required in order to make further contribution in the AL theory. 
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	Topic: Authentic leadership and Improved Individual Performance: Affective commitment and Individual creativity's Sequential Mediation -Authentic leadership on employees' better performance ( commitment, individual creativity and individual performance) Findings: a positive association between Authentic leadership and better performance of 
	The study evaluated the relationship of Authentic leadership with the variables. Further work in needed to make contribution to the theory of development of Authentic leadership by looking at other constructs defining present situation of post covid. Qualitative research to understand the phenomena in depth is required in order to make further contribution in the AL theory. 

	ll) ~ ;:I Q 
	ll) ~ ;:I Q 
	-~ § ;:::l Cl 
	"' Q) ....= "';:I ill 
	employees 

	TR
	TD
	Figure

	TD
	Figure

	~ :E u I 
	Topic: Authentic leadership and employee resilience during the COVID-19: The role of flow, organizational identification, and trust -Authentic leadership vs employees' resilience (Trust as scale) Findings: Flow and organisational identification mediated the effect of AL on employees' resilience. AL impacts employees' resilience through flow, organisational identification and Trust. 
	The study also evaluated the relationship of Authentic leadership with the variable. Further work in needed to make contribution to the theory of development of Authentic leadership. Qualitative research to understand the phenomena in depth is required in order to make further contribution in the AL theory. 
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	Title: An Exploratory Study on Authentic Leadership Concept in Fostering Training Effectiveness in Commercial Banks ofBangladesh -To explore how a training program will foster the development across the 'four dimensions of the AL' (selfawareness, Relational transparency, balanced processing and internalized moral perspective) Findings: supports the framework adapted of previous research, Luthans and Avolio (2003) and Sidani and Rowe (2018) 
	-

	Though study was an exploratory Qualitative study however it adapted the framework presented by Luthans and Avolio (2003) and examined the effectiveness of variables across the four dimensions ofAuthentic leadership presented by earlier studies. 
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	RESEARCH METHODOLOGY 
	3.1 Introduction 
	3.1 Introduction 
	This chapter contains the details of the choice of methods and methodology employed in this research. This is a qualitative study of lived experiences of the employees working under supervision of the Authentic leaders in the organisation. The appropriate research approaches and design under Qualitative research umbrella has been selected to gather and analyse the data under chosen analytic guidance. The whole chapter is divided into two sections: research and methodology. Research section contains the phil

	3.2 Qualitative Research Methods 
	3.2 Qualitative Research Methods 
	Social Science researchers widely apply mainly two research methods in their studies, Quantitative and Qualitative. Quantitative research methods mainly use statistic data analysis methods after collecting data through questionnaires/survey, inventories, demography, official statistics, experiment etc ( Lazartan, 2005; Cresswell, 2007; Blackstone, 2012) and second is Qualitative (Cresswell, 2007; Blackstone, 2012) Qualitative research is used to examine experience of people in detail employing qualitative r
	Qualitative study is conducted in its 'natural settings' as the data collection is normally conducted on the place where the issue is experienced by the participants. (Moustakas, 1994; 
	Creswell,2007). This is different from quantitative method in which either instruments i.e., questionnaires are sent to participants to fill up and return or the participants are brought to the lab. On the contrary, the qualitative research study gets in touch with participants and observe them at the site. symbolises qualitative research as 'fabric woven with variety of coloured threads of mixed textured and materials. The qualitative research is described with various terms i.e., interpretivist, naturalis
	According to Cresswell (2014), Qualitative analysis and methods are employed to understand the research phenomena in depth. Qualitative methods enable the researchers to understand the relationship between variables or the phenomena of considered variables in more depth. The phenomenon in the natural settings is explained as phenomenology which is a conscious effort to understand the direct experience ofparticipants (Thompson, 2014). This phenomenological research is an effort to understand and describe the
	The phenomenological stance also proves essential m expanding the knowledge about considered phenomenon. 
	This qualitative research is primarily descriptive with the aim to describe as accurately as possible. This qualitative study enables the researcher to understand why and how certain variables impact the employees' experiences rather than only explaining the relationship through numeric. In other words, the drawback of quantitative study is its numerical express the relationship but that does not mean it can explain the hidden reasons (how and why) things appear to be the way they are. For instance, Quantit
	In this universe, there are many things that could not be measured and expressed through quantity, but only could be understood through qualitative analysis for instance, the love of mother for children could not be measured or expressed in quantity. Similarly, the experiences, events and relationships should be understood through qualitative analysis to actually learn about the phenomenon in much deeper manner. Qualitative methods and analysis is a well­established approach used by researchers when numeric


	3.3 Phenomenological Research Design 
	3.3 Phenomenological Research Design 
	The choice ofresearch design for this study is "phenomenological" (as proposed by Moustakas, 1994). This study is seeking to discover 'the lived experience of employees working under supervision of Authentic leader'. Phenomenological study applies where two primary questions arise; one is about experience of participants and other is context of that experiences (Moustakas, 1994). Similarly, Van Manen (2007) has defined phenomenology as a project considering 'sober reflection on experience' and 'theoretical,
	Phenomenological research design has been chosen for this study to explore and describe the phenomenon as previous studies were found to be quantitative (Novitasari et al., 2020; Kleynhans, Heyns and Stander, 2021; Mao et al., 2023), Moustak:as (1994) mentions that studies of human experiences are not approachable through quantitative approaches. The author classified human science qualitative research models into five categories: ethnography, grounded theory, hermeneutics, empirical phenomenological resear
	In addition, Van Kaam ( 1966) studied the students from, school and college for their description of feelings by asking them to recall a situation(s) where they felt understood by someone i.e. parents/friends. The author believed the theoretical constructs provides full meaning and depth of human behaviour through the qualitative method which could be distorted if applied statistical quantitative method. The empirical phenomenological approach provides a comprehensive description of an experience which serv
	In addition, Van Kaam ( 1966) studied the students from, school and college for their description of feelings by asking them to recall a situation(s) where they felt understood by someone i.e. parents/friends. The author believed the theoretical constructs provides full meaning and depth of human behaviour through the qualitative method which could be distorted if applied statistical quantitative method. The empirical phenomenological approach provides a comprehensive description of an experience which serv
	query or engaging in a dialogue or combining both. Step three is the analysis ofthe data which has been collected, read, scrutinised revealing meaningful description, coherence with underlining circumstances and clustering. Overall, emphasis was given to the meaning configuration. 

	The data collected is made up of "naive" descriptions that were gleaned via conversations and open-ended queries. The structure ofthe experience is then described by the researcher based on reflection and an interpretation of the study participant's narrative. The goal is to ascertain what the experience signifies to the individuals who have had it. General meanings are taken from there. The author emphasized that Qualitative research studies should have 'recognition ofthe values of qualitative designs. The
	Hence, I have selected Qualitative Phenomenal research methods for my study as the Qualitative research design is the most appropriate for the purpose of my inquiry. I further carried on my basic research for increment to the body of existing knowledge and applied qualitative research methods that have addressed the unique problem or phenomenon under study. Research is advance in nature because researcher examined the variables to gain the body and in-depth understanding of the knowledge about phenomenon of
	3.4 Research Paradigm and Research Philosophy 
	3.4 Research Paradigm and Research Philosophy 
	For the purpose of theoretical foundation, secondary data is collected through previous knowledge and studies done in same area. The comprehensive literature review is serving as a foundation for analysis ofthe data. As a research instrument, in-depth interview questions are designed to collect information from the employees working/worked under supervision of 
	For the purpose of theoretical foundation, secondary data is collected through previous knowledge and studies done in same area. The comprehensive literature review is serving as a foundation for analysis ofthe data. As a research instrument, in-depth interview questions are designed to collect information from the employees working/worked under supervision of 
	Authentic Leaders. I have used 'Interpretivism' also known as interpretivist to study human interest in which researcher have 'elements of the study' and involves researchers to interpret elements of the study. Accordingly, "interpretive researchers assume that access to reality (given or socially constructed) is only through social constructions such as language, consciousness, shared meanings, and instruments" (Myers, 2008). Research philosophy explores the phenomenon and shape the study accordingly. This

	Interpretive or theoretical frameworks are used in Qualitative Research along with assumptions which helps interpreting research problem related to a social or human problem. An emerging qualitative approach is used to inquire data collection in sensitive natural environment of people and places under study. Data is analysed in inductive way (Creswell, 2013).Since the study is qualitative by nature with exploratory type therefore, I have included data to explore research phenomenon. As opposed to deductive 
	Often research philosophy and research paradigm are thought to be the same however there is a huge distinction between the two concepts. According to Haque and Aston (2016), research paradigm is a set of belief while philosophy is part of research paradigm. In other words, paradigm is much bigger in comparison to research philosophy. Research paradigm contains ontology, Epistemology, and methodology. On the other hand, philosophy is an approach to 
	Often research philosophy and research paradigm are thought to be the same however there is a huge distinction between the two concepts. According to Haque and Aston (2016), research paradigm is a set of belief while philosophy is part of research paradigm. In other words, paradigm is much bigger in comparison to research philosophy. Research paradigm contains ontology, Epistemology, and methodology. On the other hand, philosophy is an approach to 
	investigate the phenomena. This research adopted Haque and Aston (2016), stance and thus considered the two concepts different. 

	The research paradigm (which is a belief or pattern) for this study is Anthropology rather than scientific or positivism. Hence, this study focuses on qualitative perspective to find in depth relationships between the research variables rather than numerical expressing the correlation between the variables. The reason behind this stance is that focus on useful truth rather than factual truth. This study primarily focuses on finding the in-depth impact and hidden embedded themes related to the topic. As a re
	This research is aiming to explore the perception ofparticipants focusing on their experiences with authentic leader. Epistemologically, exploring how the experience of participants confirms the knowledge ofthe social reality. As per Berryman (2019), epistemology deals with method and basis of knowledge. The participants' voices were focused to achieve the findings and the detailed narration of their experiences guided this research to further analyse the data as per guidance of (Moustakas,1994). In additio
	As a part of a qualitative research, this thesis has employed qualitative analysis that includes face-to-face one on one in-depth interviews with 14 employees using thematic analysis, themes and sub-themes were developed through the process of transcribing word to word interviews. 
	This is the most renowned and reliable research technique used by the researchers in the qualitative studies (Potdar et al., 2020). 


	3.5 Data Collection 
	3.5 Data Collection 
	Moustakas ( 1994) described common qualities of human research. It studies human experiences on the wholeness of experience searching for meaning and essence of experience in order to obtain descriptions of experience through first person accounts in informal and formal conversations and interviews. Patton (2002) explained three types of data collection methods which are used to derive Qualitative findings are in-depth open-ended interviews, direct observation and written documents. The in-depth interviews 
	-was founded in 1964 and became part of-in Oct 2002.Its head office is in Croydon, UK. The company has approximately 800 stores in England, Scotland, Wales, Northern Ireland and the Republic of Ireland. It has also 200 in-store pharmacies. online operations are available to customers in Denmark, Finland, and Sweden (_ ,2018; Glassdoor, 2018). Employees recognising Authentic Leadership have been interviewed to have a deep insight into their re-lived experience of Authentic leadership style. Interviews (Moust
	-


	3.6 Research instrument and pilot testing 
	3.6 Research instrument and pilot testing 
	According to (Saunders et al., 2013) research instruments are vital in attaining the data from the reliable resources. Moreover, according to (Cresswell, 2014), the researchers approach to commence data from the respondents is a result of right research instrument employed in the study. In quantitative methods and analysis survey and questionnaire are the most common 
	According to (Saunders et al., 2013) research instruments are vital in attaining the data from the reliable resources. Moreover, according to (Cresswell, 2014), the researchers approach to commence data from the respondents is a result of right research instrument employed in the study. In quantitative methods and analysis survey and questionnaire are the most common 
	methods whereas interviews and focused groups are widely used research instruments in qualitative studies (Haque,2020). Since, the present thesis has used qualitative analysis therefore qualitative research instrument has been used now the focused group is when researcher brings the expert panellist on one forum and ask them a similar set ofquestion, turn by turn. However, the drawback of the focus group is that sometimes the first panellist could set the tone of response from other respondents. In other wo

	There are three ways in which research instruments could be designed such as structure, semi­structure and unstructured questions (Sekran and Bougie, 2012). The questions can be open ended as well as close ended. Considering the nature of this study, the research instrument is designed with open ended questions and the structure of the research instrument is semi­structure. In other words, there is more flexibility by having semi-structure questions with open ended options you have more detailed answers. 
	Pilot study or pilot testing is a technique in the research to fine tunes the research instruments and check the feasibility of instruments (Sekran and Bougie, 2012). In pilot testing the researcher select a small sample size to circulate the research instrument for checking the feasibility, structure, and appropriateness ofthe research instrument. In other words, rather than actual large-scale study, the researcher carries out research on a small platform. This is an ideal 
	Pilot study or pilot testing is a technique in the research to fine tunes the research instruments and check the feasibility of instruments (Sekran and Bougie, 2012). In pilot testing the researcher select a small sample size to circulate the research instrument for checking the feasibility, structure, and appropriateness ofthe research instrument. In other words, rather than actual large-scale study, the researcher carries out research on a small platform. This is an ideal 
	approach to know about the set of questions, pattern of questions and general understanding of the audience about the research questions. The researcher learns about the respondents' views about the research instrument such as he/she finds out whether the research questions are confusing or easy to understand. In this study, the pilot testing was done by randomly interviewing four employees working in another competitor' retail store. These interviews were carried out with the consent of the respondents, an

	3.7 Data Collection Procedure in Current Study -stores has been identified as a starting point for collection of data. Since the main quest was to examine the perception of followers to better understand this regime while focusing on Authentic followership, I planned my sample collection journey. I communicated HR for permission to conduct my research and collect data in this regard. I also did a pilot study in similar retail company to test it beforehand. Initially, I first introduced my research topic via
	Participants were willing to contribute. It was planned to interview the employees worked under supervision of authentic leader. Snowballing method (Coleman, 1958-59) was adapted to reach other authentic leaders. Managers were interviewed to explore their lived experience with other authentic leaders. Similarly, Managers' leaders were approached and so on. The research interview is in-depth interviews (Moustakas, 1994) to collect data from the targeted audience. The interview had open questions in order to 
	The employees in an identified situation were approached using snowballing sampling method (Coleman, 1958-59). In order to explore authentic leadership, employees previously worked under supervision of authentic leaders were interviewed to explore their experiences with Authentic leaders. 

	3.8 Sample size and sampling technique 
	3.8 Sample size and sampling technique 
	According to (Walliman 2001), the sample size and sampling techniques vary from research to research, based on the objectives of research hence there is different thoughts from scholars about true sampling framework. The true sampling size is next to impossible in the research. The main distinction between quantitative and qualitative studies is not only subject to analysis but sample size also. In other words, the sample size of quantitative studies follows a rule of thumb given by (Roscoe, 1975), particip
	In qualitative studies, point of saturation means a benchmark of minimum respondence followed by repetitive responses. Hence, the benchmark in qualitative analysis under the thematic saturation is ten minimum responses, after which if a researcher receives a three similar type ofresponses indicates that this is a thematic saturation, where no new information could be attained. In other words, once a researcher reaches ten responses (which is a benchmark in a qualitative studies) the researcher only has to d
	In this research, total 15 interviews were conducted, however, 15 was totally disregarded as it did not fit the purpose. Hence data from 14 purposeful interviews were gathered. The thematic 
	saturation came after 11 responses, next 3 responses (which are 12,13 and 14) were similar or indifferent in their views. Hence the sample size ofthis study is 14 respectively. 
	The main type of sampling technique used for this study is non-probability sampling (Sekran and Bougie, 2012). Probability sampling technique is where each event has equal chance of selection whereas non-probability sampling is no equal chance of selection (Sekran and Bougie, 2012). Under probability sampling there are different techniques such as random sampling, stratified sampling, proportionate sampling, cluster sampling etc etc. On the other hand, non-probability sampling includes convenience sampling,
	Under convenience sampling, the researcher looks for the convenience of the participants so they can be interviewed at their own convenience which is aligned with the arguments given by earlier researchers (Haque and Urbanski, 2020). Moreover, the convenience sampling is effective way to reach out to the target audience without wasting resources. In other words, convenience sampling enables the researcher to have quick access to the available target audience. 
	The sample for this study were selected 15 employees from the retail sector of UK. I used The sample selection decision was made on three point criteria 1) whether participant has sufficient understanding about the authentic leader style, 2)whether the participant had sufficient work experience (minimum 5 years) and they had chance to work under the supervision of the authentic leader and 3)whether the experience is related to same organisation. Point (1) and point (2) increased the probability that partici
	The sample for this study were selected 15 employees from the retail sector of UK. I used The sample selection decision was made on three point criteria 1) whether participant has sufficient understanding about the authentic leader style, 2)whether the participant had sufficient work experience (minimum 5 years) and they had chance to work under the supervision of the authentic leader and 3)whether the experience is related to same organisation. Point (1) and point (2) increased the probability that partici
	phenomena. Eligibility criteria had no condition of race, gender, socio-economic background to participate in the study however it was ensured that the sample is good representation of the population. Non-probability has been chosen for the purpose ofthis study ensuring the sample is representative of the population as possible. Initially, I used the convenience sampling to start collection ofdata and it was ensured the participants fit the three-point criteria mentioned above. The participants who showed i

	3.9 Snowball Technique Snowball (Coleman, 1958-59) method has been used to access information about the Authentic leader practice. The research topic is relatively sensitive and participation in research experienced hesitation however they were assured oftheir confidentiality. Due to the nature of the topic; some employees were reluctant therefore I approached the employees first who were in personal contact and then proceeded through referrals. Snowballing helped reaching the potential participants and exp
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	Under this technique, the researcher requested the participant to recommend or refer their manager from the organisation with similar background linked in social platform came in handy during this technique. So, the researcher attained the information about manager through referral. However, through this technique only four participants were included in this study. As a researcher, I employed another technique with this purposive sampling. Purposive sampling is making use of experts who have experience and 
	Again, unlike quantitative study this research relies on the quality of the responses rather than number of respondents. According to (Walliman, 2001 ), number of sampling techniques are used by the researchers in quantitative and qualitative studies. There are no specific sampling techniques that could only be used for quantitative studies or qualitative studies, depending on the research objectives and nature ofthe research the sampling techniques could be employed. 
	This study aimed to explore the experiences of the participants and understand the context of those experiences under the supervision of Authentic leadership in order to contribute to existing knowledge and provide responses to my personal quest of finding one best practice of leadership which brings change in the lives of the workers and is beneficial for them. It will also benefit the employer, organisation and for economy of the country. I believe work life is equally important and may leave long term im
	This study aimed to explore the experiences of the participants and understand the context of those experiences under the supervision of Authentic leadership in order to contribute to existing knowledge and provide responses to my personal quest of finding one best practice of leadership which brings change in the lives of the workers and is beneficial for them. It will also benefit the employer, organisation and for economy of the country. I believe work life is equally important and may leave long term im
	I kept assessing their personal associations or biases to ensure the data is free from personal bias and belief. During data analysis each participants' transcript and description was given equal value and thorough re-reading of the transcript was done to meet the research aims. Considering the importance of sensitive information, any private details which may link the data to identify the participant was removed. 

	Fig 9: Phenomenological data analysis (steps): 
	Figure
	Source:(Perez,2018) 
	In phenomenological data analysis for this study as shown in Figure 9 above, following steps were followed while analysing data. Epoche, Phenomenological reduction, Bracketing, Horizontalizing, Horizons (Clustering and organizing into themes), Coherent textural description of the phenomenon (Moustakas, 1994). 
	Phenomenological Reduction: Phenomenological reduction has been described by Moustakas (1994) as 'way of seeing and listening with deliberate intention of opening ourselves to phenomena'. Epoche process is the first step that set aside the prejudgements regarding the phenomenon under investigation (Moustakas, 1994; Creswell, 2013) hence I followed epoche process throughout the research journey to bracket out my assumptions/judgements, my understanding/perspective and my information/preconceptions about phen
	Phenomenological Reduction: Phenomenological reduction has been described by Moustakas (1994) as 'way of seeing and listening with deliberate intention of opening ourselves to phenomena'. Epoche process is the first step that set aside the prejudgements regarding the phenomenon under investigation (Moustakas, 1994; Creswell, 2013) hence I followed epoche process throughout the research journey to bracket out my assumptions/judgements, my understanding/perspective and my information/preconceptions about phen
	was collected via in-depth interviews which were audio-recorded. All the respondents' responses were written on a paper and then from the papers, transcriptions were neatly written and organised in a word file then manually themes were explored from each respondent's set ofresponses. All similar themes were put together in a separate word file to know exactly how the respondents views certain aspects about the phenomena. In other words, the recordings of 'participants' voices' were first transcribed manuall

	Horizontalizing: The beginning of the horizontalizing is creating a list of each relevant statement as guided by Moustakas (1994:120). As the analysis progressed, the significant meaningful statement was identified as guided by (Creswell,2013:79) to understand the experience ofphenomena by participants. These statements were further coded and interpreted in a table and ensured that the interpretative meaning of these statements should manifest the context of the described phenomena. In other words, the inte
	Coding: Coding is Qualitative studies is different than qualitative studies. The code in Qualitative study is developed as 'text' rather than 'numbers' in quantitative study. i.e a qualitative code will represent the segment or specify the topic. Codes are classified into descriptive, interpretive or expalanatory codes. Descriptive codes portrays the 'explicit and actual content of the text' while interpretive codes direct to 'researcher's interpretation or understanding of the text' (Gronmo, 2019). In orde
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	Reduction and Elimination: Following guidance of Moustakas (1994) any repetitive, overlapping, unnecessary or irrelevant statements were not considered hence new files with clusters ofthemes were made. Figure 11: INITIAL THEMES: Total 63 themes were identified at initial stage. 
	All tbernes( identified) 
	1) 
	1) 
	1) 
	Ideal, caring, friendly. 

	2) 
	2) 
	Best person 

	3) 
	3) 
	Comfortable 

	TR
	environment 

	4) 
	4) 
	Respect 

	5) 
	5) 
	Caring/Pampering 

	6) 
	6) 
	Appreciation 

	7) 
	7) 
	Supporting / offering 

	TR
	hand 

	8) 
	8) 
	Proactive 

	9} 
	9} 
	Lead by example 


	10) Support/managing complex situations. 
	11) Patience 
	12} Compliments 
	13) Generous 
	14) Goal oriented 
	15) Man of words 
	16) Man of rules 
	17) Passionate 
	18) Committed 
	19) Honest 
	20) Relaxation/caring 
	21) Support/kind 
	22) Understanding 
	23) Resilient 
	24) Role model 
	25) Best person 
	26) Not leaving employees in dark/giving clear picture 
	27) Recognition 
	28) Nice 
	29) Lead by example 
	30) Friendly 
	31) Support /supportive 
	32) Approachable 
	33) Dealing amicably in complex situations 
	34) Good planner 
	35) Vision/mission 
	36) Motivator 
	37) Helping/caring 
	38) Trust/respect 
	39) Adjustable/flexible 
	40) Good teacher/explain 
	mistakes or errors 
	with patience. 
	41) Handling situations tactfully/tactful 
	42) Mentor/guide/good teacher 
	42) Mentor/guide/good teacher 
	43) Team leader/part of team 

	44) Cordial/true 
	45) Good book of seniors 
	46) Building good relationship 
	47) Passionate/devoted. 
	48) Self-discipline 
	49) Sharing/understanding 
	50) Rules /professional aptitudes 
	51) Empowering employees 
	52) No workplace discrimination/equal treatment 
	53) Open 
	54) Honest 
	55) Equality 
	56) Reachable 
	57) Listener 
	58) Changing himself 
	59) Positive 
	60) No insecurity 
	61) Goal orientated, 
	62) Loyal 
	63) Problem solving 
	The final step as guided by Moustakas (1994) is imaginative variation which is focusing on the 'structural description' and looking for meaning and essence of their experience. These 
	meanings are organised into clusters and these clusters lead to emergent themes as shown in figure 10 and 11. In other words, these clusters were then organized and finally these 'invariant constituents' were identified into one group of theme or core theme of the data hence all emergent themes were organized separately under their relevant core theme word file. Validation was sought by removing irrelevant, repetitive and overlapping during the analysis process. The 'invariant constitutes, and themes' were 
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	The demographic details of the respondents were gathered to have a general idea about the respondents of the research. The demographic analysis shows 29% are males while 71 % were females. 71 % of the respondents had bachelor's degree and 78% were in the age bracket between 35 -45. 
	3.10 Triangulation Approach 
	3.10 Triangulation Approach 
	For each type of research, the reliability and validity are essential components (Haque, 2020). In qualitative studies, Triangulation approach is used frequently to ensure the reliability and validity a research instrument and a research process. Validity deals with accuracy and reliability deals with consistency in research (Sekran and Bougie, 2012). Under Triangulation approach, reliability and validity are confirmed through employed theories, robust methodology and credible data sources. In this study, s

	3.11 Ethical Consideration 
	3.11 Ethical Consideration 
	In every impartial research, ethical consideration a one of the most important aspects. (Walliman, 2001). Adhering to the ethical standards, is one the chief responsibility of the researcher. As a part of ethical consideration in this research, the researcher ensured that no compromise has been made on any stage of research regarding the ethical standards and measuring or testing a concept is challenging as it involves attempts assessing complex feelings and emotions (Robinson et al., 2004). 
	The first and foremost important step in this research was to ensure the anonymity and confidentiality ofthe participants. Thus, before the actual commencement of the research, the researcher informed the participants about the purpose of the research, followed by the assurance that their names and other details will remain confidential. They were also informed that the findings of this research would only be used for the academic purposes. Maintaining ethical standards is also an important part of research
	The first and foremost important step in this research was to ensure the anonymity and confidentiality ofthe participants. Thus, before the actual commencement of the research, the researcher informed the participants about the purpose of the research, followed by the assurance that their names and other details will remain confidential. They were also informed that the findings of this research would only be used for the academic purposes. Maintaining ethical standards is also an important part of research
	conducting the interviews. Written consent was taken from each participant as guided by Creswell (2013). For the purpose of confidentiality, any personal details of participants are kept anonymous, and the data is treated with full confidentiality. Since beginning the participants' information was coded with an alias. Manual files were prepared fully anonymised so that it does not reveal the identity of participant or company. The electronic devices containing data were password protected and held in secure

	Moreover, the participants were clearly informed that their participation is on voluntary basis. As a part of ethical consideration, participants were also informed that they can opt to leave the research interviews at any point and for any reason if they feel to do so and this will not have any impact on their treatment or employment. They were also informed that there is no right, or wrong answer and they will not be forced to answer any question. They may omit the questions ifdo not want to answer it. He
	There was no risk involved to participants as the research topic was about positive qualities of the managers and about good memories of participants with their Authentic leader. The employees were asked open ended question. Since the topic is not unpleasant hence there was no potential risk involved. On the other hand, the topic was quite fascinating for participants and all participants had avid interest to share their good memories ofexperience with Authentic leaders. Participants were educated and are w
	There was no risk involved to participants as the research topic was about positive qualities of the managers and about good memories of participants with their Authentic leader. The employees were asked open ended question. Since the topic is not unpleasant hence there was no potential risk involved. On the other hand, the topic was quite fascinating for participants and all participants had avid interest to share their good memories ofexperience with Authentic leaders. Participants were educated and are w
	minimise any potential risk of physical harm, personal safety, emotional distress, risk of accusation or conflict of interest to researcher. 

	However, at any point if participant felt uneasy or unwell; the interview was discontinued politely until the complete recovery ofparticipant and with the wilful consent ofthe participant. Civic responsibility was prioritised and had not neglected at any stage ofthis research activity. Thought the interviews were held either in modern safe business environment or a public place ensuring we (participant and researcher) are visible to everyone. Hence, it was ensured that data is collected in legal, appropriat
	The research question was short and open-ended allowing maximum time to participants to recall their memories and freely/openly express their emotions/feelings about their experience. I ensured not to act or say something which may affect their feelings or emotions. In addition, goodwill and reputation ofthe University was taken into consideration. An extra care was taken while communicating anyone for research purpose. It was ensured no language, gesture, commitment, act (verbal or non-verbal) is done whic
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	PRESENTATION OF FINDINGS 

	4.1 Introduction 
	4.1 Introduction 
	This chapter 'Findings' covers four main themes and relevant sub-themes identified through data analysis in previous chapter. The participants' description ofattributing their manager as Authentic leader are extracted from the data. This extracted data from the participants' descriptions is mentioned below in Italic which are the actual representations ofthe participants however the explanation underneath is added by me in context of the research topic and according to the reflection of the representations 
	As an employee, I had experienced various leadership styles and I believed, based on my experiences and observations, that the Authentic leadership exists, and it is the best leadership style as it is based on authenticity. In order to explore more and have deep insight into my topic, I have interviewed 14 employees, whose lived experiences have unfolded detailed descriptions about the Authentic Leadership. This key data found after the analysis has been interpreted that led me towards building the themes a
	The findings are classified into different attributes of the personality of the Manager as per reflection. After analysis the complete data, findings have been presented in four main themes. The first theme 'Positive and Genuine Personality' has 3 sub-themes which is representing the 'authentic or true self of the manager. Second theme 'Informal relations' has been classified into 4 sub themes that represent the relations building of manager based on true values. Similarly, third theme 'Formal relations' co
	Attributing Authenticity to my Manager: 
	4.2: Main Theme 1: GENUINE AND POSITIVE ATTITUDE 
	This theme is related to the 'true self ofthe manager when dealing with the employees whilst performing his role as a manager. The evidence indicated moral values and beliefs. After careful analysis ofthe data, the sub-themes that emerged mentioned below. 
	• 
	• 
	• 
	Polite and kind 

	• 
	• 
	Honesty 

	• 
	• 
	Easily Approachable 


	4.2.1 Polite and Kind 
	All of the participants interpreted their manager's authenticity by stating how their managers treated them with kindness and genuine care. Participants descriptions reveal that they were treated with kindness and in polite manner despite oftheir mistakes or errors. 
	She was very nice and kind. She always treats employees as family. ' Taking care of employees making sure they are comfortable and don't need anything during their working hours. (Participant 7) 
	Beside that ifyou ask about care; she was very caring about her staffmember she never used to speak harsh with her staffmembers ifby any chance she ever notices any ofher employee is busy in skype chat or moving around wasting his time she used to deal that employee with great respect and make him realize that this is wrong and he has to stop doing that. She never used to treat any person harshly even though the person is doing wrong (Participant 9) 
	Everyone loved and enjoyed work with him he was very calm and patient. I remember he is very kind in that kind ofsituation every time, He listens to everyone very calmly and ifsomeone explains the situation; he always gets ready to help or tries to make situation better. He is very kindhearted and supportive. (Participant2) 
	Several participants perceive the work environment was comfortable supportive environment with lots of patience and polite expressions. The participants used terms 'kind' 'treat employees as family' 'comfortable ' 'politely' 'listens to everyone calmly' to describe their manager as authentic leader. Some ofthe evidence have been added below: 
	As P7 stated 'When she(manager) was on floor everyone was cheering and laughing,' She always welcomes employees in store by hugging with big smile on her face or greetings. she speaks very politely, andshe understands everyone very much, ifshe sees someone is not feeling well, she asks him or her and take care ofemployee. Ifwe are 
	As P7 stated 'When she(manager) was on floor everyone was cheering and laughing,' She always welcomes employees in store by hugging with big smile on her face or greetings. she speaks very politely, andshe understands everyone very much, ifshe sees someone is not feeling well, she asks him or her and take care ofemployee. Ifwe are 
	working together, she always come to ask ifI need anything or want break, sometime offering tea etc. (Participant?) 

	Always you see smile on his face and specially in June in England the weather gets hot so the hot weather coming to the store at 6 o clock with smiling face there was something unique in him he never loses temper (Participant 1 OJ 
	But with my experience what I see he is always smiling he never getting any mood I never saw him angry or like a pissed offeven too many people around him like a make him upset because oh I didn 't come oh, I didn 't make this oh this customer is annoying me .... (Participant 4) 
	But in reality, work is finished early when we are with her and we enjoy, we don't feel tired even sometimes we stay late beyond our working hours just to have company with him. (Participant 7) 
	The manager was engaging the employees with care, kindness and politeness. The employees were satisfied and happy at the workplace as the above evidences unfold the facts. The manager was being kind and always available to support and explain nicely rather than leaving it on the employees to sort and being rigid at workplace. Hence the participants regarded the workplace as stress free workplace. 
	I would say that the environment ofthat company was very good in a sense that there was no element oftension in that because she didn 't have bossy attitude, so she never uses to follow the staffmembers all the time saying that this is the target, and we have to achieve it or bring me this or give me this file. Means she never stressed any staff member hence she has given free hand to everyone that everyone do the job with his willingness but to complete in time and it should be quality work. (Participant9)
	I actually was recruited by another manager, main manager who was totally different, but he was very strict; when I started working with this lady it was very exciting and stress free. She deals in her own way. She applies totally different methods than the other manager. (Participant 7) 
	While playing our daily role; he never let us panic and beside that he used to give us extra jobs to stay ahead (Participant 2) 
	'The authentic leaders lead with heart' as presented by Bill George model. The manager here is building emotional relationship with the employees and is going an extra mile, outside of his duties treating employees with kindness, care and providing additional support. 
	This positive personality of manager is perceived authentic by the followers and the participants appreciated their leaders for their kind behaviour and politeness. The personality 
	has been identified as kind-hearted, polite, and calm. The participants had appreciated the positive behaviour oftheir leaders in the above data. 
	Whenever I said to her that I want to learn this one, on till or shop floor she always explained everything very nicely. (Participant 3) 
	Participant 7 stated 'as I said she respects workers, helps them. she understands everyone and when she speaks, she is polite I have never seen her upset or red-faced like angry on someone she is just perfect'. 
	The manager here is dealing with human errors patiently to keep the employees confident and tactful. 
	He come to us and he explain to us that don't do like that because that will be affected on you then you will put yourselfin a trouble then you will put company in a trouble so just I will try to fix this but you need to in the end double check what you do and how you do. (Participant 4) 
	and ifhe calls someone to office for leaving the task incomplete; he used to discuss in such way that staffmember didn't feel bad. (Participant 12) 
	Authenticity links with Manager characteristic of kindness, as the employees were dealt nicely and the manager has been providing regular care by frequently visiting while employee was working to ensure the worker has no difficulty performing his/her task and is comfortable at the workplace. 
	Everyday a new situation ,a new condition so it's too difficult to handle that sometimes you are standing with problems you 're standing with ,you have to deal with that problems or how to deal with the patients so we went to him and kindly we request him please help us so whatever he has in his hands he come and help us he is going to explain how to do that how to ,he has always the patience to explain and he is always open to what we ask him questions. (Participant 6) 
	The kind approach nature of manager was not only applicable to staff/team but the same was noted while dealing calmly with any unexpected problems or external threats as portrayed below by a participant 2. 
	He took him in the corner, and he tried to calm him he called the security, and he was very tackle the situation very nicely everybody, customers and employees everybody was in stress with him and everybody was asking who is this person and we proudly said that he is our manager everybody appreciated he tacked the situation very good. (Participant 2) 
	Based on the current findings, the employees found the manager very kind and polite even on their mistake, he/she did not react or scold them. The manager simply smiled and explained how to do that in right way. It was just the politeness and kindness of the manager that employees perceived the workplace as comfortable place to work as data shows the employees loved working at the place where they are taken care of and are dealt nicely. 
	When that lady manager came, she first asked about my health as she saidI was looking pale told her everything she was very surprised, and she sent me home. Since then, all the time when I fell sick, I used to call her and she gives me offshe never force me to come. (Participant 7) 
	Here the manager is providing care to a sick employee. 
	She cares about us ifsomeone is not feeling well, she asks again and again. lfyou are coming, she is welcoming or ifgoing then saying thanks for participation and hugs to say goodbye. She also listens to problems and tells the right solution. She is working with us on the floor and don't mind doing little jobs. (Participant 7) 
	lfI got this situation that I am not able to come to work due to the sickness, so I am calling normally to the company, I spoke with him and I say the reason I neverfeel like in his voice angry, feelings, he say ok (participant name) thank you for let me know because in our restaurant it. (Participant 4) 
	Authenticity is linked with kindness and empathy. Here the employee's well-being was prioritised on work. It is noted that due to this act ofkindness, care and supports an emotional relationship developed between the employees and manager. 
	4.2.2 Honest 
	4.2.2 Honest 
	Participants demonstrated by providing examples ofhonesty oftheir manager. As per their say, the manager was dealing with the employees with honestly. Authenticity is linked with relational transparency that is interpreted as 'nothing to hide' in relationship/s. 
	She is a very nice, kind and committed lady. She is very honest to the company, her work and with her staff. (Participant 7) 
	She was very helpful and honest. (Participant 9) 
	Here, the manager is illustrated as honest to profession as the manager was giving true information to employees or a true picture which is appreciated by employees. 
	This is the good thing, that's the thing he never let us behind the blind or in a dark. He never left us in a dark. He always you know tell us in clear picture what is going on that's why I told you that logically what is happened not from him the paper whatever comes from HR or what you call head office. (Participant 1) 
	The participant perceived the manager as honest in dealing with employees. Here a participant recalls if there was a situation that had adverse effect on the employees or their financial conditions then it was informed to the employees in advance, not only to mentally prepare them but to gain their confidence at the leader. 
	Honestly, I am talking like normal private matters not about work because like work we don't have any situation that he give me any advice, or he tell me something unexpected I will be ready to protect me or protect the company in some ways like I say he never lie to us he every time saying to us he never hide anything even ifwe have any kind ofproblem. (Participant 4) 
	He is very open person he is never hiding anything. He was like an honest when he speaks about his family, even he got any problem he sometimes asks me about advice mostly about his daughter because he has become like first time father, so he don't have experience. (Participant 4) 
	Here manager is perceived as authentic through his characteristic of being true and genuine to the employee that employee feels no difference in private and work life as the workplace is so comfortable and facilitated. There was a good connection between them based on true values. 
	She is very adjustable, trustworthy whenever she made my rota, I never checked my rota on the sheet. She always give any days any days she always asked me can you work these days. I checked two three times it was right amount, sometimes at the starting when manager came I used to write my hours so all the time my salary was on the right time and right time that is why I can say she is trustworthy. (Participant 3) 
	The manager was perceived as 'authentic' and 'genuine' as the above data suggests as the manager was dealing the employees with honesty and never isolated them. This was a position where everyone trusted the manager, and they were pleased to be updated. The employee also found the hours input by the manager and the wages were corresponding to each other and had no contradiction. 
	This is the thing we are cutting the hour, he let us know well before, so that's mind makes up is the best thing, the colleagues make up, employees basically so he always let us know this is going on and later on it going to be go. This ifyou are doing suppose 12 hours it might be comes on later on 8 hours or 10 hours. So, should know, by the time it definitely goes up but at the end ofthe year, you know once it starts new year they definitely go down and then goes up before because this is hours is going t
	The manager is being honest as the above data revealed. Here the manager, in next step preparing the employees for the quite business time and same time trying to accommodate them 
	so they don't feel panic. Hence the manager's transparency in company's management practices is illustrated which is a direct connection with authenticity in leadership. 
	Though she knows she has to get the target, but she never deceives anyone, she knows how to deal with situations, she clearly tells people what is going on. but the best thing is she don't stress people or upset. The people who are working with her she gives them best time. She gives hope like it will be alright in March that hours will be allowed so don't stress just save some money for January and February. in this way no one is upset but all are busy in planning and at the same time building trust on her
	I remember two points in December area manager told our manager that everybody's hours will be cut down unto their contract everybody was in tension. What manager did is she told everyone that your hours will reduce ... .... so she told well before time so everyone is mentally ready so if she will tell on spot so everyone will have difjiculty(finding) new job or maintaining. (Participant 3) 
	hours.so 

	Another evidence states that there was an hour reduction due to the head office notification and employees were very well informed prior to HR notification which helped employee to save and adjust themselves before the time ofcrises. It also didn't affect them on financial conditions in future as they planned ahead. The employees didn't get a shock or panicked which is due to the honesty ofthe manager who took everyone in confidence and alerted in advance. 
	The customers really appreciated his honesty and said thank you so much for telling me that this stock is here for three days and did not arrive today so that's ifhe were not going to tell customer then basically customer was gone buy the stock and he was really honest and I was really shocked because I might not tell customer even I knew that the stock did not arrive today morning and was here for three days or to say it arrive yesterday so that was very honest ofhim to customer that the stock was not fres
	In the above evidence, participant provides example of manager's honesty who was under impression that manager will not disclose the item specification in order to increase sale it for meeting daily target however the manager disclosed the item specification and well informed the customer with honesty before selling which highly impressed the employee. 
	Here the employee has proven to be an authentic follower as the employee has learnt values with his work experience with the Authentic leader and is practising honesty at his second workplace. The manager is good example of 'role model' for the participant. 
	I am working somewhere else as well. I have worked somewhere else and these policies and work that he taught me honestly the same thing I am using at the other company. This always lead me that why I told you already I have joined another company and 
	I am working somewhere else as well. I have worked somewhere else and these policies and work that he taught me honestly the same thing I am using at the other company. This always lead me that why I told you already I have joined another company and 
	not working anymore with him, but things always lead. What I have learnt from him honestly this thing always leads me. (Participant 1). 

	Here the manager's commitment and honesty towards the company and her/his job commitment is witnessed, which is indicating towards the self-regulation of the Authentic leader 
	She was very honest to the job. Like when she was at work her only focus was only and only her job and there was no other importance for her, she never used to waste time. whenever she gets spare time; she used to promote those people whom she thinks were weak. (Participant 9) 
	She used to start earlier than her own shift and used to go home late than her shift closing timings . ... ......So, to spend extra time was not a problem for her to complete her task. (Participant 9) 
	She is honest to work like she will work extra hours in the morning alone on shop floor to meet the goals and when we reach, she is ready with our tasks. she is working in the same store for 20 plus years. She also updates us with any new changings that will affect us or any new news, courses, or company regulations. She prepares us in advance. she takes us in confidence and never hides anything. (Participant 7) 
	The above data uncovers that the leader was practicing honesty at workplace and was prioritizing work on his/her personal matters. The honesty was with the company as well as she used to work extra hours to meet the work burden even though she was not getting paid for that. There was devotion and commitment with the work. 
	Here is the example of manager being honest with the customer and in trading. 
	He was saying that check the person's value and check the person what he wants not to oversell them do not oversell the test one think what their optician go through their lifestyles go through their habits go through their hobbies then find out what they wants do not what is high in money because ifthey have bad experience they will not return us back. we want return faces. (Participant 6) 
	She also doesn't force people to buy, or we oversell products to customers. she tells us how to deal with situations like when selling products how to ask that people don't mind. Don 't force them. She is very good at explanation, so she tells us things or ways in detail. (Participant 7) 
	In the above expamle, the leader never allowed the employees to focus on overselling and being nice to the customers; it is contrary to the business trends that focus and reward on overselling. The leader used to instruct the employees to give customer the choice and decision power and do not force anything on them. 
	Hence, all the above evidence demonstrated and provided connection between manager and moral orientation of the Authentic leader. This also indicates towards the manager's authenticity. 
	4.2.3 EASILY APPROACHABLE 
	The employees perceived manager's authenticity as friendly which is illustrated here with examples confirming the manager was easily approachable and employees didn't feel hesitation to contact or maintain good relationship. 
	Here a participant illustrates a welcoming attitude ofmanager which links the manager's ability to build open and friendly relationships with followers which also demonstrates that the employee sensed of safe workplace. The employee had no hesitation communicating with the manager even employees didn't hesitate to share their personal matters. 
	he always tries to be there for everyone whenever you look at him, he smiles at you and you feel like you are working in a safe place or you are working with someone who is trying to do whatever he can and not only for stafffor customers .... (Participant 1 OJ 
	He never used to put us in difficult situation and helped us every way. There was no feeling that we are doing job it was friendlier atmosphere. never feel tired even u do lots ofhard work. 
	(Participant 2) 
	One thing that I realize that working with him for 11 year we became like a family. I remember he invite mefor dinner we went out just me and him and I started about work, and he said do not talk about work we are out here two friends I am not your boss here I am you friend don't see me as boss see me as friend so let's talk about .... so, he was basically trying to build a relationship, trying to keep his relation good with me so I can do better job and do my best in his store. (Participant 10) 
	Here another example of workplace security and building relationship. The learning environment should be stress free to achieve high results which is very well established by the manger as employees had no hesitation asking their queries. Hence, the workplace was comfortable learning environment for the employees. 
	He told me everything A to Z and I learnt, and I once did it myself. Even during store hours in beginning, I used to call him again and again approx. 4 -5 times that I am stuck here, and he came with papers and stand with me to work. He used to explain me, 
	He told me everything A to Z and I learnt, and I once did it myself. Even during store hours in beginning, I used to call him again and again approx. 4 -5 times that I am stuck here, and he came with papers and stand with me to work. He used to explain me, 
	make me understand; he never appeared to be fed-up never said any harsh words you know he was working in office too, so it happens, and all those things are useful to me uphill now. He used to stand with me when I was working to help me. (Participant 8) 

	Beside that she is supportive in that sense whenever I used to stick time to time, she was the easily reachable person. She was not that personality that we book time or book appointment to see her. Anyone who wants to clarify their doubts or need any support then she was always there in the organisation to help everyone whether he is a superior or a junior staffmember, but she used to support at every step. (Participant 9) 
	As the above data indicates, Manager was identified as easily approachable, the leader always appeared to be calm, and employee felt comfortable and safe at workplace. They had no hesitation approaching manager and asking something or clarifying any doubts. There was no level of seniority, and everyone was dealt at same level. 
	lfany employee has any problem or weakness which is discussed; he or she feels embarrassment that my problem ofsuch nature is being discussed but I would say he possessed such personality that whoever used to speak with him he or she never hesitated to speak about his matters; and whoever discussed his problem with him they never get worried to discuss any issue with him. And there was no embarrassment that this is my weakness, and it is known by the manager now that he will be harsh towards me now or what 
	The above data discloses that the Manager was trustworthy, and the workers felt free to discuss even personal matters without fear that it will be later disclosed, and he/she will feel embarrassment in front of others hence there was a level of confidence that the employee's secret will remain discreet within two of them. 
	Many times, he himselffell into tears remembering his parents. he used to tell me that he is of65 but still he misses his parents and he desire to have his parents in his life. He always called me daughter and I myselfbuild an emotional attachment with him. (Participant 5) 
	And employees had an emotional attachment with him that everyone used to discuss their problems with him; there were 60 people, and everyone 's domestic or personal issues are different but he used to remember everyone's problem. (Participant 2) 
	Here participants illustrated their increased emotional connection and strong ties with the manager who cared about the staff. The manager provided emotional support whenever any employee needed. This level of care and support is clear evidence of Authenticity of leader who is compassionate, build relationship with followers and lead by heart. The participant further added other staff members' experience here . 
	He used to stop us on the way and ask about it asking that you do not look right today you are ready as you normally do, are you worried, is it the same matter which you discussed? Is it still worrying you? Is it continued or sorted out? 
	I remember a staffmember who had a ....... She was very isolated, sitting alone and not getting mixed with others. He guided her in a very good way like a father .... He was very cooperative, very united with staffand he had such built-in self-discipline that we got so much to learn from him. (Participant 2) 
	Here the evidence is very crucial to employees' job satisfaction which is linked to friendly work environment by a participant. This is indicating the psychological connection between good working environment and job satisfaction. 
	Because I have felt this ifthe work environment is not good where you work so even though you are not satisfied with your work and when you don't have work satisfaction then you can 't provide good to your company so the work environment she had provided for her staff members that was quite friendly and without any stress. (Participant 9) 
	Here a participant confirms receiving increased care and support from manager which is another evidence ofrelationship building hence connecting the follower perception ofmanager to Authentic leadership. 
	Described my health condition that I have ...... I told him that it will be hard for me to re-join that I have not the same energy or courage that I join the work with same health. He spent one or two hours with me in discussion even I got late, other staffmembers got late but he didn't care about that. He encouraged me and realized me that this is the time to step forward, where you feel weak that is the right time to go forward and be strong. He also shared his parents' story and how he suffered in his li
	The above data also suggests that the manager had eye on detail especially he/she remembered everyone's particular issue and did not forget to update himselfofthe worker's situation at next meeting or contact point. This also assured the employee that felt valued and felt more encouraged and relaxed. 
	Beside that I also noticed her dealing, as she was manager being manager, she never shows any bossy attitude means she never used to take decisions or behave according to her rank. She has maintained very friendly environment that no one used to hide 
	Beside that I also noticed her dealing, as she was manager being manager, she never shows any bossy attitude means she never used to take decisions or behave according to her rank. She has maintained very friendly environment that no one used to hide 
	anything from her. Ifwe are facing any problem at any point or got stuck, then we used to openly discuss with her and in response she was always ready to help us and appreciated when we reached her so that we can complete the task in a good way. (Participant 9) 

	The data confirms that the manager had relationship building characteristics based on his true values, which was practiced by leader at the workplace in order to comfort the employee or relief them by telling the similar account so that the worker feel encouraged and do not feel himself alone in his situation. 
	This also reflects that the manager was a positive and genuine person. The manager was making himself available to the followers and was building trust-based relationship. The manager knew his values and was of high moral character. 
	4.3: Main Theme 2: INFORMAL RELATIONS 
	The second main theme is 'informal relation' which emerged after careful analysis ofthe data acquired from the employees relating to the behaviour and attribute of Manager while dealing with the employees informally and being kind to people working in the organisation under his/her supervision. 
	This theme has been developed on the basis of evidence relevant to informal role of the manager which is outside manager's regular duties and responsibilities at workplace. 'Informal Relation' theme has five sub themes. 
	• 
	• 
	• 
	Rewards and perks 

	• 
	• 
	Respect as main key to build relationship. 

	• 
	• 
	Flexible to Staff needs and considering their discomfort. 

	• 
	• 
	Helping staff with their personal matters 


	4.3.1 Rewards and Perks 
	The first sub theme identified under the 'informal role' ofmanager is 'rewards and perks. The participant had a unique experience at workplace as introduction of non-wage benefits or compensation ofvarious types were new to the employees under supervision ofManager. The participant had great experience as they were supported, rewarded and their work was recognised. This also suggests that employees felt valued. 
	Giving treats to followers to make them excited. Providing snacks to employees during long hours shift to engage them with fun and laugh. Offering free gifts or perks as a reward or appreciation ... .... He is generous person the thing we had a samosa and after that we had a drinks and tea whatever you want; anyone wants there. (Participant 
	1) 
	The reflection for the above evidence is that the manager offered rewards and perks for the employees who had long shifts or were occasionally doing late sitting in order to meet a 
	promotion event. Also, it captures how leaders understand their followers' basic needs at workplace as the manager was engaging the employees happily and wilfully at the workplace by taking care ofthe employees i.e. providing them free food/meal or free gifts to reward them for the long hours shift, ensuring the basic needs of employees are met at workplace, recognising their hard work and encouraging teamwork among hardworking employees. 
	And he encourages us, and he give us reward with the gift you know the free gifts and he support us every time yeah. .... Our audit was green he was very happy he was very happy I remember he reward me, he appreciated me he was very happy. (Participant 2) 
	Here participants are providing evidence of feeling being valued at workplace. Their hard work was recognised and acknowledged through appreciation and small rewards. 
	Our colleague who was really hard working she not only appreciated him but rewarded him. As he done a lot ofhard work so keeping that in mind, she sent him on holidays so he come back with fresh mind and do his job which will also be beneficial for organisation. (Participant 9) 
	The reflection of above data suggests that the leaders were closely connected with the employees, looking after employees' personal needs, well-being, providing necessary support, recognising their hard work, and were providing them with maximum support they could do. Hence, the leaders were engaging the followers in work environment that was also helping them building strong and true relationships with the followers. 
	Our can say that like he always appreciated the good work in. His appreciation was so encouraging/or everyone .... he always appreciated and in front and also at back ....... . (Participant 8) 
	The essence ofthemes relates to the influence of authentic leadership on the followers as they perceived their leader kind, generous, supportive and with positive attitude. It also indicated that the leaders had a great impact on work environment as it was comfortable and enjoyable for the followers. 
	She was always supporting staff by giving bringing food in or wishing birthdays. If someone is in need, they knew she will help him out, so they were asking them. She really had generous personality. (Participant 11) 
	Some followers felt encouraged when rewards in form of gifts and appreciation was received from leader. Hard workers were rewarded, valued, and recognised in the organization. Overall, the Organisation environment was full of fun, engaging and motivating, as the followers were valued and taken care of. The leaders ensured there is no discomfort especially when there is workload, long hours shifts or late sitting jobs so that employees feel more comfortable. In 
	Some followers felt encouraged when rewards in form of gifts and appreciation was received from leader. Hard workers were rewarded, valued, and recognised in the organization. Overall, the Organisation environment was full of fun, engaging and motivating, as the followers were valued and taken care of. The leaders ensured there is no discomfort especially when there is workload, long hours shifts or late sitting jobs so that employees feel more comfortable. In 
	brief, Leaders have the ability to tum the most hectic day at work to the most exciting day with little care and effort. The above refection is related to the authenticity of leaders and the main construct of self-awareness as perceived by followers. 


	4.3.2 Respect as a main key to build good relationship 
	4.3.2 Respect as a main key to build good relationship 
	Participants provided evidence ofbeing valued as 'respect' was shown by the manager. Respect is one way towards building the good relationship. 
	He is not only kind; the best thing is 'he gives respect and take respect' this is the formula he always mentions to everyone whenever you want, I will expect respect from you and definitely the same thing I will give you. (Participant 1) 
	Later on, it happened two three-year time we spent together, we have not seen disrespect towards any staffmember or any one outsiders irrespective ofgrading that someone is senior he should be respected andjunior should not be respected; everyone was treated equally. There was no issue like that. The words he uttered that time that you will always be respected he remained committed throughout his tenure and he never ever insulted anyone in any matter. (Participant 10) 
	Employees were not discriminated being at lower level but were equally treated at same standard as manager. There were no high and low levels introduced at work place hence the manager established good relationship with employees and for building good relationship respect was the main key. 
	He pays respect and in return get respect. He values everyone whether he is junior or senior. who respected employees. His behaviour with us was good too. We never thought him manager but as friend or guide. He had his own way. (Participant 2) 
	He always treated us with respect and care. Whoever the employee is junior or senior. (Participant 10) 
	She used to speak with him with respect. So, in this way the staffmember realizes his mistake and he improve himselfso fast because when you give someone respect and tries to change then he is more affected as compared to rude behaviour. Ifthere is rude behaviour, then no one listen to the manager but ifyou give respect and show trust then diffidently the staffmember tries his best to show the difference. (Participant9) 
	Since the organizations have different levels of positions which can be a cause of bullying or workplace discrimination. However, here the participants have provided evidence that even the manager himself was setting an example by sharing same dining area and giving everyone equal status. 
	He had good relationship with staff and one thing which hardly we see is the boss coming to the staffcafeteria and sit with staffandhave his meal most ofthe time though 
	he had his office he had his own sitting place but most ofthe time he come and sit with us to have meal. (Participant 10) 
	She used to deal her staff members with great respect and trust. She never doubted anyone in terms ofwork, and she used to treat everyone with great respect. Ifsomeone is junior, she never used to speak with him rudely or very harshly. So, she didn 't have any such attitude or bossy attitude. (Participant 9) 
	He himselfsaid this at the first instance that your respect, your honor will always be. preferred or you will always be respected, and this will not be forgotten at any point and what I say I act on it. I am a man ofwords. (Participant 10) 
	Here the data indicates that the manager was demonstrating 'lead by example' to followers by working actively at shop floor same as employee and allowing the employees to work freely. Which helped participants dealing workloads ofthe day and achieving the target on daily basis comfortably. Thus, the manager's attitude manifest that he/she had high moral character which is associated with authenticity in leadership. P9 has illustrated 'respect' and 'trust' as relations building tools ofmanager. 
	She treats us as friends but not juniors or workers we laugh and chat while working whereas other manager thinks ifwe talk it will waste time. She always treats employees as family. (Participant 7) 
	When someone fell sick he /she used to call one or two before he/she starts shift to inform the manager and she never doubted anyone that he/she is lying and ifsometimes a task is not done in time due to any problem or hurdle and the employee brings it into her knowledge that he is faced this problem which caused delay in completion ofthat task or achieving target then she never doubted on that employee but she used to listen him with respect and trust and then she used to try to find out the way out which 
	The evidence below indicated a need to be treated equally and with honesty irrespective of identity, ethnicity or on favouritism basis. 
	She always appreciated honest and hardworking people. She was not racist; nationality was not important for her, she used to consider important whoever was honest and hardworking. beside that I would like to add that she never made a standard ofjunior and senior. (Participant 9) 
	She used to behave with everyone with honesty, she used to treat everyone with equality .it was not like that to favour one person too much there was no favouritism in her eyes. Ifsomeone has done good work or someone is hardworking then on that basis, she used to like him or her. it was not like that she had someone favourite to whom she wants to 
	promote. (Participant 9) 
	Here participants were treated with respect without any discrimination at workplace which is not only confirming that the leaders were establishing good genuine relationships based on respect with followers, but they were setting an example for other staff not to discriminate anyone due to any superiority. 
	She treated every staffmember with equality, and she didn 't have any discrimination or favouritism so working at that place you can't say that you are in tension ... she use to avoid gossips there was no favouritism and she didn 't do any discrimination and beside that there was no element ofleg pulling in her mean ifsomeone is doing goodjob then she never felt insecure about her position and she used to treat that in a very good way. (Participant 9) 
	The data also reflects that if any employee was facing problem dealing or handling tasks, then the manager used to jump in and stand next to the worker to provide full support and care. The leader was present at every stage of dealing with workload and never left employees alone to take the stress on him and helping the customers out of the way. 
	High street used to be pack... ... because most ofthe time the customer they were saying it's too much packed it's too much traffic in the high street we walk to come to do the shopping but because ofhim making sure he is there 6 o clock not letting other than customer to come to car park and park the car there he was helping the car park (Participant 10) 
	Here the data indicates about employees' retention skills ofmanager. 
	I remember one time I went to him and told him that the salary I am getting is not enough and he said to me you tell me you tell me how much salary you want, and I will pay you. I remember I was not having my car. He spoke to one ofmy colleagues to find a car for me he was ready to buy a car for me. And that colleague he came to me and said that I will tell you something but do not tell to boss he is ready to buy a car for you. Something to build a relationship with his manager and he was trying to seek me 
	The time when I left the company, I got job in other company he said to me that I don't want you to go but doors are always open for you ifyou don 't like your new job you can come back and we will give you your position no problem. (Participant 10) 
	Here the participant conveyed the manager's commitment to company by treating staff without discrimination and providing support to them. 
	Her first preference or importance was organisation she wanted to work for advantage ofthe organisation with the help ofteamwork but in the mean time she used to treat her staffwith equality and used to provide the stafffull support. (Participant 9) 
	The workplace environment was friendly and as the below mentioned evidence indicates, the leader's relationship was like fatherly or family relationship even after the manager left the job, but the affection, emotional connection and strong relation was maintained. 
	Like father or head ofthe family: The below mentioned example demonstrate the fatherly' connection ofmanager with the employees which links with his authenticity basedon his moral orientation. 
	Wherever he works, he develops such relationship with staffmembers. Andpeople miss him. Even ifthey speak afterfour years it seems like he has left the jobjust a day ago. I am here and I will be like father to you till last day and when I will not be here you may call me; I will help you. We still think about him, and 60 staffmembers miss him. We want to bring him back to us. (Participant 5) 
	He also possessed one more good quality that he maintained good personal relationship with each member ofthe organisation like a father or head ofthe family. (Participant 5) 
	He didn't let anyone leave the work during his tenure. He positioned himselfas the father and always called us daughters. He never called someone miss. (Participant 5) 
	The reflection on the above data as the evidence suggests that the leader was of high moral character, there are very strong words that depict his genuine and moral character i.e., 'he maintained good personal relationship with each member ofthe organisation like a father or head ofthe family'. This description is confirming the leader's moral character as the manager is not only making good personal or informal relation, but the leader is taking place of head of family due to his authentic behaviour.' This
	Another strategy to build relationship was respecting other as identified in the above data. Followers liked to be treated with respect and it eliminated the level of senior or junior level. Everyone was treated equally at the workplace. The well-being of employees was prioritised which was appreciated by participants and the employees indicated job satisfaction. 
	4.3.3 Flexibility Approach It refers to manager 'being Flexible with staff's personal needs and considering their discomfort'. 
	Like she has given me any task and that task we can't do in time and ifwe reach her to help us out that we can't understand it or please help us out then she used to give us 
	little flexibility like by helping us out in that task or allowing us extra time so that we could achieve us our target in a good way. (Participant 9) 
	She was very helpful and honest. It doesn't mean that she only helped us when we only needed her help at work or work-related matters, beside that ifwe have any personal problem, she used to help us and support us in that matter as well. 
	Here the data reflects that manger's flexible approach helped the employees to continue with their job despite of dealing with their personal problems. It is important to note that some employees have compared other jobs where they had different experience. 
	Yes, I always go to her, I remember last time I was worried about hours, and I asked her she always give hope and says it will be a/right. she advised to work the hours at the weekends or promotion days, she also put me on list as covering people on holidays. (Participant 7) 
	The employees' sick leave was considered paid holidays which was appreciated by employees and regarded as it helped them meeting financial issues and same time, they had time off to recover. The flexibility approach practiced by manager helped retaining valued employees by 
	taking care of employees in rough times. 
	I remember there was in my pregnancy time ... ... I spoke with this manager ifthere is any chance like to put my wage up before I am leaving and he said you give us sick note but still you have some holidays left so let me call the office and let me explain them that these two last sick notes you like to change it to your holidays so that will not affect you too much so your wage will automatically due to the holidays will go up so there was too many paperwork too many headache for them because they need to
	Participants described experiences issues with their personal life resulting in disturbing their work life. The data further reveals that employees had personal problems which hurdled their continuation of job or carrying out duties. The employees' personal issues and needs were taken into consideration by the manager who made adjustments in his own plan and dealt the matter efficiently, hence applying flexibility. Employees were assured that they are valued and an important part ofteam. This indicates that
	I remember when my ........, I couldn't come to workfor a week. I took one week pay and I thought that he will not consider it my holidays as I didn't book it. the other company only pay ifits illness. my ...... was hostipilazid. me and my wife was in hospital and couldn 't go to work. I told my manager that I am not able to come to work as my... is hospitalised and is in hospital. he even paid me and my put me on holidays which most ofthe companies don 't do that. Holidays they give is only for the staffno
	I remember when my ........, I couldn't come to workfor a week. I took one week pay and I thought that he will not consider it my holidays as I didn't book it. the other company only pay ifits illness. my ...... was hostipilazid. me and my wife was in hospital and couldn 't go to work. I told my manager that I am not able to come to work as my... is hospitalised and is in hospital. he even paid me and my put me on holidays which most ofthe companies don 't do that. Holidays they give is only for the staffno
	companies no one ever gave holidays or time off lfthey give off, they cut it from the salary. (Participant 10) 

	The approach to deal with sick leave or sickness notification was different. There was a practice of flexibility for the convenience of employee. The manager also looked after the employees while they are sick or unwell. It was made sure employees are fit to work and being kind while they are sick, so they come back to work happily. The practice was to keep employees comfortable and being flexible with them. 
	Manager is very lovey kind-hearted person to be honest. I was not well and the same day I called him, and I said I am not coming today, he said don't worry, rest, take your time, take two hours three hours, get it better, have medicine after that you can come and join. (Participant 1) 
	He said have a medicine and take two hours have a good rest and then come ........I think I felt good with him and then few oftimes I said I am not well he said that is fine then you have informed me well before so I can manage by other staffand you can have a good rest and then come back and so many things like that in a way someone is not feeling well or like any problem you know your personal problems and your personal life stress so he know he can understand he can manage like the way whatever that suit
	Here is other evidences for different participants who are relating their manager's with attributes of Authentic leader as the manager was prioritising their well-being on work applying flexible approach. The description of work situations is exemplary and highly recommendable for the authenticity ofthe manager. 
	lfthere was a sick call, it was prioritized that the employee is feeling well. No matters what is going on at the workplace; the employee was given flexibility and time to recover so that he/she can effectively participate at workplace and has no discomfort dealing others or handling tasks at workplace. Participant 1 was given some hours to take rest and have medicine when she fell sick. She was asked to come when she feels better. Participant was allowed extra time to recover and when she started her shift
	One day, she said please can you work on promotion I said my son is not well and girls are not well and my husband is not there; he is in ....... She said don't worry its very .. . but ifyou can come then try to come.(Participant 3) 
	Here the participant elaborates how her work schedule adjustments are tailored by manager applying flexible approach: 
	She always supports me because my husband ... .... She always asked me that when can you work; which days can you work so otherwise I think it was not possible for me to work in the company; in any job, I think. he was very supportive yeah so always asked me before making my rota; every week she used to ask me which days are you going to work so I just say she was very supportive. (Participant 7) 
	Employees weekly scheduling/rota with prior consultation was done considering employee's family issues. It was made sure the employee is available and can work efficiently with no family worries in her mind. 
	Yes, I have three kids, .... Then I got late halfan hour, then I called her that manager am sorry I am late may be 20 mins or halfan hour ... .... she said no don't worry you can take your time whenever you feel ok you can come (Participant 3) 
	Because ifhe is not here then that job can't be done without him, instead she let him rest so he his health don't get worse and as soon as he recovers, he may come back to the work. (Participant 9) 
	Here the participants are illustrating how manager dealt with flexibility in unexpected situations: 
	I remember school called me, I brought this into his knowledge he asked me second thing that bring your stuffand I will sign you out because its important now for you to leave so this sentence ofhim, despite I give clarification or he go into details that she was sick how and details, so I was so obliged to him that he understood the feelings of a mother. I might have finished my tasks, but I couldn't focus due to this .so I can't 
	forget this ever. (Participant 8) 
	Here the evidence confirm that there was a great level of trust and flexibility involved when dealing with employees at work. The manager went an extra mile when dealing with female employees who were working morns. 
	I know a girl .... Obviously, my colleague, she was stuck in traffic and she called him, " I am stuck in a traffic so it might take, I have to start 9 o clock but now it's 9, already ..... So, he said don't worry, don't panic, drive safely, the must thing is drive safely, don't worry we are here we will manage by the time you will be here.Don't panic. take your time. relax and then come. (Participant 7) 
	The leader's contribution to the personal matter of employee not only resolved the issue but supported him out of way and employee was grateful to the manager for its participation and resolving the problem. 
	She knows me ifI am upset or sick, she will come to me and ask ifI explain my sickness or tension then she will help find solution or will say good words like that it is not only me she treats same way with all ofus. (Participant 7) 
	The data reflects that most of the participants referred to the health issues adjustment i.e. sickness, pregnancy etc where they were accommodated by leaders while some had issues with their work schedule. The data indicates that manager have characteristics of authenticity as he/she understand the employees' personal issues and has tried to adjust the employees as per their needs. The followers are supported by the leader who was recognising the discomfort or health issue and facilitating the follower whil
	The experiences of participants under this theme are guiding towards the authenticity of the leader as it reveals how the words and actions are impacting on followers, hence indicating the self-awareness attributes of the managers. However, theme is relatively new and under this theme, managers are making adjustments to accommodate employees. Little flexibility means too much for clients who are able to continue with the job comfortably. The participants have shared their experience which depicts the leader
	4.3.4 Helping employees with their personal matters The manager is perceived as authentic due to his sincerity towards employees and handling personal matters of the employees whether it's about financial, family or any other matter. The manager tried his best to keep his employees stress free and have no issues in their lives. 
	we also share ifthere is any problem outside store like our family or personal matters. 
	I remember one situation .............. and I was near to the due date and my pocket was 
	empty ............ ... I was calling him and he called me ..........we will manage this I say 
	that this was the first thing ofhis kindness that he take money from his pocket and he 
	give me ask me how much I need (Participant 4) 
	There is evidence ofmanager financially helping out employees with family matters outside workplace which has been summarised above. 
	He dealt same with others as well. Ifany of us, female staff members have health problem or any tension he helped us, he even financially helped people. (Participant 5) 
	I remember a cleaner who worked there as well .... at that time (manager name) did fund raisingfor that cleaner, he initiated and contributed to funds and also requested staff to do so. (Participant 12) 
	It was not possible for him however manager helped him a lot. The major contribution in funds was from the manager himself(Participant 5) 
	The above evidence reveals manager's attribute of helping employees with personal problems using his own personal means has been identified. There was an instance where employee funds were insufficient to meet his expenses and the manager paid from his own pocket. The manager going an extra mile, helped outside of his expected duties, to help the worker by raising the funds. Everyone felt comfortable to share their problems with the manager and the manager tried his best to retain the employee by sorting th
	Here the reflection supports the authenticity in leadership with manager. Who as an authentic leader was aware ofhis values. His words were consistent with his actions. He/she was helping followers out of way by dealing with their personal issues. 
	4.4 MAIN THEME 3: FORMAL RELATIONS 
	4.4 MAIN THEME 3: FORMAL RELATIONS 
	This theme is related to the formal role of the manager when he/she is dealing with the employees/workers from the professional perspective while performing his duties as manager However advancing in his regular duties ensuring his job is done efficiently. After careful analysis of the data, the sub-themes that emerged mentioned below. 
	4.4.1 Problem Solver 
	4.4.1 Problem Solver 
	The manager was following proactive approach on workplace or in other words the manager was amicably resolving the issues and was working on solutions before any problem is actually going to happen. This is further divided into two sub themes which contributes to the leader's role as problem solver. 
	a) Good observer 
	The manager is a good observer and with just one glance at employees' face, the manager felt the discomfort or agony ofthe employee. The employees are pleased to have a feeling ofcare and kind words. Workers are approached and asked about wellbeing ensuring they are taken care of and a valuable part of the company. 
	IfI am sad he will straight away catch me he asks me what happened even ifI don't want to tell him he always take a decide many times when I am crying he hug me he 
	said don't worry (Participant name) be strong be brave I am here ifyou need any kind ofmy help ifI am able I am going to help you so I think this is nice and good to meet that person on your way. (Participant 4) 
	When that lady manager came, she first asked about my health as she said I was looking pale told her everything she was very surprised, and she sent me home. Since then, all the time when I fell sick, I used to call her and she gives me offshe never force me to come. (Participant 7) 
	The Manager strategy to deal with followers' problems was to provide genuine care and encouragement in hard times. Leader is a good observer who judge people with their appearance. The discomfort or stressed faced is easily recognisable by the manager and he/she is sharing his/her concern with the relevant person to help out and provide maximum support. This is an extra moral step that leader is taking to ensure the follower under his supervision has no conflict of work and private life issue and the time f
	b) Good listener 
	There was a feedback system for manager at the workplace, which was ensured to be done once in a month. The feedback was made to improve the workplace and to bring any positive change in leadership. The negative feedback were welcomed open heartily in order to eliminate the flaws. 
	Manager was a very good listener, ifsomeone use to criticize her, she never minds that but she uses that to mend the ways. For example, she use to take monthly feedback from the group member working under her supervision and she use to take that feedback in a very good way and she use to analyse herself on basis ofthat feedback after a month and whatever things were lacking, she used to adopt them; and the she used to eliminated the bad things out ofit. She even didn 't mind even listening bad about her own
	Here the manager is listening to voices of staff and paying attention to every small detail. .. 
	He was there for staffwho need listening to staffifthere are any issues ifthere are any problems his suggestion, I remember I used to run food and beverage section and I have to or ifthere was something new in store that never happen before so I went to him and explain that so many customers asking for .... He let me do it and customers basically comes back and askingfor, You can just order. 
	Sometime when there was suggestion then the door was opened for the staffhe was saying ifyou want to come in .... I am not going to lock the door or shut the door. He was good listener to everyone. (Participant 10) 
	One of the characteristics of manager identified as good listener even if it was against himself(leader). As the above data suggests the leader did so in order to bring positive change and eliminate the negative factors. The leader was welcoming feedback and welcomed workers' views to maintain a productive and positive workplace which is extra ordinary as the workers' voice were heard and responded. This demonstrates the attributes ofmanager connect him with the self regulation dimension ofthe authentic lea
	4.4.2 Empowering Slow Learners 
	Learning and skills were considered important tools at workplace. Here Participants have illustrated that manager was ensuring all followers are trained and equipped with right tools to operate at workplace. 
	Empowering junior staff: 
	More liable to train juniors so they can work independently then that senior behaviour was disliked by her and made her realized that he did wrong and at the same time she sent the new traineesfor training so they could do the work independently and she has gave this lesson to all staffmembers that everybody has to work like a team work and no one has to treat other as senior because to her ifsomeone has senior or having bossy attitude then this is not good for organisation it is not good ,not ofgood qualit
	In our staff, there is an employee who is slow learner. he is very simple and can't even do simple maths. His ability to learn new things is not good. We have seen how this lady manager worked hard to teach him ....... he learnt a lot in few months, and he is able to recognise products and stack them at right place. (Participant 7) 
	Experience employees were kept close to If there was a slow learner or had learning difficulty due to any physical or mental reason, there was different strategy employed to deal with this. 
	I think I remember one thing when one ofour employees his ability to learn is weak so in the beginning when I was new that time even when manager was new that time she helped him a lot when the boy used to work with delivery he didn't know how to do it even I saw he used to putproducts on wrong place even I saw myself (Participant 3) 
	In order to empower the slow learner, tasks were simplified, and gradual progress was preferred. The employee worked under supervision for long time before he/she started working independently. 
	Someone also said me to keep an eye on this boy but I didn 't know he is weak in learning g I just got to know month ago he didn 't know I remember one event u know the fragrance section he only did halfdelivery and rest he did put back. ....... This manager is helping him a lot anyway wherever she sees someone has some kind ofweakness she helps her/him a lot he didn't knew anything all the time doing delivery in wrong way but now he is very active and with everyone. He has caught shoplifters two three time
	The above data discovers the strategy of manager to deal with weaknesses of employees as witnessed by participant 3 and participant 7, when a slow learner employee turned out to be the most efficient worker after training under the supervision of Manager. The employee was able to perform the assigned tasks skilfully and accurately who even didn't know basics after joining. It was made possible by simplifying the work tasks and making sure the slow learner is supervised while performing tasks. The employee w
	She has once given me task and set my target that I have to finish that task in two days, but I couldn 't do the allocated task in set target due to some problems that I faced that times. She how she sought out the solution for that is she divided the task between two ofus mean she allocated the halfofthe task to another employee and halfwas to be done by me so we both girls worked on it and finished the task in two days but ifthe same situation is dealt by any other strict manager or boss he would pressuri
	Here the evidence depicts that the complex tasks were made easier for the convenience of the employee and alternative solution was sought so that the targets are achieved. 
	There was a task which was really impossible for a staffmember to work on. So, what she did is she involved such a staffmember who was good at that job. She attached that staff member to the same task and distributed the same task between those two staff members so they both support each other. In this way the task was done and the weaker person got the knowledge ofhow to do that task and he started working on that task independently after that. by any chance ifshe had given the task to the weaker person as
	There was a task which was really impossible for a staffmember to work on. So, what she did is she involved such a staffmember who was good at that job. She attached that staff member to the same task and distributed the same task between those two staff members so they both support each other. In this way the task was done and the weaker person got the knowledge ofhow to do that task and he started working on that task independently after that. by any chance ifshe had given the task to the weaker person as
	had a good knowledge of that task. In this way, she developed a teamwork where a person help the other person to achieve the target. (Participant 8) 

	This practise was new to the employees and how the slow learner was transformed into an expert employee was unbelievable experience. new learners in order to help them and train for future. 
	She used to bring really innovative ideas for her organisation to see how she can promote. She used to introduce new and unique methods. She even used to nominate herself to go for training and beside that she used to arrange trainings for other staff members as well so that every staff member is updated because as much as the staff member is updated, the more likely the organisation is to achieve its targets. (Participant 9) 
	A proper way and wherever there is lack or flaw he straight away pointed out, maybe it upset you for the time being but in the long run you will find out its importance that this thing is not of standard or not matching with professionalism .so this was his positivity. (Participant 8) 
	The data also reveals Manager's another practice in which employee was not overburdened and ifthe employee was unable to finish the task, then alternative strategy was to distribute the duties among experience senior employee and junior unexperienced so that the work is getting done and at the same time the junior unexperienced employee will learn and be able to finish by following the instructions of senior experienced employee. This practice also enabled the junior learner to work independently in future.
	4.4.3 Early Reactions and Familiarisation With The Work Environment There was comfortable welcoming environment at workplace for the new starters from the very first day of the joining. New employees were welcomed warmly as valued worker and was comforted so they do not feel uncomfortable at new work environment. Appreciation and paying the attention to new employees to ensure they are provided help, support and care. Responding to the queries of new starters and training them efficiently so that the employ
	When I started on my first day so I was definitely at my work place, I was quite conscious like man he said first ofall he came to me and he said thank you very much to join and thank you muchfor being a part ofour team and that you have started the work"Jjust completely forgotten why I am here. I am here for interview, or I am here for you know induction .... he right after 15 20 minutes he came to me to ask, you ok? Are you fine? Feeling good? After I go back home, and he text me 'thank you so much for yo
	When I started on my first day so I was definitely at my work place, I was quite conscious like man he said first ofall he came to me and he said thank you very much to join and thank you muchfor being a part ofour team and that you have started the work"Jjust completely forgotten why I am here. I am here for interview, or I am here for you know induction .... he right after 15 20 minutes he came to me to ask, you ok? Are you fine? Feeling good? After I go back home, and he text me 'thank you so much for yo
	not conscious like nervous.He is the 

	me that's the thing lead me. appreciation! That text lead me, when I was there I was more confident; definitely I will do more good performance.After 20 minutes he came to me and asked you ok? Dou need help? (Participant 1) 

	She supported me too much because when I joined the organisation, I didn't know anything about that organisation, even I didn 't know how to do my tasks, but she gave me induction on first day, that induction was so useful that all doubts in my mind got cleared (Participant 9) 
	Here the participants are recalling their first impressions ofthe workplace and manager. 
	He had a pleasant smile on his face; he welcomed me very warm, and I felt like I know him since ages. I was very nervous but when he smiled and warmly welcomed me. It was a great comfort. He was very supportive and you know the best thing was that if you will ask him hundred times or call him he will answer. He never minds, he was very approachable for all ofus. (Participant 2) 
	Everyone liked him as afriend We all respect him a lot and even ifhe will call at night, we are ready to go and help them everybody liked him very much. His personality was great .... (Participant 2) 
	The data indicates about the comfortable learning environment for new learners under the supervision ofmanager where they were welcomed warmly and was provided regular support. Their work was appreciated and acknowledged. They repeated queries were responded and was unique and appealing for the new starters. Hence, the followers felt valued, and they had genuine feelings of self-worth. This represents that the leader core moral values and beliefs which were in practice, as witnessed by participants at workp
	dealt with patience.it 


	4.4.4 Early Recognition of The Talent/Skills 
	4.4.4 Early Recognition of The Talent/Skills 
	Recruiting right person for right post to avoid disappointment later. Allocation of tasks according to the capabilities ofthe worker ensuring no one is overloaded thus equally assigning the duties among team for fair practice of management. Here the participants are discussing how the manager recognised their skills at entry level and allocated the tasks that were not complicated however they were further provided training to handle the complex tasks. 
	She knows who will be good for the task. She will never give any task which is hard for someone, so she appreciates as well if someone doing hard work or dealing with complicated tasks but mostly, she explains and makes the complicated things very easy for us. (Participant 7) 
	Whenever he recruited someone, he knew he had a skill to recognise who is capable of doing a certain task. I remember when I joined in beginning, I used to work in other areas, I used to hate cosmetics that this is really a complicated section but he used to 
	Whenever he recruited someone, he knew he had a skill to recognise who is capable of doing a certain task. I remember when I joined in beginning, I used to work in other areas, I used to hate cosmetics that this is really a complicated section but he used to 
	smile. He in beginning given me facing up tasks. But I used to think oh god this is good one, but these are several items. He used to allocate me tasks like you do this as well and when I do that. (Participant 8) 

	A participant has regarded the manager as teacher. 
	His support was with everyone at that time. He was a very good teacher who used individual's personal skills to allocate him tasks, he knew one's capability and to say utilising the person for right task; he had that skill, and he was very sympathetic to everyone. (Participant 8) 
	The manager's one of the main qualities was to identify employees' skills at early stage and allocation of tasks according to the individual's capability and utilised the worker's skills for rights tasks. however, if someone has to deal with complicated or difficult task then they ensured the employee is fully equipped with knowledge and skills to handle the task efficiently. The data indicates that the manager was knowledgeable and had professional skills to identify the individual's capabilities. His work
	4.4.5 Co-Worker 
	a) Early Learning from Observation 
	Helping new employees to learn from watching and observing the work. Performing tasks in front of the new learner /employee to lead followers instead of ordering or giving verbal instructions to do the same. This helped the newcomer to know how to deal with the work and inspired to play an active role in the organisation following the footsteps ofthe manager. 
	I have started, the thing is he never let me do that again alone, he helped me. I realized it yeah because definitely it was my first day yeah after that you know I have, he supports me said don't worry, you stay here, and I will help you. He picked them up, all pegs and he started from the back. He has done two shelves, and you know for rest ofthem. I have started, the thing is he never let me do that again alone. He helped me. (Participant 1) 
	As the evidence ofparticipants presents, the Manager was identified with early development support style. The above reflection confirms that followers had experience of learning with observation and with support of leader as co-worker. 
	It was a very big delivery. And he and me, we split together, and he was standing with me and he and me we start to split the delivery together he shows me the procedure and policies about how we untie everything. he was training me like a friend, so I was very enjoying that time ...... He worked with us like a colleague. Everybody is happy you know his behaviour; his personality and he every time guide us. (Participant 2) 
	Here a participant's detailed description of how his journey of learning started with his manager and how the manager developed his skills at each stage. The participant talked about how he was supported, and each step was accompanied by his manager which allowed him to stretch his boundaries gradually to all areas ofthe workplace. 
	I remember he said me to bring your diary with you and I will tell you. You keep writing on it. And then cosmetic was bit different even ifit was not I was having trouble as new starter ,so first he explained me everything and I wrote down pointwise and then whenever I asked him he told me every time even ifits regarding scanning gun HTC and often he used to guide me whether I have to do zero to zero and while stocktake how products to be placed in box he used to say go and check other stores and when he le
	Here a participant illustrates the manager as a part of team who was standing next to the employee and working on same task. They did not only watch him doing work at shop floor, but it was an inspiration for them and a source of learning at first instance under his/her superv1s10n. 
	What she does is when manager is herselfworking on the delivery, she asks that guy to join in and after working with the manager he gets to know how to work on the delivery and what is the right way to do it. (Participant 3) 
	The empirical findings suggest the leader was engaged in professional development of the employees and in particular demonstrating to those who were beginners in their professional career. In this way, he/she was building relationships, demonstrating to beginners to learn from observation and was playing a role ofco-worker. 
	It is very interesting and valuable evidence as this gives a clear picture of the manager's authenticity. The manager can be seen supporting the employee at each stage of his learning which is essential for a professional growth. 
	b) Lead by example/ Getting hands dirty 
	Being part ofthe team and working along with the team equally to handle the workload. 
	Several participants have provided evidence of how their manager got involved on shop floor and joined them to finish off the task which was also a source of getting attention and being around each other which they enjoyed. 
	And being manager, he never hesitates to do an oddjob like cleaning, and once he had to do something he will not sit until finishing. I am working somewhere else but still you know his training, he provided me training is still helpful for me and being honest his training helps me in other stores to do my job. I will give credit to him for my success. (Participant 2) 
	She did the tasks by herself without even thinking that she is a boss and why should she cover that employee, so I feel at this point that she was very sympathetic. (Participant 9) 
	you will see the owner most ofthe time are in office or going around or doing nothing. But he never did like that. (Participant 1 OJ 
	Illustrations of participants provide insight of workplace where there was a common sharing and caring environment; the manager was not only dealing with the instruction and office work but was practically working on shop floor hands in hands with the other employees. 
	He was himself working like a colleague, running on shop floor even he did mop at the end ofthe day. He also builds shelves racks for display. Making ready for last day. He also bought us pizza and drinks we had good time there. He also gave us. 
	(Participant 2) 
	I remember ............... the boss by himself went and mopped, brought dustbin and brush and cleaned everything so he said to the guy you go and carry on with your work. So, he supports the guy and most ofthe time by the end ofthe shift he was cleaning the store brushing the store himself which we were supposed to do that. He was very supportive. Very nice person, always supportive and helpful one thing ...... ..... I still remember ifwe need to help someone we should help them when they need; we should no
	Here a participant is recognising the efforts of his leader and giving credit of his good performance to his leader who taught him useful skills and prepared him to work independently. Furthermore, the employee has idealised his manager as his role model to whom he is following at other connecting stores. This is associated with the authenticity of leader and followership development by the authentic leader. 
	What I learnt that time is still useful for me, and God knows that whenever I get appreciation from management, ( area manager, current store manager, neighbour store manager) I prayfor him because he taught me. (Participant 8) 
	What I learnt that time is still useful for me, and God knows that whenever I get appreciation from management, ( area manager, current store manager, neighbour store manager) I prayfor him because he taught me. (Participant 8) 
	It is very hard to me, ifyou do you work religiously then it never goes waste. I have worked under different managers and when I sit and compare them; honestly, he has all those qualities which I find few things in one manager, few in other manager or some in any other manager but I found him with all those qualities in himself. (Participant 8) 

	He was amazing man as I said he was role model. Now doing his role, I think ofhim. As I work with him 11 years, I was always watching him and as role model. I want to follow him and do what he was doing. (Participant 1 OJ 
	Employees evidence demonstrated that the leader was helping the employees with their work on shop floor. The participants idealised the manager role and appreciated his/her cooperation with them practically rather than verbal instructions and orders from inside the office. The manager is workers' role model, and they are pleased to work with him. 
	In other words, the leader was 'leading by example'. He/she was not only setting example for them, beside that he/she was playing as role of co-worker which was rejecting the superficial concepts of seniority at workplaces, often leading to bullying. 
	4.4.6 Empowering employees with knowledge and skills 
	The participants provide evidence that manager was ensuring each member of staff is fully trained to minimize the risks of future problems. To train each member of staff and empowering them with knowledge and skills to contribute with full confidence and be a productive part ofthe team. 
	He was with me we were working together he said to me that guy looks like shop lifter I said no he don't but he was adamant and he called the manager ;the manager confirmed that he is shoplifter, he helped manager catching shoplifters it's all because ofthe manager who helped him and his learning capability improved and increased he is better now he can deal good ........................ So previously he used to waste time, sometimes by talking to someone or sometimes wandering in the store but now he is ve
	The above data reveals that the manager was equipping followers with right skills and knowledge that they don't depend on anyone while working independently. The above data reflects that with the help of leader and training a worker with learning disability appeared to be most efficient part of team and contributed as an expert which was a hard work of few months however the change in the personality and performance of that employee was incredible. 
	And I would like to add to it that in front ofsenior staff, he never let us demoralise he taught us all difficult tasks just as handling promotions or star buys ... ....... he trusted and gave me confidence. (Participant 8) 
	Another evidence confirms that follower was trained to handle complex tasks and stand confidently along with seniors who didn't feel comfortable at this performance of junior. However, the manager had huge amount of trust and confidence which helped the employee performing the task efficiently with the support of manager. 
	I remember clearly there was a staffmember who was facing too much difficulty in performing a task and during that she provided him training. (Participant 9) 
	The above evidence suggests the need of training for the development of skills and has illustrated how the manager was contributing to the professional development ofthe employees and was providing them opportunities to progress in right direction. 
	4.5 MAIN THEME 4:Professional Aptitude/Mentor 
	4.5.1 Goals Focused 
	Participants described that the priority was given to work by the leader rather than his personal problems. Manager's work commitment and devotion was observed by the participants. There were instances when the manager was found in very difficult situation however, coped up and didn't let it impact on the duties. 
	he stayed calm and strongly faced all ofhis matters. Even that year valuation result was much better than the last year valuation result. (Participant 5) 
	He never said to me that I have my family as well or I have to go to home or I will tell you tomorrow in store hours, he never said like that. (Participant 8) 
	Here the manager is identified as responsible, committed and honest. 
	She was opening doors with welcoming smile and greeting. And I will say he was very devoted, committed andpassionate person who for the sake of running administration tasks accurately(strongly) and organisation; she even sacrificed her own personal life. (Participant 5) 
	The data reflects that at one point when the leader suffered health issues, but the deadline was met accordingly and there was no delay in sorting out the staff matter. This confirms that the leader was goal focused and was able to handle the workload well under pressure. 
	But not a single day we felt his absence; he was still fighting (putting efforts) for us as he was doing while inside the organisation. It happened several times during his absence when we really needed him and that time, he kept connected with each ofus personally through phone call. Ifsomeone has a problem, he sorted out the staff's problems on phone calls. (Participant 5) 
	He had faced very difficult time such as wife sickness, workplace responsibilities and then on the top inspection days were going on. So basically, he himself was working under immense pressure but apparently, he didn't show any signs and carried on his work normally. (Participant 5) 
	The above reflection confirms that the leader has ability to work under pressure. It further reveals that there was a conflict ofleader's family issues and work commitments however the leader managed to deal with the workload efficiently hence the leader's devotion and commitment was appreciated by Participant 5. 
	4.5.2 Good Planner The manager was dealing efficiently with workload by planning in advance ensuring the daily targets are achieved and day to day business is not affected. Most participants have provided evidence to support their managers was a good planner however some of the voices have been presented here. 
	my favourite manager who was a good planner too. He never used to put us in difficult 
	situation and helped us every way. There was no feeling that we are doing job it was 
	friendlier atmosphere. Never feel tired even u do lots ofhard work. (Participant 2) 
	Here the manager is well prepared in advance and planned ahead oftime ... He briefed us in advance, so we were mentally approached He was very good at management and with clear mission and vision. He supports us in our difficult time and after few minutes we come back to normal. I said this about my favourite manager who was a good planner too. (Participant 2) 
	The manager was dealing with work distribution effectively with proper planning ... Her planning was really good in a sense because there were so many people working her under supervision and she used to work on distribution of work with proper planning. In a sense ifsomeone is weak in any task then she used to employ two people to work on that one task so that both support each other so this was very good quality ofher that she was very good planner basically. (Participant 9) 
	He always planned ahead and know his target very well. Ifpromotion is Tuesday and he wants to start preparation. He wants to (will) start mostly Friday and start to be doing everything; By end of time everything (is done) ..... .He was perfect planner. (Participant 2) 
	The manager here is meeting daily goals due to his right planning. 
	He had to finish his daily tasks doesn't matter how much time is spent on it or never ever he said hurry up its six and I have to shut the store, or I have to go home. his priority was always his own job. He never compromised his own self or menthe environment was so positive and I was always ready with him to stay after six or early and I used to say done we will stay I as well think that was a motivation when he can do why can't we do. And we did it. (Participant 8) 
	Here participant 2 provides a perfect illustration of daily routine of workplace and how a manager is a game changer at workplace. The manager is doing multi-tasking while keeping employees motivated in healthy workplace environment. 
	We had a time when short staffand hours were reduced, that time he used to stay at till answering bells for supervisor and serving as cashier. His office tasks say safe check and banking was done in first starting hour ofSunday. Because it was quiet time and less people in store. Once he is done, he is out ofoffice and running on shop floor. He helped customers, he also answered their queries. And like I am on till with him or if he is sending me to upstairs in stockroom for delivery. (P2) 
	The detailed description has revealed the manager as an excellent planner with daily plans ready before hand and was dealing with loads ofwork efficiently. Helping customers, dealing with workload, achieving daily target, sorting customer complaints, performing office tasks etc. 
	He was there with me helping finish delivery quickly. And turn by turn we go down and help cashier. He used to plan back store jobs in quiet time and there was a rush hour starting at 12 so by that time everyone was on shop floor. Sunday is short day. Like he always planned before the time. As I told already, we have some promotions events every three weeks. And we have every Tuesday, and he want to start preparation he will start working from Friday. little jobs and tasks. And by Tuesday we were left with 
	"He handled difficult matters very nicely. and was able to manage difficult situation in a very good way and it was surprise, but he handled the situation very good and he briefed us how to tackle when he will be busy with head office persons. He controlled the situation and made us independent and confident players. " (Participant 2) 
	The leader was identified as practising core values and work skills. The followers were confident players in the controlled situation of a comfortable environment. Ifthere were some tasks unfinished; the leader himself used to stay late ensuring all the tasks have been performed 
	The leader was identified as practising core values and work skills. The followers were confident players in the controlled situation of a comfortable environment. Ifthere were some tasks unfinished; the leader himself used to stay late ensuring all the tasks have been performed 
	and nothing is undone. The data suggests the leader was self-discipline and continued his duties in a well organised manner. 

	4.5.3 Employees Retention Skills: Most participants provided evidence that the manager was practising strategy of offering best alternative solutions to retain the talented employees. Handling employees' complaints effectively and find out best solution. If an employee is not happy then alternatives have been 
	sought out. The employees were happy to continue as they were influenced by leader who initiated to resolve their issues and kept accommodating them by tailoring their work pattern. 
	He came to me and apologized .......... I would say this was his try for equality means everyone get the equal right .it was not like that someone is forcibly getting hours and not others. Like never ever we had to say or compare that someone has got more hours than me; he used to adjust himselfthat's the reason I had blind faith. (Participant 8) 
	Here a participant describes how the employee's hours were cut down who was not happy with 
	this new adjustment. Though it was temporary, but the manager alternatively provided him 
	extra working hours when there were more workers required. 
	I have noticed how she cope up . ...... ...so, she gave her own hours to others she took offMonday to Friday she couldn't take weekends as no manager is available weekends so she disturbed her own hours to others even she gave her hours to me as well. This is the way she tried to adjust and cope up with the upcoming problem ofhours cut down. ............................ whoever says they need more hours they are provided and who don't want more hours they are working unto their contract hours so the manager
	Here the participants are referring to additional hours allocation in quite times for retaining staff. ... 
	My personal point is my husband was .......... for one and halfmonth and that time she helped because I could do work weekdays from Monday to Friday and weekends were not possible for me so she said to me you can work. (Participant 4) 
	The manager applied strategy of employee's retention as revealed by the following data. 
	He always speaks the truth, never told any lie. He used to handle situation very skilfully and easily. the biggest matters or problems where we failed to resolve or find out solution. He sorted out very skilfully without even letting us know how he did it or when. He used to deal with every type of administration matters whether it is a general problem, anyone's behaviour he possessed, any type ofissue arises he used to deal with it very softly and with good management skills. (Participant 5) 
	The participant is providing evidence ofanother worker who was retained by manager by going through discussion of resign reasons. 
	I remember such events took place many times I will tell you about one admin staff member who told he is unwell, and he couldn't travel to work because it takes one and halfhour to reach here. He could have easily accepted the resignation ofthat person. But he with love and affection dealt this matter he asked him to have holidays instead but don't give resign, I will not let you go or resign. (Participant 5) 
	Another evidence of co-worker indicating how manager was retaining employees by resolving their issues. 
	We had another staff member who daily comes late to the work. the manager very politely and lovingly that you have to solve your problems and it is very important to come to work at right time . ...... .... He didn't get angry on him nor show any emotions. He called him and chatted him in a very pleasant way. Then he discussed the issues which were the reasons ofhis late comings to work. He then advised him how to sort those issues and try to avoid late coming and also, he has been given written notices . .
	The above particpants illustrates that the employee was about to resign due to long hour journey due to travelling issue, the leader allocated him holidays so that the employee can sort his travelling issue and come back happy. There was another occasion when a staff member had a habit oflate coming. The manager nicely asked him about the reason and offered him solution which helped both employees to continue with their job and work more efficiently. 
	The data suggests that leader was making little adjustments to accommodate the employees, hence being flexing to the personal needs ofthe employees. This also indicates that manager was building up relationship with employees and retaining them. The manager could have employed another team member however he/she is relation-oriented, and employees focused. 
	She had medical issues .... He always assigned her duties which was less demanding like putting back stuffon shelves. And he helped her sick leave and after the sick leave when she was back, she was very happy, and she was very Thaniful to our manager". 
	My colleague was sent to hospital. Manager also advised her to take time off So, she applied sick leave and rested for few weeks. She came back to work later on, and that manager always put her to do easy low-pressure jobs. (Participant 2) 
	Here a participant is proving evidence related to co-worker's retention by manager. 
	One colleague who was lazy or use to avoid the tasks when she was given any task that was not done completely. What he did is switched her position to cashier where she use ofa very lazy or useless person to permanently position which was suitable to her. (Participant 8) 
	couldn't avoid her duties.so he made 

	Here another participant providing evidence ofmanager's retention skills. 
	Once a staffmember used to waste a time a lot. Sometimes going to toilet, going outside for smoking or getting busy with his phone she noticed his behaviour very closely and she called him to her office and told him that this is wrong, and no organization accept this. . ... she treated him in very good way. She didn't punish him but positively treated him and gave him a lesson which helped him to leave his bad habits, but this is done with him by treating in a positive way by her and they both didn't get of
	Similarly other participants had mentioned employees who had issues completing the assigned tasks; they were allocated the tasks which were easier for them to complete, and the manager made good use ofthe people with issues. 
	I will help you to get the experience he sends me for the courses ... and I became assistant manager. He was very nice and very supportive, I never seen anyone like him before at my workplace. (Participant 10) 
	There was an instance when the leader noticed the hardworking worker and offered them growth opportunity. The leader is maintaining a positive and healthy company's environment which is beneficial for nurturing the growth of employees. The evidence are indicating the strategies that were applied by managers at workplace to retain the employees and keep them going despite of disruptive events. 
	4.5.4 Self-control/ Handling Complaints and Anger Effectively 
	The participants describe the events where they made mistake however the managers dealt with kindness and tried to resolve the issue. The employees had also mentioned the self-discipline ofthe manager who had ability to control his emotions while solving many problems. 
	He used to smile on my mistakes he said me that you do silly mistakes like on hotspots some specific products are not allowed and I placed those prohibited products on it. He smiled means where he needs to be strict, he became strict and told me do that. (Participant 5) 
	Here is another example ofmanager's self-descipline. 
	He had self-discipline and he had the ability to control his emotions which is very important when staff is not, and they have to take guidance in every matter from the leader. It was the same self-discipline quality which he applied to solve many problems. He used to guide according to the rules. (Participant 5) 
	Even ifwe are doing mistakes she will not come and shout, she very politely mentions the things how to do it and we know then it's a oldpeople in their 60 or 70 working with her. It's her fair dealing that everyone loves to work with her basically she understands everyone and value them. She doesn't overburden staffwith tasks and manage everything very calmly. (Participant 7) 
	mistake.it is unbelievable she also has 

	Most participants have provided the evidence of the manager who had patience and was able to deal with tense situations while staying calm. 
	But with my experience what I see he is always smiling he never getting any mood I never saw him angry or like a pissed offeven too many people around him like a make him upset because oh I didn't come oh I didn 't make this oh this customer is annoying me oh go there normally person when they feel they cross limit just they are blasting and they are getting upset they are started to fight. No, he is totally different person. (Participant 4) 
	Similarly, there are two more examples, like one elderly person was employed there to whom he used to give easy tasks so that he doesn't have burden of work on him. (Participant 8) 
	And ifsomeone is not performing very well, he keeps an eye and check to make sure he or she is ok. (Participant 2) 
	The participant has provided a good description of how the manager was handling repeated 
	queries and flaws in work positively and calmly. There was not tensed situation, but the 
	manager not only explained how to correct the mistake but how to improve in future. 
	After 20 minutes he came to me, do u need help? I was fine, I was fine when I have started but later on at the endpoint I was stuck there, definitely I was stuck I have done that before and I don't know how to manage the pegs from bottom to top but the good thing he showed me whenever you have done planogram, whenever you start your planogram, then make sure start from the bottom, not from the top. When you start from the bottom; it goes up and you will find how many spaces you have. When you start from top
	And don't be panic. The word is I like ofhim he never said OK as soon as possible come and reach there because definitely she was driving and she has to be you know. Don'tpanic. take your time. relax and then come, that's the thing, this is the best thing even I was there at her space, so I feel like you know. Doesn't matter don't worry we will manage ifwhatever he can do, he did his best. (Participant 1) 
	The evidence reflected the managers as inspiring leaders as the above data represents that they ignored the mistakes of the workers and tried to teach them in better ways. The leaders had self-control and self-discipline; they had their emotions in control. This reflects that the leader was practicing the self-regulation. 
	Ifthere we have any problem with the customer ... he come always to that person like a positive and calm, he try to explain and apologies from all his heart for like any kind ofproblems. (Participant 4) 
	Yes, it was an angry customer who just blasted, he said so much even I was feeling angry standing next to manager, but she was so calm and didn't show any signs of anger she just smiled and apologised, gave that customer refund. One more time, an employee tried to upset her but she just went to office .... stays calm and don't react. I asked her once that how you do that. She told me she has to be its her duty not to offend others. This is how she respects other feelings and also stay calm. (Participant 7) 
	Though the customer was very angry then after that my boss came and helped him . . He told me .... . so do not point person directly that it is not professional. (Participant 6) 
	The evidence describes how manager handled angry customer situation; the manager was identified as patient due to his patience and art of dealing with the angry customers nicely. 
	I do know a lady she came for the refund and cosmetic refund .... she was shouting and she said why you don't do that our colleague said don't worry I will call my manger he will sort it out and he will help you out and he called her and take her to one side and tell her all what's the company policies ...... .....So, ifyou needfurther help you can take this number andyou can call them, and they might help youfor this so by the time he was quite calm and he said thanks and he went. 
	(Participant 1) 
	The above data reveals that the manager stayed calm in the extreme situations and tried to handle the complaints calmly. The manager sorted the matter while explaining the policies and providing customers details to contact for further information. This is indicating the leader had self-control and was resistant to external pressures. The evidence indicates that the skills of manager linked him to authenticity in leadership. 
	4.5.5 Following Company's Rules and Regulations This theme represents the managers compliance with rules & regulations of company. The followers observed the manager following the company's rule strictly. Helping employees to memorize company's policies. 
	Rules and regulations are very important in every company, and he made rules clear from veryfirst day and he never broke himself. We all had our mind set that this is the 
	set ofrules we had have to follow, we are doing this, and we are not doing this. It is kind offollowing regularly. . ... : he leads by example he did not order me to go and do that job instead he worked with me. (Participant 2) 
	Here the below illustrated evidence revealing the manager adhering to rules and regulations of company and motivating the employees to work according to policies. 
	He was Constable kind of like a police officer or he is from army like but the thing is the rules he followed ... You are never allowed to take (items like testers) with you, and they are not allowed to take you know, kind ofthings as a staffwe cannot take this even we are working here. Even the single thing ifwe get it's like a stealing .... Don't abuse your card or discount card abusing this is the so many things he you know he tells us on a first day and on the daily basis, not only the first day but he 
	He is man ofthe rules as well like we have loyalty cards that we are not allowed to offer to.friends andfamily. So, he never used himselfnor he allowed anyone. Also, there are never used himself nor allowed, also there are free gifts left over, he never took himself and never gave to any staff It is company asset and he sent it back. In short, he follows rules and make other clear about company policies. (Participant 2) 
	Here is another evidence from different participant who perceived the manager as authentic as the manager followed the company rules and regulations strictly ... 
	"Beside that she also had other qualities in herself that she used to strictly follow the rules and regulations and she never used to take advantage ofher position that she is the manager and she don't follow those rules and regulations instead she use to say that ifrules are made then from junior to senior, everybody needs to follow the rules and regulations which was her good habit. 
	I have never seen her coming to work late or going early she used to come on time and go on time .... whatever the rules and regulations applies on other staffmember, those were same for her and she used to follow those rules and regulations as well. And she wanted other staffmembers to follow those rules and regulations. (Participant 9) 
	Here is another evidence ofmanager following company's rules. 
	When it was rule he was strict for example we have to wear the uniform we were not allowed for trainers and everyone was allowed for black shoes and I remember he was very strict about the badge when you are working wear the name badge and you know you have to wear the ban badge every time I remember receive ten cages and we were supposed to have 9 and one cage for extra from another store when I told him this cage is extra from another store he called head office and sent one cage back, he follow the rules
	The data identifies the manage as a role model for the employees and practically representing the rules and regulations of the company by abiding by it and leaving a polite message that everyone should follow the company's rules and regulations too. 
	He got that rule that everyone comes on time everyone has principles doing things everyone has the ability ofexplaining themselves; everyone should be in uniforms so if he has method for everything and wants that work has to be done that day not to left on another day or and to on a week so he has method; he is very friendly but he is strict to his work definitely. (Participant 5) 
	He was very strict in uniform now everything is allowed but, in his time, we knew what's our dress code means starting from shoes everything we knew like we can't wear trainers. I remember I have bought trainers and worn once but was not allowed so they are still in cupboard. And same habit is in our selfparticularly in myself!follow dress code I haven't worn jeans until now on shop floor he has done tuning. (Participant 8) 
	The followers observed that the manager was following the rules strictly whether it's a matter ofstore timings, uniform code, dealing with company's loyalty card or stock in warehouse; the manager appeared to be very disciplined and performing in light of company's rules and regulations which also inspired the workers to perform accordingly. This indicated that the leader had an influence on the followers and was demonstrating by the rule of 'Lead by example'. The data also indicates that the managers are d
	4.5.6. Managing Daily Workload 
	This sub-theme reflects that the manager was a responsible person who was taking responsibility to get the daily tasks to be done same day and not over burdening others or leaving the today's work on tomorrow whether the manager is sitting late hours, but he/she ensured that the target of day is achieved. 
	He was very motivated to do any task, when he started any task, he needs(wants) to be done in proper time andfinish it today (same day) and it's not mean tomorrow, today mean today, for example it's like a (remembering) he (the manager) was not well. He (colleague) saidjust leave the delivery today and go home and have a rest or whatever you can do it tomorrow. He said I can't leave it today, ifI leave it today so you know what will happen tomorrow? This delivery will (be) finish(ed) tomorrow. You know what
	Here the participant is presenting the manager with attributes of self-discipline and devoted person. The employee witnessed manager working with workload efficiently. The manger was fully knowledgeable and skilled. 
	In regard ofdevotion, I will fall short ofmy words as I have never seen a person whose work is his passion. means after his working hours, he uses to spend extra time, he never minds staying and to complete the task. tasks don 't mean just one task ofone person but on the whole every task should be done, doesn't matter how much time is spent on it. every single person 'task was in front ofhim he uses to recheck and ifhe thinks there is some flaw or there is even 10 percent finishing left, he won't ask you t
	Here the evidence indicates that at some points, the manager tackled the workload independently and did not leave for others (manager or staff). 
	There was no replacement and manager were doing other tasks. He postponed his tasks 
	and replaced another employee with her. I am sure he stayed late that night to finish his tasks. 
	(Participant 2) 
	I was near to cry because there was my beginning and I was too much stressed so I ask him ifyou can help me so I come and help me which program I need to put how I do it so just remind me quick so he said no worries (participant name) he left everything all his paperwork and he opened together with me so thanks to him that till the 11 half11 we finished all the job and after I catch it how to do it. (Participant 4) 
	Here participants are further adding to the above evidence providing their experience .... He used to support us quickly ifwe are under burden oftasks and need help; ifthere is bell for cashier, or we need help in our tasks even it's an easy task like update ofstands I am stuck I always use to call him that this is to be done please help me with it.so basically you can say he was a good teacher, he was good support in every single field in store management and always available for help(Participant 8) 
	Andwhen we were rechecking on two or three products, we had a doubt on the quantity ofthe products. The basket was full, and it use to take halfan hour he said let's do it again. I said I have to go. He said you go don't worry I will do it and turned the whole basket. even I was worried how will he do that. I still remember him when I look at other management who don't care ifyou tell them they will say ok just couple of 
	products are short don't worry leave it on side.so it's his devotion. (Participant 8) 
	Here a participant is providing a description ofhow managers dealt with unexpected workload; how the manager is coping with all workload doing multitasking and reaching every day goal... 
	I saw her one Saturday evening delivery came late at 4, normally it is in store by 12 noon but what she did first, she served the customers and dealt with daily routine. But she didn't say any employee that we have to do delivery or anything. When everyone left, I saw myselfthat she started with the delivery the store was empty, she first spilt in sections and then brought the deliveries down for Sunday. She came early to store at 9 whereas store opens 10:30 she started working at delivery .......... she ta
	Previously I have never heard that area manager visits so frequently because area manager likes her work and manger also discuss store should be like this and this should go there and asks how to do this and how to do that. everyone has noticed I have noticed too that warehouse is very tidy new boxes are there, warehouse is very clean pins screws and things all are in different boxes because she knows it's her responsibility and with the help ofmanager, she has maintained the store clean. and she also maint
	Here another participant's evidence ofmanager's efficient workload management 
	she allocated the tasks to everyone according to his/her ability, strength and level. it was unlikely that seniors relax while others work. Because she herselfdidn't sit useless she used to treat everyone equally and distribute the tasks among staff equally. (Participant 8) 
	The participants identified their leader as hardworking, responsible and handling with work 
	skilfully without any help. At the same time, the leader was helping followers and doing other 
	tasks efficiently ... 
	I requested my shifts with my lady manager as she understands and handle the situation in a different way.: many times, once I was offsick and came back to work but was not so strong I explained her andfor a month she sent me from stacking to counter. she outside company rules provided me chair to sit when I am free and this way she kept me in and less burdened as I said it's not only me, recently another employee who is with one swollen leg working. She was offsick but she needed money, so she came to work
	(Participant 7) 
	Here is another evidence ofmanager's strong determination. 
	He had positive attitude and when taking sound decision with strong determination. 
	.... . For example, one person is not going while all others are going like there was no favouritism at all. The best thing was that he knew the person who is working that what he/she is doing and how much he/she is done. it was not like that one person is doing 10 people job/task and the other is enjoying doing nothing and thing is really important to be found in management ..... I think he had leadership style in which he had positivity and equality that everyone was same for him and no one could say that
	leaving the store.so all this 

	The positive attitude and devotion of managers have influenced the employees. The above evidence confirms that the manager prioritised work and handled work efficiently. Further, this signals towards the manager's determination as the work was never postponed. It was ensured that the daily targets are met before closing the store. This suggests that the manager was goal focused and was acting as representative of company. 
	4.6 Summary of findings: 
	This section will present the summary of findings and as shown in figure 13 below. After the data analysis, there are four main themes that are identified which are based on participants' perception and how they perceive their Authentic leader. The first main theme is Genuine and positive attitude, second main theme is Informal relations while third main theme is Formal relations and fourth main theme is Professional aptitude. Each main theme has its sub-themes which corresponds to the relevant main theme. 
	The first theme is 'Genuine and positive attitude' ofthe leader. The analysis of data concludes the positive behaviour and attitude of the Authentic leader when dealing with his employees. Second theme is 'Formal relations' of the authentic leader with followers which revealed that the authentic leader goes an extra mile to help the followers for helping followers and makes the working environment comfortable by building strong emotional connection with followers. The third theme 'Formal relations' represen
	Figure:13 : How I perceive my leader as Authentic leader {Thematic map) 
	PROFESSIONAL APTITUDE I) GOAL FOCUSED 2) GOOD PLANNER 3) EMPLOYEES FORMAL RELATIONS/ RETENTION SK.ILLS (MENTOR) 4) SELF-CONTROL 5) FOLLOWING COMPANY'S 1) PROBLEM SOL VER !RULES 6.) MANAGING WORKLOAD 2) EMPOWER SLOW I\LEARNER I3) EARLY REACTIONS & FAMILIARISATION GENUINE AND ,_ WITH WORK POSITIVE ATTITUDE ENVIRONMENT 1) POLITE I KIND 4) EARLY RECONGINTION 2)HONEST OF TALENT/SKILLS 3) EASILY W'PROACHABLE 5) CO-WORKER V ~ 6) EMPOWERING STAFF WITH KNOWLEDGE AND SKILLS 
	INFORMAL RELATIONS 
	1. 
	1. 
	1. 
	REW ARDS & PERKS 

	2. 
	2. 
	RESPECT AS MAIN KEY TO BUILD GOOD RELATIONSHIP 

	3. 
	3. 
	FLEXIBLE TO STAFF NEEDS AND CONSIDERING THEIR DISCOMFORT 

	4. 
	4. 
	HELPING STAFF WITH THEIR PERSONALMATTERS 


	Figure
	In regard to first sub-theme, which is 'Positive and Kind', all participants found their managers treating them kindly, patiently and with genuine care while second sub-theme 'Honesty' provides evidence about manager's transparency in relations with employees which is also highlighted by most of the participants. On the contrary, third theme 'Easily approachable' is relatively new and main contribution of this study. This theme is loaded with evidence in relation to manger's welcoming pleasant personality a
	Most participants provided evidence relating to managers' relationship building themes which are further classified as Formal and informal relations. Second theme is 'Informal relationships' which is sub divided into four types. This contain evidences of manager's role outside official duties i.e. Rewards and perks, Respect as main key to build relationships, Flexibility approach and Helping staff with personal matters. The participants' evidence unfolds the friendly relations, rewards, recognition, appreci
	On the contrary, third main theme, 'Formal relations' contains evidences relating to manager's official role and duties i.e, Problem solver(good observer and good listener), Empowering slow learner, Empowering staff with skills and knowledge, Early talent recognition, Early familiarisation with work environment and co-worker. As compared to other themes, the evidences are significantly low however it varies person to person. The evidences I received also overlaps with other themes especially in regards to p
	In addition, fourth theme 'Professional aptitude' contains evidence from almost all participants who have provided significant and detailed information about the role of manager. The sub­themes are good planner, Goal focused, Employees' retention, Self-control, managing workload and Following Company's Rules and regulations. In next chapter, I will discuss each theme and will further elaborate its connection with the literature. 
	CHAPTER:5 
	DISCUSSION, CONCLUSIONS AND IMPLICATIONS 
	5.1 Introduction: 
	This chapter of phenomenological study evaluates and concludes the employees' experience and perception of authentic leadership by delving into individual's perspective. This chapter is divided into three parts, first part contains the main themes and its relevance to existing literature on Authentic leadership; second part includes meeting the objectives of study and conclusion while last part has implications linking to theory and practice. 
	The aim of the study was to explore the employees' experience, study the relevant literature and present finding that will help augmented knowledge for future researchers. In Literature Review Chapter, existing literature review on Authentic leadership was reviewed and presented to position the study in framework of my research on Authentic leadership. The review of historical development of leadership and the authentic leadership literature has helped understanding the employees' perspective through presen
	5.2 Connecting to Literature 
	This part ofthe study will provide response to the first part ofthe research question 'to examine the perception of follower working under Authentic leader supervision' by discussing the emergent themes and linking its connection with the literature. This will be followed by 
	This part ofthe study will provide response to the first part ofthe research question 'to examine the perception of follower working under Authentic leader supervision' by discussing the emergent themes and linking its connection with the literature. This will be followed by 
	discussion on each research's objectives separately which will address the second part of the research question 'what components ofAuthentic leader model are practiced at workplace that led to authentic followership of employees'. 

	The themes emerged in the research findings based on the perception of the employees have been categorized into four main themes ofAuthentic leadership which are Genuine and Positive Attitude, Formal Relations, Informal relations and Professional aptitude. 
	5.2.1 Theme 1: 
	The empirical evidence of this study indicates that the all the followers were treated with kindness and in polite manner despite ofmistakes or errors. The leaders dealt with human errors patiently to keep the employees confident and tactful. The findings under this study found manager dealing with employees confidently and giving confidence to employees as well hence the manager was kind and dealing employees' error patiently and tactfully. The findings further reveal that the leaders were nicely explainin
	The empirical evidence of this study indicates that the all the followers were treated with kindness and in polite manner despite ofmistakes or errors. The leaders dealt with human errors patiently to keep the employees confident and tactful. The findings under this study found manager dealing with employees confidently and giving confidence to employees as well hence the manager was kind and dealing employees' error patiently and tactfully. The findings further reveal that the leaders were nicely explainin
	relationships. This is also supported by Luthans and Avolio (2003), Walumbwa et al. (2008, p. 94); Gardner et al. (2005) who defined Authentic leadership as positive by suggesting that the identification of authentic leader has his value. The authentic leader is very well aware of his beliefs and behaviours. The followers perceive the authentic leader as knowledgeable and with moral standards, confident, know what they are doing, optimistic and resilient. The authentic leader's behaviour help earn the follo

	The findings further reveal in second sub theme 'Honesty' that the leader was dealing the followers with honesty and never isolated them. This was a position where everyone trusted him, and they were pleased to be updated. The employee also found the hours input by the manager and the wages were corresponding to each other and had no contradiction. Most participants have shared their valuable descriptions in regard to their manager's attribute of Honesty. The empirical evidence confirms that managers were h
	The findings further reveal in second sub theme 'Honesty' that the leader was dealing the followers with honesty and never isolated them. This was a position where everyone trusted him, and they were pleased to be updated. The employee also found the hours input by the manager and the wages were corresponding to each other and had no contradiction. Most participants have shared their valuable descriptions in regard to their manager's attribute of Honesty. The empirical evidence confirms that managers were h
	describes a person who is self-aware and know what that person is doing, who act with true self. (Harter,2002; Luthans and Avolio, 2003). The findings suggests that the leader's authenticity influenced the follower. As participant (pl) is practicing the values and honesty at other workplace due to the manager's transparency. This confirms the development of authentic followership based on the empirical findings ofthis study. Thus, the findings of this theme suggest that the positive behaviour of the manager

	The findings further reveal under third sub theme 'easily approachable' that leader was easily approached by followers who had no hesitation to talk or reach to him if they need any help. The empirical data illustrates that manager had friendly relationship with the employees. Due to 'Easily Approachable' attribute ofthe manager/s, the employees confirm they were provided with 'welcoming learning environment'. There was a level of confidence and emotional attachment that employee didn't even hesitate to sha
	The findings further reveal under third sub theme 'easily approachable' that leader was easily approached by followers who had no hesitation to talk or reach to him if they need any help. The empirical data illustrates that manager had friendly relationship with the employees. Due to 'Easily Approachable' attribute ofthe manager/s, the employees confirm they were provided with 'welcoming learning environment'. There was a level of confidence and emotional attachment that employee didn't even hesitate to sha
	with 'one's true self. It describes a person who is self-aware and know what that person is doing, who act with true self. (Harter,2002; Luthans and Avolio, 2003) however this theme was not previously presented in studies. 

	In brief, the findings under first theme relates with the positive attitude and transparency ofthe leader directly thus influenced by the literature however third sub theme 'easily Approachable' is relatively new discovery. This indicates the 'authentic behaviour' or 'one's true self of leaders which is at the base ofAuthentic leadership. 
	5.2.2 Theme 2: 
	This study' s empirical findings from the interview ofemployees working under supervision of Authentic leader indicated that the leaders were building informal relationship by going out of the way. They have been building relationship with followers based on authenticity. Authenticity is defined as individual's experience including his needs, desires, thoughts, or beliefs and to act with 'one's true self. It describes a person who is self-aware and know what that person is doing, who act with true self. (Ha
	As mentioned earlier in finding chapter, this theme has been identified through the lived experience of employees based on the role played by manager which is outside manger's official duties. George (2003) has presented the model of Authentic leadership with five dimensions; purpose, values, heart relationships and self-discipline'. One of them is 'heart relationships' or to 'lead by heart' asserting that authentic leader must be driven by passion and 
	As mentioned earlier in finding chapter, this theme has been identified through the lived experience of employees based on the role played by manager which is outside manger's official duties. George (2003) has presented the model of Authentic leadership with five dimensions; purpose, values, heart relationships and self-discipline'. One of them is 'heart relationships' or to 'lead by heart' asserting that authentic leader must be driven by passion and 
	purpose not by greed. This corroborates with the empirical study ofLuthans and Avolio (2003); Gardener et al. (2005); Hies et al. (2005) and 'Authentic behaviour' (Kernis and Goldman, 2006). The authors have proposed relational orientation, self-awareness and internalized moral perspective as Authentic leaders' constructs. The leaders in this study had moral values and practices, they were engaged in genuine interaction with their followers. The followers were inspired and appreciated the leaders' going out

	This first sub-theme of informal relationships of manager in my study indicates the additional care and benefits to employees from managers which aligns with the model presented by George (2003). Several employees in my study were dealt with love and care that indicates the Authentic leader were engaging employees by making good relationship and showing positive attitude. The employees were considered valuable, their basic need were considered and were treated ethically which supports the core construct of 
	In my study, the authentic leader has a good personality who is looking after the employees in busiest times and trying to engage them happily and wilfully. When employees are working hard and engaged for long hours; the manager is making sure their basic needs are met. This is in line with Bhindi and Duignan (1997) who defined Authentic leadership having meaningful relationships within organization and who has values, provide support to followers, reshape future vision, and have sensibility to the employee
	In my study, the authentic leader has a good personality who is looking after the employees in busiest times and trying to engage them happily and wilfully. When employees are working hard and engaged for long hours; the manager is making sure their basic needs are met. This is in line with Bhindi and Duignan (1997) who defined Authentic leadership having meaningful relationships within organization and who has values, provide support to followers, reshape future vision, and have sensibility to the employee
	rewarded in order to motivate other followers and promoting a healthy competition amongst team members. 

	Furthermore, participants were treated with respect without any discrimination at workplace which is not only confirming that the leaders were establishing good genuine relationships based on respect with followers, but they were setting an example for other staff not to discriminate anyone due to any superiority. Since the organizations have different levels of positions which can be a cause of bullying or workplace discrimination. However, the participants have made it clear that even the manager himself 
	Based on the lived experience analysis of the employees my research demonstrated that Authentic leader has been polite, kind and flexible with personal needs of his followers. Ifany of his follower is facing hardship which is creating a conflict between his personal needs and his work; the authentic leader has practiced his powers to sought out the issue being flexible with his duties and prioritizing employee's personal needs. Authentic leaders using several mechanisms influence their followers' wellbeing 
	Though the theme 'Being Flexible' has not been referred by any author nor there is any reference in existing literature on Authentic leadership however based on lived experience of employees in this research has indirect relevance to some ofthe authors' study. Chemers ( 1997) has mentioned the social influence process in which followers are helped and supported by their leader for the purpose of common goal is Authentic Leadership. It implies on this to the extent ofhelp and support ofleader to his follower
	Though the theme 'Being Flexible' has not been referred by any author nor there is any reference in existing literature on Authentic leadership however based on lived experience of employees in this research has indirect relevance to some ofthe authors' study. Chemers ( 1997) has mentioned the social influence process in which followers are helped and supported by their leader for the purpose of common goal is Authentic Leadership. It implies on this to the extent ofhelp and support ofleader to his follower
	per the evidence, employees were dealt with flexibility approach of manager as their convenience was prioritised. Weekly scheduling or worksheet/rota was prepared with availability confirmation. The manager is also found handling difficult situations or absence of the employees by bring changes in his/her plan for the convenience ofthe employee. This is in line with the study ofNoviecevic et al. (2006) who asserts that the authentic leadership ability is to balance the responsibilities and not to show failu

	The Authentic leader has ability to understand the followers' discomfort or sickness at first instance. The authentic leader appeared to be flexible as compared to the personal needs of followers as confirmed by the data analysis. Health or well-being of followers is one of the main priorities of the authentic leader even it is middle of shift or at beginning; the Authentic leader has been flexible with the needs ofthe follower and offered them time of recovery. The authentic leader has suggested the follow
	As per findings under 'being flexible' theme; Employees experienced personal issues clashing with their work life and in this situation, they found support by the manager which indicates the manager have the characteristics of the authentic leader as the 'supporting followers' have been numerously mentioned by authors in empirical existing literature on authentic leadership. The authors are agreed and suggested authentic leadership is a process where leader and followers who help and support each other to a
	As per findings under 'being flexible' theme; Employees experienced personal issues clashing with their work life and in this situation, they found support by the manager which indicates the manager have the characteristics of the authentic leader as the 'supporting followers' have been numerously mentioned by authors in empirical existing literature on authentic leadership. The authors are agreed and suggested authentic leadership is a process where leader and followers who help and support each other to a
	with the dimension of self-awareness, positive development, and trustworthy workplace environment in organisation (Luthans and Avolio, 2003). 

	The findings have further explored that the employees had situation where they had difficulty continuing their job or carrying out duties and the manager has demonstrated flexibility by employing the adjustment in his schedule considering the needs and understanding particular situation of these employees. This is to ensure that employees feel valued and vital to team. The evidence explored by data in this research has revealed that this flexible approach helped the employees to continue with their job desp
	The study further revealed that the manager took good care ofemployees' well-being and their needs. George (2003) dimension 'lead by heart' perfectly relates to the findings here as the manger was leading with heart thus admired by the followers. The manager personality was observed as pleasant, calm and employees felt valued in his presence. The findings further suggested the manager as inspiring leaders while dealing with human error and tackling in a better way by empowering his follower. So, the followe
	This theme and sub themes are supported by existing literature however 'Flexible' is new theme which has not been explored in existing literature, Due to the flexible approach the followers were more engaged, satisfied and cooperative. This helped building unformal relationships among leaders and followers. In addition , well being and work life balance have been promoted at the workplace. 
	5.2.3 Theme 3: 
	The findings of this study further suggest the leader's role from the professional perspective where leader is employed as manager and the manager is providing the best at workplace. The leaders are identified as good observer and good listener which constitute him as 'Problem Solver' hence the first sub theme of 'Formal relations. The findings further suggested that the leader was too good at his job and his observation was exceptional as with the just one look at employees' face and the manager was able t
	Empirical findings suggest, Authentic leaders guide their followers to a goal or organized effort. Noviceviv (2005); Robbins et al. (2012). Similarly, Luthans and Avolio (2003) and Hies et al. (2005, p. 374) defined authentic leaders whose priority is 'development of employees' for organization's environment. This aligns with the findings under this theme as the manager was focused on followers especially slow learners as discovered through lived experience of employees under supervision of Authentic leader
	The manager is also identified as supporting slow learner and tend to use the difficulty oftasks easier by explaining and finding a simple way to explain. The new learners were to assigned tasks under supervision of experienced staff so to get proper training. This study on lived experience ofemployees explored the focus ofmanager on the employees' weak sides and after training under supervision ofauthentic leader the employee developed such skills which made him an efficient worker and skilful worker which
	Chemers (1997) defined the Authentic Leadership as a process of social influence, the leader and follower help and support other in order to accomplish a main goal. The study discovers the strategy of manager to deal with weaknesses of employees but not the employee. The employee who had difficulty at early easy stage was able to perform the difficult tasks skilfully and accurately. The manager simplified the work tasks and making sure the slow learner is supervised while performing tasks. The employee was 
	Chemers (1997) defined the Authentic Leadership as a process of social influence, the leader and follower help and support other in order to accomplish a main goal. The study discovers the strategy of manager to deal with weaknesses of employees but not the employee. The employee who had difficulty at early easy stage was able to perform the difficult tasks skilfully and accurately. The manager simplified the work tasks and making sure the slow learner is supervised while performing tasks. The employee was 
	uncertainty, and contingency. Who is responsible and can make choices wisely. Who is aware ofhis guilt and errors. Who has creative potential to deal with planning, growth, policy making and contributing to wider community. 

	The next sub theme under Formal relations is 'Early reactions and familiarisation with the work environment'. The findings ofthis study suggest the moral behaviour ofAuthentic leader and first encounter with the follower. It also links with second theme 'Early recognition of talent and skills' that depicts the formal relationship of the manager with his followers in his/her professional perspective. The current findings indicated that the workplace had 'comfortable welcoming environment' for the beginners o
	(c) relates to identifying actions to resolve. (Gardner et al., 2005) This applies on the current finding as leader was introducing 'new formulated' standards which followers did not experience before. Since the authentic leadership is based on authenticity, the leader in pursuit of goals achievement promotes the self-improvement (Gardner et al., 2005) It is further supported by Higgins, (1987), self-guides notion and link with George et al. (2007) suggestions for strategies making in order to enhance authe
	The leader was making changes to his schedule for the development, support, comfortable environment and recognising the level ofexpertise (skill) ofnew employee so he/she can posit the employee at right place or assign the task. It also links with the next two sub themes 'Empowering staff with knowledge and skill' and 'Co-worker'. The empirical findings also suggests that the leader was applying this strategy and was continuously involved in profession 
	The leader was making changes to his schedule for the development, support, comfortable environment and recognising the level ofexpertise (skill) ofnew employee so he/she can posit the employee at right place or assign the task. It also links with the next two sub themes 'Empowering staff with knowledge and skill' and 'Co-worker'. The empirical findings also suggests that the leader was applying this strategy and was continuously involved in profession 
	development of the followers by equipping them with right knowledge and skill time to time. Right knowledge of skill refers to the assigning task as per the capability of the follower. As the follower was progressing, the leader was exposing him to the complex level oftask which was a process of professional development at the workplace. It may have applied by other leaders who do not follow authentic leadership but the difference that authentic leader makes is gradual but continuous development in a comfor

	This theme is specifying the role of Mentor of leaders who is building formal/professional relationships with the followers while providing them support as mentor. This is linked to the main constructs of 'Self-awareness' and 'Self-regulation' ofthe Authentic leadership theory. 
	5.2.4 Theme 4: 
	Based on the empirical findings of this study, fourth main theme 'Professional aptitude or Mentor' has been developed which is directly linked to the Authentic leader core component of 'Self-regulation' (Luthans and Avolio, 2003; Gardener et al., 2005) or 'Discipline' (George, 2003) which refers to self-control over emotions, feelings and actions. The finding supports that the leader was exceptionally good at the profession side; fully devoted and committed, even prioritising the work commitments over perso
	Based on the empirical findings of this study, fourth main theme 'Professional aptitude or Mentor' has been developed which is directly linked to the Authentic leader core component of 'Self-regulation' (Luthans and Avolio, 2003; Gardener et al., 2005) or 'Discipline' (George, 2003) which refers to self-control over emotions, feelings and actions. The finding supports that the leader was exceptionally good at the profession side; fully devoted and committed, even prioritising the work commitments over perso
	effectively. The findings also suggests that there was no personal life-work commitment conflict at workplace in regard to leader's commitment. The evidence confirms the goal focused attitude of leaders. Never leaving it unfinished and even late sitting in case there is some job undone. Nothing could change the leader's professional aptitude towards the work commitment, nor this control is lost in time ofturbulence. This is further supported by evidence ofself-control as the leader was resolving complex sit

	George (2003) 'heart relationships' or to 'lead by heart' asserting that authentic leader must be driven by passion and purpose not by greed. This is in line with the findings as that the manager was regularly involved in employees' work life tackling the obstacles side by side actually helped form a strong connection. Employees under study have appreciated their leader because they knew who they are and showed a concern for their well-being and development. This is supported by (Avolio and Gardner 2005), "
	As mentioned earlier, this theme is closely linked with self-regulation dimension presented by Luthans and Avolio (2003), Gardener et al. (2005) who explained it as someone's control on emotions and feelings. In the situation ofunexpected turbulence, they remain calm instead they think before acting. This is also supported by George (2003) 'self-discipline' which demands a leader to stay consistent while focusing on goals, managing external pressures i.e. failure, stress and aggressive behaviour of someone.
	As mentioned earlier, this theme is closely linked with self-regulation dimension presented by Luthans and Avolio (2003), Gardener et al. (2005) who explained it as someone's control on emotions and feelings. In the situation ofunexpected turbulence, they remain calm instead they think before acting. This is also supported by George (2003) 'self-discipline' which demands a leader to stay consistent while focusing on goals, managing external pressures i.e. failure, stress and aggressive behaviour of someone.
	comfortable work environment. The leader's kind and controlled attitude was also observed when the manager was dealing with customers or any third party in any unexpected situation. The current findings relating to the characteristics ofkindness and empathy of authentic leader is partially supported by George (2010); Luthans and Avolio (2003) who advocated kindness and authenticity practice of authentic leaders. The robust work environment not only impacted on the well-being of the employees but developed a

	The findings of this study suggests that authentic leader was consistent and disciplined in their rule where they stick to rules and regulations. The leader was demonstrating or in other words 'leading by example' by strictly adhering to the company's rule and regulation. The empirical evidence reveals that the manager was in a position to have benefit by not complying with the rules and regulations, however, he/she remained focused and did not let himself down in eyes of the followers. This also suggests h
	The findings of this study suggests that authentic leader was consistent and disciplined in their rule where they stick to rules and regulations. The leader was demonstrating or in other words 'leading by example' by strictly adhering to the company's rule and regulation. The empirical evidence reveals that the manager was in a position to have benefit by not complying with the rules and regulations, however, he/she remained focused and did not let himself down in eyes of the followers. This also suggests h
	Self-discipline. Purpose (Purpose with Passion) applies to the current findings as the author recommended that Authentic leader should guide the followers about the purpose and in right direction. The workplace environment under study was fair with equal distribution of workload, hence the leader's contribution was appreciated and influenced the follower authenticity. On the other hand, the authentic leaders are passionate to serve people and help them hence they empower their followers for not only dealing

	5.3 Summary of Findings 
	The above discussion on each theme has presented the data and its connection with literature hence addressing the gap by conducting a qualitative study and examining the data accordingly. The study's empirical findings in Theme 1 suggests that the leaders have been perceived by participants as genuine and positive person having polite, kind, honest and easily approachable. The sub-themes Polite and kind and honest have been repetitively suggested by previous studies as who is self-aware and know what that p
	Further, the empirical findings of this study under Theme 2 revealed that the leaders were building informal relationships with participants at workplace through awarding rewards and perks, dealing with respect, being flexible to employees' needs and considering their discomfort, helping staff with their personal matters and being easily approachable. These themes replaced Authentic leader's dimension of relational orientation, self-awareness and internalized moral perspective presented by several authors i
	Further, the empirical findings of this study under Theme 2 revealed that the leaders were building informal relationships with participants at workplace through awarding rewards and perks, dealing with respect, being flexible to employees' needs and considering their discomfort, helping staff with their personal matters and being easily approachable. These themes replaced Authentic leader's dimension of relational orientation, self-awareness and internalized moral perspective presented by several authors i
	et al. (2005), (Heart relations )George (2003) and authentic behaviour Kemis and Goldman (2006). However, 'being flexible' is new theme. 

	The Findings under Theme 3 also illuminated that the leaders were building formal relationships with participants by being a problem solver, empowering staff and slow learner, by recognizing talent/skills, familiarising staff with work environment and being a co-worker. (Being Mentor). The present findings do not directly support the existing theory ofAuthentic leader however the research findings related to the 'self-regulation' as proposed by (Luthans and Avolio, 2003; George, 2003; Avolio et al.,2004; Hi
	The findings under Theme4 suggest that leaders have strong professional aptitude as they are goal focused, good planner, follows company's rules and regulations while have skills of employees' retention, managing workload and effectively dealing with complaints and anger. Self-regulation' (Luthans and Avolio, 2003; Gardener et al., 2005) or 'Discipline' (George, 2003) which refers to self-control over emotions, feelings and actions. The finding supports that the leader was exceptionally good at the professi
	The new themes emerged from the findings are 'easily approachable' and 'flexible' which guides the leaders to inspire, influence and empower followers by fostering authenticity development and winning the followers' strong support and wilful engagement. Hence, a major contribution to existing literature in subject area. These new themes have been noticed in all four areas of Authentic leadership somehow as the leaders have been practising at workplace. The above critical discussion consequently defines two 
	5.4 Achieving the Research's obiectives: 
	The objectives guided by the research question ofthis study as mentioned in Chap 1, have been achieved as discussed below: 
	5.4.1 Research Obiective 1: To understand the context of experiences of the participants working under the supervision of Authentic leadership in a qualitative manner. 
	The extensive review of literature was conducted to explore the theoretical backgrounds of 'Authentic leadership' which revealed that there is no uniformity in defining the term 'Authentic leadership however, authors somehow have agreed on certain notions such as, role model, genuine, self-efficacy, self-discipline, high moral reflective practice, values, etc Hence the participants' descriptions based on their lived experiences under Authentic leaders were explored, analysed and interpreted that revealed fo
	An interpretive phenomenological study was conducted usmg in-depth interviews to understand and interpret the descriptions provided by employees. I had deep insight ofwhat is employees' world looks like under wings of Authentic leader which further helped understanding how employees were engaged, satisfied, and motivated by managers, at all times, resulting in promoting followers' Trust, Self-Confidence, Job Satisfaction, Job-security, knowledge and skills, Work-life balance and well-being while having stro
	The participants shared a variety of descriptions which have been grouped according to identified themes and interpreted. These themes represented four broad areas of manager's ) and each area represents its own set of sub themes (as mentioned in Table 3). However, each broad main theme, area or horizon serves the manager as guide to practice. The detailed list of themes have been presented in the Table:3 below. 
	practice(Fig.14

	Figure
	Figure 14: Four broad areas of Authentic leadership practice (based on this study) 
	INFORMAL PROFESSIONAL 
	RELATIONS APTITUDE 
	) 
	As per findings, four main themes have been identified which are further divided into subcategories ofthemes based on employees' descriptions ofreported experiences investigated under this study. The following list provides a complete list ofidentified themes. 
	Table 3: Themes chart of present study 
	MAIN THEMES 
	MAIN THEMES 
	MAIN THEMES 
	SUB THEMES 

	(1) GENUINE & POSITIVE ATTITUDE 
	(1) GENUINE & POSITIVE ATTITUDE 
	i-Polite and kind ii-Honest (transparency) iii-Easily approachable 

	(2)INFORMAL RELATIONS 
	(2)INFORMAL RELATIONS 
	i-Rewards and perks ii-Respect as main key to build good relationship iii-Flexible to employees' needs and consider their discomfort iv-Helping employees with their personal matters 

	(3) FORMAL RELATION BUILDING 
	(3) FORMAL RELATION BUILDING 
	i-Problem Solver ii-Empower slow learners iii-Early reactions & Familiarization with work environment iv-Early recognition oftalent/skills v-Co-worker 

	TR
	vi-Empowering staff with knowledge and skills 

	(4) PROFESSIONAL APTITUDE (Representative of company) 
	(4) PROFESSIONAL APTITUDE (Representative of company) 
	i-Goal focused despite personal problems ii-Good Planner iii-Employees' retention skills iv-Self Control/Handling complaints and anger effectively v-Following company's rules and regulations vi-Managing workload 


	From this study, I accomplish the first objective by developing a comprehensive understanding ofthe experiences ofthe participants working under Authentic leadership as discussed below. This also responds to Research questions of the study and fills the gaps that this study initially identified. 
	5.4.2: Research Objective 2: To critically evaluate in the qualitative manner, the experiences of employees under the supervision of the Authentic leader. 
	From this study, I accomplish the second objective by conduction of phenomenological qualitative research methods inquiry in light of Moustakas (1994) which enabled me to understand the 'essence of the meaning' of the participants. 14 purposeful samples were collected following in-depth interviews of the participants which were further analysed by grouping the participants voices and building up themes. The thematic analysis [ Appendix C] led to generate themes for this study as presented above in (Table 3)
	From this study, I accomplish the second objective by conduction of phenomenological qualitative research methods inquiry in light of Moustakas (1994) which enabled me to understand the 'essence of the meaning' of the participants. 14 purposeful samples were collected following in-depth interviews of the participants which were further analysed by grouping the participants voices and building up themes. The thematic analysis [ Appendix C] led to generate themes for this study as presented above in (Table 3)
	this chapter. Similarly, mam Theme 2, Informal relationships is aligned with the Self­awareness dimension proposed by (Luthans and Avolio, 2003) and as adapted by future studies (Hies et al., 2005; Kemis and Goldman,2006; Gardener et al., 2005). The third main theme 'formal relations' and fourth main theme 'Professional aptitude' though doesn't link directly with the previous studies however it is indirectly related to the self-regulation dimension of Authentic leader model presented by (Luthans and Avolio,

	The above findings indicates that authentic leadership has a vital role in the long term personal and professional development of employees. The wide range of experiences shared by the followers reveal that their perception also has an important factor to nurture their career. In other words, those employees who perceive their leaders to be authentic are more committed to their assigned tasks and are wilfully engaged at the workplace. (Cha et al., 2019). Furthermore, the leader's authenticity is linked with
	The reflection of above description is that participant had some personal family life issues which was dealt by the manager by applying flexible approach. i.e. asking for the participant's convenience and availability so that she can comfortably come to workplace. This also 
	The reflection of above description is that participant had some personal family life issues which was dealt by the manager by applying flexible approach. i.e. asking for the participant's convenience and availability so that she can comfortably come to workplace. This also 
	indicates that participant was more supportive and engaged. Furthermore, the participant had work-life balance which is important for a healthy workplace environment. The empirical data of this research also confirms that the flexibility approach was also practiced in unexpected situations and while dealing with female employees. This is a major indication of leaders' promoting the work-life balance at workplace. There are several evidence that support the work-life balance practice at workplaces under stud

	The new theme 'Being easily approachable' also direct the attention towards the leaders' unique approach while dealing with followers which helped participants to build friendly relationships with the leaders. The data reveals that participants did not feel hesitation to contact or ask their leader any questions. Some key data which reflects this approach has been provided by participant 10, who stated "he always tries to be there for everyone whenever you look at him, he smiles at you and you feel like you
	"One thing that I realize that working with him for 11 year we became like a family. " Another participant 2 has added, "And employees had an emotional attachment with him that everyone used to discuss their problems with him". 
	This indicates that the employees had open access to reach their manager and there was no gap in the leadership and followership at workplace under study. There was a genuine, strong and open relationship in which care and support was provided at workplace. Wellbeing was prioritized and work life balance was taken into account while accommodating employees with flexibility and easily approachable strategy. This practice indicates that there was healthy workplace environment where employees felt more comfort
	I would say that the environment ofthat company was very good in a sense that there was no element oftension in that ... 
	This indicates that the employee was satisfied, engaged and enjoyed working in healthy environment. There are several other evidence that supports this however this is an explicit example of the workplace satisfaction where employees are engaged in healthy environment. Thus, the leader was developing the followers' authenticity by prioritising their well-being, work life balance that was ultimately leading to job satisfaction, wilful engagement and supportive workforce. 
	Taking into account the above findings, this research study has developed a new framework of Authentic followership based on new themes and defining two major areas of the Authentic followership development as the justification for achieving objectives for the current study. 
	FIGURE 15: AUTHENTIC FOLLOWERSHIP DEVELOPMENT AREAS (BASED ON CURRENT FINDINGS) 
	Figure
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	The current research findings indicated the two major development areas of the authentic followership development based on four main themes (Figure 15)which have been discussed below in conclusion section. 
	Part 1: Personal development 
	a) 
	a) 
	a) 
	Main Theme 1 Genuine and positive attitude (Being true) 

	b) 
	b) 
	Main Theme 2 Formal relations (Building ethical relationship) 


	Part 2: Professional development 
	c) 
	c) 
	c) 
	Main Theme 3 Informal relations -(Professional support and relationship) 

	d) 
	d) 
	Main Theme 4 Professional Aptitude (Representative ofcompany) 


	Personal development (Fig.15) involves having moral values, transparency, being easily approachable, rewards, respect, helping with personal matters and Flexible approach. Personal development instils trust and self-confidence in the followers. EAF approach (Easily approachable and flexible) based on new sub themes identified under first two main themes further promotes well-being, work-life balance and job security in followers that consequently effect on job satisfaction and wilful engagement of the follo
	On the other hand, Professional development (Fig.15) features managers play a role ofmentor and promotes learning (empowering staff and slow learners with knowledge and skills). As findings reveals manager is problem solver, good planner, goal focused, co-worker and role model. Findings further indicates that manager is practising EAF approach by retaining employees, recognising discomfort offollowers, prioritising well-being and work life balance. It also indicates that followers had good feedback system, 
	These are further elaborated below in detail discussion under conclusion part. Hence, the empirical data of this study indicates that the authentic leadership is crucial for the authentic followership development or in other words authentic leaders influence authentic followership. 
	5.4.3 Objective 3: To conclude the impact of Authentic leadership on the experiences of employees in the retail sector of the UK. 
	This study concludes by presenting Authentic followership development model below (Figure 
	16) that guides Authentic leaders to interact with followers effectively and influence them to foster Authentic followership development. It is important to foster positive influence with kindness and transparency that engage the followers wilfully hence instilling trust in leaders. Trust and emotional connection serve as base of development of Followership in healthy environment that help develop self-confidence in the followers. Further authentic leaders must engage in personal and professional developmen
	Type tflxt herE' 
	Figure 16: Authentic Followership development 
	Personal development ( EAF Approach) 17-. Trust on Leader Emotional Connection ----+ (Self confidence) Supportive I Engaged Well-being -Work-life balance (satisfied) Professional development Learning( EAF Approach) Gob security) i....+ 
	(Based on Findings of this study) **EAF Approach ((Easily approachable & Flexible) 
	For the purpose of development of authentic followership (as per findings of this study), the leaders should focus on two major areas of followers. One is Personal development area while second is Professional Personal development area comprised on first two main themes identified in this study 1) Positive and Genuine 2) Informal Relations while Professional area comprised on remaining two main themes3) Formal Relations and 4) Professional Aptitude. 
	development area(Fig.15). 

	Authentic followership development involves building friendly relationships or emotional connections with employees based on genuine care and transparency or in other words positive relationships (Gardener et al., 2005), leading by heart (George, 2003), that represents ethical behavior of authentic leader (Hies et al., 2005). This contributes to the personal development of followers. As findings illuminated, followers should have strong relationships with their leaders based on genuine care, support, and re
	Authentic leaders' authenticity or "one's true, or core, self (Kernis, 2003) is integral to foster authentic followership development. Authentic leadership is highly reliant on Authenticity and moral values that instils Leader's trust and self-confidence in followers. Findings revealed that Authentic leaders has potential to build relationships by demonstrating respect, kindness, (politeness) transparency (sharing true information) and recognizing the efforts through reward and appreciation. This is in acco
	Authentic leaders' authenticity or "one's true, or core, self (Kernis, 2003) is integral to foster authentic followership development. Authentic leadership is highly reliant on Authenticity and moral values that instils Leader's trust and self-confidence in followers. Findings revealed that Authentic leaders has potential to build relationships by demonstrating respect, kindness, (politeness) transparency (sharing true information) and recognizing the efforts through reward and appreciation. This is in acco
	of motivation. As findings features understanding personal needs of the followers and addressing their personal life issues while making slight adjustment to the work plan or scheduling can promote work-life balance hence practicing 'EAF approach (Easily approachable and flexible approach) as identified under this study. 

	Professional development involves 'Mentoring' that promotes close professional relationship between leader and followers and influence the followers for trust in leader. As findings suggest, followers should be in direct contact with the manager and learn and grow directly under the leaders' wing right for initial contact, familiarizing with organization, assigning them tasks in accordance with their specific talent to an independent role. It also includes empowering with knowledge and skills step by step a
	As indicated by findings, manger should be focused on personal and professional development of employees through using lens of observation and listening to their voices as the employees feel valued and heard thus acquiring self-confidence. The most powerful tool is to 'lead by example' (George,2003) and practically get the work done in front of new employees who will learn the new skills and enhance their knowledge through observation at workplace. As revealed by findings, the demonstration enhances the lea
	As indicated by findings, manger should be focused on personal and professional development of employees through using lens of observation and listening to their voices as the employees feel valued and heard thus acquiring self-confidence. The most powerful tool is to 'lead by example' (George,2003) and practically get the work done in front of new employees who will learn the new skills and enhance their knowledge through observation at workplace. As revealed by findings, the demonstration enhances the lea
	Heyns and Stander, 2021) hence develops Authentic followership. In order to create an 'authenticity-based relationship' with the followers and build the relationship on trust; the leader should not make fluctuations in different directions. In addition, the issues should be openly discussed with the followers with honesty. It may be bitter truth at that instance however it could lead to an 'effective long-term stable and strong relationship'. Since stability and job security is also a main concern ofemploye

	Hence, the conclusion is genuine care, building friendly relations, respect, equal treatment, and transparent relationships with followers contributes to trustworthy workplace environment where followers are more satisfied, engaged, and supportive. The flexible approach implemented by the managers is relatively new as there are no traces ofunder-studied literature on the topic. This also corresponds with the early findings ofthis study, 'easily approachable'. Both themes indicate that managers were applying
	5.4.4 Objective 4: To recommend the strategies to the retail sector for improving the overall experiences of employees. 
	In the retail sector, it is evident that authentic leadership has a devotional role in the formation of authentic operations. The employees progress and career growth has increased to a larger extent due to role and presence ofauthentic leadership. I further recommend the retail strategies based on the findings of this research. 
	Work-life balance and well-being to be prioritised. Since the retail sector is one ofmost fact paced, thriving and busy sector where businesses focus on increasing foot traffic and high sales, which requires highly supportive and engaged team. Ifthe employees' well-being, work-life balance and genuine support will not be taken into consideration, their well-being and engagement may affect. In other words, soft-sided leadership should be practised by aligning people around mission and values rather than focu
	Applying EAF ) As this study suggests the EAF approach; practising flexibility and giving open access to followers to reach leaders is important for healthy environment and retention of employees. Even during the crises, the leader should take the staff in confidence and assure them their future stability hence retaining the employees by making little adjustments. As findings revealed, the followers feel psychologically safe, comfortable and openly share their concerns i.e. needs, feelings ultimately leadin
	approach(Figure.16

	Being Transparent to promote trust in leaders: As discussed above transparency, sharing true information, and avoiding fluctuations is also integral to creating 'authenticity-based relationship' with the followers. It may be bitter truth at that instance however it could lead to an 'effective long-term stable and strong relationship'. One example is in retails industry the businesses are very busy during Christmas time and very next month is very quiet. The employees are working on 0-hour contract that mean
	Feedback system and appraisal: Customer and employees survey, feedback or reviews to be taken into consideration for improvement and positive changing. Even the negative feedback must be welcomed at workplace. This will also help improving workplace environment and removing gap between leaders and followers. 
	Practical demonstration of compliance: The retail managers must strictly abide by rules and regulations as they are role model for followers. Itpromotes work commitment, authenticity in 
	followers and their wilful engagement. The manager should have close interaction with employees from day one and continuous support throughout the time while regular periodically intervention to offer support will increase their confidence and professional growth. It is important to organise events or get to gather for wilful engagement and healthy company's culture as the findings of this research has demonstrated. The managers must be considering and committing to authentic leadership development in order
	Being Genuine and real to build relationships with followers: The retail sector should ensure their leaders are authentic leaders as by making this shift, by being real or being genuine will develop authentic followership that will contribute effectively towards growth ofbusiness. Instead, if there is focus on increase in numbers and exerting power, it will destroy the organisation in the long run. ( George, 2010) This is further explained by author with illustration of sailing. In retail perspective, the f
	5.5: Contributions to Theory 
	One ofthe biggest contributions ofthis thesis is that it is a path breaker for qualitative studies in leadership. A distinct effort is being made to investigate authentic leadership from the qualitative lens. Previously the factual truth (numeric expression/ Quantification) was the main agenda to study the authenticity of a leader while this thesis breaks the norm of factual truth, 
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	by considering the useful truth (in depth understanding ofthe phenomena/ qualification ofthe hidden embedded truth). This qualitative research has been conducted exploring the 'essence ofthe meaning' ofthe empirical evidence collected by researcher which was further interpreted and analyzed qualitatively. The previous literature at hand predominantly used quantitative analysis to examine the relationship between main constructs of authentic leadership and its impact on the employees. The emphasis of earlier
	As Previous studies have mostly examined the 'employees' authenticity' as mediator, predictor, or moderator. (Biermeier-Hanson et al., 2021) and did not focus on perception of employees which is important to have deep insight of the actual work life of the employees hence this study is an important contribution to existing theory on Authentic leadership as I have made an effort to delve into the reality and study the phenomena in its natural setting. It helps presenting detailed findings of the research pro
	Another major contribution is that most ofthe research is done for understanding the Authentic leadership however authentic followership has not gained much attention. (Algera and Lips­Wiersma,2012; Leroy,2015). As the Authentic leadership and Authentic followership are interconnected hence can't be separated. There was a dire need for research and modelling in Authentic followership area focusing on employees' perceptions which is integral to understanding how Authentic leaders can be developed. There is n
	Another major contribution is that most ofthe research is done for understanding the Authentic leadership however authentic followership has not gained much attention. (Algera and Lips­Wiersma,2012; Leroy,2015). As the Authentic leadership and Authentic followership are interconnected hence can't be separated. There was a dire need for research and modelling in Authentic followership area focusing on employees' perceptions which is integral to understanding how Authentic leaders can be developed. There is n
	authenticity by presenting a Authentic followership development model (Figure 16). 

	Previous studies are predominantly on health, education or other business sectors (Baquero, 2023; Duarte et al., 2021; Towsen, Stander and van der Vaart, 2020) however this study is different to the previous study as it focuses on retail sector which is a major sector and backbone of the UK economy. This phenomenological study explores Authentic leadership experience qualitatively in a UK retail industry's work environment. The residents ofUK relies on retail sector for their daily necessities which is evid
	The important contribution that will enhance the body of knowledge by contributing to the literature on authentic followership development is the authentic followership development model (Figure 16) presented by this study which will serve as guide for leaders in practice. Furthermore, it will contribute to improvement of relationship between leaders and followers by adding value to the organization behaviour. This research has demonstrated through the experiences of followers how important authentic leader
	15) authentic leaders should focus on to foster development of authentic followership (Figure 16). This study has presented two-way development model (Figure 15) by personal and professional development which has also highlighted two new themes which are 'being flexible' and 'easily approachable' which adds to the growing body of the knowledge. This thesis is the first in nature to provide a practical foundation and a reason for employees' authenticity as a major factor. This study has considered the previo
	5.6 Contributions to Practice 
	The 'Authentic followership model' presented above as Figure:16 will serve as powerful tool for development ofauthentic leadership and authentic followership. It will empower the leaders by giving them knowledge about the components ofAuthentic leader model which are needed to be practiced at workplace in order to foster authentic followership ) Consideration of Personal development and Professional development areas (Fig.15)of 
	development(Fig.16

	followers will help bring change in organisations as it helps building friendly relationships or emotional connections with employees based on genuine care and transparency or in other words positive relationships (Gardener et al., 2005), leading by heart (George, 2003), that represents ethical behaviour of authentic leader (Hies et al., 2005). 
	The contributions of this study will help modifying mandatory training agenda in accordance with the authentic followership model guidelines that will reshape the organizations and eliminate the weaknesses of leadership practices at workplace. This research findings will inform organizations that are willing to reshape their strategy for building strong Leader­follower relationships, improving and reshaping the company's culture and development of authenticity at workplace. Further, higher relational cohesi
	In addition, the HR personnel, Leadership practitioners will benefit from the research findings as the findings will contribute to reshape their programs, literature or practices as workplace culture is required to be reshaped under umbrella of authentic leadership practice. The development model presented will serve as an important resource to tailor leadership development programmes/training guiding new practitioners for engagement of employees, effective interaction, and wilful engagement of employees. F
	Leaders will learn 'Mentoring' that promotes close professional relationship between leader and followers and influence the followers for trust in leader. Leaders will establish closer contact and open relationships with followers to bring positive change and create authenticity in followers. This study guides to maintain welcoming initial contact, familiarizing with organization, assigning them tasks in accordance with their specific talent to an independent role, empowering with knowledge and skills step 
	This research findings will also help students, future researchers, and student services professionals for advancing their knowledge on the topic or for extending this research. 
	The need of right leadership style is of high importance due to its positive contribution to the development of organizations and authentic followership development. The organizations should consider employees as ROI (Return on Investment) as employees should be treated as an asset and thus properly educated about the authenticity in operations. This will also improve the corporate image of the company. Employees should be given a voice and a chance to prosper in authentic and ethical manner Using lens of o
	The managers in retail sector are more sales-oriented and customers focused while less attention is paid to employees' relationship. The managers will learn to be relationship-oriented and value their employees as asset while nurturing them to grow in a comfortable, facilitated, healthy and positive work environment. It is only possible when the employees have genuine and secure feelings of self-worth. Further, check and balance at the workplace ensuring the right leadership is in practice. Anonymous survey
	Chap 6: Limitations and Future recommendations 
	6.1 Introduction: 
	This chapter provides research limitations and recommendations to future researchers, recommendations to organizations, Reflection note and closing summary. This exploratory research answers the main question of the research, what is the experience of followers who worked under the supervision of the authentic leader, how did they perceive that their leaders is authentic and in other words what are those factors that contribute to authentic followership? Thus, the research question for this exploratory stud
	6.2 Research Limitations 
	Although this research was carried out to the best of abilities, there are certain limitations that serve as foundation for future researchers. Firstly, my passion about the subject area and association with the same workplace in the retail sector under study may be a limitation. Though all types of bias and personal preconceptions were excluded or bracketed (Moustakas, 1994) and I kept assessing the personal associations or biases to ensure the data is free from personal bias and belief however there is a 
	Additionally, this study is limited to one sector 'retail' and the sample selection has also been made from a single organization though which benefits as the organization culture is same however generalizability is lower which is a limitation of this study. Larger sample size allowing diverse population by including balance number of representative from all races can help acquiring generalizable results. In addition, 14 participants who were interviewed for the purpose ofthis study reside and work in the U
	Lastly, this study is purely qualitative and numeric analysis has not applied to understand the findings of this study. It's a cross sectional study and one sample technique has been used which is the limitations of this study. Future studies can be robust, and the findings can be replicated using different approaches for better understanding. Furthermore, as there is a lack ofprevious studies in the subject area relating to retail sector and the findings are also limited to one sector. The existing literat
	6.3 Recommendations for future researchers: 
	In addition, this study concludes that the practice of authentic leadership at the workplace will develop authentic followership. Some ofthese recommendations are as following: 
	1) This study is purely qualitative thus it only understands the themes in depth however the statistical analysis should be used to quantify and express the relationship in numeric manner. In other words, quantitative analyses should be concluded to attain factual truth. 
	2) The future researchers should widen their research by including different service sectors as the present thesis only focuses on the retail sector of the UK. Thus, the generalizability is lower. However, the future researchers should include other service sectors and organizations and study should be repeated. 
	3) Future researchers should consider the use ofboth sampling techniques (probability and non-probability sampling techniques). The present study did not give the equal chance of selection to the event while future studies can include probability sampling techniques to have equal chance of selection thus the use of random sampling and stratified sampling could be effective technique to gain higher accuracy in the results. Similarly, larger sample size allowing diverse population by including balance number 
	4) This study has used cross-sectional study that has considered only studying the sample only once which means that each participant only participated once in the study however the future studies should consider longitudinal design so that each respondent studied in two different intervals. There is a likely chance that the pattern behavior and experience may or may not alter with the time so ifthe same respondent is studied after a three to six months gap, there will be more concrete evidence about the fi
	5) The present study has limited funding and finance as the means of finance were limited. So, access to many resources was also limited. Future researchers should look for funding from other sources so that there is better access to different types ofresources. 
	6) The present study has a more generic stance to investigate the research variables of interest. For instance, the interviews were conducting with the employees and leaders however no comparison of gender was considered thus future researchers should consider the gender perspective by comparing the gender phenomena of how a male authentic leader and female authentic leader differ in their style and approach. Moreover, future researchers should also consider studying the experience of followers by comparing
	7) The existing literature is pre-dominantly focused on authenticity of leaders while authenticity of followers is not studied to a larger extent. Thus, future studies should consider the authenticity ofthe followers while investigating the same phenomena. 
	8) This research findings have indicated the implications on the workplace environment, followers' well-being, work-life balance,job satisfaction and business growth however to what extent is still not investigated. Further studies can extend this research by 
	8) This research findings have indicated the implications on the workplace environment, followers' well-being, work-life balance,job satisfaction and business growth however to what extent is still not investigated. Further studies can extend this research by 
	exploring the level of implications in depth, considering other areas ofthe findings of this research in detail as it will guide the leaders how to lead their followers effectively and develop authentic followership 

	6.4 Researcher's note: 
	My research journey was full of challenges and has left profound impact on the way I think. I have chosen phenomenological research to explore the employees' lived experience as it most suited my research purposes. This study helped me to delve into the real world of the employees' professional life and find out their perspective whilst bracketing (Moustakas,1994) my own personal opinions and beliefs. Previously, I mostly applied quantitative research methods however, this research journey enhanced my resea
	6.5 Summary 
	This study concludes the investigation of the 'lived experience of employees working under the supervision of authentic leaders from retail industry ofUK' and thus reach to the point that authentic leadership has a vital role in the long term personal and professional development of employees. The wide range of experiences shared by the followers reveal that their perception plays an important part in nurturing their career. In other words, those employees who perceive their leaders to be authentic are more
	This study concludes the research by presenting an Authentic followership development model (Figure 16), the conclusions and recommendations based on findings hence accomplishing the research objectives. Though this chapter highlights the certain limitations of the research, it will enrich the future researchers with some valuable ideas for conducting their future studies. 
	The research study has helped understanding the Authentic leadership theory, practice and authentic development in leaders and followers through the lens of employees' perception of the role of Authentic leader at the work life and how it significantly impacts their wellbeing and relationship with the leader. This research has also highlighted the active role of authentic leaders in learning from their experiences. Every positive and negative experience matters to an authentic leader, and they are willing t
	The research study has helped understanding the Authentic leadership theory, practice and authentic development in leaders and followers through the lens of employees' perception of the role of Authentic leader at the work life and how it significantly impacts their wellbeing and relationship with the leader. This research has also highlighted the active role of authentic leaders in learning from their experiences. Every positive and negative experience matters to an authentic leader, and they are willing t
	learn and pass along those lessons learned to the next generation of leaders. The unique nature of experiences is that it only takes one good or bad experience to impact a person in a positive or negative way. Therefore, it is important that leaders are aware that it can be one word or action that either makes a positive or negative impact on their followers. 

	Overall, this qualitative phenomenological research contributes to the body of existing literature on Authentic leadership development in regard to how followers' experience informs the authentic leadership and its construct in modern world. Though previous studies have contributed to existing knowledge on authentic leadership while this study highlights the significance of experiences in one of the most vital service areas of authentic followership development (Figure 15). In particular, this study suggest
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	APPENDIX A EMAIL TO STORE MANAGER FOR PERMISSION TO CONDUCT STUDY 
	Ms DATE: Manager ____ 
	RE: Permission to Conduct Research Study Dear Ms I am writing to request permission to conduct a research study at your organisation. I am currently enrolled in the DBA (Doctorate in Business Administration) in University of Wales, TSD UK. I am in the process of writing my thesis and require your approval for data collection from the employees of your organisation. I hope that the store administration will allow me to recruit individuals from the store to anonymously participate in interviews. Interested em
	Ifapproval is granted, employees participants will participate in the interview in a common room or other quiet setting on the organisation site. Participants can choose to stay inside organisation or outside in any coffee shop. Interviews will be conducted before or after working hours(shift) ofparticipant. The interview process should take no longer than one hour. The outcome of this interview will be saved with researcher and individual participation in this study will remain absolutely confidential and 
	Your approval to conduct this study will be greatly appreciated. I will follow up with a telephone call or email next week and would be happy to answer any questions or concerns that you may have at that time. You may contact me at my email address mentioned below. 
	Ifyou agree, kindly stamp and sign below. Alternatively, kindly submit a signed letter of permission on your organisation's letterhead acknowledging your consent and permission for me to conduct this study at your institution. 
	Sincerely, My email: Enclosures: Interview Questions, Consent Form 
	Approved by: 
	Print your name and title here Signature Date 
	APPENDIXB PARTICIPANT'S CONSENT FORM 
	Participant Name _______________ INTREVJWER NAME: SAIMA ASGHAR 
	I agree to participate in the research concerning "Experience of Authentic Leadership; A UK Perspective". I understand that the purpose ofthis study is to examine my experiences of 
	"the nature ofthe experiences that I have had working under the supervision ofsupervisors or managers who might be described as 'Authentic Leaders'". I understand that this will involve me in a short interview with Saima Asghar (up to 60 minutes). 
	I understand that this interview will be recorded and transcribed for use only by the interviewer, Saima Asghar in the course of her doctoral research project. Findings from this research will be published in her Doctoral Thesis for the University of Wales Trinity Saint David and also in any associated papers in academic journals. I understand that my name or any reference to my identity will be kept anonymous in this study and for any subsequent publications.I understand that the recordings relating to thi
	I understand that I may withdraw from the study at any point and that this would result in the destruction of all records ofmy contribution. 
	Acknowledgement The research and interview do not form part of my employment. Any information gathered and stored as part of my interview is not the responsibility and independent of 
	-

	Interviewee Signature Date 
	Interviewer Signature Date 
	A copy ofthis agreement should be signed and retained by both interviewer and interviewee. 
	APPENDIXC PARTICIPANTS' VOICING GROUPING 
	Concepts/Themes identified 
	Concepts/Themes identified 
	Concepts/Themes identified 
	Voices of the participants grouped 
	Meaning Interpretation 

	1)INFORMAL RELATION 1.1 REWARDS AND PERKS 
	1)INFORMAL RELATION 1.1 REWARDS AND PERKS 
	"I really enjoyed with him many times especially once a year or twice a year had an audit, or stock take you have to stay long And we are doing very hard work, and what he said he is just near the shop He is like he buys samosas for everyone Pizzas and chocolates and then you had a good day lunch and after that drinks and we have proper celebration So just have a samosa party now and after that we will all start work that's the thing we had a samosa and like with coke or like drinks something He is generous
	being kind to people working in his organisation. Giving treat to followers to make them excited Providing snacks to employees during long hours shift to engage them with fun and laugh Offeringfree gifts or perks as a reward or appreciation. 











