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Introduction

Public organizations implement government policies and provide services to the general population.
The way these services are performed influences how they are delivered. But many public sector
organizations still find it hard to accomplish their work better. This problem is more serious in
underdeveloped nations where inadequate management, lack of resources and poor utilization of
personnel talents are affecting the performance (World Bank, 2023; UNDP, 2025). Rules and
administrative systems may alter, but that is not enough. Leadership, the skills of the employees and
working circumstances are also important to improve the performance of an organization.

Leadership has been widely regarded as a critical factor in the effectiveness of organizations, as
leaders impact organizational direction, emplogee engagement, and smoothlg ensure decision~
making processes and assess internal capa]oilities (Yukl, 201:’); Northouse, ?OQ?). Among modern
leadership theories, Authentic Leadership (AL) is of &reat research interest because of its focus on
four dimensions: (SA) Self Awayeness, (RT) Relational Transpaxencg, (UP) Unbiased Processing and
(AB) Authentic Behavior (Avolio & Gar(‘lner, 9005; Walumbwa et al., 9008). Moreover, authentic
leaders develop trust-based and transparent relationships that could lead to positive employee

attitudes and behaviors in organizations (Waluml)wa etal, 2008, Gardner et al, 9011)

Earlier research findings have demonstrated that AL have positive relationship with employee
engagement, psychological safety, organizational commitment, and proactive conduct. However, the
impact of AL on the 8eneral Oyganizational Performance (OP), especiaHLJ in the pu]alic sector,
deserves further attention (Liu et al, 9018). Recent literature also explorecl the yelationship of AL
with employee motivation and performance. Schwarz et al. (2020) found that leadership can
improve public service motivation and job performance in public organizations. Similarlg,
Kgambade et al. (2024) explained that AL could motivate and improve the performance of public
sector organizations personnel. Moreover, the research finding of Ece and Exkmen (2026) also showed
that supportive Organizational Culture (OC) mediates the relationship between AL and OP. The
results for AL and OP indicate that leadership alone is insufficient to improve employee
performance. Leadership also moderates the relationship between the work environment and
employee performance.

One of the explanations of ALLon OPis through Talent Management (TM) Talent management (TM)
refers to the practices organizations use to attract, develop, engaged, and retain employees who have
the skills and knowledge needed to achieve organizational goals. (Collings & Mellahi, 2009,
Cappelli, 2008). From the human-resource perspective, people are considered strategic resources to
the business after their knowledge and abilities are developed effectively and linked with the
institutional o]ojectives (Barneg, 1991) Thus, real leaders affect OP not alone via their own behaviors
but also by setting conditions for effective talent-management techniques. While previous studies
have examined leadership and TM separately (Avolio et al, 2009; Gallardo-Gallardo et al., 2013:
Collings and Mellahi, (2009,), there is a lack of attention to unclerstanding TM as a means of how AL
contributes to OP.

280



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

Recent research studies in the public sector have suggested that outcome of TM is largely dependent
on organizational support and managerial engagement. Kravariti et al. (2023) narrated that line~
managerial and organizational support are basic keys to the successful implementation of TM in
public organizations. Luna Arocas and Lara (2020) also found that approaches to TM increase
service performance through employee-related processes. The findings indicate that leadership
behavior and TM systems should be considered together in determining OP.

Organizational Culture (OC) is another significant contributor to differences in 1eadership
effectiveness. In essence, OC refers to the “set of shared beliefs, assumptions and expectations about
behavior that influence the ways members interpret situations and respond to organizational
pyactices” (Schein, 2017). A culture that fosters trust, learning, cooperation and employee
involvement may increase leaders’ ability to apply effective talent-management technigues
(Cdl‘l‘lel/OI‘l & Quinn, 9011; Denison, 1990). In contrast, leadeyship activities are less likelg to be
effective in organizational cultures that are not open and developmental. Hence, corporate culture
may be an important boundary condition that influences when AL is more likely to be transformed

into effective TM.

Despite growing scholarly interest in AL, TM, and OC, several gaps remain in the existing literature.
Research on leadership, ™ and OP in the pu]:)lic sector environment is increasing (Kravariti etal,
2025, Kyambade et al, 2024) but there are big theoretical and contextual gaps. These interactions
have been studied separately in previous works. Less consideration has been paid to the impact of
leadership on OP via TM approaches across cultures.

Furthermore, there is still very little evidence from developing country public sector settings. First,
some of the previous studies have been focused on employee-level performance such as, job
commitment, job satisfaction, job engagement, and individual performance, but very few studies
have explorecl OP as a broader institutional outcome (Garclner etal, 9011;Waluml)wa etal, 2008)
Second, the way leadership behavior influences organizational outcomes has been 8enerallg
approached from a restricted perspective (Collings & Mellahi, 2009; Ali et al., 2022, Shah et al,,
(20?4) This is because leaclership, TM and OC are considered as different variables. Thircl, thereis no
data available on public sector organizations of emerging countries particularly, when we analyze
the provincial government of Pakistan.

Recently, research studies have focused on the importance of the organizational context for the
influence of leadership and overall organizational management strategies on organizational
outcomes. The organizational setting influences the effectiveness of performance-management
method and its contribution to organizational results (Gomes and Mendes, (20?3) Similarlg, Kim
(2025) explored the outcome of OC on public organizational effectiveness, though the magnitude of
the relationship varies in institutional settings. The findings indicate that an understanding of
leadership behaviors is incomplete without the consideration of the cultural context in which they
are practiced.
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These interactions are explored within the significant backdrop of the Balochistan public sector
organizations. The efficacy of administration in government Departments depends largely on the
guality of leadership, the skill of the employees and the coordination across the many institutional
divisions. Recognizing the importance of leadership practices for organizational success through
talent-management processes could be effective for boosting public sector management.

To address these gaps in the literature, this study proposes and assesses a moderated mediation model
in which AL enhances OP through TM, while OC moderates the relationship between AL and TM.
This paper adds three co9ntributions to the existing literature. First, it describes how AL can impact
company performance through TM as an intermediary process. Second, it elaborates the OC as a
contextual variable that influences the effectiveness of actual leadership. Third, it contributes and
will add to the body of understanding of public sector organizations by providing real data from
government departments of Balochistan, Pakistan. This study thus aims to:

To investigate the relationship between AL and TM.

[nvestigate the association between TM and organizational achievement.

The impact of AL on organizational effectiveness: An examination.

To examine the mediating effect of TM between AL and OP.

This study will also examine the that how OC will result as moderating variable between AL
and TM?

Finally, the study develops an integrated moderated mediation model to examine the role of OC

in the relationships between AL and OP through TM.

o UsGO-

Problem Statement

Enhancing OP in the pul)lic sector remains a major concern. In cleveloping countries, government
departments are expected to increase accountability, administrative effectiveness and the quality of
service delivery. More generally, Pakistan has continued to face challenges concerning the
effectiveness of its governance and institutional capacities. Pakistan ranked 108 out of 193 countries
in the HDI known as Human Development Index (UN Development Program, 202)). Pakistan was
scored 28 out of 100 on Transparency International’s (2026) Corruption Perceptions Index.

Though they do not evaluate the performance of individual government departments, these
indicators give a sense of broader institutional challenges and point to the need to strengthen
administrative capacity, improve leadership effectiveness and refine human-resource practices in
public organizations

Previous research has indicated that AL, TM and OC are important predictors of organizational
outcomes. [However, it remains unclear how their combined contribution can explain performance in
the pu]olic sector. Recent studies like Kq ambade et al, ((20?4) and Fce & Frkmen (?096) confirmed
that AL has positive significant with performance related outcomes. The implication of TM strategies
for service per{ormance hasbeen studiesin resurch {inding of Luna-Arocas & Lara, (QOQO); Kravariti
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etal, (2093) Kgambade etal, (20(24) and Ece & Erkmen, (9096) and explainecl the impact of TM

strategies to service performance. However, there is inadequate study on how AL contributes to OP
via IM and under what organizational contexts this relationship gets stronger. In particular, evidence
from public-sector institutions in Pakistan at the provincial level is scarce. Hence, the present study
investigated the mediating effect of TM in the relationship of authentic leadership and perceived
OP vs OC as the moderator among administrative officials of the Government of Balochistan.

Literature Review
Authentic Leadership and Organizational Performance

Leadership plays a vital role in OP. Leaders influence organizational goals and strategies, employee
]oehavior, and the development of workplace skills (Yuk], ?Ol:’); Northouse, QO?Q). Leadership is
especially important in the public sector, where managers function within formal institutions but are
expected to coordinate personnel, implement policies, and reach institutional goals. AL has emerged
as a key leadership perspective focusing on four characteristics, namely “self awareness, relational
transparency, unbiased processing and authentic behavior” (Walumbwa et al, 2008; Avolio &
Gardner, 200D). AL is distinctive from other approaches of leadership in its inhibited characteristics
that it prioritizes authentic relationships and moral consistency between leaders and followers,

instead of influence and trade processes.

Previous studies in the leadership literature have generally found a positive relationship between
AL and OP. These studies further narrated that effective leaders foster climates of trust and openness
that can lead to higher levels of staff commitment, engagement and discretionary effort (Gardner et
al, 9011; Walumbwa et al.,, ?008). However, the relationships are not directlg establishecl, but this
relationship is mediated by the underlying psychological and organizational mechanisms between

AL and performance outcomes (Z.hang etal, 2022).

Contemporary research increasingly suggests the importance of leadership for public sector
effectiveness. Positive associations of distinct public leadership practices with public-service job
per{ormance and motivation of emplog ees were found bLJ Schwarzetal. (QOQO) Likewise, anmbade
et al. (2024) examined AL and OP of public officials and found that motivation is an important
explanatory mechanism. In the recent study, AL had a positive association with supportive OC,
which had an association with task performance (Ece and Erkmen, 2026) but the relationship
between AL and OP was not statistically significant. The findings of research study recommended
that the correlation between leadership and performance may be contingent on the organizational
and employee processes through which the leadership is delivered. It is a good platform to study the

AL regarcling T and OC.

But there is to be a big difference between the employ ces performance and the performance of the
organization. Whereas most research focuses on individual attitudes and actions, OP is a more
general outcome that reflects the aggregate effectiveness of organizational procedures and
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capacities. In the public sector, the performance of the organization is a function of individual effort
and a function of how leadership techniques are translated into organizational processes and
collective action. Hence, the present stuclg is an attempt to investigate the effect of AL on OP within
the public sector of Balochistan.

HI: AL has a positive relationship with OP in public-sector organizations in Balochistan.
Authentic Leadership and Talent Management

Organizations increasingly recognize the importance of attracting, developing, and retaining skilled
employees to maintain their performance. Talent Management (TM) is a strategic human resource
management approach and it is present when the emplogees, competencies are aligned with the
objectives of the organization (Co]lings & Mellahi, 2009; Cappelli, 2008). Leadershipis a significant
factor in translating people management practices into effective organizational capabilities
(Collings & Mellahi, 2009; Purcell & Hutchinson, 2007). Although traditional HR systems provide
a framework for TM, it is the leaders who influence how emplogees experience and applg these
practices (Purcell & Hutchinson, 2007). Transparent, fair, and supportive leaders of employee
development create the conditions for effective exploitation of talent (Walumbwa et al, 2008;
Purcell & Hutchinson, 2007). Seen from this perspective, AL can be an important foundation for TM.
Authentic leaders recognize employees' abilities and support their development through learning
opportunities and trusting relationships. Such practices can improve processes related to employee
development, engagement and retention.

Moreover, existing public-sector research indicates that management support is essential for
translating talent-management policies into practical applications. Line managers typically serve
as the link between corporate talent plans and the employee experience, influencing the successful
cleliverg of clevelopment and retention measures (Gallarclo~GaHarclo et al, QOQO, Kravariti et al.,
2023). However, there is limited research on AL especially as an antecedent of TM. Thus, this study
shows that real leadership helps in better TM practices.

H2: AL has a positive relationship with TM in the public sector of Balochistan.
Talent Management and Organizational Performance

Talent management is now viewed as an important organizational practice rather than only a
responsibility of the human resource department. lf businesses implement strong recruitment,
development, engagement and retention processes, they can build human capital that promotes
long-term performance (Barneg, 1991; Collings & Mellahi, 2009). According to the resource based
view (RBV) theory findings, firms can establish sustainable competitive advantages by developing
internal resources that are valued and hard to copy. Resources are represented by employees’
knowledge, skills and capacities, provided that businesses have adequate processes to develop and

retain them (Barneg, 1991).
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TM is particularly important in public institutions, where employees are responsible for delivering
public services and implementing government policies. The literature on public sector people
management highlights that organizational practices, leaclership interactions, and emplogee
development proceclures influence public emploqee per{ormance and organizational effectiveness

(Ali et al,, 2021).

Also TM is vital in boosting performance in public enterprises. Organizational commitment acts as a
mediator between TM and the service performance of local government personnel (Luna-Arocasand
Laya, (20(20) Furthermore, Kravariti et al. (?0(23) indicated that organizational and managerial
support is important for the effectiveness of TM strategies in the public sector. The results indicate
that TM is not an isolated phenomenon. Employee attitudes and management backing are equally
important. Drawing on these studies, the present study investigates the mediating role of TM in the
relationship between AL and OP in the government departments.

Other studies have also found a positive association between TM and OP. Kravariti et al. (?0?3)
highlighted that the development of employees and the assistance of managers in public entities can
support to excel overall organizational outcomes. Thus, the present study indicates a correlation
between improved personnel management methods and higher OP.

H3: TM has a positive relationship with OP in the public sector of Balochistan.
Mediating Role of Talent Management

Although previous research has linked AL with organizational success, the processes behind this
relationship require further investigation. However, leadership per se does not necessarily lead to
better organizational results as the success of leadership also depends on how organizational
practices are enacted and how employees respond to them. Leaders play a key part in developing
these behaviors and in creating a work climate that facilitates employee development and success

(Purcell (s” Hutchinson, 9007; Walumbwa et al.,, C2008).

Collings & Mellahi, (9009) and Kravariti et al,, (9093) have narrated that the relationship between
AL and organizational achievement may be due to TM. Authentic leaders that exhibit justice,
honesty and caring for employees may promote behaviors that enhance employee development,
motivation and retention. Providing employees with opportunities to improve their competencies
and utilize their skills effectively could result in a more positive contribution to the OP. Talent
Management and managerial support have been identified as important contributors to enhancing
individual and organizational outcomes. Thus, TM can be a l)yiclge between real leaclership and
success in organizations.

The Resource Based View provides a theoretical foundation for consideration the role of TM in this

relationship. Barney (1991) argued that sustainable competitive advantage can result from
organizational resources and capabilities. AL can help develop the conditions in which employees
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can develop their abilities, and TM offers practices for such development and effective use of those
abilities. This {inding is consistent with the work of Collings and Mellahi ((2009) who emphasizecl the

strategic importance of TM in achieving organizational outcomes.

This relationship deserves more attention in the public sector organizations where the capabilities of
emplogees are critical for policg implementation and pul)lic service cleliverg. AL can improve orP
by supporting TM practices that allow employees to perform their responsibilities well and develop
themselves. With these arguments in mind, the present study explored the mediating role of TM
between AL and OP in the public sector organizations of Balochistan, Pakistan.

H4: TM mediates the relationship between AL and OP in public sector organizations in Balochistan,
Pakistan.

Moderating Role of Organizational Culture

Leadership practices may produce different outcomes depending on the organizational
environment. The workplace environment can influence how employees respond to leadership
decisions and organizational initiatives. Organizational Culture (OC) is a vital factor in this process,
as it denotes “the ]:)eliefs, shared values and assumptions that atfect the behavior and interactions of
individuals within the orgalﬁzation" (Schein & Schein, 2017).In public sector companies, the OC can
both enable and constrain the effectiveness of leadership techniques, because much of the day-to-~
day work is dictated by existing processes and administrative traditions (Dull, 2010).

In a supportive workplace culture, real leaders might have more opportunities to identity and
develop employee potential. It could become easier for leaders to put procedures in place that help
attract, develop, engage and retain talent where trust, collaboration, open communication and
learning are promoted. In another study, Kravariti et al. (2023) narrated the significance of
organizational and managerial support for TM in the public sector. The findings further suggest that
the effectiveness of TM strategies is heavily depends upon the context in which they are
implemented and executed.

The literature has provided evidence that effect of the corporate culture may differ from institution
to institution. Xanthopoulou et al. (2022) found that there is not at all any consistent positive
relationship between cultural strength and OP in Greek public sector organizations. Although their
study did not focus on the relationship between AL and TM, it suggests that a positive corporate
culture does not always lead to better results. Maybe what matters is whether the dominant cultural
values in the society support the practices that leaders are trying to affect. Organizational Culture
(OC) also affects the translation of leadership and management approaches into organizational
outcomes.

Gomes and Mendes (202) researched these management strategies in their institutional context by
analyzing the relationship between organizational environment, performance management
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techniques and OP. In addition, Kim (9025) observed a positive association between group culture
and organizational effectiveness in Korean public organizations. The findings suggest that
organizational conditions may affect the operation of management techniques in public
organizations. Therefore, this study proposes the moderating influence of OC between AL and TM. In
other words, an enriched supportive culture is likely to improve the relationship.

Based on these results, this study argues that the relationship between AL and TM is stronger when
there is a supportive OC. Authentic leaders may be more effective in developing staff and
implementing ™ techniques in open, fair, cooperative and pyo{essionallg clevelopecl corporate

environments.

HD: OC moderates the relationship between AL and TM in public sector organizations of
Balochistan.

Moderated Mediation Framework

By employing a moderated mediation model, this study further examines the relationships among
™™, AL, and OP. The study also investigates the role of OC in this relationship. Conditions that
support the development of authentic leaders can help in the retention of skilled employees and in
improving their performance. TM is critical to organizational effectiveness (Collings and Mellahi
2009). Kravariti et al. (2023) emphasized the need for organizational and administrative support in
public institutions as well. But leadership may not work the same way in every company. Employ ces
values, attitudes and work habits can affect how theg respond to leadership (Schein &~ Schein, (2017).
This positive work environment may help managers to clevelop people and improve practices in ™
Dull (?010) also addressed the xelationship between leaclership and OC within the framework of
public administration. The results show that the OC could moderate the effects of leadership on TM
and OP.

The extant studies have reported inconsistent findings on the linkage between AL and OP.
Kyambade et al. (2024) explored the mediating effect of motivation between AL and public sector
employees OP. However, Ece and Exkmen (2026) found no statistically significant direct effect of AL
on task performance. But they found a significant indirect link through a supportive OC. These
differences might be due to organizational contexts, performance measurements and other
contextual factors. This study indicated that TM is an important factor in explaining the relationship
between AL and organizational achievement. It also found significant direct relationship between
AL and perceived OP. The results also show the importance of TM techniques and OC in public

organizations.

Rasul et al, (2021) demonstrated the link between management methods and work completion in
Ghana's public service. However, these associations varied by task clarity and management practice
type. Gomes and Mendes (‘20‘23) alsoresearched the yelationship between organizational conditions,
performance management and organizational results. The present investigation supports this line of
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inquiry. The result confirms a significant positive correlation between TM and OP. The results further
found that OC enhances the relationship between AL and TM. The findings stress the need to
evaluate personnel development,leadership and OC concurrently when analyzing the performance
of public enterprises.

HOG: OC positively moderates the indirect relationship between AL and OP through TM in public
sector organizations of Balochistan.

Research Gap and Contribution

Prior research has gathered useful knowledge on AL, TM and OC. However, there are some limits.
Fiyst, a lot of the current research on leadership is at the human level of outcomes, and less research is
on how leaclership affects the organizational level of outcomes. Seconcl, clespite increased attention
on TM, limited research has examined it as a mechanism to account for the effects of AL on OP. Third,
literature on public sector organizations in developing countries is still scarce, particularly when
considering a country like Pakistan. Most studies focus on private sector enterprises or in developed

country settings.

To address these research gaps, the present study examines a moderated mediation model using data
from government departments in Balochistan, Pakistan. It adds value by explaining whether AL is
important for OP and how and under what conditions the relationship takes place.

Theoretical Foundation

This study is anchored in the complementary theoretical perspective of the Resource Based View
theory. It offers a valuable account of how AL impacts OP through T™ and how OC impacts this

Jprocess.

According to the RBV theory, firms can achieve sustainable competitive advantages by developing
valuable and inimitable internal resources and competencies (Bayneg, 1991). As opposed to external
elements, which may be easilg Copiecl, internal skills like leaclership qualitg, emplogee knowleclge,
and organizational processes are strategic resources for long-term effectiveness.

The study is based on RBV to understand AL and TM as organizational competencies. Authentic
Leadership (AL) is a vital leaclership asset that may build trust, enable ethical decisions, and foster
employee development. However, leadership alone may only contribute to OP if it is translated into
effective organizational practices. TM symbolizes this transformation process through the capacity of
companies to attract, develop, engage and retain employees having competencies that support
institutional objectives.
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Conceptual Model of the Study

This study presents an integrated conceptual model developed from theoretical justifications and
empirical evidence to explain the relationship between AL, TM, OC and OP. The notion implies that
AL is a major antecedent of TM and OP. AL is expected to impact OP through the mediation of TM.
Further, OC is also regarded as a boundary condition that can strengthen the relationship between
authentic leadership and TM via the development of a supportive environment for emploqees’
development and organizational practices. The proposed model explains how public-sector
organizations per{orm ]og integrating leadeyship behavior, human-resource competence and
organizational context. The conceptual model is shown in the tigure land tigure 2.

Organizational Culture

(Moderator)
,/
H5: Moderates
P H4

l/ H6: Indirect effect via TM

] Y
Authentic Leadership H1 Talent Management H2 Organizational Performance
(Independent Variable) 51 (Mediator) 9 (Dependent Variable)

H3: Authentic Leadership - Organizational Performance

Figure 1. Conceptual Model of the Study

278
. ~

Organizational Culture

Talent Management

Authentic Leadership Organizational Performance

Figure 2. Conceptual Model of the Study
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The conceptual model illustrates the proposed relationships among AL, TM, OC, and OP. The model
suggests that AL influences OP directly and indirectly through ™. Talent management acts as a
mediating mechanism, while OClisproposed asa moderating factor that strengthens the relationship
between AL and talent-management practices.

Research Methodology

The present study adopted a quantitative research design and aimed to examine and discover the
relationships among AL, TM,OC, and OP in the public sector setting. The methodology was designed
to validate the proposed theoretical model and to study the direct, indirect, mediating and
moderating relationships between the study variables.

The research adopted a positivist philosophical approach, which views social phenomena as
measurable and suitable for systematic investigation using objective observations and quantitative
methods (Saunclers et al, 9019). The studq used an explanatoxg cross sectional guantitative and
deductive approach to test the theoretically derived hypotheses about the relationships between

AL TM,OC and OP.

The study was conducted within the Government of Balochistan covering 38 departments working
across provincial government departments working under the umbrella of the government of
Balochistan and listed on the website www.balochistan.gov.pk. The public-sector context was chosen
because OP in government institutions depends on leadership practices, employee capability
development, and effective administrative processes.

The population of the study was administrative officials engaged in leadership responsibilities,
policy implementation, management decisions and activities related to OP. The respondents were
selected based on their roles and responsibilities since the study was performed among officials with
knowledge of organizational practices.

Stratified purposive was the sampling technique. This strategy helped ensure representation from
several government departments in the selection of individuals with the right expertise and

understanding of leadership, ™, and OP issues.

A priori power analysis was performed in to determine the sample size required to test the proposed
moderating effect using G-Power 3.1 The test was performed with an F-test (linear multiple
regression) with fixed model (RQ increase). For the current stuclg, the effect size used in sanlpling size
analysis { 2 is 0.0D as we considered a modest interaction effect possible. For the analysis, it was
calculated that a minimum sample of 199 respondents would be needed, at o = 0.03, with a power of
080, with one pyeclictoy ]oeing tested (the AL x OC interaction) and three pyeclictors in the full
model. Thus, data were 8atherec1 from 199 administrative officials with leacleyship responsibilities,
who were engaged in TM approaches and accountable for the OP in government departments.

290



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

Primary data were collected by a already developed questionnaire with given measurement scales

that have been validated previously in well recognized research studies. The guestionnaire was

constructed based on previous measuring scales of AL (Kernis & Golclman, (2006), OoC (Van den
Beyg ” Wilderom, 9004), 0) (Northcott o8 Taulapapa, 9019), and TM (Mujtal)a etal, QOQQ). Data
were acquired from the gualified government officials using a self administered questionnaire. To
make participation easier and increase accessibility, the questionnaire was distributed through the
phgsical and online Google Forms platform.

Data Analysis and results

The data were analyzed using SmartPLS 4, employing Partial Least Squares Structural Equation
Modeling (PLS~SE.M) This technique was selected because it is suitable for examining complex
models involving multiple constructs and assessing direct, mediating, moderating, and moderated
mediation effects.

The analysis proceeded in two stages. In the first stage, the measurement model was evaluated to
establish the reliability and validity of the constructs. This assessment covered indicator reliability,
internal  consistency  reliability, convergent validity, and discriminant validity.

In the second stage, the structural model was examined to evaluate the proposed hypotheses. The
assessment included path coefficients, effect sizes (fQ), the coefficient of determination (RQ), and
predictive relevance (Q2 preclict). The statistical significance of the hypothesized relationships was
determined through bootstrapping with 5,000 resamples.

We conducted a mediation analysis to test for the mediating effect of TM on the relationship between
AL and OP. The moderating role of OC was tested by the interaction between AL and OC on TM.

Finally, the conditional indirect effect was tested to test the proposed moderated mediation model.
Respondent Profile

The demographic profile of the respondents was analyzed to determine the characteristics of the
study participants. The majority of the respondents were males (84.9%) with 151% females of the
sample. Regarding educational background, most of the respondents had a Master's degree (78.6%),
indicating that the sample was highly qualified. In terms of professional experience, about two-thirds
of the participants had 11-20 years of experience (66.0%) indicating that the respondents had
considerable exposure to administrative processes and organizational practices.

Furthermore, most of the responclents were holcling administrative (44.0%) and managerial (:57.7%)
positions,and most of them were from senior government grades (BPS-18,BPS-19 and BPS-20). These

characteristics suggest that the participants were appropriate for assessing leadership practices, TM,

OC, and perceived OP.
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Table 1 Sociodemographic Composition of the Study Sample

Demographic Variable Classification n %
Gender Male 155 84.90
Female 24 1510
Age (years) Less than 30 J6) 4720
31t040 49 3092
41 plus 35 2200
Qualification Master 125 78.60
MPhil 1B 940
PhD/ Other 19 1200
Experience (gears) 6010 40 2520
11t0 20 105 66.0
2lplus 14 880
Responsibility Administrative 70 44.00
Managerial 60 5770
Policg / Technical 20 1820

Measurement Model Assessment

The measurement model was initially evaluated to determine whether the study constructs
demonstrated satisfactory reliability and validity. The evaluation focused on the strength of
individual indicators, their outer loaclings, the consistency of the measurement scales, and the xtent
to which the indicators adequately represented their respective constructs.

TMTA TMTD TM TE TM TR
. p \ / 7~

N 0.803 0.776 0.820 0.791
Organizational Culture

M. 0.176

S\ (H4)
2.
M:nt Management
RSN Y~ (.03 0.462 0.448
: (H1) (H2)

ALUP <—0.929 \
AL RO «— 0.940 0.281

0.954 1)
ALAB 4 3 .

Authentic Leadership Organizational Performance

Figure 3. PLS-SEM Results Showing Measurement Model Loadings and Structural Relationships

The measurement model was tested for indicator reliability, internal consistency reliability, and
convergent validity. Table 2 illustrates that all indicator loadings were above the suggested

threshold of 0.708, with values ranging from 0.845 to 0.925. Cronbach'’s alpha and composite
reliability were higher than 0.70, indicating good internal consistency. Similarly, the AVE values
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were between 0.761 and 0807, which is higher than the threshold value of 0.50 recommended by
Hair et al. (?OQ?), and, there{oye, it indicates a satis{actonj convergent validitg. Howevey, some
composite relia]ailitg values were highey than 0.9), which indicated that the reclunclancg of
measurement items should be explored.

Table 2. Outer loading Reliability and Convergent Validity and AVE

Construct Dimensions Outer Loading Cronbach's tho A CR AVE
Range 04

AL Authentic Behavior 815-925 920 921 944 807
Relational 870-900 908 909 956 785
Transparency
Self-Awareness 864-908 907 907 935 782
Unbiased Processing 878-900 o1 a1 957 189

™ Talent Attraction 868-804 926 927 944 T3
Talent Deve]opment 888-907 957 958 952 800
Talent Engagement 856-88H5 922 022 041 761
Talent Retention 865-890 044 044 935 780

ocC 845-901 967 915 o 17u

0) g 854-917 956 958 96> 766

Discriminant Validity Assessment

Discriminant valiclitg was verified through the heterotrait-monotrait ratio (HTMT) criterion
pyoposecl ]oq Henseler et al. (2015). From Table 3, it was found that all the HTMT values were in the
range of 019D to 0.658 which was lower than the recommended value of 0.8D. The highest value was
between AL and OP (HIMT = 0.658). These findings provide evidence of satisfactory discriminant
validity, indicating that the four conmstructs are empirically distinct and supporting further
evaluation of the structural model.

Table 3 Discriminant Validity Assessment

Construct AL ™ OoC OP
AL —

™ 0572 —

OoC 0155 0542 —

OP 0.658 0622 0204

Collinearitg Assessment (Inner VIF Values)

Collinearitg statistics (VIF) results in Table 4 shows the reportecl VIEs were 1.000 and below the
recommended threshold of 3.0 (Hair et al, 2022). These results suggest that multicollinearity was not

293



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

a problem in the reported evaluation of the model and thus, justify the interpretation of the structural

relationships.

Table 4. Collinearity Assessment

Predictor Construct Endogenous Construct VIF

AL ™ 1000

OoC ™ 1000

AL xOC ™ 1000

AL or 1000

™ oP 1.000
Structural Model Assessment

The coefficient of determination (R2) was used to measure the explanatory power of the structural

moclel, and effect size ({Q) was used to assess the contribution of individual preclictors according tothe

recommendations of Cohen (1988). The model accounted for 49.2% of the variance in TM (R? =
0.459) and 49.6% of the variance in OP (R? = 0.496), as shown in Table 5, suggesting that the model
has a moderate explanatory power. Based on Cohen's (1988) effect size guiclelines, AL had a large
effect sizeon TM ({9 = 0455) whereas OC had a medium effect size on TM ({Q = 016?) The interaction
]oetween AL and OC llacl a small e{{ect ({Q = 130) AL ({920959) ancl TM ({(2:0176) llacl a meclium
effect on OP. These findings suggest that AL makes a meaningful contribution to explaining

variations in TM and that OC and its interaction with AL contribute additional explanatory value.

Table 3. Structural Model Assessment: Explanatorg Power (RQ) and Fffect Size (fQ )

FEndogenous Construct  R® Adjusted R® Predictor Construct {2 Fffect Size

™ 0452 0442 AL 0455 Large
OoC 0162 Medium
AL xOC 0150 Small

Op 0496 0490 AL 0259 Medium
™ 0176 Medium

Predictive Relevance Assessment

PLSpredict was used for assessing the predictive ability of the model. Both endogenous constructs
had positive Q?_predict values, indicating predictive relevance. The result for TM was QQ_preclict
of 0428 and for OP it was 0.409. These results suggest that the model has relevant predictive
capability to explain both constructs.
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Table 6 PLS Predict Results

Construct Q? predict RMSE MAE Predictive Relevance

™ 0428 0766 0619 High
OP 0409 0780 0603 High
Model Fit Assessment

The overall model fit was assessed ]:)LJ standardized root mean square residual (SRMR) and normed fit
index (NFI) and these indices provide additional support for the adequacy of the proposed model.
The SRMR value was 0.013 (Ta]ole 7) which was below the recommended cut off value of 0.08
indicating good fit of the model. This implies a small difference between the observed and model
implied correlations. The NFl value was also 0.982 which was higher than the accepted value of 0.90
indicating a good fit of the model.

Table 7.Model Fit Assessment

Index SaturatedModel EstimatedModel Recommended Criterion

SRMR 0015 0015 <0.08
NH 0982 0982 >0.90
ngothesis Testing

The proposed hypotheses were tested ]og ]oootstrapping with D000 resamples using SmartPLS 4.
Table 8. All six hypotheses were supported statistically. AL was significantly related to OP (B =
0457, t= 7986, p < 0001) and TM (B = 0505, t= 8675, p < 0001) ™ was also positivelg and
significantly related to OP (B =0.3060,t=5960,p < 0.001).

To find out whether TM explains the relationship between AL and OP, mediation analysis was done.
As shown in Table 8, the indirect effect of AL on OP through TM was positive and statistically
significant as 3 = 0182, t = 4794, p < 0001 These results provide support for a mediating

relationship. Organizational Culture (OC) was also significantly and positively associated with OP
via TMas 3 =0.110,t = 3726, p < 0.001).

The moderation effect of OC between AL and TM was positive and statistically significant as B=

0.245,t =4.389, p < 0.001. The results demonstrate that OC moderated the relationship between AL
and TM. The results indicate that the indirect effect of AL on OP through TM is stronger as the OC

increases.

Additionally, the moderated mediation analysis indicated a significant positive interaction based
on the indirect effect 3 = 0.088,t=35437,p = 0001 The result indicates that the indirect relationship
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of AL to OP through TM is more positive as OC increases. Results broadly point to TM as a mediating
mechanism and OC as a factor that influences the strength of the relationship.

These findings are generally support the hypothesized relationships and emphasize the significance
of investigating leadership, TM and OC simultaneously when considering OP in the public sector.

Table 8 Structural Model Path Coefficients and Hypothesis Testing

Hypothesis Relationship B t-value p~value Supported nor
not

Hi1 AL—OP 0437 72806 <0.001 Yes

H2 AL—-T™M 0505 8675 <0.001 Yes

H3 ™ —OP 0360 5960 <0.001 Yes

H4 AL—-TM—QOP 0182 4794 <0.001 Yes

H5 ALxOC—T™M 0245 4589 <0.001 Yes

H6 AL x OC - TM — OP 0088 34537 <0.001 Yes

(Mocleratecl Mecliation)
Orgnizational Culture x Authentic leadership
-1.1 -1 -09 -08 -0.7 -06 -05 -04 -03 —Oj.iuﬂ;(‘.;:’ltic—:)ead(‘;:Shi(;.z 0.3 0.4 0.5 0.6 07 08 0.9 1 1.1

Orgnizational Culture at -1 SD

Orgnizational Culture at Mean

Orgnizational Culture at +1 SD

Figure 4. Interaction Effect of Organizational Culture on the Relationship between Authentic
Leadership and Talent Management
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Discussion

The present study explored the relationship between AL and OP in government departments of
Balochistan, Pakistan. The study focused a special emphasis on TM and OC. The results showed that
leadership affects not only decision making but also how people are supported and management
practices are influenced. There is a positive correlation between AL and TM and OP. Talent
Management had a positive relationship with company performance. Also, the results suggest the
importance of OC as a factor influencing these relationships. Taken together, these results add to a
wider insight of the relationship between AL, TM (ernplog eerelated practices) and the OC in public
institutions or departments.

One of the prominent conclusions of this study is that AL has a positive relationship with TM. Honest
and open leaders who have the qualities of self-awareness and are consistent in their decisions might
be better able to recognize elnplogees abilities and support their professional development. Public
organizations generally have strict formal human-resource policies, but these policies do not always
translate into meaningful opportunities for employees. Much depends on how managers
communicate with staff, encourage participation, and meet employee needs. This finding is similar to
the general understanding of AL as developed by Avolio and Gardner (2005) and Walumbwa et al.
(9008). The {indings of Kravariti et al. (2023) also pointed out the necessity of managerial and
organizational support forTM in the pu]:)lic sector. The {inding in the setting of Balochistan highlights
the role of leadership to make the employee-development practices more meaningful within well -
established administrative systems.

The positive association between AL and OP observed in present study is consistent with recent
evidence in the public organizational sector context. The findings of Kyambade et al. (2024)
revealed that AL positively affects public servants performance by boosting employee motivation.
The resultsindicate that leadership influences performance through employee oriented mechanisms.
Also, Schwarz et al. (QOQO) emphasizecl the need for pul)lic leacleyship to improve pu]:)lic~service
motivation and job performance. But recent evidence also points to the fact that the influence of AL
is conditional on the organizational context in which leaders are functioning.

Moreover, Ece and Frkmen (9096) in their research {inclings, have discovered an association between
AL and supportive OC affecting task performance. Their findings indicated that leadership does not
always influence performance outcomes directly but can affect them indirectly through
organizational processes and contextual factors. In line with this, the current study findings are in
favor of this view suggesting that TM is an important mechanism through which AL is linked with
company performance in the public-sector context of Balochistan.

TM was positively related to OP too. This demonstrates that the manner in which public institutions
attract, develop, engage and retain employees is relevant to the functioning of the institutions as a
whole. Government departments rely on employees who are familiar with administrative
procedures, have the required skills and can adjust to shifting institutional responsibilities. The
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development and retention of such capabilities may better enable organizations to fulfill their
responsibilities. The relevance of strategic TM for OP was stated by Collings and Mellahi (2009) and
Luna~-Arocas and Lara (2020) highlighted the relevance of TM for performance-related outcomes
in local government. The current results provide some support for these arguments and suggest that
management practices related to employees merit more attention in discussions of public-sector
effectiveness. They also base it on the Resource Based View that stresses the importance of valuable
organizational resources and capabilities (Barneg, 1991).

Another prominent finding was that AL was positively related to OP. This tinding is based on the
argument that organizational functions are associated with leadership characteristics such as
transparency, ethical consistency, and receptiveness to alternative perspectives. In government
institutions, employees usually work within a well-defined administrative structure. The quality of
leadership is determined by how it affects people’s perceptions regarding their responsibilities and
their collaboration. Leaders who have the gualities of openness and fair decision making create an
organizational setting in which employees are more enthusiastic to work together and honestly
contribute to the goals of the organization. These findings have resemblance with the findings of
Gardner et al. (9011) and Z.hang etal (QOQQ) who emphasize theroleof Al asa positive influence on
followers and enhanced organizational outcomes. In this study we contribute to this debate by
showing that AL is positively related to OP, even when TM is included in the same model.

The findings further show that TM is a significant mediating variable between AL and OP. This
means that when leadership is supportive, employee opportunities to build skills and make
meaningful contributions to their institutions can benefit OP. This yelationship is explainecl ]JLJ the
resource-based view that considers human resources as valuable assets to the organization which if
managed well can lead to performance (Barneg, 1991). Similarly, Social Exchange Theory posits that
trust and support in workplace relationships can promote cooperation and commitment among
employees (Blau, 1964). Although these are not studied directly in this study, such employee
reactions provide a useful background in understanding the results from both perspectives.

Other studies done in public sector organizations have arrived at similar conclusions. Kravariti et al.
(2023) state that one of the main factors that drives the improvement of TM practices is the support
of both organizations and management. Furthermore, Luna~Arocas and Lara (QOQO) in their studies
finding associated TM with better service performance through employees related processes. This
present study on the relationship between AL and business success, building on these previous
researches, highlights TM. These findings further highlight the significance of a work environment
that enhances the professional development of employees and increases their capabilities to attain

organizational goals.

The study also revealed that OC plays an important role. The results showed that there is a significant
positive relationship between OC and TM. The results also argue that a supportive culture
strengthens the relationship between AL and TM. This suggests the significance of the workplace
environment in the implementation of leadership practices. It is hard for leaders to foster employee
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development in organizations without communication, learning, and participation. But a culture that
encourages openness, collaboration and professional development can lead to a better environment
for effective TM. Schein and Schein ((2017) clarified how OC influenced emp]og ces perception and
reaction to organizational practices, and Dull (2010) highlighted the relationship between
leadership and OC in public administration. The present results are consistent with these views and
illustrate why leadership practices need to be understood in their organizational context.

Previous research results also exhibited that OC as important factor in OP in the publicsector. Gomes
and Mendes (2023) highlight the significance of the organizational context in the implementation
of the effectiveness of the performance management practices. Likewise, Kim (2025) study findings
reveals that the relationship between group culture and organizational effectiveness varies in terms
of public sector policy. These studies suggest that the impact of OC may be contingent on the
institutional context. The present results extend this knowledge by showing that a supportive OC
creates more favorable conditions for AL to be related to better talent-management practices. This
underscores the significance of developing an OC that supports the alignment between leadership

style and employee development initiatives.

The results of the moderated mediation add a further dimension to these findings. The significant
interaction-based indirect effect shows that the relationship between AL and OP through TM is
different in different OCs. In more specific terms, the positive finding indicates that this indirect
relation is stronger at higher levels of the measured OC. This is an important distinction because
leadership practices may not be equally effective across institutions. An organization where similar
values are already present in working practices will be more supportive of ideas of openness and the
development of employees by a leader who wishes to foster them. The findings in this respect
integrate three often separately studied areas: leadership behavior, talent-management practices
and OC. Theq also draw on prior research on TM in the pu]olic sector and OC (Kravariti etal, 9095;
Xanthopoulou etal, QO?Q)

Theoretical Implications

The present study contributes to the existing literature by explaining the relationship between AL
and OP through TM and the moderating role of OC. The results extend the Resource-Based View
(Barneg, 1991) by identitying TM as an organizational capability through which leadership related
resources may influence performance. Theg are also consistent with Social E.xchange Theon] (Blau,
1964) which suggests that trust and supportive relationships may lead to positive employee
responses, but these were not directly examined in this study. The study combines leadership, TM and
OC for a better uncleystancling of pu]olic sector per{ormance and also offers empiyical evidence from
government departments in Balochistan, Pakistan.
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Practical Implications

The results suggest that government departments should pay more attention to leadership
development, talent-management practices and the work environment of employees. Leadership
development should encourage transparency, ethical decision making, self~awareness and open
communication. Meanwhile, departments could improve the mechanisms they use to identify
employee potential, provide professional development, engage employees and retain talented
officials. The findings also emphasize the significance of work culture encouraging trust, cooperation
and learning as these factors may improve the relationship between AL and TM.

Policy Implications

The findings also underscore the potential benefits for public-sector policymakers of incorporating
leadership development and strategic TM into administrative reform efforts. Government
departments should seek to improve their recruitment, training, career development and retention
practices rather than relging pyimarilg on formal procedures. “Policies to support opportunities for
development through merit, supportive leadership and organizational learning may help strengthen
administrative capabilities and contribute to better institutional performance in the Government of
Balochistan.

Conclusion, Limitations and Future Research
Conclusion

The present study aims to investigate the relationship between AL and OP, with the mediating role
of TM and the moderating role of OC in government departments of Balochistan, Pakistan. The
results revealed that there are positive relationships between AL and TM and organizational
achievement. TM was found as an important mediating variable. The mediating relationship suggests
that the relationship between AL and OP is partially mediated by practices that foster employee
attraction, development, engagement and retention. The results further show that OC mediates AL
and TM, which further enhances the indirect relationship with business performance.

The findings indicate that leadership practices need to be understood in relation to the
organizational structures and cultural settings in which they are embedded. The study
simultaneously assesses these associations to offer a more integrated understanding of leadership and
perceived OP in the public sector.

Limitations of the Study
There were several limitations acknowledged in conducting this study. First, the cross sectional

design limits the possibility of finding causal links between the variables under study. Second,
reliance on self-reported guestionnaire responses may have exposed the findings to common method
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bias and social desirability bias, as OP was measured based on yesponclents‘ subjective assessments.
Third, the 8eneyaliza]3i1itg of the results to other administrative settings is limited by the use of
stratified purposive sampling with a group of 159 administrative personnel from government
departments in Balochistan. These limitations do not detract from the results but rather indicate that
the findings should be interpreted in the context and bounds of the study.

Future Research Directions

Future research may utilize longitudinal studies with larger sample sizes to turther investigate the
relationship between AL and organizational effectiveness. The proposed model can be used in the
public and private sector organizations to detect the difference between the two. Future research
may also compare AL with other types of leadership, for example, transformative, servant, and
ethical leadership. In addition, it provides a window for researchers to investigate the roles of
psychological safety, employee resilience, Al readiness, and organizational agility in this
relationship. Future research could further examine the impact of TM and OC on these correlations
in other organizational contexts.

References

Ali, Al " Fuenzalicla, J " Gémez, M., & Williams, M.J. (2021) Fourlenseson people management in the
pul)lic sector: An evidence review and sy nthesis. Oxford Review of Economic Policq, 37(2),
335-366.DOL: 11ttps:/ / cloi.org/ 101095/, oxrep/ arab005

Ali, I., Izal)ela, R., & Memon, S. B. (QOQQ) Talent management and organizational pey{oymance:
Applying the AMO theory. Independent Journal of Management & Production, 15(2).
https:/ / cloi.org/ 1014807/ ij111p.v15i9.160?

Avolio, B.J, & Gardner, W. L. (2005). Authentic leadership clevelopment: Getting to the root of
positive forms of leaclership. The Leaclership Quarterlg, 16(5), 315-338.
https:/ / cloi.org/ 101016/ j.leaqua.9005.05.001

Avolio, B. J, Walumbwa, F. O, & Weber, T. J. (2009). Leadership: Current theories, research, and
future directions. Annual Review of Psychology, 60, 421-449.
https:/ / doi.org/ 101146/ annurev.psg011.60.110707.163621

Barneg, J. (1991). Fiym resources and sustained competitive advantage. Journal of Management, 17(1),
90-120. https://doi.org/101177/014920639101700108

Blau, P.M. (1964) Exchange and power in social life. Wileg.

Cameron, K. S, & Quinn,R.E. (2011). Diagnosing and changing organizational culture: Based on the
competing values framework (Orded).J ossey~Dass.

Cappelli, P. (2008). Talent management for the twenty-first century. Harvard Business Review,
86(3), 74-81.

Cohen, J. (1988). Statistical power analgsis for the behavioral sciences (Qnd ecl.). Lawrence Exlbaum
Associates.

Collings, D.G, & Mellahi, K. (9009) Strategic talent management: A yeview and research agenda.
Human Resource Management Review, 19(4), 304-313.

301



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

https:/ / doi.org/ 101016/ jhrmr2009.04.001 Corruption Perceptions Index 202.
Transparency International. https:/ / www.tyanspayencg.org/ en/ cpi/ 2025
Denison, D.R (1990) Coypoyate culture and organizational effectiveness. Wileg.

Dull, M. (2010). Leadership and organizational culture: Sustaining dialogue between practitioners

and scholars. Public Administration Review, 70(6), 857-860.
https;//doi.org/10.1111/31540-6210.2010.02217 x

Ece, S., & Erkmen, T (?096) Authentic leaclership and task pey{oymance in pu]olic organizations from
sustainability perspective: The mediating role of supportive organizational culture.
Sustaina]oilitg, 18(7), Avticle 3428. httpsz/ / cloi.org/ 103390/ sul8075428 IDEAS/ RePEc

Fornell, C., & Larcker, D. F. (1981) Evaluating structural eqguation models with unobservable
variables and measurement error. Journal of Marketing Research, 18(1), 39-50.
https;//doi.org/101177 /002224378101800104

Gallaydo~Gallardo, E, Dries, N, & Gonzalez~Cruz, T.E (9015) What is the meaning of ‘talent in the
world of work? Human Resource Management Review, 93(4), 200-300.
https:/ / cloi.org/ 101016/ j.1111111.2013.05.009

Gallaydo~Gallardo, E, Thunnissen, M, & Scullion, H. (?OQO) Talent management: Context matters.
The International Journal of Human Resource Management, 51(4:), 457 -475.

Gaydney, W. L., Cogliser, C. C., Davis, K M, & Dickens, M.P. (?Oll) Authentic leadership: A rveview
of the literature and research agenda. The Leadership Quarterly, 22(6), 1120-1145.
https:/ / cloi.org/ 101016/ j.leaqua.?Oll.Og.OOY

Gomes, P., & Mencles, S M ((20?3) Organizational context, use of perfoymance management
practices and their effects on organizational performance: An empirical look at these
interrelationships. International Journal of Productivity and Performance Management,

72(8),2467-249). hitps://doi.org,/101108 /1JPPM-01-2022-0014

Hair, J. E, Hult, G. T. M, Ringle, C. M, & Sarstedt, M. (QOQQ). A primer on partial least squares
structural eguation mocleling (PLS~SEM) (31@1 ecl) SAGE Publications.

Henseler, J, Ringle, C. M, & Sarsteclt, M. (2015) A new criterion for assessing discriminant valiclitg in
variance-based structural equation modeling. Journal of the Academy of Marketing
Science, 4:5(1), 11H-135. https:/ / doi.org/ 10.1007/ s11747-014-0405-8

https:/ / balochistan.gov.pk/ clepartments/ visited 29-00-2026

Human Development Report 2029: A matter of choice: People and possibilities in the age of Al
United Nations Development Programme. 11ttps:/ / hclr.unclp.org/ content/ human-
development-report-2025 UNDP

Kim, Y.(2025). The moderating effects of policy domains on the relationship between group culture
and organizational effectiveness: A study of public employ ces perceptions in Korea. Public

Policg and Administration. httpsz/ / cloi.oyg/ 101177/ 009520767251558506

Kravariti, E, Tasoulis, K, Scullion, H,, & Alali, M. K. (90?3) Talent management and performance in
the public sector: The role of organizational and line managerial support for development.
The International Journal of Human Resource Management, 34(9), 1782-1807. DOL:
https://doi.org,/101080,/00585192.2022.2052265

Kgam]oade, M, Bartazarg, D, Namatovu, A, & Tushabe, M. (9024). Authentic 1eac1ership and

performance of public servants in Tanzania context: The mediation role of motivation.

302



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

International Journal of Public Leadership, 90(3—4), 189-205.
https:/ / cloi.org/ 10.1108/1JPL-05-2024-0031

Liu, Y., Fuller, B., Hester, K., Bennett, R.J Y & Dickerson, M.S. (2018) Linking authentic leaclership to
subordinate behaviors. Leadership & Organization Development Journal, 30(2), 218-255.
https;//doi.org/10.1108/L.ODJ-12-2016-0527

Luna~Arocas, R., & Lara, EJ. (CZOQO) Talent management, affective organizational commitment and

service performance in local government. International Journal of Environmental Research

and Public I‘Iealth, 17(1:5), Article 4827. https:/ / c]oi.org/ 10.3390/ ijerph17154897

Northouse, P.G. (CZOQ?) Leadership: Theorg and practice (91:11 ecl.). Sage.

Nunnallg, J. C., & Bernstein, LH. (1994) Psgchometric theorq (5rc1 ed.). McGraw-Hill.

Purcell, J, & Hutchinson, S. (2007). Front-line managers as agents in the HRM-performance causal
chain: Theorg, analgsis and evidence. Human Resource Management Journal, 17(1), 3-20.
https://doiorg/101111/51748-8585.2007.00022.x

Rasul, I, Rogger, D, & Williams, M. J. (QOQI) Management, organizational performance, and task
claritg: Evidence from Ghana's civil service. Journal of Public Administration Research and
Theory, 31(2),259-277. https:/ / doi.org/ 101095/ jopart/ muaa034

Saunclers, M, Lewis, P, & Thornhill, A (?Olg) Research methods for business students (Sth ecl)
Pearson.

Schein, E. H., & Schein, P.A. (9017). Organizational culture and leadership (5t11 ecl.). Wileg.

Schwarz, G, Eva, N, & Newman, A. (QO?O). Can pu]olic leaclership increase pu]olic service motivation
and jol) performance? Public  Administration Review, 80(4), H43-554.
https:/ / cloi.org/ 101111/ puar.1318(2

Shah, N., Bano, S., Saraih, U. N., Abdel waheed, N. A A., & Soomro, B A (20(24) Developing
organizational performance through talent management practices: Employee satisfaction's
mecliating role in learning organizations. Business Process Management Journal, 50(3), 641-
670. https://doiorg,/101108/BPMJ-03-2023-0208

Transparency International Pakistan. (2025). National corruption perception survey 202D.
https:/ / transparencg.org.pk/ new-event,/’ national~corruption~perception~surveg~QOQ5/

United Nations Development Programme. (2025). Human development report 2023: A matter of
choice—People and possibilities in the age of Al https:/ / hclr.undp.org/ content/human-
development-report-2025

Walumbwa, F. O, Avolio, B. J, Gardner, W. L, Wernsing, T.S, & Peterson, S. J. (2008). Authentic
leadership: Development and validation of a theory-based measure. Journal of
Management, 34(1),89-126. https:/ / cloi.org/ 101177/0149206507508915

World Bank. (2023). Pakistan human capital review: Building capabilities throughout life. World
Bank.

Xanthopoulou, P. Sahinidis, A., & Bakaki, Z. (QOQQ) The impact of strong cultures on organizational
performance in public organizations: The case of the Greek public administration. Social
Sciences, 11(10), Article 486. https:/ / cloi.org/ 10.3390/ socscill100486

Yukl, G. A., o8 Garclner, W.L ((2013). Leadership in organizations (Vol. 8). Boston: Pearson.

303



Journal of Social Research Development, Volume 7, Issue 5, July, 2026

Zhang, Y, Guo, Y, Zhang, M, Xu, S., Liu, X, & Newman, A (QOQQ). Antecedents and outcomes of
authentic leadership across culture: A meta-analytic review. Asia Pacific Journal of

Management, 39(4), 1399-1435. https:/ / cloi.org/ 101007/ s10490-021-09762-0

304



