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A B S T R A C T

Objective: In today’s rapidly evolving business landscape, the role of authentic leadership in 
fostering innovative work behaviour among employees has gained significant attention. This 
paper explores and analyses authentic leadership’s influence on innovative work behaviour. 
Furthermore, it examines the mediation role of trust in leaders and the moderation role of power 
distance orientation and job satisfaction within this relationship.
Research Design & Methods: A systematic literature review was conducted to identify relevant 
studies on authentic leadership, innovative work behaviour, trust, power distance orientation, job 
satisfaction, and their interrelationships. The selected studies were critically analysed to identify 
common themes, methodologies, and findings. We employed the PRISMA method to choose the 
papers and bibliometric analysis was performed through VOS viewer software.
Findings: We provide insights into how authentic leadership influences employees’ innovative 
work behaviour by examining relevant literature. This paper also provides research gaps based on 
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existing literature and empirical research. The review integrates and analyses existing literature 
to provide insights into the relationships between the variables.
Implications / Recommendations: Organisations should prioritise developing authentic leaders 
who build trust and create a supportive environment for innovation. Fostering a culture of low 
power distance and employee involvement enhances the positive impact of authentic leadership 
on innovation. Additionally, improving job satisfaction through various strategies promotes an 
innovative work environment.
Contribution: As far as we know, prior studies have not investigated how job satisfaction and 
power distance orientation influence the connection between authentic leadership and innovative 
work behaviour. This paper contributes to the literature by providing insights into the intervening 
roles of job satisfaction and power distance orientation in the unique context of Pakistani start-ups.
Article type: original article.
Keywords: authentic leadership, innovative work behaviour, trust in leaders, power distance 
orientation, job satisfaction, Pakistani start-ups.
JEL Classification: M1, M10.

1. Introduction
As the business landscape evolves at an accelerating pace, innovation is 

becoming a key source of organisational success and competitiveness (Škerlavaj 
et al., 2019). Start-ups, with their entrepreneurial spirit and flexibility, are particu-
larly well-positioned to foster innovative work behaviour among their employees 
(Sengupta, Sharma & Singh, 2021). However, fostering innovation requires effective 
leadership that inspires and motivates employees to think creatively, take risks, and 
implement novel ideas (Hughes et al., 2018). One leadership style that has attracted 
attention in recent years for its potential impact on innovative work behaviour is 
authentic leadership (Hu et al., 2018).

In light of fraudulent activities and unethical behaviour within corporations, 
there has been a shift in research focus towards examining how authentic leadership 
affects the outcomes experienced by employees (Semedo, Coelho & Ribeiro, 2017; 
Ribeiro, Duarte & Filipe, 2018). The concept of authentic leadership (AL) is a recent 
development within the realm of leadership research. It emphasises leaders’ ability 
to be genuine, self-aware, and transparent in the way they interact with employees 
(Walumbwa et al., 2008). Authentic leaders create an environment that inspires 
employees to express their true selves, take ownership of their work, and engage 
in innovative behaviours. By fostering a climate of trust and openness, authentic 
leaders empower employees to challenge the status quo, think outside the box, and 
explore new possibilities (Avolio et al., 2004; Zhou & Verburg, 2020).
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Although previous studies have expanded our understanding of the aspects that 
contribute to innovative work behaviour (IWB), there remain several areas that 
require attention. The research on IWB specifically within the realm of start-ups 
is notably lacking (Munir & Beh, 2019; Li, Makhdoom & Asim, 2020; Zhou 
& Verburg, 2020). Numerous research investigations have focused on leadership 
styles as a significant factor influencing innovative work behaviour. However, these 
studies have mainly focused on transformational leadership styles, overlooking 
newer leadership approaches (Al-Husseini & Elbeltagi, 2016). While both types 
of leadership, transformational and authentic, are significant factors in stimulating 
employees’ IWB, authentic leadership has a greater influence than transforma-
tional leadership (Korku & Kaya, 2023). Azinga et al. (2023) asserted that further 
investigation is required to confirm the correlation between AL on IWB, as well 
as identify the possible variables that may mediate or moderate this relationship. 
Furthermore, Kafeel, Khan and Ahmed (2024) stated that power distance can be 
used as a contextual variable affecting the association between AL and IWB. As far 
as we know, prior studies have not investigated how job satisfaction and power 
distance orientation (PDO) influence the connection between AL and IWB.

The main focus of this study is to address the above-mentioned gaps by exam-
ining how AL influences the IWB of employees in start-ups located in Pakistan. 
The study also takes into account the mediating influence of trust in leaders, as well 
as the moderating impacts of power distance orientation and job satisfaction.

This research will contribute to the existing knowledge base in various ways. 
Firstly, it will provide valuable insights into the association between AL and IWB 
in the unique setting of Pakistani start-ups. Understanding how AL influences 
employees’ propensity to engage in innovative behaviours can help start-up leaders 
and managers in fostering a culture of innovation and enhancing overall organisa-
tional performance. Secondly, by exploring the mediation role of trust in leaders, 
this study will shed light on the underlying mechanisms through which AL influ-
ences IWB. This knowledge can help leaders understand the importance of building 
trust with their employees and the impact it has on fostering a conducive environ-
ment for innovation. Thirdly, the study will explore the moderating role of PDO. 
By examining how cultural factors influence the association between AL and IWB, 
the research will provide insights into how leaders can navigate cultural nuances 
and tailor their leadership approaches to encourage innovation in start-ups operating 
in high power distance cultures like Pakistan. Lastly, the study will investigate the 
moderating role of job satisfaction, which has been recognised as a crucial factor in 
impacting employee attitudes and behaviours. Understanding the interplay between 
authentic leadership, job satisfaction, and IWB will have practical implications for 
start-up leaders to enhance employee satisfaction, motivation, and engagement in 
innovative activities.
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2. Methodology
2.1. Overview of Methodology

The purpose of conducting a literature review is to pinpoint areas of research 
that have not been adequately addressed. We employed the PRISMA method to 
choose the papers, illustrated in Figure 1. The PRISMA method comprises identifi-
cation, screening, eligibility, and inclusion. Furthermore, bibliometric analysis was 
carried out to comprehend the knowledge domain pertaining to authentic leadership 
and innovative work behaviour.

2.2. PRISMA Method

Identification

In the process of identification, we conducted a systematic literature review 
by searching electronic databases, including Google Scholar, Web of Science, 
PsycINFO, Scopus, Emerald Insight, Sage, Wiley, Science Direct, Springers, and 
Taylor and Francis databases using the keywords “authentic leadership”, “innovative 
work behaviour”, and “mediation” or “moderation”. After searching electronic data-
bases, we identified 315 papers and removed 90 papers due to duplication. 

Screening

The studies had to comply with the following criteria for inclusion: (a) they had 
to be published in peer-reviewed journals and (b) they had to be written in English, 
(c) investigating the connection between AL and IWB, and (d) reporting the media-
tion or moderation effects of other variables on this relationship. After screening the 
abstracts against the criteria, 60 papers were excluded, and 26 more were excluded 
after screening the full text of the abstracts. 

Eligibility

During this stage, we manually checked the articles to verify that all those 
remaining (following the screening process) fulfilled the necessary criteria. The full 
text of the papers was assessed for eligibility, and after assessing the full text, 
23 papers were excluded.

Inclusion

After screening the titles, abstracts, and full texts of the identified articles, 
we selected 76 studies that met the inclusion criteria for this systematic literature 
review (Fig. 1).
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Fig. 1. A Prisma Flow Chart Illustrating the Selection Process for Articles
Source: the authors.

2.3. Bibliometric Analysis

Bibliometric analysis offers a means to efficiently map extensive scientific liter-
ature (González-Torres et al., 2020). It employs methods akin to systematic litera-
ture reviews, ensuring the quality of information and resulting outputs (Tang et al., 
2018). Utilising VOS viewer software, we established and visualised connections 
among bibliometric sources, top authors, and refined data from various publications, 
scholars, and journals (Hallinger & Nguyen, 2020). This software is widely used for 
conducting bibliometric research (Costa et al., 2017). Researchers commonly utilise 
it to visualise and build bibliometric networks.

We commenced the analysis with the authors’ keywords as shown in Figure 2. 
Frequency of occurrence indicates how often a keyword appears in the dataset. 
Total link strength measures the strength of association between keywords based on 
co-occurrence. Authentic leadership is the most frequently occurring keyword and 
has the highest total link strength as indicated in Table 1, indicating its significance 
and centrality in the dataset. Performance and Impact also occur frequently and are 
strongly linked keywords, suggesting their importance in the literature. Organisa-
tional citizenship behaviour has the lowest link strength among the top 10 keywords, 
indicating it may have fewer connections with other keywords in the dataset.
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Table 1. Analysis of Keywords

S. No. Keyword Occurrences Total Link Strength
1 Authentic leadership 141 281
2 Performance 113 261
3 Impact 105 240
4 Model 96 150
5 Innovative work behaviour 91 90
6 Employee creativity 85 113
7 Member exchange 79 120
8 Creative self-efficacy 76 109
9 Work behaviour 71 126
10 Organisational citizenship behaviour 64 84

Source: the authors.

Fig. 2. Network Visualisation Map of the Author Keywords
Source: the authors.

Matej Cerne has the highest number of citations (182) among the authors as 
shown in Table 2, indicating significant impact and recognition in the field. Marko 
Jaklic and Miha Skerlavaj share the second-highest number of citations (128 each), 
suggesting comparable contributions. The total link strength varies among authors, 
indicating their level of collaboration within the academic community. Authors like 
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Alon Lisak, Yang Sui, and Miriam Erez have notable link strengths despite not 
having the highest citation counts as demonstrated in Figure 3.

Table 2. Citations per Author

S. No. Author Citations Total Link Strength
1 Cerne, Matej 182 54
2 Jaklic, Marko 128 39
3 Skerlavaj, Miha 128 39
4 Lee, Cythia 55 12
5 Lisak, Alon 55 26
6 Sui, Yang 55 19
7 Erez, Miriam 55 8
8 Grah, Barbara 54 13
9 Groselj, Matej 54 17
10 Penger, Sandra 44 9

Source: the authors.

Fig. 3. Network Map of the Most Cited Authors in Research
Source: the authors.

The country with the highest number of total citations is Slovenia (182), followed 
by Norway (137) and the People’s Republic of China (103) as shown in Table 3. 
The People’s Republic of China has the highest total link strength (51), followed 
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by Norway (25) and Slovenia (24) as shown in Figure 4. The analysis indicates 
that while Slovenia has the highest total citations, the People’s Republic of China 
stands out in terms of both average citations per author and total link strength. This 
suggests that while Slovenia may have fewer authors, they receive a higher number 
of citations on average, whereas the People’s Republic of China has a larger number 
of authors with significant link strength.

Table 3. Country-wise Collaboration of Authors

S. No. Country Citations Total Link Strength
1 Slovenia 182 24
2 Norway 137 25
3 People’s Republic of China 103 51
4 USA 58 17
5 Israel 55 9
6 Spain 31 19
7 Netherlands 30 25
8 Poland 21 21
9 India 19 24
10 Australia 16 8

Source: the authors.

Fig. 4. Co-authorship at the Country Level
Source: the authors.

The visualisation shows the citations and link strength for each document in 
the dataset (Fig. 5). It helps to identify influential documents and understand the 
network of citations. From the analysis, we can see that “Cerne (2012)” has the 
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highest number of citations and considerable link strength as shown in Table 4, 
indicating its significance in the network of citations. “Lisak (2016)” and “Groselj 
(2021)” also have numerous citations, while “Lisak (2016)” lacks link strength 
compared to others.

Table 4. Citations per Document

S. No. Document Citations Total Link Strength
1 Cerne (2012) 128 12
2 Lisak (2016) 55 0
3 Groselj (2021) 54 6
4 Zhang (2018) 31 2
5 Laguna (2019) 21 6
6 Yamak (2021) 14 4
7 Bracht (2023) 9 0
8 Sengupta (2023) 7 2
9 Khan (2021) 6 5
10 Gelaidan (2023) 6 2

Source: the authors.

Fig. 5. Citations Concerning Each Document
Source: the authors.
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Table 5. Top 10 Universities in the Dataset by Number of Affiliated Documents Published

S. No. Organisation Document Total Link Strength
1 University of Ljubljana 2 34
2 Bahria University 2 15
3 Jaypee Institute of Information Technology 2 9
4 BI Norwegian Business School 1 25
5 Centre of Excellence for Biosensors, 

Instrumentation and Process Control
1 25

6 Erasmus University Rotterdam 1 14
7 John Paul II Catholic University of Lublin 1 14
8 National Distance Education University 1 14
9 Near East University 1 9
10 Hacettepe University 1 8

Source: the authors.

Fig. 6. Affiliations of Universities by Documents Published 
Source: the authors.

The University of Ljubljana has the highest total link strength (34) as shown in 
Table 5 and Figure 6, indicating strong collaboration or influence in academic publi-
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cations. BI Norwegian Business School and Centre of Excellence for Biosensors, 
Instrumentation and Process Control have the same link strength (25), suggesting 
a similar level of collaboration. Near East University and Hacettepe University have 
relatively lower link strengths (9 and 8 respectively), indicating lesser involvement 
or influence in the analysed publications.

3. Literature Review and Hypotheses Development
3.1. Authentic Leadership and Innovative Work Behaviour

TL promotes an organisational culture that motivates individuals to transition 
from a self-oriented perspective to one that centres around a shared goal. Studies 
indicate that the creation and implementation of employee-generated ideas, fostered 
and facilitated by leaders, significantly contribute to the innovation process 
(Echebiri & Amundsen, 2021). Prior research findings reveal that AL has a favour-
able effect on the employees’ IWB (Černe, Jaklič & Škerlavaj, 2013; Niu et al., 
2018); because authentic leaders play a vital role in fostering employee voice behav-
iour by offering psychological support and creating an environment of psychological 
safety. This is accomplished by being transparent, engaging in open communication, 
and providing support to their employees. In the realm of start-ups, it is crucial 
for the founder-leader to foster a culture of innovative work behaviour among their 
staff, as it greatly contributes to the long-term viability of the start-up and enhances 
its competitive advantage (Sengupta, Sharma & Singh, 2021). Moreover, empirical 
evidence indicating a connection between AL and IWB exists (Grošelj et al., 2021; 
Yamak & Eyupoglu, 2021). Given the reasoning provided above, we put forward the 
hypothesis that: 

H1: Authentic leadership is positively associated with employees’ IWB.

3.2. Authentic Leadership, Trust, and Innovative Work Behaviour

Gardner et al. (2005, p. 363) argued that AL “focuses on the formation of 
authentic relationships between the leader and followers that are characterised 
by trust and integrity”. Authentic leaders possess self-awareness regarding their 
strengths and limitations, and they openly display their true selves, genuine 
thoughts, and emotions to their followers in order to foster trust and create a sense 
of mutual trust within the work environment (Wei et al., 2018). By using such 
characteristics and behaviours, authentic leaders have the ability to build trust 
with their subordinates (Agote, Aramburu & Lines, 2016). Trust in leaders plays 
a crucial role in the association between AL and IWB. When employees view 
their leaders as trustworthy, they are more likely to get involved in risk-taking 
behaviour and share their innovative ideas (Lei, Nguyen & Le, 2019). Authentic 
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leaders, by displaying transparency, honesty, and ethical behaviour, build trust 
with their employees, which, in turn, promotes the exchange of innovative ideas 
and experimentation (Avolio et al., 2004; Gardner et al., 2021). In order to foster 
a culture of trust within the organisation and create a suitable working atmosphere, 
it is imperative for leaders to show respect toward their colleagues and followers 
(Lis, Glińska-Neweś & Kalińska, 2014). For instance, when leaders demonstrate 
comprehension and respect towards their employees, it often results in enhanced 
innovative work behaviour and involvement in organisational affairs. This is due 
to employees perceiving themselves as valuable to the organisation, fostering 
greater trust and collaboration within the workplace (Meng, 2015). Furthermore, 
it is believed that trust strengthens commitment to the organisation (Lewicka et al., 
2023), as authentic leadership fosters a transparent work environment that enhances 
employee trust, thereby encouraging innovative work behaviour. Drawing from the 
above-mentioned rationale, we hypothesise that:

H2: Authentic leadership is positively associated with trust in leaders.
H3: Trust in leaders is positively associated with IWB.
H4: Trust in leaders mediates the positive association between AL and IWB.

3.3. Authentic Leadership, Power Distance Orientation, and Innovative 
Work Behaviour

Power distance orientation (PDO) pertains to how individuals in a society or 
organisation acknowledge and anticipate disparities in power (Hofstede, 1980). 
Asian countries, specifically the subcontinent consisting of Bangladesh, Pakistan, 
and India, exhibit a cultural inclination towards high power distance and collec-
tivism, where hierarchy plays a significant role in defining boundaries. Within this 
context, disparities exist between managers and employees (Robert et al., 2000; 
Mujtaba, Afza & Habib, 2011). This kind of culture affirms a leader’s connection 
with their subordinates in a way that the subordinates find valuable (Chen & Farh, 
1999). In line with this perspective, AL could potentially be the most suitable option. 
We contend that in a culture characterised by a significant power distance, where 
managers possess most of the power and have high expectations for performance, 
authentic leaders exert their influence on team members by exemplifying positive 
behaviours, fostering a sense of autonomy, and promoting a process of identification 
to achieve beneficial outcomes. Among these outcomes, innovative work behaviour 
is particularly significant (Amabile et al., 2004; Mujtaba, Afza & Habib, 2011). 
In a high-power distance culture like Pakistan, where hierarchical relationships are 
valued and respected, employees may be less likely to challenge their superiors’ 
ideas or take the initiative (Hofstede, Hofstede & Minkov, 2005; Hofstede, 2011). 
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Thus, the impact of AL on employees’ IWB may be weakened in high power 
distance cultures. Based on the given rationale, we state the hypothesis that:

H5: PDO moderates the positive association between AL and followers’ IWB in 
such a way that the association is weaker when the PDO is high and stronger when 
the PDO is low.

3.4. Authentic Leadership, Job Satisfaction, and Innovative Work 
Behaviour

Job satisfaction refers to “the pleasurable emotional state resulting from the 
appraisal of one’s job as achieving or facilitating the achievement of one’s job 
values” (Locke, 1976, p. 1300). In scientific literature, there is a substantial corre-
lation between AL and job satisfaction, considering the various measurable results 
associated with leadership (Walumbwa et al., 2008; Giallonardo, Wong & Iwasiw, 
2010; Wong & Laschinger, 2013; Lindsay & Mathieson, 2022). Job satisfaction 
is an important factor that may moderate the connection between AL and IWB. 
Satisfied employees are more inclined to feel motivated, committed to their work, 
and engaged, leading to higher levels of innovation. Authentic leaders, by creating 
a favourable work environment and fostering supportive relationships, can enhance 
employees’ job satisfaction. Consequently, job satisfaction may strengthen the associ-
ation between AL and employees’ IWB. In the realm of AL and IWB, Azinga et al. 
(2023) emphasised the importance of including job satisfaction in future research 
endeavours. Based on the reasoning stated above, we put forward the hypothesis:

H6: Job satisfaction moderates the positive association between AL and 
followers’ IWB in such a way that the association is weaker when job satisfaction is 
low and stronger when job satisfaction is high.

Trust in leaders

Power distance
orientation

Job satisfaction

Authentic
leadership

Innovative
work behaviour

Fig. 7. Proposed Research Model
Source: the authors.
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4. Measurement Scales
The details of the scales to be utilised in the study are illustrated in Table 6. 

The measurement of all the items will be conducted using a Likert scale consisting 
of five points, where a rating of 1 indicates “strongly disagree” and a rating of 5 
indicates “strongly agree”.

Table 6. Measurement of the Variables

Variable Numbers 
of Items Developed by Reason to Choose Adapted by Studies

Authentic 
leadership

16 Walumbwa 
et al. (2008)

The scale has been extensively 
utilised in various settings, 
such as China, India, Pakistan, 
Cyprus, and Portugal, and has 
demonstrated a high level of 
reliability

Semedo, Coelho 
& Ribeiro (2017, 2018), 
Khan, Ahmed & Khan 
(2021), Lei et al. (2021), 
Yamak & Eyupoglu 
(2021), Bai et al. (2022), 
Sengupta et al. (2023), 
Kafeel, Khan & Ahmed 
(2024)

Innovative 
work 
behaviour

10 De Jong 
& Den Hartog 
(2010)

Hughes et al. (2018) recently 
recommended the utilisation 
of this scale, which has 
demonstrated strong reliability 
in previous research studies

Javed, Khan 
& Quratulain (2018), 
Grošelj et al. (2021), 
Khan, Ahmed & Khan 
(2021), Gelaidan, 
Al-Swidi & Al-Hakimi 
(2023), Sengupta et al. 
(2023), Kafeel, Khan 
& Ahmed (2024)

Trust 12 Nyhan 
& Marlowe 
(1997)

The Organizational Trust 
Inventory (OTI) is a reliable 
and accurate tool consisting 
of 12 items, created with the 
purpose of evaluating an 
individual’s trust level towards 
their supervisor and the 
organisation as a whole. Trust 
in the supervisor was assessed 
through items 1–8, while trust 
in the overall organisation was 
evaluated using items 9–12. 
The instrument exhibited high 
reliability, with coefficient 
alphas ranging from 0.95 to 
0.96 (Nyhan & Marlowe, 1997)

Joseph & Winston 
(2005), Vigoda-Gadot 
& Talmud (2010), 
Cho & Song (2017), 
Ilyas, Abid & Ashfaq 
(2020), Berraies, Hamza 
& Chtioui (2021)
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Variable Numbers 
of Items Developed by Reason to Choose Adapted by Studies

Job 
satisfaction

5 Brayfield 
& Rothe 
(1951)

This scale has been confirmed 
and validated by Abbas 
et al. (2014) and recently 
recommended by Ekmekcioglu 
and Nabawanuka (2023)

Judge & Ilies (2004), 
Rahman et al. (2020),  
Aboramadan, Dahleez 
& Hamad (2021), 
Chanana (2021), 
Aruldoss et al. (2022)

Power 
distance 
orientation

6 Dorfman 
& Howell 
(1988)

The effectiveness of this scale 
has been proven in various 
studies and has recently been 
recommended by Zhang et al. 
(2022)

Ahmad & Gao (2018), 
Peltokorpi (2019), 
Siddique, Siddique 
& Siddique (2020), 
Han & Jiang (2022), 
Wu et al. (2022)

Source: the authors.

5. Discussion
This study focuses on the influence of authentic leadership on innovative work 

behaviour in the context of start-ups in Pakistan. The literature review highlighted 
the gaps in existing research, emphasising the need for a deeper understanding of 
AL’s impact on IWB, especially in the unique setting of start-ups, and the mediating 
and moderating factors involved.

The literature review and hypotheses development section established a foun-
dation for the study. Hypotheses were formulated based on existing knowledge, 
filling gaps in the literature, and addressing specific contextual factors such as trust 
in leaders, power distance orientation, and job satisfaction. The proposed research 
model, illustrated in Figure 7, provides a comprehensive framework for investigating 
the relationships between AL, trust, PDO, job satisfaction, and IWB.

The methodology section outlined the systematic literature review process, 
employing the PRISMA method for article selection and conducting bibliometric 
analysis. The use of VOS viewer software facilitated the identification of influential 
authors, countries, documents, and affiliations in the field of AL and IWB. This 
rigorous approach enhances the reliability and validity of the study’s findings.

The findings of this systematic literature review have several theoretical and 
practical implications. Theoretical implications include advancing our under-
standing of the nuanced relationships between AL, trust, PDO, job satisfaction, and 
IWB. Theoretical frameworks such as cultural dimensions theory provide valuable 
insights into these dynamics. Moreover, the identification of mediation and modera-
tion effects contributes to the refinement of existing theoretical models in leadership 
and IWB research.

Table 6 cnt’d
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In practical terms, the findings underscore the significance of fostering authentic 
leadership practices in organisations, particularly in start-up contexts. Leaders and 
managers can leverage AL principles to cultivate trust, empower employees, and 
create an environment conducive to innovation. Understanding cultural nuances, 
such as PDO, enables leaders to tailor their approaches and effectively promote 
innovation across diverse contexts. Moreover, prioritising employee satisfaction 
enhances organisational resilience and fosters a culture of continuous innovation.

This study has several limitations. The systematic literature review is based on the 
papers available in selected databases. There may be relevant studies that were not 
included in the analysis due to publication bias or limitations in database coverage. 
The omission of certain studies could influence the comprehensiveness and repre-
sentativeness of the literature review. While bibliometric analysis provides insights 
into the scholarly landscape, it has limitations. It relies on the availability of indexed 
literature and may not capture all relevant studies. Additionally, citation counts may 
not fully reflect the impact or quality of a publication. The study primarily focuses 
on English-language literature, potentially excluding valuable contributions in other 
languages. This limitation may introduce language bias, and relevant research in local 
languages may offer additional perspectives. The study design is based on a system-
atic literature review, and the proposed research model is conceptual. The lack of 
empirical data and the cross-sectional nature of the study limit the ability to establish 
causal relationships. The study relies on existing measurement scales for variables 
such as authentic leadership, trust, power distance orientation, job satisfaction, and 
innovative work behaviour. The appropriateness of these scales may vary across 
different cultural and organisational contexts. Further validation and customisation 
of measurement tools for the specific context of Pakistani start-ups are essential.

While this study aims to address critical gaps in the literature, it also opens 
avenues for future research. The proposed research model could be further validated 
through empirical studies, considering the dynamic nature of start-up environments. 
Consider a multilevel analysis approach to understand the impact of AL on IWB 
at both individual and team levels within start-ups. Explore how team dynamics 
and interpersonal relationships influence the relationship between authentic leader-
ship and IWB. Additionally, exploring the influence of other contextual factors on 
the relationships identified in this study could contribute to a more comprehensive 
understanding of AL and IWB in start-ups.

6. Conclusion
Overall, this paper underscores the importance of AL in Pakistani start-ups for 

fostering employees’ IWB. It highlights the mediation role of trust in leaders and the 
moderation roles of PDO and job satisfaction. It is crucial to take into account the 
contextual factors of PDO and job satisfaction to maximise the effectiveness of AL 
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practices. By understanding these dynamics, organisations can cultivate authentic 
leadership practices, build trust, create a supportive work environment, and enhance 
job satisfaction, ultimately promoting a culture of innovation and propelling the 
success of start-ups in Pakistan. Organisations should invest in developing authentic 
leaders who demonstrate integrity, transparency, and ethical behaviours. They should 
also strive to create an environment that nurtures trust, reduces power distance, and 
enhances job satisfaction. By doing so, start-ups can unlock the full potential of their 
employees, encourage innovative thinking, and gain a competitive edge in today’s 
dynamic business landscape. Further research in this area is warranted to explore 
additional factors and contexts that may influence the association between AL and 
IWB in start-up settings.
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