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Abstract

This study explores the relationship between authentic leadership and workplace wellbeing
within the private sector. In recent years, organizations have increasingly recognized that
effective leadership extends beyond performance management to include empathy,
psychological safety, and employee empowerment. The research aims to examine how
leaders who adopt an authentic-leadership approach, focusing on trust, open
communication, and individual growth, impact employees’, directly or indirectly, in their
overall wellbeing, job satisfaction, and engagement levels. Using an empirical methodology,
the study collects and analyzes quantitative data from professionals working in private
organizations to identify patterns, correlations, and actionable insights. The results of the
present research prove that authentic leadership affect the wellbeing and the engagement of
the employees. This research not only adds to the growing body of literature on positive
leadership and organizational psychology but also provides practical implications for HR
professionals, managers, and executives. By identifying the link between leadership style
and employee wellbeing, the study supports the development of inclusive, resilient, and
high-performing organizations aligned with the principles of sustainable human

development.

Keywords

Human-centered leadership, authentic leadership, workplace wellbeing, positive and

negative impact, job performance, work engagement, leadership styles.
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Hyeolo pe emikevipo tov GvOpmmo korv gonuepioa 6to YOPO
gpyooiog: Mo gumelpikn HEAETT GTOV LOLMOTIKO TONEC.

MelavOio XkovAd

Iepiinyn

Avti 1 HeEAETN dlepevVA T oxéom HeTAED TG avOPOTOKEVIPIKNG NYEGTNG Kot TG gvnuepiog
otovV yopo epyoaciog otov wWwTkd Topéa. Ta televtaio ypdvia, ot opyovicuol
avayvopilovv 6A0 Kol TEPIGGOTEPO OTL 1] AMOTEAEGUATIKY NYecio ekTeiveTanl Tépa omd ™
dwxeipton g amddoong Kot TEPIAAUPAVEL TV EvauVaicOnoT, TNV YLYOAOYIKT 0CQAAELN
Kot TNV evouvapmon tov gpyalopévov. H épguva otoyedel va eEETACEL TMOG 01 YETEG TOV
V100€TOVV [ TPOGEYYIoT) AVOEVTIKNG NYEGTOG, LLE EMIKEVTPO TNV EUTIGTOCHVI], TNV AVOLYTH
EMKOVOVIOL Kol TNV ATOMKN avamtuén, emnpedlovv Gueca Kot EUUECO, TN GUVOAIKY|
eunuepia, TV wKovomoinon and TV pyacio Kol To EMIMEIN EUTAOKNG TOV EPYALOUEVOV.
Xpnowonowwvtag o epmelpikn pebodoroyia, 1 perétn Bo cvAléEel kot Ba avoivoet
TOGOTIKG dedopéva amd enayyeAlatiec mov epyalovial GE 1WTIKOVS 0PYOVIGHOVS Yl VoL
evromioel potifa, cvoyetioelg kot epappooipeg yvooels. Ta amoteAéopoata oG NG
£PEVVOG OTOOEIKVOOLV TG 1 awBevTiKn Nyecio emnpedlel TV epyacioky suvnuepio Kot tnv
eEUTAOKN TV €pYalOpEVOV LE TOV OpYOVIGHO. Avti M épevuva Oyl povo mpochitel 610
avéovopevo chvoro Piproypaeiog oyetikd pe tn OeTikn Myecio Kol TNV OpyovVOGCLOKN
Yyuyohoyio, dALL TOPEYEL KOl TPOKTIKEG EMMTAOGELS YL TOVG EMAYYEALATIES AVOPOTIVOL
dvvaptkov, toug dtevbuvtéc kKo ta oteréyn. Evtomilovtag t obvoeon peta&d tov GTud
nyeociog kot g evnuepiag tov epyalouévav, m peAétn vmootpiler v avdmruén
CUUTEPIANTTIKOV, AVOEKTIKAV Kol VYNANG 0mdS00MG 0pYOVIGUMV oL gvBuypappilovtol pe

TG apyxég TGS Prdoyung avOpdmivng avamtuéng.

Aé&Eerg — Kiewowa

AvBpomoxevipikn nyecia, avbevtiky nyeoia, gunuepia oto y®po epyaciog, Oetikn kot

OPVNTIKY EMOPACT, EMOYYEALATIKY TOPOLGIN, EPYACLHKT OEGUEVOT|, E101 NYEGTNG.
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1. Introduction

This chapter introduces the research topic and provides the necessary background for
understanding the purpose and significance of the study. It presents the context in which
authentic leadership, work engagement, and workplace wellbeing have emerged as
important areas of interest in contemporary organizations. Furthermore, the chapter outlines
the research problem, the aim and objectives of the study, the research questions and
hypotheses, and the expected contributions of the research. Finally, it presents the overall

structure of the dissertation and provides an overview of the subsequent chapters.

1.1 Background of the study

Under the new economic era, more and more people try to find ways to achieve higher levels
of their wellbeing. This need occurs after the changes in several sectors in economy.
Environmental changes, geo-economics alignments, social expectations, especially
technological changes with artificial intelligence in modern life, robotics and automation,
green generation, lead to working transition and create new needs and expectations (Zahidji,
2025). Since the COVID-19 pandemic, increasing remote and hybrid work, rising cost of
living, geopolitical conflicts, the climate emergency and economic downturns have added
further turbulence to technology-driven global employment changes. All above create new
roles and perspectives of working environment and give the need people to align in more
complicated environments. According to World Economic Forum employees have to
transform and upgrade their existing skills until 2030 and this creates higher demands

(Zahidi, 2025).
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Figure 1.1 Micro trends driving business transformation

Broadening digital access _ B60%
Rising cost of living, higher prices or inflation _ 50%
Increased efforts and investments to reduce carbon emissions 47%
ncreased focus on labour and social issues _ 46%
Slower economic growth _ 42%
Increased efforts and investments to adapt to climate change 41%
Ageing and declining working-age populations _ 40%
ncreased geopolitical division and conflicts 34%
Growing working-age populations _ 24%
Increased restrictions to global trade and investment 23%
Increased government subsidies and industrial policy 21%
Stricter anti-trust and competition regulations _ 17%

Share of employers surveyed (%)

Source

Source: (Zahidi, 2025)

All of the above demands, create a complicated and demanding environment for the
employees who have started to need a healthier lifestyle in order to avoid burnouts. From
the other hand companies in order to become talent attractions have started to adapt more
and more supportive strategies and are focused on the employees’ wellbeing (Zahidi, 2025).
This comes together with the need of modern employees who have started to prioritize their
wellbeing and a healthier lifestyle. Modern employees set the workplace wellbeing in first
priority and the organizations realize this need as the asset that leads both sides to success
(L1, Yang, Xue, & Zhuo, 2021). In modern lifestyle the work-life balance has priority in
order people avoid mental and psychological problems and employees seems to need
supportive and positive working environments in order to achieve their personal goals

(Aryanti, Sari, & Widiana, 2020).

The leadership style of the organizations is connected with employees’ wellbeing. A leader
influences and affects the followers and with its strategy and behavior can contributes to
organization’s success or fail. Leader motivates teams and encourages their creativity and
innovation (Soeardi, Ilhami, & Achmad, 2022). Especially, authentic leadership has the
most important role in order employees achieve their personal goals through the

organization and the organization achieve the success (Review, 2025). Self-awareness,
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relational transparency, internalized ethics and balanced processing are the characteristics
of the authentic leadership. Employees who belong in a supportive, transparent and ethical
working environment can contribute better to all demands and perform better with their
tasks. As a result the organization succeed its goals and the employees’ too. The human
centered approach of the leaders create healthy environments with teams that are influenced

and inspired positively (Jiewen, Ahmad, & Xiaoyang, 2024).

Work engagement is the mediator that connects the authentic leadership with the wellbeing
of the employees. The three dimensions of the work engagement (vigor, dedication,
absorption) are important in order employees feel connected with the team and with the
leader. With this way is succeed not only their productivity and their commitment to the
organization but also their personal goals which lead to their wellbeing (Bakker, Arnold B.;

Leiter, Michael P., 2010).

Given the increasing importance of employee wellbeing and engagement in contemporary
organizations, understanding how authentic leadership influences these outcomes has
become a significant area of research. Therefore, the present study focuses on examining
the relationships among authentic leadership, work engagement, and workplace wellbeing

and investigates the mediating role of work engagement in this relationship.

1.2 Research problem and Rationale

Leadership keeps an important role in an organization and it has a strong impact not only to
the people of the organization but also to the overall outcome of it. The way that an
organization leaders, affects the organization itself, through decisions, behaviors, and
collaborations. In general the way of leading drives the company and the employees to
specific outcomes that either have positive or negative impact (Soeardi, [lhami, & Achmad,
2022). That’s why leadership takes into account the wellbeing and specifically the
workplace wellbeing of the employees. The wellbeing is very important as it seems to be
connected with the success or failure of the organization. Employees who work in a positive
environment, fruitful, with well-structured communication and supportive collaboration can
lead to personal success and as a result this success returns to the organization. Nowadays,

companies pay extra attention to the workplace wellbeing and create the whole structure of
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the company directly to this path (Dewangan, 2025). At the same time, workplace wellbeing
and work engagement have emerged as critical factors influencing employee satisfaction,
productivity, and overall organizational performance. Dedication and devotion of the
employees that occur from their workplace wellbeing create the engagement with their

duties and the organization too (Bakker, Arnold B.; Leiter, Michael P., 2010).

Although a considerable body of literature has examined the relationship between
leadership, work engagement, and employee wellbeing, these variables are often
investigated separately rather than as part of an integrated framework. More specifically,
the mediating role of work engagement in the relationship between authentic leadership and
workplace wellbeing remains relatively underexplored. In this research the aim is to
investigate the relation of the two variables, authentic leadership and workplace wellbeing

through the mediator work engagement and collect the results of this research.

Previous studies have demonstrated positive relationships among authentic leadership, work
engagement, and workplace wellbeing, but a limited empirical research has examined the
role of work engagement as a mediator in the relationship between authentic leadership and
workplace wellbeing. As a result, the underlying mechanism through which authentic
leadership contributes to employee wellbeing remains insufficiently explored (Bakker &

Deremouti, 2018).

The present study offers not only a theoretical but also a practical contribution. From the
theoretical aspect this survey contributes to the literature by providing more detailed and
understanding information about the authentic leadership and how it works and affects the
people in an organization. More specific, is examining the relationship between authentic
leadership and workplace wellbeing through the mediating role of the work engagement and

contributes to the existing literature (Bakker & Deremouti, 2018).

From practical aspect, the findings could contribute for the managers, leaders and in general
in human resource professionals by giving the chance to understand better the way that
people in an organization think and act. Modern organizations pay attention to people’s
wellbeing and how the organization and the role of the managers affect it. It is important for

the organizations the wellbeing of the employees, their job satisfaction and prioritize a
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sustainable performance of the employees. The results of the research can contribute to be
developed new practices and initiatives that could help the overall performance of the

organization and employees (Bakker & Oerlemans, 2012).

As a result to all above and to the research gap, this study has the aim to provide more
information about authentic leadership, workplace wellbeing and work engagement. It
means that it is examined the relationship between the variables and how the mediator
affects each other. It is also important because by this examination it is explored how the
leadership affects the wellbeing of the employees and can contribute to the managers

insights by driving to a healthier working environment (Demerouti & Bakker, 2008).

1.3 Research Aim and Objectives

The aim of this research as already referred, is to identify the relationship between the
authentic leadership and the workplace wellbeing through the role of the mediator work
engagement and to support the literature with extra comprehensive information about these
variables. In particular, the mechanisms through which authentic leadership promotes
positive employee outcomes remain insufficiently explored. So through the mediating
mechanism of work engagement is also examined the relationship among authentic
leadership and workplace wellbeing and not only the relationship of all the variables

separately.

Based on the research problem and the identified gaps in the existing literature, the main
goal of this study is to test and explore the relationships among authentic leadership, work
engagement, and workplace wellbeing. It means that is tested if the way that the managers
lead their teams and the employees affect their workplace wellbeing and support their
engagement to work and the organization. By adopting an integrated research framework,
the study aims to provide a deeper understanding of the mechanisms through which

leadership contributes to positive employee outcomes in contemporary organizations.
In order to better understand and succeed the aim of the study there are specific objectives

that are designed in order to examine the relationship between authentic leadership,

workplace wellbeing and work engagement and how the mediating role of work engagement

Postgraduate Dissertation 5
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affect the two variables of the research. The study also tries to identify, if the demographic

characteristics affect the workplace wellbeing.

Research Obijectives:

To examine the relationship between authentic leadership and workplace wellbeing.
To examine the relationship between authentic leadership and work engagement.
To examine the relationship between work engagement and workplace wellbeing.
To investigate the mediating role of work engagement in the relationship between

authentic leadership and workplace wellbeing.
To explore whether workplace wellbeing differs according to selected demographic

characteristics.

1.4 Research Questions and Hypotheses

Based on the theoretical framework and the empirical evidences that are referred to the

literature review this study aims to develop research questions and hypotheses that help to

investigate the empirical research. The formula that the survey is based in order to create

the questions and the hypotheses, is the assumption that authentic leadership plays an

important role in shaping employees' attitudes and experiences within the workplace.

Moreover the study aims to examine how authentic leadership, workplace wellbeing and

work engagement are related each other and if the mediator plays a role between the

variables of the survey (Avolio & Gardner, 2005).

Research Questions:

How authentic leadership does influence workplace wellbeing?

How does authentic leadership influence work engagement?

What is the relationship between work engagement and workplace wellbeing?
Does work engagement mediate the relationship between authentic leadership and
workplace wellbeing?

Do selected demographic characteristics influence workplace wellbeing?

Postgraduate Dissertation 6
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To address the research questions presented above and empirically examine the proposed
relationships among the study variables, a series of research hypotheses are developed. The
hypotheses are derived from previous theoretical and empirical studies suggesting that
authentic leadership is positively associated with employee engagement and wellbeing,
while work engagement has been identified as an important mechanism influencing positive
workplace outcomes. As a result, this study suggests a framework that examines both direct
effect between the variables: authentic leadership and workplace wellbeing and also indirect
effect of authentic leadership on the wellbeing of the employees through the mechanism of

work engagement (Demerouti & Bakker, 2008) (Avolio & Gardner, 2005).

Research hypotheses:

e HI1: Authentic leadership positively influences workplace wellbeing.

e H2: Authentic leadership positively influences work engagement.

e H3: Work engagement positively influences workplace wellbeing.

e H4: Work engagement mediates the relationship between authentic leadership and

workplace wellbeing.

1.5 Significance of the Study

This specific study provides an important contribution to future potential academic research
and also practice in the organizations. In the last years more and more employees search for
healthier working environments that can provide work-life balance. From the other hand,
also organizations are trying to identify the healthier working experiences of their
employees. Consequently, understanding the factors that promote positive workplace
experiences has become a major concern for researchers and practitioners alike. By
examining the relationships among authentic leadership, work engagement, and workplace
wellbeing, the present study seeks to provide valuable insights into how leadership
behaviors contribute to the development of healthier and more engaging work environments

(Demerouti & Bakker, 2008).

Theoretically, this study provides the core of the knowledge on authentic leadership by

examining the relationship with the work engagement and the workplace wellbeing. While
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previous studies have investigated these constructs separately, fewer studies have explored
the mechanisms through which authentic leadership contributes to employees' wellbeing.
The mediating role of work engagement provides also a deeper understanding how the
authentic leadership affects the workplace wellbeing of the employees through the

organization (Walumba, Avolio, Gardner, Wernsing, & Peterson, 2008).

Practically, the findings of this study can provide significant information to the managers
and create different perspectives on how they lead their teams. Professionals can initiate to
new ways of leading and give to employees positive working experiences, raise their
engagement and succeed the employees’ wellbeing through these practices. Through the
perspective of authentic leadership, managers can support better the employees and
contribute to the healthier working environment, fulfilled and engaged employees and
consequently achieve the goals of the organization. More supportive working environments
drive to higher levels of job satisfaction and all achieve their goals. Therefore, the findings
of this study may assist organizations in designing strategies that support both employee

wellbeing and long-term organizational success (Demerouti & Bakker, 2008).

Overall, the present study aims to address significant gaps in the existing literature while
also providing practical implications for organizations aiming to improve employee
wellbeing and engagement through effective leadership practices. The relationships among
authentic leadership, work engagement, and workplace wellbeing are examined within
theoretical and practical framework, the study is expected to contribute to both academic
knowledge and organizational practice. Consequently, the findings of this research may
serve as a useful reference for future studies and for organizations seeking to create

healthier, more supportive, and more engaging work environments.

1.6 Structure of the Dissertation

This dissertation is structured into six chapters, each one providing specific stages of the
research’ process and contributes to the aim of the study. The structure took place very

carefully while was designing, in order to ensure logical procedure, right investigation of
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the literature and proper interpretation of the results and the formulas that were used. The

following section provides a brief overview of the content and purpose of each chapter.

Chapter One introduces the research topic and establishes the context of the study by
presenting the background, the research problem and rationale, the aim and objectives of

the study, the research questions and hypotheses, and the significance of the research.

Chapter Two provides a comprehensive review of the relevant literature concerning
leadership, authentic leadership, and workplace wellbeing. In addition, the chapter examines
the theoretical foundations and empirical evidence related to the study variables and

develops the conceptual framework that guides the research.

Chapter Three describes the research methodology adopted in the study. It presents the

research design and approach, the population and sampling strategy, the data collection
procedures, the research instruments and variables, and the statistical techniques employed
to analyze the collected data. Furthermore, the chapter discusses issues related to reliability,

validity, and research ethics.

Chapter Four presents the empirical findings of the study and provides a detailed analysis
of the collected data. The chapter includes descriptive statistics, reliability analysis,
correlation analysis, mediation analysis, and additional statistical analyses concerning
demographic differences in workplace wellbeing. Furthermore, the chapter evaluates the

proposed research hypotheses and summarizes the key findings of the study.

Chapter Five discusses and interprets the empirical findings in light of the existing
literature and theoretical perspectives presented in the previous chapters. The chapter
compares the results of the present study with those of previous research and highlights the
theoretical and practical implications of the findings, as well as the contribution of the study

to the literature on leadership and workplace wellbeing.

Finally, Chapter Six summarizes the study and presents the main conclusions derived from

the findings. The chapter also provides practical recommendations for managers and
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organizations, discusses the limitations of the research, and proposes directions for future

studies in the fields of authentic leadership, work engagement, and workplace wellbeing.
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2. Literature Review

In this chapter is analyzed the literature about the leadership and the workplace wellbeing.
It is explained the authentic leadership as an approach of human-centered leadership, the
evolution through the years and how it affects the engagement and the wellbeing of the
employees. Moreover, a theoretical part of empirical studies about the connection of the
authentic leadership, the engagement and the workplace wellbeing are referred too, in order

to explain the relationship between these three variables of our study.

2.1 Concept of Leadership in Modern Organizations

Because of its complexity there is not a universal definition for leadership. However,
Zartman describes a definition and underlines, that it could be explained as the relationship,
that the one part influences the behavior of the other part, with a specific goal, in a specific
period of time. Leadership involves the impose of direction to other actors but also
sometimes imposes the power too (Zartman, 1994).

Lussier and Achua, 28 years later, define leadership as the influence between leaders and
followers. Leadership is an interdependent relationship, it is plural and shared. In order to
be a good leader, first you should definitely be a good follower and with this way both sides
earn the benefits (Lussier & Achua, 2022).

The ability of leadership to connect and create a strong relationship between people and at
the same time to support the leader in order to accomplish the tasks and the goals of the
organization shows the importance of its consistence (Jiewen, Ahmad, & Xiaoyang, 2024).
Leadership plays an important role in an organization as the way it is executed, either drives
to success or fail. It makes us understand that the organizations pay much attention to
leadership in order to achieve their goals. Leadership makes changes within the organization
itself, improvements, motivates its members, encourages creativity and innovation, adapts
new techniques which sometimes changes the values and the beliefs of the organization
itself, in order to be updated in the market. This effort increases the effectiveness and the

strategic goals (Soeardi, [lhami, & Achmad, 2022).
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One of the main goals of modern organizations, in leadership, is to place a vision that there
is a common goal, with same values and an orientation of a cooperative behavior that leads
to a successful result. This interdependent and mutually influenced relationship between
leaders and followers leads leadership to connected with management (Sartania, 2021).

Leadership contains management and vice versa. Management is sticked to the stability and
the process; it is alerted to solve the problems quickly and is aware of the availability of the
resources that are well-organized. Leadership is more about setting strategic goals for the
organization rather than planning or controlling. By motivating a group of people, inspiring
others, initiating changes, cooperating with the team and building trust each other, creates
the characteristics of an effective leadership. All above, consent that leadership has an
important role in order to achieve an effective management (Aleksoski, Stojanovska, &
Sopova, 2020). Either ‘leading’ or ‘managing’ describe the ability and the skills that is

needed in order to drive teams with an effective way (Azad, et al., 2023).

Figure 2.1 Leadership and Management Continuum

Leadership Management

Focuses on people Focuses on things

Articulates a vision Executes plans

Trusis & develops Directs & coordinates

Creates change Manages change

Uses influence ” Lises authority

Authority comes from personal relationships Authority stems from position in the organization
Thinks strategically Determines long-term objectives and strategies
Delegates responsibility Acts decisively

Appropriate risk taking and mnovation Decides how to use personnel and other resources

Source: (Azad, et al., 2023)

In modern organizations, leadership and employees’ psychological wellbeing are
inextricably linked concepts. The way that the leaders can inspire, motivate and give value
to teams, transforms and affects the psychology and in the end the performance of the
employees. The employees that feel good and safe in the working environment can
contribute to organization with the best and most productive way. Mentally healthy
employees can help the organization to be improved and grow faster with more qualitative
results. Leaders are responsible for this performance of the employees. By understanding
the teams, support them, prioritize their needs, pay attention to them, encourage them and
give the boost that they need, employees and whole teams can perform their best possible
result. This happens because they are sentimentally stable, they feel important to the others,
they are countable and they feel a deep job satisfaction. The stability that a leader gives to

the employees, determines the highly motivated and the deep engaged in performance. The
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right direction that a leader gives to the employees, drives them to be more supportive to the
organization and behave with a more optimistic and more productive way (Ausat, Shafiq,

Wafik, & Lopez, 2024).

2.2 Authentic Leadership as a Human-Centered Leadership Approach

Authentic leadership is the leadership style that responds and contributes to all demands of
an organization that are connected with the organizational effectiveness. Authentic

leadership theory consists of the for elements of self-awareness, relational transparency,

internalized ethics, and balanced processing and these elements are the core of the behavior

of the authentic leader (Jiewen, Ahmad, & Xiaoyang, 2024). The authentic leader has a
positive impact to his followers and influences them with a way that leads them to achieve
their best performance and as a consequence the success of organization’s goals. Authentic
leader is characterized by his authenticity and his ethical behavior. He builds trusting and
supportive relationship between him and the followers, pays attention to their problems and
supports their needs. The idea of the team culture, the inspiration of the personal growth and
the positive working environment are high on the list of the authentic leader. With this way
authentic leader, promotes the motivation of the team and the workplace wellbeing. The
authenticity of the leader is connected with the credibility and liability of his values, his core

beliefs and his actions (Jiewen, Ahmad, & Xiaoyang, 2024).

The authentic leadership is also connected with the human-centered leadership, servant

leadership, transformational leadership and ethical leadership.

Human-centered leadership is defined as the leadership that understands the human aspect

of the employees, respects and values the relationship between leader and follower and
prioritizes the human being. It is not just a communication between leaders and followers.
The human-centered leadership tries to connect with the core of human being. We are all
humans first and leaders next (Morris, 2024). Authentic leadership as a human-centered
approach emphasizes to emotional and psychological support of the employee,
empowerment of its personality, supports its goals, and pays attention to employee’s
happiness and well-being. It is not just to motivate the followers but also to cover their
emotional needs in order to perform their best (Safuan, 2025). However, this human-

centered approach appeared during 1950, more awareness about the needs of employees
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started during Covid-19, as organizational leaders realized that people had the need to stay
focus on their physical and mental health, on their safety and well-being too. Suddenly is
created the need for humanistic values such as dignity, justice, help, protection and real
reconnection among the employees and the leaders and thus created an environment more
human-centric and human-prioritized (Townsend & Romme, 2024).

The most important characteristics in human-centered approach are: the empathy for the
employee’s problems, build trust between stakeholders, employee’s development,
psychological safety, compassion and caring for the employee’s difficulties and the ability

to be a mindful leader both for itself and for the others (Kennedy, Campis, & Leclerc, 2020).

Servant leadership initially referred by Robert Greenleaf, in 1970s, who believed that

servant leadership puts firstly the needs of the others and then follow these of the leader’s.
Basically, leaders serve the others. Through decades servant leadership gains more and more
followers and becomes a strong asset for the organizational principles of a company and for
a better management. In servant leadership the leader tries to make the followers better,
healthier, wiser and autonomous. Leader tries to succeed higher standards and trust between
him and the follower and makes the team to proceed on a path of success. People of the team
feel safe to make mistakes and the servant leader is present to give them the importance they
need and the acceptance they also need in order to go on stronger and stronger. The servant
leader gives the applause to the team and not the opposite. The characteristics of the servant
leader is an ethical person, deeply conscientious and brings value to the team (Guevara,

Mallma, & Segovia, 2025).

Transformational leadership pays attention to the role of leaders for a positive change.

Transformational leaders have the most important characteristic which is the inspiration that
motivates people to achieve their goals. The important role of transformational leaders is
to inspire, motivate and proceed with the right directions for the teams, in order to reach
their top potentiality. Transformational leaders give value to people and do not deal with
them, as factors to earn profits. They create the right preconditions so that the employees
feel motivated, inspired in order not only to achieve the organizational goals, but also their
personal ones too. With other words, transformational leaders are responsible to create a
culture of innovation, evolution, sustainability and growth within the working environment.

They change minds and hearts. As a result it seems that transformational leadership
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intervenes deep down to the organization, changing policies and transforms a crucial
working environment, that people feel safe and strong and the organization earns the

maximum profits (Ausat, Shafiq, Wafik, & Lopez, 2024) (Ahmad, Gao, & Hali, 2017).

According to Ahmad, Gao and Hali transformational leadership is very close to ethical
leadership. The definition of ethical leadership is “the demonstration of normatively
appropriate conduct through personal actions and interpersonal relationships, and the
promotion of such conduct to the followers through two-way communication,
reinforcement, and decision-making” (Ahmad, Gao, & Hali, 2017). Ethical leadership is
connected with a leader who is characterized by honesty with the employees, morality and
integrity in decision making, altruistic behavior with the followers, truthfulness between
them, respect and concern about the others and an open character for the human being.
Promotes ethical behavior in the working place, creates a caring and moral environment
which is beneficial for the employees, the organization and even the society too (Ahmad,

Gao, & Hali, 2017).

However, the above leadership styles are focused more on individual and moral aspects of
leadership, thus they are connected with authentic leadership, while all above theories lead
the framework in order to build the authentic leadership with the main target the human
being (Safuan, 2025). In authentic leadership the experiences of the people, the diversity in
the team, the well-being of the employees, the priority of people over processes, the
inclusivity for all and the growth through the company, compose the authentic leadership.
It is not about the numbers but the human existence which leads to engagement and as a

result in a long-term success (Review, 2025).

2.3 Theoretical Frameworks Related to Leadership and Wellbeing

There are many theoretical frameworks that analyze and explain how leadership is
connected with the work engagement and the wellbeing of the employees. These
frameworks give us the opportunity to understand deeply how the behavior and total
performance of leaders, affect the psychology of the employees in the working environment.

Among all the theories, below is analyzed the Job Demands Resources (JD-R) model, the
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Self-Determination Theory and the Positive Organizational Psychology that explain the

significant impact of the leader to the wellbeing of the employees.

The JD-R model describes how the job demands and the job resources affect the
performance of the employees and their wellbeing and how the employees react to the job
demand and resources (Lesener, Wolter, & Gusy, 2018). By job demands is meant all these
points in the job that demand a constantly physical and psychological effort as it is stress
and over working. By job resources is meant all these parameters that help the employees
to accomplish their goals such as growth, personal development, feedback, support and
dependence (Bakker & Deremouti, 2018). The effectiveness of resources has real impact on
demand. It means that the help, boost, support or growth that leaders provide to the
employees are reflected directly to their performance and their psychological situation. If a
leader is supportive, helpful, humanistic and motivate, creates a healthy and safe
environment for the employee to achieve its goals and as a result to achieve its engagement
and wellbeing in the job. As the job demands raised, such as many working hours, many
projects to accomplished, many responsibilities, over working hours, stressful and
competitive working environment, as the wellbeing of the employees is driven to a burnout.
Despite of, when the job resources are efficient and create a helpful and supportive
environment to the employees then they bloom and build their wellbeing and as a
consequence the success of the organization. As the leaders provide the proper resources to
the employees, as the negative effect of the job demands is reduced (Bakker & Deremouti,
2018) (Valtonen, Kimpimaki, & Savela, 2025).

JD-R model is also connected with the work engagement. Work engagement is the
meaningful work experience of the employees, drive them to invest effort to work with the
result of personal and organizational goal achievement. The engaged employees show high
levels of motivation and enthusiasm about the work and the tasks they have to accomplish
daily. (Holubek, Giovando, Lazarova, & Rozsa, 2025). As motivated and work-related the
employees feel, as bigger is their dedication and their engagement with the work. The
concept of the work engagement is not the same as workplace alcoholism. Work
engagement is the commitment of the employees and this commitment is born from the
happy and healthy working environment, the safety they feel in it, social support from their
colleagues, autonomy, learning opportunities through the organization, performance

feedback from their leaders and all the above achieve their engagement. All these job
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resources can reduce the cost of job demands and also achieve the goals of the organization
and help the employees maintain their strong levels of the work engagement (Bakker,

Schaufeli, Leiter, & Taris, 2008).

According to Self-Determination theory (SDT), the employees live with the maximum level

of wellbeing when their basic needs which are autonomy, competence and relatedness are

satisfied. The leader has an important role in this satisfaction and especially the human-
centered leader. The leader who approaches the employees with a human-centered behavior,
is more possible to empower the strength of the employee, to give the constructive feedback
that they need and to grow a positive relationship between them. This environment gives to
the employees the autonomy they need in order to achieve their goals, enhances the
competence in order to receive a healthy and constructive feedback and builds the
relatedness between leader and employee. All above leads the employees to higher levels of
motivation, job satisfaction and higher contribution to the organization. So, a human-
centered leadership covers the psychological needs of the employees and as a result raises
the total wellbeing of them (Claes, De Wit, Le Clercq, & Annemans, 2026) (Ryan & Deci,
2017).

Positive Organization Psychology identifies the factors that cause stress, burnout and

disconnection to the employees. By following methodologies that improve all these factors,
creates a safe and healthy working environment for them. This is totally connected with the
leaders and their strategy plan that they follow. Leaders with a human-centered perspective
can achieve effectively the positive organization psychology. By applying methods from
positive psychology, employees can cultivate positive emotions, feel safety, engagement
with the leader, feel that the leader is present to hear and understand them and as a result to
grow and boost in the job. Dr. Dewangan underlines that the positive psychology creates all
the positive emotions that lead to mental health and so as to wellbeing. Factors like, the
working environment, the leadership style, the work-life balance, the job culture, and the
team dynamics have the most important affect to the wellbeing of the employees. It is not
only the happiness in the working environment but also deeper is the optimism, gratitude,
strength, recognition and optimism. The positive psychology can affect all these factors with

a way that will be beneficial for their overall wellbeing (Dewangan, 2025).
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Overall, all these theoretical frameworks underline the importance of an authentic leadership
in the working wellbeing and the significant impact that has the leader’s behavior to the

psychology and mental health of the employees.

2.4 Workplace Wellbeing: Definitions, Dimensions, and Indicators

In modern life people struggling to maintain their wellbeing. However, there are many
stressful factors that create obstacles in order to achieve that. The demanding working
environment, the continuously competition, the authoritarian leadership styles, very often
destroy all the efforts and inevitable leads so to mental health problems as to burnout. With
this way the idea to create and preserve a mental healthy lifestyle, with main goal the
wellbeing is getting away (Liu, Fang, & He, 2025). Leadership plays an important role in
shaping employees’ wellbeing, as supportive and authentic leadership behaviors can
positively influence employees’ psychological and emotional experiences in the workplace.
Surveys present that more and more organizations seem to understand this need of the
people and lead their way to this path. They realize that the workplace wellbeing has an
important role to the modern organizations. The work-life balance of the human beings in
modern lifestyle is the basic goal that all want to achieve. The important role that plays the
psychological wellbeing of the employees, in productivity and in positive business results,

is one of the main priorities of the modern organizations (Aryanti, Sari, & Widiana, 2020).

Workplace wellbeing is a compound and multidimensional concept that has to do with the
physical and mental health and grow of the employees in the working environment
(Dewangan, 2025). International Labor Organization (ILO) defines the workplace wellbeing
as a multi aspect environment that contains the quality and the safety of the employees in
the working place. It has to do with the feelings of the employees in the working
environment, how satisfied and engaged they feel about their job, including their

psychological, emotional, and physical health (Molinar, Papp, & Juhasz, 2024).

Workplace wellbeing has a very important role on modern organizations, as it is connected
and is dependent with the success and grow of an organization. The organization can
understand that the emotional, psychological and mental health of the employees, is a

determining factor of the employees’ productivity and overall performance. As higher are
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the levels of employees’ wellbeing, as higher is the effectiveness in the job and as a
consequence the organization’s success. From the success of wellbeing of the employees
the whole organization earns profit as people are happier and more productive. The low
levels of employees’ wellbeing create an environment of unsafety, instability, mental stress
and finally to burnout. This leads to bad performance and failure either for the employee or

for the organization’s goals.

All above leads to the dimensions that define the working wellbeing: physical health, mental

health, emotional resilience and social connectivity. Physical health is about the overall

physical health and ability of the employees, with the absence of physical illness. The
mindset of the organization, that promotes the productivity and energy, it can be succeeded
through wellness programs or ergonomic designed facilities that help the employees’
working conditions. Mental health is more about the psychological pressure, stress and
anxiety that employees feel. It can be faced by stress management programs, counseling
support, a more human-centered leadership and a more sustainable environment. This leads
to emotional stability, satisfaction, happiness and motivation in the job. The emotional
resilience is connected with the way that employees deal with their stress and working
challenges and how they manage to overcome them and empower themselves. Social
connectivity is the relationship that there is between the employees in and out of the job.
This social connectivity has an important role in the quality of the relationships and the
interaction between people. The social connection helps to build the trust each other, creates
the team spirit and the sense that they are all part of a community that help and empower

each other (Dewangan, 2025).

Basic indicators about the employees’ wellbeing are the levels of job satisfaction that leads
to engagement and productivity and so as to retention rates. The levels of job satisfaction
are about how the employees feel for their job. If they feel safe, countable personalities, if
they feel that there is a leader who understands them, help them to grow and support them,
the levels of job satisfaction raised. The high levels of job satisfaction are the most important
factor that leads the employees to a long-term engagement and commitment with the
organization and its people. The positive feelings create the willing to try harder and more
productively and creatively in order to achieve their personal goals and as a consequence

the organizational goals. The higher level of value they feel, the higher levels of productivity
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they achieve. All above drive directly the employees to a long-term stay to the organization
which benefits them and the organizations as the last one has to deal with less costs of

recruitment (Dewangan, 2025).

Work engagement is connected with the working wellbeing and it is defined as the
fulfillment and the positive engagement of the employees in the working environment. They
are strongly involved in the work and fully absorbed on their tasks in a positive way. Work

engagement is circled by three dimensions: vigor, dedication and absorption (Bakker,

Arnold B.; Leiter, Michael P., 2010). Vigor is about the resilience and willingness to put
effort to the job and get through the difficulties. Dedication refers to the devotion that
employees have with their job and the importance and meaningfulness they feel through the
job. Challenge, inspiration and enthusiasm are connected with them and the job and this
commitment drive them to achieve their personal goals. Absorption is the connection and
fully dedication with the work and their duties. Employees are completely focused on their
tasks and their working activities. Organizations also take the benefits through this
engagement as the dedication and the enthusiasm of the employees demonstrate higher
levels of productivity and success on the organization’s goals. Not only organization take
the advantages of this engagement but also the employees work in a healthy and less
stressful working environment and with this way contribute positive in the working

activities (Bakker, Arnold B.; Leiter, Michael P., 2010).

Overall, workplace wellbeing is a critical concept in modern organizations that needs a
serious treatment from them, as the modern lifestyle has changed and people need more than
a job in order to earn money. Work engagement is a motivational concept that challenge
employees and the organization to succeed their goals and this healthy engagement drives
to the workplace wellbeing of the employees. This highlights the importance of creating
supportive and positive work environments that enhance employee’s engagement and
wellbeing. Employees demand a more humanistic behavior from the organization and need
a safe and healthy working environment. Given the importance that needs, the workplace
wellbeing has attractive many organizations to change the core of their managerial behavior
and approach an authentic leadership that prioritize the wellbeing of the employees instead
of the usual and traditional leadership styles. Authentic leaders, through transparency,

ethical behavior, trust, and supportive communication, can create positive work
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environments that encourage employee motivation and involvement. As a result, authentic
leadership may positively influence both workplace wellbeing and work engagement.
Employees who experience supportive leadership are more likely to feel psychologically

well and actively engaged in their work.

2.5 Leadership Styles and Employee Wellbeing: Empirical Evidence

In the literature is referred many times that the leadership has a real and fundamental
connection with the engagement and the wellbeing of the employees. The way that leaders
cooperate with their teams, gives specific results both to the employees and the organization.
From the surveys, this connection seems to be real and interrelated. There are several studies
that have examined the connection between the leadership and the workplace wellbeing and

the impact between each other, some of them referred as follow.

Modern organization realize that a new era in leadership can affect the engagement and the
wellbeing of the employees and as a result the organization itself. Some studies underline
that the leadership style that an organization adapts, has a critical role to workplace
wellbeing. Specifically, the behavior of the leaders affects the overall performance of the
employees. It means that leaders who build a trustworthy relationship with the employees
create a healthy working environment for them and this gives benefits to the organization
too. For instance, in China employees usually deal with high levels of stress that leads to
burnout. This leadership style, that many Chinese organizations follow, seems that does not
care about the work wellbeing of the employees (Liu, Fang, & He, 2025). Other study
underlines that a leader with more humanistic behavior, who shares compassion with the
employees, gives support and space to grow their abilities and skills and feels empathy for
them, increases the wellbeing of the employees and as a result their performance too (Khan
& Rahim, 2025). A humanistic leadership behavior not only influences positive employee’s
behavior, performance and as a consequence their well-being, but also creates a general
attitude for the organization and the eudemonic well-being which emphasizes to
engagement, vitality, growth, and thriving (Inceoglu, Thomas, Chu, Plans, & Gerbasi,
2018). As a result, the organization’s growth is based on the wellbeing of the employees

and the wellbeing of the employees is based on a humanistic leadership style, so all are
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moving around the same line and are dependent in order to be achieved the grow and success

(Safuan, 2025).

Many of the studies - researches have mainly focused on the relationship between
employee’s wellbeing and leadership styles. It is a fact that inside an organization one of the
most important factors, is leadership. A factor that not only influences the attitude of the
employees, or their mental health or even job satisfaction but also creates engagement.
Several empirical studies have concluded that, leadership styles, mainly focused on
employees’ needs, wellbeing and development, tend to have a positive impact on workplace

wellbeing and organizational outcomes.

Supportive leadership is known to be one of the most studied leadership styles thus deeply

connected with the employee wellbeing. Supportive leaders are known to guide, support and
provide not only clear communication but also care about their employees. A study that was
carried out regarding leadership and employee wellbeing found out that employees who feel
supported by their leaders had lower levels of stress and less probabilities for a burnout. The
study concluded that leadership behavior is directly associated in the overall job satisfaction

of the employees (Lundqvist D., 2022).

Apart from supportive leadership, another leadership style linked to employee wellbeing

and engagement is transformational leadership. Characteristics of a leader with that style is

to inspire, motivate employees and encourage innovation thus creating a vision for the
future. For that reason, literature review examining studies on leadership and wellbeing has
shown that this kind of leadership is linked to engagement, motivation and job satisfaction.
The studies concluded that transformational leadership not only improve psychological

commitment but also job satisfaction (Inceoglu, Thomas, Chu, Plans, & Gerbasi, 2018).

In addition to the previous leadership styles, a style that has gained quite an attention in

recent years is the inclusive leadership. Mainly inclusive leaders focus on cultivating

fairness, equity and respect thus creating an environment where employees feel valued and
included. Empirical studies have found that when employees feel respected and included
that is something that has positive effect on their wellbeing and such employees tend to

experience job satisfaction and high psychological wellbeing. A study of 2025 concluded
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that a supportive and respectful environment created by an inclusive leadership style,

reduces the levels of stress (Zhang Y., 2025).

One of the most well-known leadership styles that has also been studied is that of human-

centered leadership. Main characteristic of that style is that it focuses on trust,

communication and employee development. As the name refers, employees are at the center
of the organizational strategy, differentiating a bit from the traditional leadership approaches
that mainly focuses on productivity and performance. Empirical research has shown that
human-centered leadership improves employee engagement, empowerment, and
organizational commitment. Studies have found that when leaders focus on employees’
personal and professional development, employees feel more motivated, engaged, and
satisfied with their jobs (Diniz, Marques, & Pereira, 2025). Furthermore, the leaders who
keep an altruistic attitude, show empathy to followers and real concern about their
wellbeing, these are the leaders who build a safe working environment and a deep and real
connected relationship with the employees, instead of focuses only on their personal
success. An empirical study on 2025 found out that leaders with a humanistic orientation,
leads the employees to trust, happiness and earn the sense of a deeper value of their
personality. All these feelings lead to a better cooperation with employees in the
organization. Finally, the study underlined that the orientation of the leaders, can influence
the culture of the organization and also affect the relationship between employees in such a
way that the communication, support and trust between them can be succeeded (Zhang Y.,

2025).

Above all leadership styles, is the authentic leadership, that is also studied and connected

with the wellbeing and the engagement of the employees. Most recent study has shown that
authentic leadership is connected with the reduce of job stress and employee burnout. Fair
and supportive practices from the leaders drive through engagement and wellbeing in the
working environment (Jun & Lee, 2026). Authentic leaders show integrity, ethics and
fairness to the followers and by using specific methods enhance employees’ productivity.
The leaders who behave with transparency and open communication, motivate the
employees and strength their positive engagement with the work (Baquero, 2023). An
empirical study on 2023 shows that the self-reflective behavior of authentic leaders’ impact

positively the wellbeing of the nurses. Through clear communication, self-awareness and
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the ability to listen feedback, create the start of the empowerment of the nurses and a moral

and ethical working environment for them (Stephen, Lux, & Pick, 2023).

Overall, empirical findings consistently demonstrate that leadership plays a crucial role in
influencing employee wellbeing. Leadership practices that promote support, trust, and
empowerment, are associated with improved employee attitudes, higher engagement, and
better psychological outcomes. A positive leadership, leads employees to higher job
satisfaction and so to higher levels of wellbeing. Employees feel satisfied with their job so
they tend to be motivated and psychologically well. The employee engagement is
significantly connected with the workplace wellbeing as the more positive emotions that
they have, the stronger is the need to stay in the organization for many years. These results
confirm the theoretical arguments presented in the previous sections and highlight the

importance of leadership in shaping a positive work environment in an organization.

On the other hand, leadership style that not focuses on the human being has different result
and impact on the employees and on their performance as it is the authoritarian one. It is
characterized as a more toxic, stressful and unhealthy leadership that doesn’t care about the
mental health and the wellbeing of the employees. On the contrary this leadership drives the
employees to disconnection, job dissatisfaction and usually to burnout. The unsupportive
working environment creates anxiety, human isolation, less productiveness and finally
destroy the engagement, the working wellbeing and in general the wellbeing of the
employees. Therefore, modern organizations increasingly recognize the importance of an
authentic leadership, approaches that prioritize employee wellbeing and create supportive

and inclusive work environments.

In conclusion, the empirical literature clearly demonstrates that leadership style is an
important factor influencing employee wellbeing in the workplace. Supportive leadership,
transformational leadership, inclusive leadership, human-centered leadership and authentic
leadership have all been found to positively affect employee wellbeing, job satisfaction, and
engagement. These findings support the idea that organizations should adopt authentic
leadership practices in order to improve employee wellbeing, engagement and
organizational performance. Despite of the growing body of research on leadership and

employee wellbeing, there is still a need for further empirical investigation, particularly
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within the private sector. Many existing studies focus on specific industries or
organizational contexts, limiting the generalizability of their findings. Therefore, this study
aims to contribute to the existing literature by examining the relationship between authentic

leadership and the engagement and workplace wellbeing in the private sector.
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3. Research Methodology

In this chapter is represented the methodology that is used for the research. It describes the
design of the study, the methodology is used for the data collection, the population that is
chosen and the strategy for the samples. It also refers the variables, the data analysis

techniques and the validity and reliability of the survey.

3.1 Research Design and Approach

This study follows a guantitative method in order to test the relationship between the three

variables, the authentic leadership, the working engagement and the workplace wellbeing.
The quantitative approach seems most appropriate for this study, as it gives the option to
collect numerical data in order to examine the relationship between the variables. The
quantitative approach is very often used in researches and especially when the researcher

wants to explain the relationship between the variables (Sileyew, 2020).

In this study the data are collected from employees that working in the private sector and
that measures perceptions regarding leadership, wellbeing and engagement. The design of

this study is cross-sectional thus collecting data in a specific period of time and not an

analysis that takes place in a long period of time. This design is the best for this study as the
goal is to collect and examine the data in this specific period of time and not to observe

changes over time (Creswell & Creswell, 2022).

Furthermore, the study follows a deductive research approach. In this approach the

researcher creates hypotheses that are based on theories and literature that already exists and

then collects data in order to tests these hypotheses (Sileyew, 2020).

In general, could be said that the surveys are significantly useful when there is the will to
measure opinions, behaviors and attitudes of people. Survey research is particularly a
common method of research in management surveys, as it is allowing to collect data from
many people. For all these reasons survey research is the most appropriate option for this

survey too.

So, this type of design that is selected, in order to set up the survey, is appropriate, while it

will help to achieve all the above goals. The data will be collected, they will be analyzed
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and the relationship between the authentic leadership, the workplace wellbeing and the work

engagement will be examined (Creswell J. , 2014).

3.2 Population and Sampling Strategy

As a citizen of The Netherlands the main sample are employees working in Dutch based
companies and specifically in the private sector of the country. The main focus are
companies in the high-tech industry thus this is the majority of the companies and the
relevance in the country but also companies in engineering consultancy, architecture and
logistics. The high-tech industry is characterized by dynamic work environments and
innovation-driven practices, making it relevant to test the relationship of the leaders with
the wellbeing and engagement of the employees. The sample is consisted of 97 respondents

and distribution started on 17/04/2026 and completed on 9/05/2026, three weeks in total.

This survey has a target to collect data from a diverse group of employees in the private
sector, with different roles, different educational level and working experience. This
approach will give the opportunity to receive more realistic results about the relationship of

the leaders and the employees in organizations within the private sector.

3.3 Data Collection Methods

In general, there are many methods of data collection with the most common being surveys
and interviews. On the one hand interviews are used mostly in qualitative surveys and they
have direct communication with the participants. Because of this direct communication,
interviews give the opportunity to understand in depth the experiences and the opinions of
the participants. On the other hand, surveys are used more in quantitative researches and
with this way data can be collected faster and more effectively. Surveys usually contain
questions and their answers can be statistically analyzed. Both surveys and interviews are
important in order to collect data and the choice between them depends on the research. For
the goals of this study and data collection, the method of survey questionnaire, is used

(Creswell & Creswell, 2022).

The questionnaire is created by using Google Forms, which is an online platform that allows

the easy distribution, easy data collection and easy data format. It is chosen this kind of
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platform because it is friendly for the user and mostly it is online and this gives the
possibility for the participants to fill in it easy and fast. The questionnaire distributed online
through social media, emails and WhatsApp. Within the questionnaire was also added a
small introduction that explained the target of the survey, informing the participants about

the voluntary and anonymity character of that.

The questionnaire consists of closed type questions and is separated in different sections.
The first section contains demographic kind of questions like work experience, age, sex etc.
While the other sections are about questions in order to measure the variables of the survey:
authentic leadership, workplace wellbeing and working engagement. In the questionnaire is
used the Likert scale which was first introduced in 1932. Likert scales are commonly used

in surveys and are employed to evaluate characteristics (Rokeman, 2024).

The questions of the variable of authentic leadership are based on 5-point Likert scale. The
Likert scale ranges from 0 (none) to 5 (almost completely). The questions of the variable
workplace wellbeing are based on 7-point Likert scale. The Likert scale ranges from 1
(strongly disagree) to 7 (strongly agree). The questions of the variable of work engagement

are based on 5-point Likert scale. The Likert scale ranges from 1 (never) to 5 (always).

3.4 Research Instrument and Variables

As explained in the previous chapter in this study a structured questionnaire is used with the

main variables being the authentic leadership, the workplace wellbeing and the work

engagement. The questionnaire is designed based on the theoretical framework presented in
the literature review and is structured in four different sections which give answers in

specific questions.

The first section contains demographic questions in order to collect general information
about the participants such as gender, age, educational level, working field etc. This section
helps to understand the profile of the sample, who really are the people that answer to the
questions and how representative and reasonable this sample is. Secondly, it helps to

connect the answers with the educational level or the generations, as probably, in different
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generations there is different perspective for the leadership style or the working wellbeing.
It also gives the opportunity to compare the perspective of the women and men or the
perspective of the managers and employees. The demographic section gives also well-

structured research and as a result the trustworthiness it needs.

The second section is structured for the authentic leadership. In this section the authentic
leadership is the independent variable of the survey. It is the independent variable because
the employees’ wellbeing depends from the leader’s behavior. In this section there are
questions that are related to the relationship between managers and employees in the
working environment, such as questions about the support, communication and the
feedback. These questions are appropriate for examining the relationship between the
employees and the managers and can give us significant results about the leadership’s
practices and the impact in the wellbeing of the employees, as it is analyzed in details in the

literature review.

The third section of the questionnaire refers to the wellbeing in working environment. This
is the second variable of the survey and it is a dependent variable. This section assesses
workplace wellbeing, which reflects employees’ overall psychological and emotional state
in relation to their work environment. How satisfied they are, the levels of stress or the
working wellbeing. This section is the second important part of the questionnaire, as it gives
the direction about the wellbeing of the employees in the working environment, the level of

their stress or even the level of support they receive.

The fourth section of the questionnaire refers to the work engagement. This is the mediator
variable of the survey. This section explores the level and depth of the work engagement
within the organization, focusing on vigor, dedication, and absorption as key dimensions of

how employees experience and invest their selves in the work.

The results of the questionnaire will finally describe the relationship and the connection

between those variables.
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3.5 Data Analysis Techniques

Since there is collection of data, statistical analysis is ideal to identify potential relationship,
trends or patterns between the variables. The collected data are analyzed using quantitative
statistical techniques. The statistical software IBM SPSS is used to carry out the analysis
(Berenson, Levine, Szabat, & Stephan, 2020).

The demographic characteristics of the participants such as gender, age etc. are described
using descriptive statistics. Also, Cronbach’s alpha coefficient is employed to evaluate the
reliability of the scales of this survey. Cronbach’s alpha coefficient is widely used in
researches and it is represented by a number between 0 and 1. Higher Cronbach’s alpha
values indicate greater reliability and consistency among the questionnaire items (Adeniran,
2025). In addition, statistical tests were conducted to examine whether workplace wellbeing
differed across demographic groups. The assumptions of normality and homogeneity of
variances were assessed before selecting the appropriate test. Independent samples t-tests
were used where appropriate, while One-Way ANOVA, Welch’s ANOVA or the non-
parametric Kruskal-Wallis test were considered depending on whether the required

assumptions were satisfied.

Correlation analysis is used to examine the relationships between authentic leadership,
workplace wellbeing, and work engagement. This analysis helps identify whether positive
or negative associations exist between the variables examined in the study. This technique
allows the study to evaluate the predictive relationship between the independent and

dependent variables. (Berenson, Levine, Szabat, & Stephan, 2020).

All these statistical techniques are the most appropriate for this survey in order to address

the results with the most reliable and objective way.

3.6 Reliability, Validity, and Ethical Considerations

The scales used in the present study are established and widely recognized in previous
researches. The authentic leadership items are based on the research of Neider and
Schriesheim (Neider & Schriesheim, 2011), the wellbeing workplace items are based on the

research of Zheng et al (Zheng, Zhu, Zhao, & Zhang, 2015), while the work engagement
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items are based on the thesis of Chatziilias (Chatziilias, 2020). The use of previously
validated scales contributes to the consistency and credibility of the research instrument, as
these measurement tools have been widely applied in organizational and leadership

research.

The structure of the scales and sub-scales are also based on the above previous researches
and is became as follows:
e Authentic leadership
a. Self-Awareness (S)
b. Relational Transparency (R)
c. Balanced Processing (B)
d. Internalized Moral Perspective (M)
e Workplace wellbeing
a. Life wellbeing (LWB)
b. Psychological wellbeing (PWB)
c. Employee wellbeing (EWB)

e Work engagement

Participants are selected to join in this survey with absolutely personal willingness and
availability. It is absolutely clear to all of them that their personal data are safe and private.
The amount of time needed to be completed the questionnaire is about 3 minutes and this
encourages the respondents to easily answer. It is safe of time as it can be sent online to

many people at the same time and take results directly.

3.7 Research Hypotheses

Based on the literature review and the framework of this study the following hypotheses are
formulated to establish relationship between the variables. Basically, to check that authentic
leadership positively influences employees’ attitude, wellbeing and engagement. Therefore,
the hypotheses are:

H1: Authentic leadership positively influences workplace wellbeing.

H2: Authentic leadership positively influences work engagement.

H3: Work engagement is positively associated with workplace wellbeing.
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H4: Work engagement mediates the relationship between authentic leadership and

workplace wellbeing.
The proposed hypotheses were developed based on theoretical arguments and empirical

findings presented in the literature review and will be examined through correlation and

mediation analysis in the following chapters.
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4. Data Analysis and Findings

This chapter presents all the findings from the study that were conducted through statistical
analyses. The main purpose of these analyses is to examine the relationship between all
variables of the study (authentic leadership, workplace wellbeing, work engagement) based
on all date collected from the questionnaire survey. Firstly, are analyzed the demographic
characteristics of the respondents and after that follows the descriptive statistics and the
reliability analysis in order to conduct the quality and the reliability of the used scales in the
survey. Further, the correlation analysis is performed which help to investigate the
relationship between the variables and the mediation analysis examines the work
engagement as a mediating mechanism between the other two variables. Finally, additional
statistical analyses were conducted to examine differences in workplace wellbeing across
demographic groups. The appropriate parametric or non-parametric test was selected
according to the assumptions and characteristics of the data. The findings are presented in
this chapter provide the empirical basis for the discussion and interpretation of results in the

following chapter.

4.1 Demographic Characteristics of Respondents

Table 4.1 presents the demographic characteristics of the respondents, who participated in
the study. Understanding the characteristics of the participants provides a better overview
of the sample and supports the interpretation of the findings presented in the following

sections.

Gender and Age

The sample consisted of 97 respondents, 52 of them are men and 45 of them are women
(53,6% men and 46,4% women). Regarding the age of the respondents the 67% is in the
range of 26-35 years old, while the 20,6% is in the range of 36-45 years old. These findings

indicate that the sample consists of young people, mainly in the middle of their careers.

Level of education
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The education level is outlined as 60 participants hold a master’s degree and 27 of them
hold a bachelor’s degree, indicating a rather highly educated and skilled sample. It is 61,9%
and 27,8% accordingly.

Years of work experience and position level

Regarding the employment characteristics, the majority of the respondents are between
senior or mid-level, while the working experience is between 5 years and 9 years as the most
common answer of the respondents. The majority of them are occupied mostly in

engineering, consultancy and the high-tech sector.

During the preparation of the data for statistical analysis, some responses related to the
employment sector required additional processing and categorization. Since the
questionnaire included an open-ended question regarding the sector in which respondents
were working, participants provided answers using different terms and levels of specificity.
For example, some respondents referred to the broader industry of their organization (e.g.,
“High-tech” or “Semiconductor industry”), while others referred to their specific job
function or department (e.g., “HR” or “Sales”). To improve consistency and facilitate the
statistical analysis process, similar responses were grouped into broader and standardized
categories. This process reduced response variability and allowed for a clearer interpretation

of the demographic characteristics of the sample.

Table 4.1 Frequency analysis of Demographics

Demographics Categories Frequency Percentage (%)
Gender Male 52 53,6
Female 45 46,4
Age 18-25 4 4,1
26-35 65 67,0
36-45 20 20,6
46-55 3 3,1
56+ 5 52
Level of Education | High school 5 5,2
Bachelor’s degree 27 27,8
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Master’s degree 60 61,9
PhD 3 3,1
Other 2 2,1
Position level Entry Level 7 7,2
Mid-Level 32 33,0
Senior Level 41 423
Managerial 17 17,5
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Figure 4.1 Years of experience frequency histogram

Table 4.2 Years of experience

N Minimum Maximum | Mean Standard
value Deviation
Years of experience | 97 1 39 10,64 8,142
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Figure 4.4 Distribution of Respondents by Age Group

4.2 Descriptive Statistics

Before the descriptive and inferential statistical analyses, were calculated for each variables
the scoring procedure in SPSS. It means total scores were created by summing the responses
of all questionnaire items belonging to each construct through the SUM function in the
Compute Variable option. So, the three variables Authentic Leadership, Workplace
Wellbeing, and Work Engagement were created. This specific approach helps to transform
the responses of the questionnaire into composite variables representing each construct as a

whole and facilitated subsequent statistical analyses.

The table 4.2 shows the descriptive statistical method of the variables’, authentic leadership,
workplace wellbeing, and work engagement. This statistical method presents the overall
overview of the respondents that were participated in the research. It refers to the total
number of the respondents (N), the minimum and maximum values, the mean values, and

the standard deviation for each variable.

The results presents that the first variable (authentic leadership) has the mean value of 44,95

on a scale range from 0 to 70 and this confirm that the mean value of the employees find an
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authentic behavior on their leaders as it is the transparency, self-awareness, human-centered
and ethical behavior. The second variable (workplace wellbeing) has mean value 91,37 on
a scale range from 18 to 126 and this variable has the highest mean value among the three
variables. This high mean value explains that the employees deal with a positive and
supportive working environment which connected with their wellbeing. The third variable
(work engagement) has mean value 30,49 on a scale range from 5 to 45 and this is also high
and shows that the employees keep positive levels of their engagement with their work and

feel enthusiasm and involvement.

Table 4.3 Descriptive Statistics

N | Minimum | Maximum | Mean value | Standard
Deviation
Authentic 97 15,00 68,00 44,94 12,16
Leadership Total
Wellbeing Total 97 |41,00 121,00 91,37 15,78
Work Engagement Total | 97 | 9,00 44,00 30,49 6,62

4.3 Statistical Analyses and Hypothesis Testing

This section presents the statistical analyses used to examine the relationships among the
variables of the study. Reliability analysis, correlation analysis were conducted in order to
assess the consistency of the measurement scales and examine the relationships and

predictive effects among the variables included in the research.

4.3.1 Reliability Analysis

Overall, the reliability analysis indicates a high level of internal consistency, thus all values

exceed the recommended 0,70. See Table 4.3.

Table 4.4 Reliability statistics

Variable Number of Items | Cronbach’s Alpha | Interpretation
Authentic Leadership | 14 0,922 Excellent
Workplace Wellbeing | 18 0,927 Excellent
Work Engagement 9 0,899 Excellent
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4.3.2 Correlation Analysis

Pearson correlation analysis is used to test the relationship between the variables. The
variables examined in the following pairs: authentic leadership — workplace wellbeing,
authentic leadership — work engagement, workplace wellbeing — work engagement. The

findings are shown below in table 4.4.

The findings reveal a statistically important relationship between the authentic leadership
and the workplace wellbeing with (r =0,550, p < 0,001) which underlines that the higher
aspects of authentic leadership are connected with the higher levels of employees’
wellbeing. The second relationship between the authentic leadership and the work
engagement shows (r =0,367, p < 0,001) a moderate relationship between the behavior of
authentic leader and the feelings of engagement the employees have because of that. The
third relationship between workplace wellbeing and work engagement is also (r =0,734, p <
0,001) represents that the higher levels of employees’ wellbeing lead to the higher and

strongest engagement with the work.
In total the correlation analysis examined that all variables in this study are connected and

affect positive between each other. It provides that through the significant relations between

leaders and the employees, drives to the path of wellbeing and work engagement.

Table 4.5 Pearson correlation coefficient

Variables Pearson r Interpretation Significance
Authentic Leadership — 0,550 Moderate positive | p<0,001
Workplace Wellbeing relationship
Authentic Leadership- Work | 0,367 Weak-moderate p<0,001
Engagement positive

relationship
Workplace Wellbeing- 0,734 Strong positive p<0,001
Work Engagement relationship

4.3.3 Mediation Analysis

Mediation analysis was used with the Hayes” PROCESS Macro (Model 4) with 5000
bootstrap samples in order to test if the work engagement mediates between the authentic

leadership and the wellbeing of the employees.
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This analysis is used to examine if the effect of an independent variable on a dependent
variable occurs directly or indirectly through a third variable, known as a mediator. In this
study is examined if the authentic leadership (independent variable) through the work
engagement (mediating variable) affect the workplace wellbeing (dependent variable).
Figure 4.1 presents the mediation model used in the analysis, while Table 4.6 summarizes

the mediation results.

The results present that the authentic leadership has a significant effect on the workplace
wellbeing (Effect = 0,7143, p <0,001) which means that the higher the level of the authentic
leadership is, the higher the level of the wellbeing of the employees and the hypothesis H1
is statistically accepted. In addition, authentic leadership has a significant positive effect on
work engagement (Effect =0,1997, p <0,001) which means that the employees who receive
an authentic behavior from their leader have higher levels of engagement employees and

the hypothesis H2 is statistically accepted.

When work engagement was introduced as a mediating variable, the direct effect of
authentic leadership on workplace wellbeing remained statistically significant (Effect =
0,4213,p <0,001) and the hypothesis H3 is statistically accepted. However, this relationship
decreased compared to the total effect, indicating that part of the influence of authentic

leadership on wellbeing operates through work engagement.

In addition, the indirect effect of authentic leadership on workplace wellbeing through work
engagement was statistically significant (Effect = 0,2930), as the bootstrap confidence
interval did not include zero (95% CI [0,1260, 0,5040]). According to Hayes mediation is
considered statistically significant when the confidence interval of the indirect effect does
not include zero. Therefore, the mediation effect identified in the present study can be

considered statistically significant (Hayes, 2022).
The results show that with the partial mediation of the work engagement, the authentic

leadership influences the workplace wellbeing both ways, directly and indirectly through

the mediator. More specific, the behavior of the authentic leader has an impact not only on
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the wellbeing of the employees but also to their engagement towards their work and

contribute to improve the levels of their wellbeing.

All these findings underline how important is the role of the mediator engagement and

shows that if an organization adopt authentic leadership practices, can affect the wellbeing

of the employees through their engagement to the work.
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Mediation Analysis Results (PROCESS Model 4, 5000 Bootstrap Samples)
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Figure 4.5 Mediation analysis results

Table 4.6 Hypotheses testing result

Hypothesis Statement Result Hypothesis
Acceptance
H1 Authentic leadership positively influences workplace =0,550, Yes
wellbeing p<0,001
H2 Authentic leadership positively influences work p=0,367, Yes
engagement p<0,001
H3 Workplace wellbeing is positively associated with work p=0,734, Yes
engagement p<0,001
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4.3.4 Demographic Differences in Workplace Wellbeing

Along with the analysis of the main variables, it was decided that a secondary analysis for
the demographics was also essential. Statistical tests were conducted to examine differences
in workplace wellbeing across demographic groups. Before selecting the appropriate test,

the assumptions of normality and homogeneity of variances were assessed.

Regarding the demographic variable Gender, an independent sample t-test was conducted,
in order to examine if gender affects the wellbeing. According to the results (table 4.6), male
respondents have slightly higher mean value in the wellbeing score, compared to the female
ones. However, according to the results of the test the difference was not statistically
significant, meaning that in the present study, workplace wellbeing does not significantly
differ between the two sexes. For the remaining demographic variables, the appropriate
statistical test was selected after checking the assumptions of normality and homogeneity of
variances. Depending on the results of these checks, One-Way ANOVA, Welch’s ANOVA
or the Kruskal-Wallis test was applied. However, post-hoc pairwise comparisons using
Dunn’s test with a Bonferroni correction showed no statistically significant differences
between any specific pair of groups after adjustment (all padj > 0,05). The strongest trend
toward a difference was observed between the 18-25 and 26-35 age groups (rawp = 0,009,
padj = 0,087), (see table 4.7). For the remaining demographic variables, no statistically
significant differences in workplace wellbeing were identified. For education level, due to
small group sizes and normality concerns, the Kruskal-Wallis test was applied and showed
no statistically significant differences. For industry, the homogeneity of variances
assumption was violated, as indicated by Levene’s test (p = 0,007); therefore, Welch’s
ANOVA was used. The results showed no statistically significant differences across
industry groups. Similarly, due to normality concerns and small group sizes, the Kruskal-
Wallis test was used for years of work experience and position level. No statistically

significant differences were found across experience groups, or across position levels.

Table 4.7 Demographic Differences in Workplace Wellbeing

Variable Type of statistical Test p-value | Result

Gender Independent samples t-test | 0,300 No significant differences
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Age Kruskal-Wallis Test 0,021 Significant overall difference
Education Kruskal-Wallis Test 0,091 No significant differences
Industry Welch’s ANOVA 0,169 No significant differences
Experience Kruskal-Wallis Test 0,273 No significant differences
Position Level | Kruskal-Wallis Test 0,269 No significant differences

4.4 Summary of Key Findings

The findings of the research that examine the relationship between the variables, were
analyzed in this chapter. An analysis about the demographic characteristics is conducted,
descriptive statistics, reliability, correlation analyses, mediation analysis and hypothesis

testing in order to achieve the purpose of the study.

The demographic analysis presented the characteristics of the sample and examined whether
workplace wellbeing differed across demographic groups. The results showed a statistically

significant overall difference in workplace wellbeing only for age.

The reliability analysis gave a better understanding on the scales that were used in the study.
Cronbach’s alpha values exceeded the commonly accepted threshold of 0,70, which means
that the questionnaire items that were used in order to measure the authentic leadership, the

workplace wellbeing and the work engagement, were more than reliable.

The correlation analysis revealed the positive relation between all variables and most
specific the workplace wellbeing and the work engagement have the strongest connection
among all variables of this study. Furthermore, the authentic leadership shows how positive
is the effect on the wellbeing of the employees and to the engagement they feel about their

work.

Another important result that the mediation analyses show, is the partial involvement of the
work engagement to the other two variables and how the authentic leadership influence the
workplace wellbeing directly and indirectly. The authentic leadership behavior has an
important role in the wellbeing of the employees but also the engagement levels have a role

on their wellbeing.
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Overall, the findings of the present chapter provide empirical evidence supporting the
importance of authentic leadership within organizational settings and highlight the
important role of work engagement as a mechanism linking leadership practices with
employee wellbeing outcomes. The findings also emphasize that organizations aiming to
improve employee wellbeing may benefit from implementing leadership approaches that
simultaneously encourage authentic leadership behaviors and stronger employee

engagement.
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5. Discussion, Conclusions and Recommendations

In this final chapter is presented the summary of the study, a general discussion about the
findings, a comparison with previous studies and implications both theoretical and practical.
Moreover limitations of the study, suggestions for future research and final conclusions/

thoughts are presented.

5.1 Summary of the Study

Last years more and more attention has been given to wellbeing of employees. Not only the
employees search for the best way to achieve work-life balance but also the organizations
try to adapt strategies to achieve employees’ wellbeing. At the same time leadership plays
an important role to this achievement as the way that managers or leaders deal with the
teams drives them to succeed their wellbeing or not. Among the various leadership
approaches, authentic leadership has emerged as a positive and human-centered form of
leadership that promotes trust, transparency, and employee development. Consequently,
understanding how authentic leadership contributes to employee wellbeing and engagement
has become an important area of interest for both researchers and practitioners (Avolio &

Gardner, 2005).

The main aim of the present study was to examine if the two variables (authentic leadership
and workplace wellbeing) are related each other and if the authentic leadership through the
work engagement with the role of mediator, influences the wellbeing of the employees.
Moreover, examined if the workplace wellbeing differs according to demographic

characteristics.

In order to achieve the objectives of this study, was used a quantitative research approach
and a structured questionnaire as the primary data collection instrument was used too. Data
were collected from employees working in the private sector in the Netherlands, and
standardized measurement scales were employed to assess authentic leadership, work
engagement, and workplace wellbeing (Chatziilias, 2020) (Zheng, Zhu, Zhao, & Zhang,
2015) (Neider & Schriesheim, 2011). The collected data were analyzed using IBM SPSS

Statistics, and the statistical procedures included descriptive statistics, reliability analysis,
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correlation analysis, mediation analysis, and additional analyses examining demographic

differences in workplace wellbeing.

The findings of the study revealed a significant positive relationship between the variables
and the mediator. In addition, the results indicated that the mediator role of work
engagement partially involved in the relationship between the authentic leadership and the
workplace wellbeing, suggesting that authentic leadership contributes to employee
wellbeing both directly and indirectly through increased levels of work engagement. Finally,
the additional analyses demonstrated that age was associated with differences in workplace
wellbeing, whereas the remaining demographic characteristics did not show statistically

significant differences.

5.2 Discussions of the Findings in Relation to Previous Studies

The main purpose of the present study was to test the relationship between work
engagement, workplace wellbeing and authentic leadership. Also to examine if work
engagement mediates the relationship, among workplace wellbeing and authentic
leadership. The findings suggest that authentic leadership has an important role in promoting

positive employee outcomes.

This present study presented a statistically significant positive relationship among authentic

leadership and workplace wellbeing. The findings show that authentic leadership

contributes to supportive and psychologically healthy working environment as the literature
too. Not only Avolio and Gardner support that authentic leadership promotes positive
employee outcomes, by fostering trust and genuine relationships between leaders and
followers, but also Walumbwa argued that authentic leadership encourages positive
psychological aspects that contribute to the employees’ wellbeing (Avolio & Gardner, 2005)
(Walumba, Avolio, Gardner, Wernsing, & Peterson, 2008). Therefore, the findings of this
study provide an additional empirical evidence on the positive perspective of authentic

leadership to workplace wellbeing.

The positive relationship between authentic leadership and work engagement is also

supported from literature review but also from the present study too. Previous studies
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consisted that authentic leaders inspire employees by creating work environments
characterized by trust, openness, and psychological safety, which leads to their engagement
with the work. Specifically, Rego found out that authentic leadership positively predicts
work engagement, and Bamford finalized that authentic leaders offer higher levels of
dedication and happiness to their employees (Rego, Sousa, Marques, & Cunha, 2012)
(Bamford, Wong, & Laschinger, 2012).

In this study is also revealed the positive relationship between work engagement and

workplace wellbeing and is in the same path with the JD-R model which underlines that

engaged employees are more possible to experience positive emotions and higher levels of
enthusiasm and energy. Bakker and Demerouti support that work engagement is connected
with several positive outcomes and Schaufeli emphasize that engaged employees have the
tendency to enjoy higher levels of job satisfaction and wellbeing (Demerouti & Bakker,
2008) (Bakker, Schaufeli, Leiter, & Taris, 2008). Therefore, the strong connection between

work engagement and workplace wellbeing is fully supported in the present study.

One of the most significant and interesting findings of this study is the support of mediation
mechanism. The role of work engagement in relation with authentic leadership and
workplace wellbeing supported in the findings and indicated that work engagement partially
mediated this relationship, suggesting that authentic leadership improves employees'
wellbeing both directly and indirectly through increased levels of engagement. This finding
is consistent with positive organizational behavior theory, which suggests that leadership
behaviors influence employee outcomes through motivational and psychological
mechanisms (Demerouti & Bakker, 2008). The findings indicate that authentic leaders not
only create supportive environments that directly enhance employees' wellbeing but also
encourage employees to become more engaged in their work, which subsequently

contributes to improved workplace wellbeing (Avolio & Gardner, 2005).

Although the overall Kruskal-Wallis test indicated significant differences among age

groups, none of the pairwise comparisons retained statistical significance following the
Bonferroni adjustment. This outcome is likely attributable to the highly conservative nature
of the Bonferroni correction, which substantially reduces statistical power to control for

Type I error. Nevertheless, a clear trend was observed between the 18-25 and 26-35 age
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groups, suggesting a potential difference that may warrant further investigation with a larger
sample size. Indeed, some researchers have suggested that younger employees often
experience greater uncertainty, career-related stress, and adaptation challenges, which may
negatively influence their wellbeing. On the contrary, employees with greater professional
stability and experience may report higher levels of wellbeing. The absence of significant
differences across gender, educational level, industry, years of experience, and position
level further highlights the importance of organizational and leadership factors in shaping

employees' workplace wellbeing.

Overall, the findings of the present study are highly consistent with previous theoretical and
empirical evidence. The results reinforce the importance of authentic leadership and work
engagement as significant predictors of workplace wellbeing and provide additional support
for the growing literature emphasizing the role of positive leadership behaviors in promoting
healthier and more engaging work environments. Consequently, the present study
contributes to the existing body of knowledge by further clarifying the mechanisms through

which authentic leadership influences employees' wellbeing.

5.3 Implications for Leadership Theory and Practice

The findings of this study have an important implication both in theory and in practice. The
results examined the relationship between authentic leadership, workplace wellbeing and
work engagement and provide additional evidence of the positive relationship between
them. Not only can contribute in the literature in theoretical aspect but also can have
implications to managers and leaders into the organization in order to succeed the

improvement of the employees’ wellbeing.

Theoretically, the results of the survey provide further support to Authentic Leadership

Theory that authentic leadership is connected and has positive influence to workplace
wellbeing and to work engagement (Avolio & Gardner, 2005). The findings underline that
leaders with authentic behavior contribute positive to organizational outcomes and as a
result this study expand the size of the literature that emphasizes in the positive influence of

authentic leadership to employees’ psychological wellbeing.
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In theory also, the findings support the assumptions of the Job Demands-Resources (JD-R)

model which contributes to positive employee outcomes by increasing motivation and work
engagement (Demerouti & Bakker, 2008). The significant relationships identified among
authentic leadership, work engagement, and workplace wellbeing suggest that authentic
leadership may function as an important organizational resource that stimulates employees'
engagement and subsequently enhances their wellbeing. Therefore, the present study
contributes to the application of the JD-R model within the context of positive leadership

and employee wellbeing research (Bakker, Schaufeli, Leiter, & Taris, 2008).

Moreover, the identification of work engagement mechanism adds to existing literature by

giving extra information to understand better the mechanisms through which authentic
leadership influences workplace wellbeing. The results show that leadership behaviors
affect employees’ wellbeing directly and indirectly and is highlighting the importance of
considering psychological mechanisms when examining the effects of leadership on

employee outcomes (Avolio & Gardner, 2005).

In practical implication the findings of the survey could be interesting and useful to the
managers and team leaders into the organization. Through leadership development
programs leaders could be helped to develop characteristics like self-awareness,
transparency, ethical decision-making, and communication skills that could support their
teams and influence positive employees (Avolio & Gardner, 2005).

Additionally, the organizations could use the findings as a positive argument to consider
employee engagement and wellbeing as strategic priorities rather than individual concerns.
Initiatives that promote employee participation, provide opportunities for professional
growth, encourage meaningful work experiences, and create supportive work environments
may contribute to higher levels of engagement and wellbeing. Furthermore, organizations
should recognize that improving employees' wellbeing may not only benefit employees
themselves but may also contribute to organizational effectiveness, sustainability, and long-

term success (Demerouti & Bakker, 2008).

Finally, the findings of this study should be considered as positive elements that could be
helpful into the organizations in order to proceed in a different way of management, more

supportive and healthier. By promoting authentic leadership behaviors and fostering
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employee engagement, organizations may create more sustainable workplaces that benefit

both employees and organizational performance.

5.4 Practical Implications for Managers and Organizations

The findings of this study are not only useful for the literature or future research but also
they are important for practical implications either for the managers or the organizations
that have the goal to enhance employee wellbeing and create more commitment and
engagement into working environments. Based on the positive relationship between
authentic leadership, work engagements and workplace wellbeing, organizations and
managers can adapt specific leadership practices and succeed experiences of the wellbeing

of the employees into the organization.

Recommendation 1 — Invest in Authentic Leadership Development

Firstly organizations should invest to their managers and team leaders and develop authentic
leadership behaviors and follow leadership programs that pay attention to characteristics
like open communication, transparency, self-awareness, and ethical decision-making that
contribute to the engagement and wellbeing of the employees. Through authentic leadership
training, managers and leaders could be benefit and adopt initiatives from authentic

leadership that support them to imply an authentic leadership style to their teams.

Recommendation 2 — Foster Emplovee Engagement

Secondly, organizations should invest in employee engagement. Through practices that
promote the engagement, the feeling of a meaningful work, the opportunities of their
personal development, their autonomy, and the constructive feedback that makes them
better, can succeed the working engagement and increase the levels of a healthy and positive

working environment.

Recommendation 3 — Prioritize Employee Wellbeing

Thirdly, organizations can set new strategies that give emphasis on the wellbeing of the
employees. Can take initiatives to support the employees’ psychological health, their job
satisfaction and promote the work-life balance as the new era. By creating an environment

that the employees feel that they have significant value and respect into the organization,
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consequently can raise the levels of their wellbeing and as a result their organizational

performance which is also important for the organizations.

Recommendation 4 — Supportive Organizational Culture

Moreover, the organizations can create a new working environment that is characterized by
trust, openness and safety. The new culture gives the opportunity to the employees to work
in a safe place that encourages the communication, transparency, mutual collaboration and

as a result employees develop higher levels of the wellbeing and working engagement.

Overall, the finding of this study suggest to organizations that through authentic leadership
behavior, the employees’ wellbeing and engagement can be succeeded and as a result this
creates positive effect to organization’s goals. By investing in leadership development and
creating work environments that support employee engagement and wellbeing,
organizations may enhance not only employees' experiences but also their long-term

effectiveness and sustainability.

5.5 Contributions to Workplace Wellbeing Research

The present study contributes to the literature not only for authentic leadership but also for
the workplace wellbeing as it provides enough information regarding the relationship

between the variables and the mediation mechanism.

Firstly this study provides empirical evidence that authentic leadership influences positively
workplace wellbeing and work engagement and examined the relationship between
authentic leadership, workplace wellbeing and work engagement. Although previous studies
researched about these separately, this study examined the relationship among them and
how authentic leadership influences workplace wellbeing through work engagement

(Walumba, Avolio, Gardner, Wernsing, & Peterson, 2008).
Furthermore, this study contributes to literature important information by demonstrating that

work engagement partially mediates the relationship between authentic leadership and

workplace wellbeing. Through leadership behaviors is influenced the workplace wellbeing
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and is highlighted the positive result to the organization through this positive influence

(Avolio & Gardner, 2005).

Moreover the findings open a communication that leadership plays crucial role to wellbeing
and open a discussion how leadership practices encourage employee engagement and

positive workplace experiences.

Finally, the study contributes additional empirical evidence from a sample of employees
working in the private sector. Since much of the existing literature has been conducted in
different organizational and cultural contexts, the present findings provide further support
for the generalizability of the relationships among authentic leadership, work engagement,
and workplace wellbeing and encourage additional research in different organizational

settings.

Overall, the present study contributes to workplace wellbeing research by integrating
authentic leadership, work engagement, and workplace wellbeing into a single framework
and by providing evidence regarding the processes through which leadership behaviors
influence positive employee outcomes. The findings therefore add to the growing literature
emphasizing the importance of positive leadership approaches and employee engagement

in creating healthier and more sustainable workplaces.

5.6 Limitations of the Study

Although the present study contributes to the growing literature on authentic leadership,
work engagement, and workplace wellbeing, several limitations should be acknowledged
when interpreting the findings. It is important to recognize them, as it provides a more
comprehensive understanding of the study's results and offers guidance for future research

in this field.

Firstly, the study employed a cross-sectional research design, it means that the data were

collected in a specific period of time and as a result the findings indicate associations among
the examined variables but do not allow the establishment of causal relationships. Although

the results suggest that authentic leadership is associated with higher levels of work
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engagement and workplace wellbeing, it cannot be concluded with certainty that these
relationships are causal. Future studies employing longitudinal designs may provide a better
understanding of how these relationships develop over time (Saunders, Lewis, & Thornhill,

2023).

In addition, the study relied on a small sample of employees in the private sector specific in

The Netherlands. Therefore, the findings probably are not fully generalizable for all
organizations, industries or countries as employees working in different organizational
contexts or cultures probably can experience such a behavior differently. Consequently,
caution should be exercised when generalizing the findings beyond the specific sample

examined in the present study (Saunders, Lewis, & Thornhill, 2023).

Further, all variables included in the survey were measured using self-reported
questionnaires. Although self-report measures are commonly used in organizational
research, they may increase the possibility of response bias, social desirability bias, and
common method variance. Participants' responses may have been influenced by their
personal perceptions or temporary emotional states, potentially affecting the accuracy of the

findings (Podsakoff, Mackenzie, Lee, & Podsakoft, 2003).

Finally, the present study focused absolutely on authentic leadership, work engagement, and

workplace wellbeing and examined only one mediating mechanism. However, employee

wellbeing is a complicated phenomenon that could be influenced by additional factors, as it
is the organizational support, psychological safety, job satisfaction, and organizational
culture. So, the proposed model does not capture all possible factors that may explain

workplace wellbeing.

Although there are detected these limitations that should be taken into consideration as an
opportunity for further research, this study provides to the literature valuable and useful
insights into the relationship between authentic leadership, work engagement and workplace
wellbeing and contributes to grow the research for the organizational behavior and employee

wellbeing.
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5.7 Suggestions for Future Research

The above limitations provided, give the opportunity for further research the literature that
contributes in better understanding the relationship between the variables and the mediator
mechanism. Future studies could employ longitudinal research designs in order to examine
the relationships among authentic leadership, work engagement, and workplace wellbeing
over time. Since the present study used a cross-sectional approach, causal relationships
could not be established with certainty. Longitudinal studies may provide a deeper
understanding of how leadership behaviors influence employee engagement and wellbeing
and whether these relationships remain stable over time (Saunders, Lewis, & Thornbhill,

2023).

Moreover, future research could expand the size of the sample and diverse through the
private sector. The present study focused on employees working primarily in the private
sector and involved a relatively limited sample size but future studies could add participants

from different kind of industries, organizations and maybe countries.

Future research could also investigate additional mediating and moderating variables that
may further explain the relationship between authentic leadership and workplace wellbeing.
Variables such as psychological safety, organizational support, trust in leadership,
organizational culture, and job satisfaction may represent important mechanisms through
which authentic leadership influences employee outcomes. By examining these factor could
be offered a more helpful and understanding aspect of the employee wellbeing.

In addition, could be interesting for further research, the comparison between different styles
of leadership and provide the results and how effective they are to the wellbeing of the

employees.

Overall, the findings of the present study highlight the importance of continuing research
on authentic leadership, work engagement, and workplace wellbeing. As organizations
increasingly recognize the importance of employee wellbeing and positive workplace
experiences, further research in this area may provide valuable theoretical and practical
insights and contribute to the development of healthier and more sustainable work

environments.
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5.8 Conclusions

The findings of the present study provide further empirical evidence of the importance of
authentic leadership in promoting positive employee outcomes within the organizations.
Overall, the results approve that authentic leadership is connected with high levels of the
wellbeing of the employees and their work engagement, giving extra attention to the fact
that the behavior and the whole attitude of the managers affect the workplace wellbeing.
These findings support the view that leaders who demonstrate authenticity, transparency,
and ethical behavior contribute to the creation of more supportive and psychologically

healthy work environments (Walumba, Avolio, Gardner, Wernsing, & Peterson, 2008).

The main conclusion of this study is that authentic leadership affects positive the workplace
wellbeing of the employees. The findings show that employees who accept a transparent,
ethical and gentle behavior from the leader, with strong levels of good communication and
support, then enjoy high levels of wellbeing in the working environment. This approves that
authentic leadership contributes to a healthy working environment and employees enjoy
support and psychological secure within the organization. So, authentic leadership may be
considered an important organizational resource that promotes employees' positive
experiences and overall wellbeing at work (Avolio & Gardner, 2005).

The findings of the study have also demonstrated that there is a positive relationship between
authentic leadership and work engagement. This means that employees who have the
opportunity to cooperate with a leader with authentic behavior, are more positive and feel
more energetic and enthusiastic with their work. Authentic leaders promote trust, open
communication and create the proper conditions for the employees in order to become more
engaged with their work. As a result, authentic leadership has an important role in
employees’ motivation, devotion and involvement with the work activities and roles

(Bakker & Deremouti, 2018).

Overall, the most important conclusion of this survey is the mediating mechanism of work
engagement and how important is the role that plays between authentic leadership and
workplace wellbeing. The findings suggest that authentic leadership contributes to

employees' wellbeing not only directly but also indirectly by enhancing employees' levels
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of work engagement. In other words, authentic leaders appear to create work environments
that encourage employees to become more energetic, dedicated, and psychologically
connected to their work, which subsequently leads to higher levels of workplace wellbeing.
It means that work engagement has an important role through which authentic leadership
contributes positive to the overall wellbeing of the employees (Bakker, Schaufeli, Leiter, &

Taris, 2008).

The following analysis examined the demographic characteristics in workplace wellbeing
and revealed that the age was the only demographic characteristic that has statistically
significant differences in the workplace wellbeing. On the contrary, gender, educational
level, industry sector, years of working experience and position level did not demonstrate
any significant differences. These findings suggest that employees' perceptions of wellbeing
may vary across different age groups, whereas the remaining demographic characteristics
appear to have a more limited influence on workplace wellbeing. Consequently, the results
indicate that factors related to leadership and work engagement may play a more important

role in explaining employees' wellbeing than most demographic characteristics.

Overall, the findings of the present study highlight the important role of authentic leadership
and work engagement in promoting employees' workplace wellbeing. The results show that
organizations which want to improve employees’ wellbeing, should not focus only to the
organization’s policies but also invest to leadership approaches that play the important role
in order to encourage trust, achieve openness and employees’ engagement. Through
authentic leadership behaviors’ is created a transparent, trustworthy and safe environment
for the employees, who can feel more supportive, develop healthier instincts, and a more
productive performance. Therefore, authentic leadership and work engagement should be
considered essential organizational resources for enhancing employees' wellbeing and

achieving long-term organizational success.
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Appendix A: “Questionnaire in English”

This questionnaire is a part of a postgraduate research on my dissertation thesis "Human-
Centered Leadership and Workplace Wellbeing: An Empirical Study in the Private Sector"
at Hellenic Open University, under the supervision of Professor Ms Sofia Chatzi, PhD in

Organizational Behavior and Human Resource Management (member of HOU).

The purpose of this research is to examine the relationship between leadership practices and

employee wellbeing in the workplace in the private sector.

Participation is voluntary, anonymous and highly valuable. The data collected will be
strictly used for academic purposes. No one but the research team will have access to the

questionnaires.

The questionnaire will take only a few minutes to complete.

General Instructions

There are no specific answers to the following questions. Each individual is different, and
therefore all responses are equally valid. Please answer the questions honestly based on your
personal experience. Please select the option that best reflects your opinion. All responses

will remain confidential.
Thank you for your time!

Demographic Details
1.What is your gender? *

e Female
e Male

e Prefer not to say
2. What is your age? *

e 18-25
e 26-35

Postgraduate Dissertation 60



Sﬁf\rfERsm wellbeing: An empirical study in the private sector.

2

m HELLENIC Melanthia Skoula, “Human-centered leadership and workplace

o 36-45
o 46-55
e 56+

3. What is your level of education? *

e High school

e Bachelor’s degree

e Master’s degree

e PhD

e Other (please specity)

If other please specify............
4. Year of work experience*
5. What is your current position level? *

e Entry level
e Mid-level
e Senior level

e Managerial

6. In which sector are you working? *

Authentic Leadership

This section evaluates the leadership style adopted by your direct supervisor, focusing on

self-awareness, transparency, and ethical behavior.

Answer the following questions from O to 5. The scale is as follows:
0=None

1=Hardly any

2=Some

3=Much

Postgraduate Dissertation 61



SEE\TERSWY wellbeing: An empirical study in the private sector.

2

m HELLENIC Melanthia Skoula, “Human-centered leadership and workplace

4=Very much

5=Almost completely

7. My leader clearly states what he/she means. * (R)

O O O O O O

8. My leader shows consistency between his/her beliefs and actions. * (M)

O O O O O O

9. My leader asks for ideas that challenge his/her core beliefs. * (B)

O O O O O O

10. My leader describes accurately the way that others view his/her abilities. * (S)

O O O O O O

11. My leader uses his/her core beliefs to make decisions. * (M)

O O O O O O

12. My leader carefully listens to alternative perspectives before reaching a conclusion. *

(B)
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O O O O O O

13. My leader shows that he/she understands his/her strengths and weaknesses. * (S)

O O O O O O

14. My leader openly shares information with others. * (R)

O O O O O O

15. My leader resists pressures on him/her to do things contrary to his/her beliefs. * (M)

O O O O O O

16. My leader objectively analyzes relevant data before making a decision. * (B)

O O O O O O

17. My leader is clearly aware of the impact he/she has on others. * (S)

O O O O O O

18. My leader expresses his/her ideas and thoughts clearly to others. * (R)
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O O O O O O

19. My leader is guided in his/her actions by internal moral standards. * (M)

O O O O O O

20. My leader encourages others to voice opposing points of view. * (B)

O O O O O O

Workplace wellbeing

This section assesses workplace wellbeing, which reflects employees’ overall psychological

and emotional state in relation to their work environment.

Answer the following questions from 1 to 7. The scale is as follows:
1=Strongly Disagree

2=Disagree

3=Slightly Disagree

4=Neutral

5=Slightly Agree

6=Agree

7=Strongly Agree

21. I feel satisfied with my life. * (LWB)
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1 2 3 4 3 & 7

o O O O O O O

22. 1 am close to my dream in most aspects of my life. * (LWB)

1 2 3 4 2 6 7

o O O O O O O

23. Most of the time, I do feel real happiness. * (LWB)

1 2 3 4 5 4] 7

O O O O O O O

24. 1 am in a good life situation. * (LWB)

1 2 3 4 3 4] 7

o O O O O 0O O

25. My life is very fun. * (LWB)

1 2 3 4 6] 5] 7

o O O O O 0O O

26. I would hardly change my current way of life in the afterlife. * (LWB)

1 2 3 4 2 6 7

o O O O O O O

27. 1 am satisfied with my work responsibilities. * (EWB)
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1 2 3 4 6] 5] 7

o O O O O 0O O

28. In general, I feel fairly satisfied with my present job. * (EWB)

1 2 3 4 2 6 7

o O O O O O O

29. I find real enjoyment in my work. * (EWB)

1 2 3 4 5 4] 7

O O O O O O O

30. I can always find ways to enrich my work. * (EWB)

1 2 3 4 3 4] 7

o O O O O 0O O

31. Work is a meaningful experience for me. * (EWB)

1 2 3 4 6] 5] 7

o O O O O 0O O

32. 1 feel basically satisfied with my work achievements in my current job. * (EWB)

1 2 3 4 2 6 7

o O O O O O O

33. I feel I have grown as a person. * (PWB)
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1 2 3 4 6] 5] 7

o O O O O 0O O

34. I handle daily affairs well. * (PWB)

1 2 3 4 2 6 7

o O O O O O O

35. I generally feel good about myself, and I’m confident. * (PWB)

1 2 3 4 5 4] 7

O O O O O O O

36. People think I am willing to give and to share my time with others. * (PWB)

1 2 3 4 3 4] 7

o O O O O 0O O

37.1am good at making flexible timetables for my work. * (PWB)

1 2 3 4 6] 5] 7

o O O O O 0O O

38. I love having deep conversations with family and friends so that we can

better understand each other. * (PWB)
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Work engagement

The following section explores the level and depth of your work engagement within your
organization, focusing on vigor, dedication, and absorption as key dimensions of how you

experience and invest yourself in your work.

Answer the following questions from 1 to 5. The scale is as follows:
1=Never

2=Rarely

3=Sometimes

4=0Often

5=Always

39. At my work I feel bursting with energy. *

1 2 3 4 5

O O O O O

40. At my job I feel strong and vigorous. *

O O O O O

41. I am enthusiastic about my job. *

1 2 3 4 5

O O O O O

42. My job inspires me. *
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1 2 3 4 L]

O O O O O

43. When I get up in the morning, I feel like going to work. *

1 2 3 4 L]

O O O O O

44.1 feel happy when I am working intensely. *

1 2 3 4 L]

O O O O O

45. 1 am proud of the work that I do. *

1 2 3 4 L]

O O O O O

46. 1 am immersed in my work. *

1 2 3 4 L]

O O O O O

47. 1 get carried away when I am working. *

1 2 3 4 L]

O O O O O
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The questionnaire is concluded.

Thank you for taking the time to complete this questionnaire. Your participation is greatly

appreciated and contributes valuable insights to this research.
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Appendix B: “Questionnaire in Greek”

To mopdv epOTNUATOLIYI0 OTOTEAEL LEPOG LETATTVYLOKNG £PEVVOG TAV® GTN SLTPPT LoV
ue titho «AvOporokevipikr] Hyesio kou Evnuepia otov Xmpo Epyacioag: Mia Epmeipun
Melém otov [diwtikd Topéo» 1o EAANVIKO Avoikto [Tavemotiuo, vd v enifreyn g
KoOnyntplag ko Zoeiag Xatln, Awdaktop Opyavmoiokng Zoumepipopds kot Atoiknong
AvBpomivov Avvopikov (nélog tov EAID).

YKOTOG NG TOPOVCAS £peuvag gival va EETACEL TN GYECT LETOED TPOKTIKAOV NYEGIOG Kot

eunuepiog Tov epyalopévmy GToOV YOPO EPYUCINS GTOV IOLMTIKO TOUEA.

H ovppetoyn eivar ebehovtikng, avavoun kot eEopetikd morlvtun. Ta dedopéva mov Oa
ovALeyBov Ba ypnoiponomBovv avstnpd Yo axkadnpaikodg okomovc. Kaveic extdg and

NV £pELVNTIKN opdda dev Ba Exel TpoOSPacn ota EpOTHUATOAGYLO.

H ovundinpwon tov epotuatoroyiov Oa dwapkécel povo Aya Aemtd.
I'evikég Oonyieg

Agv VAoV GLYKEKPIUEVES ATAVTNOELS OTIS aKOAovOeg epwtoels. Kdbe dropo eivan
OPOPETIKO KOl €MOUEVDS OAec ol amavtnoelg stvor e&icov €yxvpec. Tlapakaiovpe
OTOVTNOTE OTIG EPMTNCELS L EMKpiveln pe Bdon TV Tpocmmiky cag eunepio. EmAéEte
™V e€mAoyn mov aviikatontpilel koAvtepa ™ yvoun coag. Oleg ot amoviioelg Ha

TOPAUEIVOVV EUTIGTEVTIKEC.
20G EVYOPICTOVUE Y10 TOV YPOVO GOg!

Anpoypa@ika Xrovyeio
1. IToto elvar to OAO cag;™*

e Tvvaixka
o  Avdpag

o Ilpotiud va unv avaeipm

2. o givon  nlkia cag;*
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e 1825
e 26-35
o 36-45
o 46-55
. 56+

3. [Toto eivan 10 eminedo exmaidevong cog;™

e Avkew0

o Tltuyio

e  MetomTuyloKd
e AdokTopikd

e Al (TopoKOA® SIEVKPIVIGTE)
Edv etvar dAL0, TapokaAoOE SIEVKPIVIOTE. ..........
4.’Eto¢ epyaciokng epmepiog®
5. ITowo givan to tpéyov eminedo g BEong cag;™*

¢ Ewoayoywko eninedo
e Meoaio enimedo
o Avotepo eminedo

e  Awevbuvtiko entinedo

6. X¢ mowov topéa gpydleote;™

AvOevtikn Hyeola

Avt 1 evomnta afloloyel To GTVA Myesiog mov vVwoBetel 0 AUECOG TTPOIGTANEVOS GOG,

€oT1alOVTOG GTNV QVTOYVAOGia, TN Ol0@AveELR Kot TV NOIKT GUUTEPIPOPA.

Amoavtiote otig akoiovbec epwtoetg amd 1o 0 émg 1o 5. H xhpaxa £xel og e€Ng:
0=KaB6Aov
1=Zyed0v xaboAov

2=Kd&moia
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3=IToA0
4=TTépo oD

5=Zyed0v evieAdg
7. O/H nyétng pov EekdBapo dSnAmvel Tt vvoei.®

O O O O O O

8. O/H nyétng pov deiyvel cuvéneto petald Tmv memolfdnoemv Kot v Tpasedv tov/tne.*

O O O O O O

9. O/H nyétg pov {nta 18éeg mov apeioPfntodv 115 facikég Tov/tng tenonoeig. ®

O O O O O O

10. O/H nyémng pov meptypdoeet pe akpipela tov tpdmo mov ot GAAot BAETOVVY TG TEMO1ONCELS

Tov/tng.*

O O O O O O

11. O/H nyétmg pov ypnowomotel Tig Pacikég tov/mng memoldnoelg yuu vo maipvet

anopdoelg.*

O O O O O O
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12. O/H ny€mng Hov aKOVEL TPOCEKTIKA TIC EVOALOKTIKEG ATOYELS TPV KOTAANEEL *

O O O O O O

13. O/H nyémg pov deiyvel va kataiofaivel Ta duvatd kot adbvopo onueio tov/tng. *

O O O O O O

14. O/H nyémng pov popaleton avorytd tAnpogopieg pe toug dArovc. ™

O O O O O O

15. O/H ny€mng Lo 0VTIGTEKETOL GTIG TEGELS TOV TOV/TNG AGKOVVTOL Y10, VOL KAVEL TPy LoTaL

avtifeta pe Tig memoldnoelg tov/tng. *

O O O O O O

16. O/H nyétng pov avalDEL OVTIKEWEVIKA TO GYETIKA dedopéva Tpv AdPet pa amdpacn.*

O O O O O O

17. O/H nyémng pov €xel coen entyvmon g enidpacng mov £xel 6Tovg dALlovg. ™

O O O O O O
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18. O/H nyémng pov ekepalet tig 10€eg Kot TIg okéyelg Tov/tng Eekdbapo otovg dAlovg. ™

O O O O O O

19. O/H nyémg pov kabodnyesiton 611G Tpdéelg Tov/mg and ecwteptkd N0 tpdtuma. ™

O O O O O O

20. O/H nyémg pov evBappiivetl toug dArovg va ekppalovv avtifeteg andyerg. ™

O O O O O O

Evnpepio otov yopo epyoaciog

Avt n evotnta a&loloyel TNy unuepia oTov YOPo epyaciog, 1 omoio aviikaTonTpiletl
GUVOAIKT] YUYOAOYIKT] KOl GUVOICONUOTIKY KOTAGTACN TOV £pYAlOpEVOV GE GYEON LE TO

€PYACLOKO TOVS TEPPAALOV.

Amoavtiote otig akoiovbec epwtoelg amd 1o 1 émg 1o 7. H xhpaxa £xel og €€Ng:
I=Alpovo andivta

2=A0povo

3=A10pOVO AaPP®OG

4=0vdétepog

S5=E0HEOVE EAOPPDOG

6=2VUPOVD

T=Zopeovo amdAvTa,
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21. Nivbo woavomompévog/m amod v {on pov.*

1 2 3 4 5 6 7

o O O O O 0O O

22. Bpiokopat kovté 6To OVELPO OV OTIC TEPIOCOTEPEG TTLYES TNG CmNG pov. ™

1 2 3 4 5 6 7

o O O O O 0O O

23. Tig mepiocdtepeg opég achavopLaL TPOUYUATIKE yopovuevos/ . *

1 2 3 4 5 6 7

o O O O O 0O O

24. H {on pov Bpioketan e kaAn Katdotoon.™

1 2 3 4 5 6 7

o O O O O 0O O

25. H {on pov givan yapoopevn.*

o O O O O 0O O

26. Avokora Ba dAAala Tov Twptvo pov Tpomo Long e Evay SlapopeTikd. ™

1 2 3 4 5 6 7

o O O O O 0O O

27. Eipon tkavomoipévog/n He Tic EpYaciokéc ov evboveg. *
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o O O O O 0O O

28. Ze YEVIKEG YPOUUIES, a1oOAVOLOL OPKETE TKOVOTOINIEVOS/T LE TNV TPEYOVCH. EPYUCIN

pov.*

o O O O O 0O O

29. AicBdvopon Tpoyuatikn evyopiotnon otnyv epyacia pov.*

1 2 3 4 5 6 7

o O O O O 0O O

30. ITavta Bpiokw TpoéTOVS VO epmAovTilm TV epyacio pov.*

1 2 3 4 5 6 7

o O O O O 0O O

31. H epyacia givar onuavtikn epmepia yo péva. ™

1 2 3 4 5 6 7

o O O O O 0O O

32. AwOdvopor KOVOTOMUEVOS/T LE TO EPYOCIOKE LOV EMITEVYUOTA GTNV TOPLVI OV

epyacio.*
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33. AwcBdvopar 6t Exm opydoel cav dtopo.*

1 2 3 4 5 6 7

o O O O O 0O O

34. Awayepilopon kadd to. kaBnueptva pov kabnkovra . *

1 2 3 4 5 6 7

o O O O O 0O O

35. Tevikotepa acBivopon KaAd e Tov €00TO 1OV Kot VidB® avtomenoibnon.*

1 2 3 4 5 6 7

o O O O O 0O O

36. Ot dvBpomot motevovy 6Tt gipan TPOOLLOC/M VO TPOGPEP® KoL VOL LOPUGTD TOV YPOVO

pov pe dArovg.*

o O O O O 0O O

37. Eipon KaAdg/M 010 vo SNUovpy®m VEMKTO opapla yio Ty gpyocio.™®

1 2 3 4 5 6 7

o O O O O 0O O

38. Mov apéoet va kavem €1¢ BdBog cu{NTNCELS LLE TNV OIKOYEVELN KO TOVG PIAOVS OV, DCTE

VO LTOPOVLE VO KATAVOT|COVUE KOADTEPQ O £V TOV GALOV.*
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Epyoacwoxi) 6éopgvon

H akdérovdn evotnra diepeuvd 10 emimedo kot to PaBog TG epyaciokng cog dEGHELONS
EVTOG TOV 0PYAVIGLOD GaG, E0TIALOVTOG 6TO GOEVOC, TNV 0LPOGIMOT Kot TNV amoppdPNon ¢

Baocikég 0106TAGELS TOV TPOTOL LE TOV OTO10 PLOVETE KOl EMEVIVETE GTNV EPYUGIN GOG.

Amavtiote otig akdhovbeg epmtnoelg and to 1 €mg to 5. H khipoka €xet og e&ne:
1=Ilot¢

2=Xmdvi

3=Mepéc popég

4=Xvyva

S=Ildvto

39. Zmv epyoacio pov vidbo yepdtog/m evépyeta. ™

O O O O O

40. Ztmv dovAeld pov vimbw duvatdg/m kot Lovtavog/m.*

O O O O O

41. Eipon evBououdmong pe m dovAeld pov.*
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O O O O O

42. H dovleld pov pe gumveéet. ™

O O O O O

43. Otav Eurvao 1o mpoi, vidBm 0peén va mhw on dovAeld. ™

O O O O O

44. Nidbo yapovpevog/n otav gpydlopan viatika.*

O O O O O

45. Eipon mepnoovog/n yio v epyascio mov kév.*

O O O O O

46. Eipon amoppopnpévoc/n ot dovAetd pov. *

O O O O O

47. Ilapacvpopot OTov SOVAEV®.*
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To epoTUATOAOYI0 OAOKANPOONKE.

20G EVYOPIGTOVE TOV APLEPDGATE XPOVO Y10, VO, GUUTANPADOGETE OVTO TO EPWOTNLATOAOY1O.
H ocvppetoyn cag extipdron 1d10itepa Kot TpOsOEPEL TOAVTILEG TANPOPOPIEG GE AVTNHV TNV

Epevva.
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