Moderation-Mediation of the Relationship between Authentic Leadership, Trust and Organisational Citizenship Behaviour

Dr. Evangelia Fragouli (Kingston University, UK), Dr. Ruchi Tyagi (Kingston University, UK)






Moderation-Mediation of the Relationship between Authentic Leadership, Trust and Organisational Citizenship Behaviour

Abstract

The study examines the impact of leader followers’ gender on the relationship between Authentic Leadership (AL), employees’ Trust in Leaders (TL) and Organisational Citizenship Behaviour (OCB) in the Information Technology (IT) industry. Understanding the role of gender in AL, TL and OBC is crucial for enhancing employees’ OCB and designing effective leadership development training programs within organisations. This study employs a moderation -mediation model where employees’ gender serving as a moderator and employees’ trust in leaders as a mediator in the AL and OCB relationship. The study has adopted a quantitative, non-experimental (descriptive) research approach. The sample consists of 304 (62% male and 38% female) employees with two or more years of working experience in the information technology industry. The data is collected through a cross-sectional survey method using a validated questionnaire comprising 52 items. Structural equation modelling has been conducted using AMOS version 21 software. The Confirmatory Factor Analysis (CFA) has been used to assess the factor structure of the model. The findings show that gender significantly moderates the relationship between AL and OCB, AL and TL and TL and OCB, although the moderating effect of female followers is weaker than male followers. The research concludes that authentic leadership positively influences followers’ performance, however, its impact on OCB is weaker for females due to underlying differences in cognitive thinking, motivation and behaviour patterns. The study contributes to  gender leadership and organizational studies research, as well as, to HRM policy & decision making.
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Introduction
Authentic leadership positively influences employees' trust in leaders, which directly impacts organisational citizenship behaviour (Tyagi, 2020; Qiu et al., 2019). The predominant models of authentic leadership emphasize that authentic leaders show their true selves to their subordinates  which helps in building trust , cooperation and team work (Gardner et.al. 2005 as cited by Farid et. al. 2020). Considering followers' gender, it becomes crucial in understanding the dynamics of authentic leadership, trust, and organisational citizenship behaviour in relation to gender. Gender differences rooted in societal expectations and social role theory, delineate distinct behavioural patterns between males and females (Heilman & Chen, 2005; Eagly & Karau, 2002; Reisch, et.al.,2021). Women tend to exhibit more communal, nurturing, and relationship-oriented behaviours shaped by societal expectations, while men often demonstrate rational and instrumentality-driven behaviours (Kidder, 2002). These gender-specific behaviours extend to the workplace, where females intrinsically engage in organisational citizenship behaviour, reflecting socially prescribed role behaviour (Heilman, 2012). In contrast, men participate in citizenship behaviour when acknowledged and appreciated by their leaders (Kacmar et al., 2011). Hence, exploring the impact of gender in the interplay between authentic leadership, trust, and organisational citizenship behaviour is essential for assisting leaders in augmenting followers' organisational citizenship behaviour. The insight regarding the role of gender in authentic leadership, trust, and organisational citizenship behaviour will offer valuable implications for organisations in designing leadership development training initiatives and improving employees' trust in leaders and organisational citizenship behaviour.
Organizational citizenship behaviour (OCB) regards actions or behaviours that employees are willing to engage beyond their recommended role requirements;  it is positively related to indicators of individual, unit and organizational performance (Mallick et. al, 2015).Organisational citizenship behaviour is important for any organisation to develop and maintain a social-psychological work environment, which ultimately cultivates the overall task performance (Organ, 1997). It also initiates building socio-capital functioning in the organisation, which enhances overall efficiency and effectiveness (Podsakoff et al., 2014; Nielsen et al., 2012; Podsakoff et al., 2009). Employee citizenship behaviour within an organisation manifests through various actions, encompassing altruistic acts such as assisting colleagues without anticipating reciprocation, demonstrating courtesy in interactions, exceeding performance expectations (conscientiousness), fostering a positive organisational image externally (civic virtue), and displaying commitment during challenging organisational periods (sportsmanship). Although not obligatory, these behaviours contribute to cultivating team spirit among employees, ultimately enhancing the overall efficiency of organisational functioning. The performance of employees significantly influences organisational success, with effective leadership guidance being pivotal for successful employee performance. Leadership style plays a crucial role in determining the success or failure of employees and the organisation. Bass (2008) posits that leaders possess the ability to influence or motivate followers, thereby shaping their behaviours and attitudes.
Moreover, Schlechter & Engelbrecht (2006) work underscores the pivotal role of leaders in enhancing employees' performance within the organisational context. Leadership is recognized   (Schneider et al., 2005) as a key predictor of employees' organisational citizenship behaviour, alongside other contributing factors. Podsakoff, Mackenzie, Pain & Bachrach (2000) also elucidates that leaders employing a fair and genuine leadership style contribute to the increase in employees' citizenship behaviour through positive social exchanges between leaders and employees. Perceived authenticity in leaders' behaviour positively correlates with enhanced employee performance (Kifer, Heller, Perunovic & Galinsky, 2013). Authentic leadership, encapsulating qualities of genuineness, ethicality, trustworthiness, and authenticity, is acknowledged as a positive form of leadership that fosters strong, positive relationships between leaders and followers (Avolio et al., 2004). Unbiased decision-making, ethical role modelling, and relational transparency in leaders' behaviour are identified as catalysts for promoting followers' citizenship behaviours toward colleagues and the organisation (Avolio & Luthans, 2006). The four components of authentic leadership, as delineated by Walumbwa, Avolio, Gardner, Wernsing, & Peterson (2008), namely self-awareness, balanced processing, moral perspective, and relational transparency, distinguish this leadership style within the broader leadership literature. The positive impact of authentic leadership qualities on employee performance is evident. Ilies, Morgeson, and Nahrgang (2005) established a positive correlation between authentic leadership and employees' self-determination. Honest relationships developed by authentic leaders foster trust and loyalty among followers, motivating them to surpass expected job routines. Gardner, Chan, Hughes & Bailey (2006) further affirmed that relational transparency and self-disclosure, integral components of authentic leadership, enhance employees' trust in leaders.
Enhanced trust between leaders and employees fosters a reciprocal relationship known as social exchange, as articulated by Blau (1964). Factors such as commitment, trust, and loyalty establish the foundation for this exchange (Rousseau & Parks, 1993), leading to heightened leader-member exchanges when trust is present. Jiao, Richards & Hackett (2013) indicate that trustworthy relationships yield increased autonomy, freedom, flexibility, and challenging opportunities for employees. In response, employees engage beyond their job boundaries in organisational activities.
Aims of the research
This study aims to investigate the impact of subordinates' gender on the association between authentic leadership, employees' trust in leaders, and organisational citizenship behaviour, drawing on social exchange theory and role expectation theory. It entails a moderation-mediation model where subordinates' gender functions as a moderator in the relationship between authentic leadership (independent variable), trust in leaders (mediating variable), and organisational citizenship behaviour (dependent variable). The research seeks to uncover additional facets of the authentic leadership-organisational citizenship behaviour relationship beyond the mediating role of trust in leaders. 
The second aim of this study is to assess the moderating impact of subordinates' gender at both Stage 1 (authentic leadership and employees' trust in leaders) and Stage 2 (employees' trust in leaders and organisational citizenship behaviour). Exploring potential gender-based differences in the weak relationships reported in the literature between authentic leadership and employees' trust in leaders, as well as employees' trust in leaders and organisational citizenship behaviour, will provide valuable insights. Particularly, investigating whether these relationships vary among female and male subordinates contributes a unique perspective to authentic leadership, organisational citizenship behaviour, and employees' trust in leaders literature.
 Additionally, the study aims to scrutinize the relationship between authentic leadership and organisational citizenship behaviour with the mediating role of employees' trust in leaders. This builds upon prior research by Tyagi (2020), Qiu, Alizadeh, Dooley & Zhang (2019) and Coxen, van der Vaart, & Stander (2016), who identified that authentic leadership enhances employees' trust in leaders, and this trust partially mediates the positive relationship between authentic leadership and organisational citizenship behaviour. Examining this mediation process across the entire sample and within gender-based subgroups adds further depth to the understanding of these dynamics.
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Figure 1: Conceptual model Authentic Leadership-Trust in Leaders-Organisational Citizenship Behaviour moderated by Followers Gender
Literature Background and Hypothesis
To work on the moderated mediation model, a theoretical understanding of the positive relationship between authentic leadership, employees’ trust in leaders and organisational citizenship behaviour is required. Employees’ trust in leaders mediates the relationship between authentic leadership and employees’ organisational citizenship behaviour, supported by the social exchange theory. The subordinates’ gender is a moderator in the study, grounded by the societal role expectation theory. The study has discussed all the theoretical relationships of the conceptual models.
Authentic Leadership and Organisational Citizenship Behaviour
Leadership is considered an essential element of creating a work environment and developing an organisational culture (Bohn & Grafton, 2002). Literature (Podsakoff et al., 2000) reveals that leaders can encourage employees' behaviour because of their unique position of leadership as recognizers and providers of rewards associated with organisational citizenship behaviour. Leadership is considered one of the main predictors of organisational citizenship behaviour. Followers enact according to their leader's behaviour (Walumbwa et al., 2010; Schneider, Ehrhart, Mayer, Saltz & Niles-Jolly, 2005); if they find their leader's behaviour genuine and positive, they also behave in the same manner. Followers reciprocate the same behaviour as they see in their leaders. Authentic leadership is considered one of the positive approaches of leadership which focuses on the more transparent communication and information-sharing relationship between leaders and followers (Gardner et al., 2005; Avolio et al., 2004; Luthans and Avolio, 2003). Leaders' authentic and open behaviour towards their employees increases their trust in leaders and organisations, which makes employees involved in more organisational activities whether they are part of their job contract or not (Avolio & Gardner, 2005; Brown, Treviño, & Harrison, 2005). Authentic leaders who are supportive of developing a fair and open work environment influence employees' behaviour. This positive work environment influences employees to perform extra-role behaviour by helping others for the benefit of the organisation in return as a gesture of appreciation without any obligations (Eisenberg et al., 2001; Tyler & Blader, 2000). Literature ( Avolio et al., 2004)  also supports this relationship by directly linking authentic leadership with employees' positive work attitudes, including job satisfaction, job commitments and engagement in their empirical research study. It reveals that authentic leaders' quality of relational transparency, balanced processing of information, and internalized moral perspective inculcate a higher level of commitment and willingness to perform extra-role behaviour in employees. Studies (Zhang et.al., 2018 ) also show the positive relationship between authentic leadership and employee proactive behavior. Based on self-determination theory, such a relationship is sequentially mediated by psychological empowerment and core self-evaluations. Hackett, Wang, Chen, Cheng & Farh (2018), Mayer, Kuenzi, Greenbaum, Bardes, and Salvador (2009) and Brown et al. (2005) also found a positive relationship between ethical leadership a positive approach to leadership like authentic leadership and organisational citizenship behaviour. Walumbwa et al. (2010) reported a positive relationship between authentic leadership and organisational citizenship behaviour from a study conducted in Chinese Telecom companies. Joo & Jo (2017) found a positive relationship between perceived authentic leadership and followers' psychological empowerment, core self-evaluation and organisational citizenship behaviour from an analysis of data collected from a large profitable Korean company. Tyagi (2020) also found a positive association between authentic leadership and employees' organisational citizenship behaviour with the moderating role of employees' trust in leaders in research conducted on one of the Indian service industries. 
Employees Trust in Leaders and Organisational Citizenship Behaviour
As noted earlier, a trustworthy relationship between leader and follower positively impacts the organisation's overall performance. Dirks & Ferrin (2002) examined the effect of employees' trust in leaders on the organisational citizenship behaviour of employees in their meta-analysis study and reported a positive relationship. Trusting relationships between leaders and employees not only increase employees' behavioural outcomes but also strongly impact their attitudinal outcomes (Dirks & Ferrin, 2000). Literature (Scandura & Graen, 1984) revealed that employees' trust in leaders creates a strong bond between leader and follower relationships, further increasing employees' job satisfaction and organisational commitment, high involvement in organisational activities and extra-role behaviour (Wayne & Green, 1993). Dineen, Lewicki & Tomlinson (2006) stated that employees' open and frequent communication and interaction with leaders influenced their work-related behaviour, and the level of this relationship strongly impacted the employees' willingness to perform organisational citizenship behaviour (Organ, 1990). Podsakoff, Mackenzie, Pain & Bachrach (2000) stated in their research that employees perform extra-role behaviour or citizenship behaviour through a social exchange relationship between leader and employees. Social exchange is one's voluntary behaviour in return for others' positive actions towards them (Blau, 1964). The social exchange relationship depends on trust, loyalty, and commitment; all these are its micro motives (Rousseau & Parks, 1993). This social exchange relationship influences employees to take the initiative, get more involved in their jobs, and take responsibilities apart from their formal job contract (Dansereau, Graen & Haga, 1975). Employees' trust in leaders increases their interest in performing extra-role behaviour and their regular work routines (Yukl, 1989). Employees' trust in leaders is considered one of the important predictors of organisational success (Dirks & Ferrin, 2002). It improves strong group processing, high motivation (Dirks, 1999), upturn in performance (Dirks & Ferrin, 2001) and healthy personal relationships (Lewicki & Bunker, 1996). Further, Liden & Graen (1980) suggest that a healthy leader-follower relationship encourages employees to do more work than the assigned ones, which supports the leaders in attaining their desired objectives.
Trust in Leaders as a Mediator in the relationship between authentic leadership and organisational citizenship behaviour
Leaders' positive behaviour increases employees' trust in leaders, which further influences employees to involve in extra-role behaviour or organisational citizenship behaviour (Tyagi, 2020). Podsakoff et al. (1990) also found an indirect relationship between leaders' behaviour and employees' citizenship behaviour, mediated by employees' trust in leaders. Several studies (Dirks & Ferrin, 2002; Avolio, Gardner, Walumbwa, Luthans & May, 2004) have proven the mediating role of trust in the relationship between positive leadership style and organisational citizenship behaviour. Tyagi (2020) tested the moderating role of employees' trust in leaders in the relationship of authentic leadership and organisational citizenship behaviour in the Indian informational technology industry in this direction and found a significant moderating effect of trust in leaders in this relationship. Qiu, Alizadeh, Dooley & Zhang (2019) tested the mediating role of trust in leaders in the relationship between authentic leadership and organisational citizenship behaviour in the Chinese hotel industry; they found the partial mediating role of employees' trust in leaders in the relationship of authentic leadership and organisational citizenship behaviour. Another study by Coxen, van der Vaart, & Stander (2016) tested the mediating role of employees' trust in the organisation, coworkers and supervisors in the relationship of authentic leadership and organisational citizenship behaviour in public health care, South Africa and found the partially mediating role of employees' trust in organisations and coworkers in the relationship and organisational citizenship behaviour but employees' trust in supervisors was not mediating the relationship or not indirectly impacted the organisational citizenship behaviour. Min and Ko (2016) study on Korean airlines showed that authentic leadership impacts the employees' trust in leaders, and trust in leaders increases employees' citizenship behaviour. Minimal work has been done to define this relationship, so it is premature to specify its real nature. Thus, the following hypothesis is proposed:
Hypothesis 1: Employees’ trust towards leaders mediates the positive relationship between authentic leadership and organisational citizenship behaviour.
Leadership, Employees’ Gender and Organisational Citizenship Behaviour
Another essential aspect of this study is follower gender, which differs from the usual leadership behaviour, attributes and approaches. Gender-based research focuses on the leadership approach and behaviour of men and women (Wang, Chiang, Tsai, Lin & Cheng, 2013; Ayman & Korabik, 2010). Some studies (Eagly, Karau & Makhijani, 1995) have measured the success of particular leadership styles related to gender-specific occupational groups or work settings, such as nursing, where females dominate and, in contrast, construction work is mainly dominated by males. Ayman, Korabik & Morris (2009) & Yammarino, Dubinsky, Comer & Jolson (1997) conducted research in the direction of the subordinates' gender-based differences in reactions to leadership, but these studies were conducted on small groups with mixed responses as a result. Fewer studies have been conducted on leadership, organisational citizenship behaviour and subordinates' gender; a study by Kacmar et al. (2011) and another one by Hackett, Wang, Chen, Cheng & Farh (2018). Kacmar et al. (2011) have investigated the impact of ethical leadership on employees' gender-based differences regarding motivation to be involved in organisational citizenship behaviour based on the perception of politics in an organisation. The study's findings indicate that ethical leadership positively impacted men's organisational citizenship behaviour when they perceived high politics in the organisation. This relationship is weaker for women when they perceive high organisational politics and vice versa. The study's findings explained the concern of women's perception of high politics in organisations; others would do organisational citizenship behaviour to fulfil their self–absorbed motives instead of communal interests. And, in comparison with women, men find political settings to make the base to show high organisational citizenship behaviour to achieve their personal carrier-oriented motives. Hackett, Wang, Chen, Cheng & Farh (2018) also tested this relationship but not in politically charged organisation. The study investigated this relationship on 202 supervisor-subordinates' dyads in Taiwan's flat screen manufacturing company. The study states that leadership is less important in increasing females' organisational citizenship behaviour in comparison to males because of societal role expectations and internal motivations. They tested a moderation mediation model of transformational leadership, LMX and organisational citizenship behaviour.
Hypothesis 2: Followers’ gender moderate the positive relationship between authentic leadership and organisational citizenship behaviour

This research also examines the gender-based differences in responses to authentic leadership, employees’ trust in leaders and organisational citizenship behaviour. The perspective of the present study is to examine the moderation effect of followers’ gender in the mediating role of trust in leaders on the relationship between authentic leadership and organisational citizenship behaviour. After that, the moderation effect of followers’ gender will be examined in two stages: in the first stage, authentic leadership to employees’ trust in leaders, and in the second stage, employees’ trust in leaders to Organisational citizenship behaviour whether this relationship is different for men and women employees in Indian service industry regardless of politically charged organisation and manufacturing organisations. The foundation of these differences in the gender-based difference in subordinates’ organisational citizenship behaviour is because of their societal role expectations and the motives of behaviour.
Gender Societal Role Expectations and Organisational Citizenship Behaviour 
Gender differences based behaviour emerges because of societal role expectation or social role theory (Eagly, Wood & Diekman, 2000; Eagly, 1987), which is socially exhibited, cultured and strengthened by power and social structure of the society (Kidder, 2002; Eagly & Steffen, 1984). Social role theory states that social learning and societal power relations are the two reasons for promoting gender differences in society (House, 1981). These processes reinforce the people's acceptance of these beliefs of gender role differences and expect the whole world to behave in the same manner (Kidder & Parks, 2001; Maccoby, 1990). With these established beliefs on gender roles, men and women are also inclined to behave in a social system as they are expected to be. Over time, women are expected to be empathetic, helpful, nurturing and communal (Heilman, 2012; Eagly, 2009; Ridgeway, 1991), and men are expected to behave in agentic (ambitious, competitive and aggressive) manner (Heilman, 2012; Eagly, 2009; Schein & Mueller, 1992).
Women are more likely to be involved in close relationships than men because of their communal behaviour patterns and develop cooperative and interpersonal behaviour to maintain those relationships (Kidder, 2002; Baumeister & Sommer, 1997). From this perspective, women gain social support and personal affiliations (Baumeister & Leary, 1995) from their connections. Conversely, men increase their social status through their agentic behaviour patterns. They focused more on personal status rather than relationships like women (Cross & Madson, 1997), so when men are involved in organisational citizenship behaviour, they intentionally do this to achieve their career aspirations (Eagly & Koenig, 2006; Gardner & Gabriel, 2004; Gabriel & Gardner, 1999). Conversely, when women are involved in organisational citizenship behaviour, they may do so to increase their relations or ties with colleagues. Heilman & Chen (2005) found that in their experimental study if men perform helping behaviour in organisations, they increase their favorability.
Conversely, women diminish their favorability if they withhold their altruistic behaviour. It shows that citizenship behaviour is congruent with women as a gender-specific role (Eagly & Karau, 2002; Eagly, Wood, & Diekman, 2000) but not men. If men perform altruistic behaviour, they receive praise and are treated as having more exceptional behaviour. Kidder (2002) also found altruistic citizenship behaviour more associated with women in comparison to men in his study. Hence, it is stated that women are involved in higher levels of organisational citizenship behaviour than men, regardless of leaders' influence, because of gender role congruency (Heilman & Chen, 2005).
Gender based differences in organisational citizenship behaviour motives and expectations: Implications for authentic leadership and trust in leaders
Employees’ gender-based differences in organisational citizenship behaviours’ motives to perform (Hackett et al., 2018; Kacmar et al., 2011) and role expectations (Heilman & Chen, 2005; Eagly & Karau, 2002) discussed can change the nature of the relationship between authentic leadership, trust in leaders and organisational citizenship behaviour. Literature (Shaikh, Watto & Tunio, 2022) demonstrates a positive association between authentic leadership and organisational citizenship behaviour, and a leader can influence subordinates to link up their personal identity with the organisation and its vision (Kark, Shamir & Chen, 2003), but it does not work more on women as they have inherent tendencies to perform citizenship behaviour because of their gender-specific social role identity (Kacmar et al., 2011; Heilman & Chen, 2005; Eagly & Karau, 2002). Hence, the hypothesis formulated:
Hypothesis 3: Followers’ gender moderates the significant mediating effects of followers’ trust in leaders on the relationship between authentic leadership and organisational citizenship behaviour.

Moderation can occur at two stages in the model: the first is between authentic leaders and employees' trust in leaders, and the second is between employees' trust in leaders and organisational citizenship behaviour. Tyagi (2020) suggests that the authenticity of leaders increases employees' trust in leaders. However, authentic leadership is less important in developing employees' trust when female employees are part of it. As Eagly & Karau (2002) stated, women are expected to be communal in behaviour patterns; it is considered their inherent trait to make interpersonal relationships and trust the core of any relationship. So, women develop their trust in leaders because of their gender role differences rather than their leadership style. In comparison to men, women are considered more cooperative, sociable and relationship-oriented from the start (Spence & Helmreich, 1980; Kidder & Parks, 2001). On these bases, this hypothesis is proposed:
Hypothesis 3a: Followers’ gender moderates the significant mediating effects of followers’ trust in leaders on the relationship between authentic leadership and organisational citizenship behaviour.

In reference to the stage 2 moderation effect in the relationship between employees’ trust in leaders and organisational citizenship behaviour, it is important first to recall the non-moderated relationship between both variables. As found in the literature (Sjahruddin & Sudiro, 2013), employees’ trust in leaders increases their citizenship behaviour as a means of social exchange relationship (Blau, 1964). Employees reciprocate the same behaviour as they received when this relationship is direct. However, employee trust in leaders is considered not very important to increase women employees’ citizenship behaviour as citizenship behaviour is viewed as an integral part of their behaviour (Kacmar et al., 2011). Women are expected to behave in a communal manner because of gender role identity. In the same way, organisational citizenship behaviour is role congruent with them (women); they do not use this behaviour as a social exchange of currency (Eagly & Karau, 2002; Heilman & Chen, 2005). Conversely, men get involved in citizenship behaviour as a part of social exchange to take some favours from their leaders. They perform citizenship behaviour to get more limelight to increase their credits (Heilman & Chen, 2005); ultimately, they want to be more powerful in terms of their job, careers and professional life. So, employees’ trust in leaders is weaker for women than men in increasing organisational citizenship behaviour. Hence, this hypothesis is proposed: 
Hypothesis 3b:  Employees _ gender moderates the positive relationship between employees’ trust in leaders and organisational citizenship behaviour. 
Methodology
A deductive approach is used in this study as it allows researchers to utilise existing knowledge of a subject to derive a hypothesis and then test it through observations and data collection (Bell, Bryman & Harley, 2011). The process of this study follows the steps of the deductive approach where the study's hypothesis builds on the existing theory of authentic leadership, trust and organisational citizenship behaviour to find the interconnections between them at various levels. The study employs a combination of primary research and critical literature review, also known as secondary research, to test  hypotheses through quantitative data analysis. A literature review aids in developing a theoretical framework by synthesizing existing theories and related concepts on the research topic. A questionnaire is utilised to gather primary data, which enables the address of specific research questions and hypotheses, leading to a more profound understanding of the subject matter (Walliman, 2021).
Research Design
The nature of the research design of the study is quantitative and descriptive. The data has been collected for the study through the cross-sectional survey method (Creswell, 2012; Best & Kahn, 2006).
Instrumentation
The researcher used a standardized and validated questionnaire / Schedule of Authentic Leadership Questionnaire (ALQ) containing 16 items on a five-point Likert scale measuring an authentic leadership style (Avolio, Gardner & Walumbwa, 2007). This measure of authentic leadership is reliable. The internal consistency reliability for each ALQ measure is as follows: “self-awareness, α = .73; relational transparency, α = .77; internalized moral perspective, α = .73; and balanced processing, α = .70 (Walumbwa et al., 2008)”. The researcher acquired permission from the owners of these research instruments before using them for the study.
Employees’ trust in leaders has been measured through the Organisational Trust Inventory (OTI-12 items) containing a total of 12 items on a seven-point Likert scale tested and validated by Vidotto, Vicentini Argentero & Bromiley (2008) and suggested to use to measure employees’ trust in leaders, which was initially developed by Cummings & Bromiley (1996). The model fit requirements of the scale show: “CFI and NNFI of 0.99 almost at their maximum, as the recommended value of 1.00. The values of Chi-square = 42.98 (df = 51, p = 0.78), and RMSEA = 0.0 is also excellent”.
The researcher used a standardized and validated questionnaire / Schedule “containing 24 items on a seven-point Likert scale developed by Podsakoff et al. (1990) to measure Organisational citizenship behaviour. Podsakoff et al. (1990) assessed the convergent and discriminant validities by conducting a CFA for the organisational citizenship behaviour scales. The Tucker-Lewis goodness-of-fit index (TLI), which measures how well the model accounts for the sample variance and covariance on a scale of 0 (no fit) to 1 (perfect fit), was .94. The internal consistency reliabilities (Cronbach’s alpha) averaged α = .81 (altruism, α = .85; civic virtue, α = .70; conscientiousness, α = .82; courtesy, α = .85; and sportsmanship, α = .85)”.

Sample  
The sample size obtained for the study is 304 employees working in the information technology industry in Delhi NCR of India. According to the NASSCOM (2015), approximately 30% of employees work in Delhi NCR of the total IT workforce. The study has selected 304 employees with two or more years of experience to rate their leaders. The sample size 304, with a margin of error of 5% and a confidence level of 95%, was more appropriate for performing confirmatory factor analysis because it is ten times the number of observations as per the guidelines given by Hair, Black, Babin & Anderson (2010). Convenience (non-probability) sampling techniques have been used for the data collection.
Description of the sample
The data has been collected through personal and web surveys (Google forms) at the followers' levels having a minimum work experience of 2 years to rate their leader appropriately. The data was collected at the follower's level only. Initially, 20 organisations were contacted, of which 13 showed readiness to participate in this study. The questionnaire was distributed to 520 employees to fulfil the study's requirements. The data was collected at the followers' positions; the returned questionnaire was 312. While entering the data in SPSS, out of 312 questionnaires, 8 had missing or insufficient data, so those questionnaires were not considered for the analyses. Finally, the data received from 304 (~58 %) respondents was up to the mark. Of 304 employees, 189 (62%) were male and 115 (38%) females worked in IT organisations in Delhi NCR of India. In terms of experience, 174 (57%) employees were in the category of 2-10 years of experience group, 112 (37%) employees were in the range of 11-20 years of experience category, 13 (4%) of employees were in the category of 21-30 years of experience and rest of the 5 (2%) employees were from the 31 or more years of experience.
Research Findings
Structural equation modelling has been used through AMOS 21 software. The CFA has been done to assess the uni-dimensionality, reliability and validity of the model's constructs and to examine the measurement variance in both the male and female subgroups (Byrne, 2006).
The path analysis has been done to estimate the regression weight of authentic leadership on organisational citizenship behaviour with the mediating effect of followers' trust in leaders with the maximum likelihood estimation method on the overall dataset and male and female subgroups. 
The model fit for overall dataset has assessed using the criteria including Chisq/df = 1.466, comparative fit index (CFI) = 0.984, adjusted goodness of fit (AGFI) = 0.902, goodness of fit index (GFI) = 0.936, normed fit index (NFI) = 0.951, tucker-lewis index (TLI) = 0.98, root mean square error of approximation (RMSEA) = 0.4, and root mean square residual (RMR) = 0.02 shows perfect model fit. The model fit for both male and female subgroups have achieve through the values Chisq/df = 1.288, comparative fit index (CFI) = 0.989, adjusted goodness of fit (AGFI) = 0.902, goodness of fit index (GFI) = 0.936, normed fit index (NFI) = 0.954, tucker-lewis index (TLI) = 0.986, root mean square error of approximation (RMSEA) = 0.031, and root mean square residual (RMR) = 0.018. To achieve good model fit indexes, no factor loading less than 0.6 has been considered for the study, as suggested by Hair et al. (2010). The reliability and validity of the model have been achieved appropriately in terms of  Average Variance Extracted (AVE), Maximum Shared  Variance (MSV) and the correlation of variables, which can be seen in Table 1. Also, SEM's missing data assumptions, normality checks, and outliers have been done as required. Mahalanobis distance test was used to check outliers and deleted from the data set and did the same with the missing values data sets. Skewness and kurtosis values have been considered maximums of 2 and 7, respectively, for the normality check suggested by Curran, West & Finch (1996) and Kline (2011).
Table 1: The Discriminant Validity Index Summary
	 
	CR
	AVE
	MSV
	MaxR(H)
	Trust
	Authentic
	OCB

	Trust
	0.932
	0.822
	0.161
	0.971
	0.906
	 
	 

	Authentic
	0.925
	0.757
	0.203
	0.972
	0.401
	0.870
	 

	OCB
	0.875
	0.585
	0.203
	0.881
	0.379
	0.450
	0.765



As followers’ gender is most important in the study as all the hypotheses are based on this moderator (followers’ gender). Descriptive of male and female has given in the Table 2. 
Table 2: Descriptive – Mean, Standard Deviation (SD) and Correlation
	 
	Mean
	SD
	Correlation

	
	
	
	KC
	NH
	NT
	CY
	CV
	SP
	CO
	AL
	SA
	BP
	ME
	RT

	KC
	4.744
	0.624
	1
	.931**
	.738**
	.294**
	.290**
	.205**
	.260**
	.322**
	.295**
	.327**
	.371**
	.336**

	NH
	4.642
	0.600
	.931**
	1
	.759**
	.299**
	.312**
	.218**
	.262**
	.336**
	.315**
	.349**
	.379**
	.364**

	NT
	4.554
	0.618
	.738**
	.759**
	1
	.272**
	.266**
	.236**
	.265**
	.306**
	.266**
	.269**
	.307**
	.283**

	CY
	4.849
	0.611
	.294**
	.299**
	.272**
	1
	.585**
	.538**
	.543**
	.552**
	.227**
	.320**
	.366**
	.311**

	CV
	5.356
	0.617
	.290**
	.312**
	.266**
	.585**
	1
	.688**
	.566**
	.615**
	.240**
	.295**
	.329**
	.325**

	SP
	5.322
	0.661
	.205**
	.218**
	.236**
	.538**
	.688**
	1
	.532**
	.655**
	.145*
	.270**
	.296**
	.305**

	CO
	5.246
	0.638
	.260**
	.262**
	.265**
	.543**
	.566**
	.532**
	1
	.545**
	.289**
	.339**
	.361**
	.366**

	AL
	5.105
	0.571
	.322**
	.336**
	.306**
	.552**
	.615**
	.655**
	.545**
	1
	.262**
	.309**
	.362**
	.384**

	SA
	2.666
	0.774
	.295**
	.315**
	.266**
	.227**
	.240**
	.145*
	.289**
	.262**
	1
	.669**
	.754**
	.654**

	BP
	2.479
	0.644
	.327**
	.349**
	.269**
	.320**
	.295**
	.270**
	.339**
	.309**
	.669**
	1
	.817**
	.729**

	ME
	3.029
	0.698
	.371**
	.379**
	.307**
	.366**
	.329**
	.296**
	.361**
	.362**
	.754**
	.817**
	1
	.867**

	RT
	2.460
	0.592
	.336**
	.364**
	.283**
	.311**
	.325**
	.305**
	.366**
	.384**
	.654**
	.729**
	.867**
	1


Note: **. Correlation is significant at the 0.01 level (2-tailed); *. Correlation is significant at the 0.05 level (2-tailed).

For men, both authentic leadership and employees’ trust in leaders are positively associated with organisational citizenship behaviour (r = 0.293 & 0.182, respectively, p < .05) and each other (r = 0.455, p <.05). For women also, authentic leadership and trust in leaders are significantly associated with the organisational citizenship behaviour (r = 0.243 & 0.168 respectively, p < .05), but this relationship is weaker for the women employees. The relationship between authentic leadership and trust in leaders is also significant for women employees, but it is also weak in comparison to men employees (r = 0.302, p <.05). It means men and women employees are different to each other in frequency of performing citizenship behaviour in the relationship of authentic leadership and trust in leaders. 
Hypothesis Testing
All the hypotheses of the study have been proved, as seen in Table 3. 
Hypothesis 1 has been supported concerning employees' trust in leaders as a mediating variable in the relationship between authentic leadership and organisational citizenship behaviour. It has shown a partial mediating effect of employees' trust in leaders in the overall sample (.072 (.003) p < .05).
Hypothesis 2 has also been supported as it concerns the moderation effect of followers' gender in the relationship between authentic leadership and organisational citizenship behaviour. Authentic leadership impacts men's and women's employees' citizenship behaviour differently. The direct effect of authentic leadership on organisational citizenship behaviour is significant for men and women employees (.293(.003) p < .05 for men; .243(.002) p < .05), but it is stronger for men employees in comparison to women employees.
Hypothesis 3 has been supported as the findings show a moderate effect of followers' gender on the mediating role of employees' trust in leaders in the relationship between authentic leadership and organisational citizenship behaviour. The indirect impact of employees' trust in leaders is more substantial for male employees than women employees (.083(.002) p < .05 for men; .051(.038) p < .05 for women).
Hypothesis H3a has been supported as it shows significant gender moderation in the relationship between authentic leadership and employees' trust in leaders. This relationship illustrates the differences in behavioural outputs of male and female employees. The direct effect of authentic leadership on employees' trust in leaders is weaker for women in comparison to male employees (.455 (.005) p < .05; .301 (.003) p < .05 for women).
Hypothesis H3b has shown significant differences in gender-wise behaviour in the relationship between employees' trust in leaders and organisational citizenship behaviour. Women employees' relationship between trust in leaders and organisational citizenship behaviour is less intense than that of male employees. Trust in leaders does not influence female employees to increase their frequency of engaging in organisational citizenship behaviour.

Table 3: Effects of the Moderation-Mediation Model
	Sample
	Direct Effect
	Indirect Effect
	Total Effect

	
	(AL-OCB)
	(AL-Trust-OCB)
	

	Entire Samplea
	0.267*
	0.72*
	0.339*

	Subsamples
	
	
	

	    Male Followersb
	0.293*
	0.083*
	0.376*

	    Female Followersc
	0.243*
	0.051*
	0.294*


Note: Significance of estimates was based on 95% confidence intervals; aN = 304, bN = 189, cN = 115; *p<.05;
Discussion
The findings of the study, based on the social exchange theory (Cropanzano & Mitchell, 2005) and gender social role theory (Eagly et al., 2000), support the idea that leaders' positive influence on employees' organisational citizenship behaviour is stronger for men employees in comparison to women employees. Gender has a significant moderating effect on authentic leadership and organisational citizenship behaviour, authentic leadership and employees' trust in leaders and employees' trust in leaders and organisational citizenship behaviour. However, all these relationships are weaker for women employees compared to men employees. Kacmar et al. (2011) and Hackett, Wang, Chen, Cheng & Farh (2018) also disclosed the weaker relationship between positive leadership theory and employees' organisational citizenship behaviour. Partial mediation of trust in leaders in the relationship between authentic leadership and organisational citizenship behaviour replicates the findings of Qiu, Alizadeh, Dooley & Zhang (2019). The partial mediation of employees' trust in leaders has also been found in both the gender-based samples. 
The results also support strong evidence of authentic leadership, which influences employees' performance irrespective of gender. However, the ratio of increase in the frequency of OCB is lesser for women than men, which may be because of their social role congruency (Kacmar et al., 2011). The studies of Kacmar et al. (2011) and Hackett, Wang, Chen, Cheng & Farh (2018), didn't find any significant relationship between transformational leadership and organisational citizenship behaviour in the case of female employees Kacmar et al. (2011) and Hackett, Wang, Chen, Cheng & Farh (2018). The results stated that leadership hardly impacted the improvement of female employees' organisational citizenship behaviour. Conversely, authentic leadership influence positively increases female employees' citizenship behaviour. It proves that the dynamics of every leadership model differ in their characteristics to influence followers (Shamir et al., 1993; Walumbwa, Cropanzano & Goldman, 2011). It reveals that perceived authenticity in leaders' behaviour increases employees' performance regardless of their gender. Leaders' authentic and transparent behaviour develops employees' trust in their leaders (Agote, Aramburu & Line, 2016) in the case of both male and female employees, results stated. The influence of trust in leaders on the propensity of female employees to engage in organisational citizenship behaviour is found to be relatively limited in reference to male employees (Heilman & Chen, 2005). So, in the case of females, their gender-specific social role identity influences more their inclination to engage in citizenship behaviour (Kacmar et al., 2011; Heilman & Chen, 2005; Eagly & Karau, 2002) rather than any other professional motivation.
Conclusion
To address the challenges posed by a competitive business environment, the Information Technology Industry increasingly focuses on leveraging employees' capabilities and identifying individuals willing to engage in extra-role behaviour or OCB. Ethical role modelling, impartial decision-making, and transparency demonstrated by leaders promote employees' positive engagement in extra-role behaviours (Avolio & Luthans, 2006). Leadership plays a pivotal role in shaping employees' attitudes and actions (Bass, 2008). Podsakoff et al. (2000) highlighted that leaders' fair and authentic behaviour fosters employees' citizenship behaviours by fostering positive social exchange relationships between leaders and employees. Employees' participation in organisational citizenship behaviour (OCB) contributes positively to enhanced productivity, efficiency gains, cost reduction, decreased employee turnover rates, and elevated levels of client satisfaction (Valsania et al., 2012). Although men and women differ in behaviour, leadership approaches and effectiveness (Wang, Chiang, Tsai, Lin & Cheng, 2013).
The research study indicates that authentic leadership positively impacts followers' performance; however, the effect on organisational citizenship behaviour (OCB) is less pronounced for female employees due to differences in motivation, cognitive processes, and behavioural patterns. The study suggests that leaders should exhibit authentic leadership behaviours while considering the gender of their followers. By understanding the role of gender, leaders can develop tailored strategies to motivate male and female followers separately (Kacmar et al., 2011). The study's findings hold potential value for leaders in refining their leadership approaches and understanding the impact of their styles on employees' attitudes and behaviours, not only within the information technology sector but across various industries. Additionally, organisations stand to benefit from the study's insights by informing the design of training initiatives and the cultivation of organisational cultures conducive to effective leadership. 
Limitations 
There are several limitations encountered during this study. Firstly, the study focused exclusively on the large companies (excluded medium and small-sized companies) of the Delhi-NCR region within the Indian information technology industry, potentially impacting the generalizability of results. Furthermore, the cross-sectional research design necessitated a large sample size to establish causal relationships, allowing for the influence of other organisational factors on employees' organisational citizenship behaviour. Moreover, survey responses were collected solely from employees (at the followers' level), raising concerns about standard method bias, particularly regarding assessments of leadership style, organisational citizenship behaviour, and trust in leaders. Lastly, the disproportionate representation of female employees compared to male employees may impact the generalizability of findings.
Contribution to Future Research
The study provides insights for future research to delve deeper into the relationship between authentic leadership, gender, trust, and OCB. Subsequent studies may explore variations in different dimensions of authentic leadership and OCB about gender, as well as investigate how the gender dynamics between leaders and followers influence these relationships. Additionally, future research can consider both leader gender and follower gender to get new insights into this relationship. Wang, Chiang, Tsai, Lin & Cheng (2013) study indicates that the influence of leadership may vary based on the demographic similarity between leader and followers (Douglas, 2012). Therefore, future research is required to explore these aspects further at different levels.
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