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I Introduction

The global economic crisis triggered by financial
scandals in the early 21st century exposed the vulnerability
of existing leadership practices, emphasizing the urgent need
for ethical, resilient, and socially responsible leadership.
Against this backdrop, the theory of authentic leadership
(AL) emerged (Luthans & Avolio, 2003), offering a
leadership model grounded in self-reflection, transparency,
and dedication to the common good (Avolio et al., 2004).
This perspective challenges traditional leadership models
based exclusively on instrumental effectiveness and responds
to the growing call for leaders who can promote positivity
and sustainable development within organizations. Recent
studies emphasize its importance in stimulating creativity
and sustainability in business (e.g., Ribeiro et al., 2020;
Cavazotte et al., 2021).

Despite the growing interest in authentic leadership
(Gardner et al., 2011, 2024), few studies explain if'and
through which relational mechanisms it promotes well
being and job satisfaction. Employee well being is a key
indicator of quality of life (Meier et al., 2023; Judge et al.,
2017) and is strongly associated with lower turnover
rates, greater engagement and performance, and better
mental health (Judge et al., 2017; Meier et al., 2023).
This makes well being a strategic issue for contemporary
organizations. Therefore, advancing knowledge to elucidate
the psychosocial pathways through which authenticity in
leadership enhances positive and sustainable experiences
in the workplace is essential. The research questions that
guide this study are: Is authentic leadership associated
with employee well being at work? What are the mediating
mechanisms that explain this relationship?

To answer these questions, this study begins with
two premises of authentic leadership theory. According
to Luthans and Avolio (2003), authentic leaders impact
their followers through positive emotions and relationships
characterized by transparency in the workplace. Based on
these propositions, the study examines the mediating role
of two factors associated with these processes: the leader’s
affective presence and interactional justice. The study
integrates these mediators into a single model to offer a
more comprehensive understanding of the mechanisms
connecting leader authenticity to follower well being.
It empirically investigates these propositions using data
collected from employees of a mixed-economy company

in the Brazilian banking sector.
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The study makes three significant contributions
to leadership research. First, the study broadens the
theoretical scope of AL by integrating affective processes,
an aspect often neglected by literature that has prioritized
cognitive approaches (Hughes et al., 2018; Gardner etal.,
2011, 2024). The research examines the role of the
leader’s affective presence (Eisenkraft & Elfenbein,
2010; Madrid et al., 2016) in the process of authentic
influence in an unprecedented way. This approach lends
originality to the study by combining two theoretical
strands: affective presence and interactional justice. This
combination offers a more sophisticated perspective on
the emotional and relational mechanisms that underpin
the effectiveness of authentic leaders.

Second, the research contributes to a contextualized
analysis of AL by exploring its impact on a sector that
has historically faced ethical dilemmas and pressure to
produce results: the financial sector. The AL theoretical
model assumes that authentic leaders’ morality and
selflessness are recognized and valued by their followers
and the organization (Gardner et al., 2011), regardless
of the context in which they operate. However, previous
studies suggest that authentic leaders may be less effective
in highly competitive contexts (Turano & Cavazotte,
2023), which calls into question the theory’s universal
applicability. This research addresses this ambivalence
by investigating authentic leadership performance in the
Brazilian banking sector, which has been marked by crises
of ethics and honesty (Lombard & Gibson-Brandon, 2024).

From a practical standpoint, the findings have
implications for organizations committed to promoting
well being and organizational justice at work, two themes
highlighted in the global sustainable development agenda
(United Nations Global Compact, 2021). By verifying
whether and how authentic leaders positively influence
employee job satisfaction, the study provides insight into
promoting more humane, ethical, and effective management

and leadership development practices.

2 Theoretical Framework and hypotheses

2.1 The authentic leader

Since the 2000s, academic and practical interest in
authentic leadership (AL) has intensified, driven by debates
among practitioners (George, 2003) and academic events
that have established the topic as a key area of leadership
research (Cha et al., 2019). Since then, the theory has
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evolved, with theoretical and empirical advances reinforcing
its significance in modern organizations (Gardner et al.,
2021, 2024; Gardner & McCauley, 2022a, 2022b).
According to key authors in the field, authentic
leaders are individuals who have a deep awareness of their
thought processes and actions, as well as the context in which
they operate (Avolio et al., 2004). These leaders have high
moral character and are confident, hopeful, optimistic, and
resilient. They stand out for their solid moral perspective,
recognition of their own strengths and weaknesses, and
recognition of the strengths and weaknesses of others. They
are able to identify each individual’s talent and help them
transform it into a strength (Luthans & Avolio, 2003).
In an effort to achieve a more robust definition,
Lux and Lowe (2024) redefined authentic leadership as a
leader’s consistent signaling of self-awareness, internalized
moral perspective, balanced information processing, and
relational transparency based on values. Gardner et al.
(2024) corroborate this reformulation, but they emphasize
the need to explicitly expand the theory of authentic
leadership both conceptually and contextually to deepen
the understanding of its nomological network and how
it functions in different organizational, cultural, and
relational contexts. This study promotes this expansion
by analyzing the role of the leader’s affective presence and

interactional justice.
2.2 The affective presence of the authentic leader

Under the influence of positive psychology, the
AL approach presented by Avolio et al. (2004) is based on
the idea that positivity impacts the relationship between
leaders and their followers. Self-transcendent values and
positive emotions directed toward others are two central
elements of this theory (Michie & Gooty, 2005). However,
despite the importance of affective processes in relationships
between authentic leaders and followers (Gardner et al.,
2011), a gap remains in the literature. Only one of the
258 studies identified in Gardner et al. (2024) recent
systematic review analyzes affective processes.

In this study, we examine these processes through
the lens of the Affective Theory of Social Exchange (ATSE)
(Lawler, 2001). This theory proposes that, although
emotions are experienced individually, they are often
interpreted in relational terms — that is, as resulting from
social interactions. Based on these theoretical foundations,
this study examines the extent to which authentic leadership

relates to the perception of the leader’s affective presence.

Affective presence (AP) is the tendency to
consistently elicit positive or negative affect in others
during interactions (Eisenkraft & Elfenbein, 2010).
Unlike the intrapersonal nature of the affect trait, AP is
an interpersonal trait defined by experiences interacting
with others and not by one’s own experiences. The feelings
evoked in others may differ from those felt by the leader.
This means that AP cannot be reduced to emotional
contagion — the transfer of one’s own affect to individuals
with whom one interacts (Madrid et al., 2016).

According to the ATSE, emotions generated during
interactions act as reinforcers that strengthen positive social
relationships (Lawler, 2001). When authentic leaders
interact with their followers from a positive perspective
and process information accordingly, they tend to activate
positive emotions in these relationships. The authors
reinforce this idea, highlighting that such leaders “are
more likely to create positive feelings” and “elicit positive
emotions in followers” (Avolio et al., 2004, p. 18). Thus,
authentic leaders have a more positive affective presence
in their interactions because they relate to their followers
transparently and ethically, in a manner consistent with
their personal values (Avolio etal., 2004). These attitudes
promote perceptions of authenticity and arouse positive
emotions in followers, strengthening interpersonal bonds.

Thus, we propose the following hypotheses:
Hla: AL is positively related to the leader’s positive AP

Hlb: AL is negatively related to the leader’s negative AP

2.3 The perception of interactional justice

Interactional justice (IJ) concerns the human
side of organizational procedures (Dal Vesco etal., 2016).
Introduced by Bies and Moag (1986), it refers to the
quality of interpersonal treatment that people receive
when managers make decisions and interact with those
affected by them. Cropanzano and Greenberg (1997)
define IJ based on two dimensions: interpersonal IJ,
referring to respectful, dignified, and courteous treatment
from superiors or authorities involved in decision-making
(Greenberg, 1990, 1993); and informational IJ, referring to
the quality of explanations about adopted procedures and
distributed results, including clarity, logic, and sincerity
of justifications (Greenberg, 1990, 1993).

Several authors emphasize that authentic leaders
strive to do what is right and fair for all stakeholders.
They act with transparency and balance and are willing

to sacrifice their personal interests for the common good,
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whether within their work team, organization, community,
or society as a whole (Bass & Steidlmeier, 1999; Howell
& Avolio, 1992; Luthans & Avolio, 2003). Based on
these assumptions, we argue that authentic leaders’
self-transcendent and morally oriented behaviors tend
to activate positive social exchanges with their followers.
These exchanges contribute to the perception of justice
(Avolio et al., 2004) — that is, respect and consideration
for individual dignity, as well as honest and truthful
relationships, which are characteristic of interactional
justice (Bies & Moag, 1986; Greenberg, 1993). Thus,
we propose the following hypothesis:

H2: AL is positively related to I]

Leaders’ affective states tend to be observable
through their facial expressions, body language, and
voice intonation. These states can influence others
through affective channels, such as emotional contagion,
and cognitive channels, such as social cognitions (van
Knippenberg & van Kleef, 2016). According to the
ATSE (Lawler, 2001), emotions function as internal
reinforcers in exchange relationships. This implies that
expressions of positive affectivity, such as joy, tranquility,
and enthusiasm, promote positive social interactions
(Bartels et al., 2022) and consequently favor higher
perceptions of IJ. Studies show that leaders” emotional
expressions affect their followers’ emotions and behaviors
(Gooty etal., 2010; van Knippenberg & van Kleef, 2016)
and directly influence how leaders are evaluated (Madera
& Smith, 2009; Johnson, 2009). Therefore, in this study,
we tested the following hypothesis:

H3: The leader’s positive AP is positively related to the
perception of I]

2.4 Job satisfaction

Job satisfaction (JS) is an attitude resulting
from the positive or negative evaluation of the context
and content of one’s work. According to Hackman and
Oldham (1975), job characteristics such as pay, promotion,
supervision, working conditions, and relationships with
colleagues are components of JS. JS is considered an
important indicator of well being at work, and several
studies have found an association between ]S and overall
life satisfaction (Judge & Klinger, 2008). In addition
to its connection with attendance, voluntary turnover,
and retirement decisions (Judge & Klinger, 2008),
a positive work environment leads to greater productivity

(Judge et al., 2017).
4

Leaders considerably influence how satisfied
employees are with their work (Avolio et al., 1999;
Mardanov et al., 2008). In this study, based on the
ATSE (Lawler, 2001), we propose that authentic leaders
promote positive exchanges with their followers, thereby
favoring employee JS. Gill and Caza (2018) observed
that, through direct interactions between leaders and
followers, as well as their indirect impact on the work
group, AL is associated with affective states and positive
exchanges. While no studies have verified the impact of
leaders’ positive affective presence on job satisfaction, the
literature suggests that it fosters positive work attitudes,
such as psychological safety (Madrid et al., 2024). Thus,
in this study, we propose the following hypothesis:

H4: The relationship between AL and ]S is mediated
by the leader’s positive AP

According to the demand-resource theory
(Demerouti et al., 2001), employee well being (as opposed
to stress) is partly determined by perceived control over
the environment and the availability of resources, such
as social support. As previously discussed, leaders play a
significant role in shaping perceptions of justice due to
their centrality in interactions with followers, particularly
in how actions and decisions are communicated. Fair
interpersonal treatment and balanced feedback exchanges
that characterize interactional justice can therefore
constitute work resources.

Due to their sensitivity to the needs and contributions
of their subordinates, as well as their honest and genuine
relationships with them (Avolio et al., 2004), authentic
leaders provide support at work. They do so by ensuring
quality information and care in their interactions with
subordinates when communicating decisions that affect
them. Thus, as a result of the support received from these
superiors during these processes, their subordinates would
experience greater satisfaction and well being. Evidence
indicates that support at work strongly influences satisfaction,
including through hierarchical chains (Erdogan & Enders,
2007). Studies also suggest that IJ is inversely related to
stress at work (Fox et al., 2001). Therefore, in this study,
we tested the following hypothesis:

H5: The relationship between AL and ]S is mediated
by the perception of justice in interactions with the
leader

Respectful, transparent, and sensitive communication
that attends to individual needs is a hallmark of authentic
leadership (Luthans & Avolio, 2003) and acts as a catalyst

|
R. Bras. Gest. Neg., Sao Paulo, v27, n.4, 2025



The influence of authentic leadership and interactional justice on the well-being of employees in the financial sector: the role of the leader’s affective presence

Anuthentic Leadership

Figure 1. Research model

for positivity in interactions with the leader, evoking
consistent positive emotions in followers (Eisenkraft &
Elfenbein, 2010; Madrid et al., 2016). These positive
emotions facilitate a more assimilative cognitive approach,
favoring less critical and more receptive evaluations in
interaction contexts and raising the perception of fair
treatment in work relationships (Bartels et al., 2022).
Together, affective presence and interactional justice
operate as complementary mechanisms that explain how
authentic leaders strengthen bonds and promote greater
satisfaction and well being at work. Figure 1 summarizes

the hypotheses investigated in the research.

3 Method

3.1 Procedures and data collection

A quantitative, cross-sectional survey was carried
out using a structured questionnaire designed specifically
for this study. The research was conducted with employees
of a mixed-economy company in the Brazilian banking
sector, specifically one of its investment management units.
The company has approximately 100,000 employees who
are dispersed geographically, and the unit in question has
297 employees, most of whom are concentrated in the same
unit. Data were collected via an electronic questionnaire
hosted on the Qualtrics system and made available through
an email invitation. Questions were sent indiscriminately
to leaders and team members at different hierarchical
levels. Total anonymity of the participants was ensured,
and measures were taken to guarantee confidentiality of

the information.

Leader’s Affective

Presence

Perception of Organizational
Justice

Joh Satisfaction

Of the 297 employees invited, 193 responded
to the questionnaire, corresponding to a response rate of
approximately 65%. While this was not a probabilistic
sample, the strategy aimed to cover the entire target
population. Thus, the sample can be characterized as a
census with partial response based on participant self-
selection. No significant differences were found between
the respondents’ profile and the general population’s
profile, indicating that the sample is representative of
the group analyzed (Supplementary Data 1 — Data set
and Codebook).

Of the respondents, 58% are men, 42% are
women, and 54.4% have children. The average age is
41, ranging from 24 to 65 years old. Most participants
are married or in stable relationships (70.5%), while
22.3% are single. In terms of education, the vast majority
have postgraduate degrees (87.6%), predominantly in
specializations. The average length of service with the
company is 16.6 years, and the average length of time in
their current position is 4.1 years. Among the participants,
30.1% hold a leadership position, and 69.9% are in the
institution’s technical career track. The average length
of time working in the same team is 4.6 years, and the
average length of time reporting to the leader is 2.1 years.

The minimum required sample size was calculated
using G*Power 3.1.9.7 software (Faul et al., 2009). Considering
that job satisfaction has the most predictors (eight: four
substantive and four control variables), an effect size (f) of
0.15, statistical power of 0.95, and o = 0.05, the required
sample size is 109 observations. Since our sample consisted
of 193 valid observations, the sample size criterion was met

(Supplementary Data 2 — Appendix A_Questionnaire).
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3.2 Measures

The questionnaire consisted of 43 questions,
nine of which were related to demographic data. The
remaining questions are detailed below.

AL: Sixteen questions were from the Authentic
Leadership Inventory (ALI), which was developed by Neider
and Schriesheim (2011) and validated in Portuguese by
Campos and Rueda (2021). This instrument measures
four dimensions that comprise the AL construct: self-
knowledge (four items), relational transparency (four
items), balanced information processing (four items),
and internalized moral perspective (four items). A five-
point Likert scale ranging from 1 (strongly disagree) to
5 (strongly agree) was used.

Leader AP: Eight questions were proposed by
Eisenkraft and Elfenbein (2010) about the leader’s affective
states. The instrument is divided into two dimensions and
asks participants to assess “to what extent interaction with
your team leader generally makes you feel...” The first
dimension encompasses four positive affective states: happy,
enthusiastic, calm, and relaxed. The second dimension
encompasses four negative affective states: bored, sad,
stressed, and irritated. A five-point Likert scale was used,
ranging from 1 (never) to 5 (always). The instrument was
not available in Portuguese and was translated.

Perception of IJ: The instrument was developed
by Hodson et al. (1994) and adapted into Portuguese
by Rego (2000). It has 17 questions divided into five
dimensions: two dimensions of IJ (interpersonal justice
and informational justice), procedural justice, distributive
justice of rewards, and distributive justice of tasks.
To meet the objectives of this research, only the IJ-related
dimensions were used, consisting of six questions. A six-
point Likert scale was used, ranging from 1 (strongly
disagree) to 6 (strongly agree).

JS: Based on Hackman and Oldham’s (1975)
Job Diagnostic Survey (JDS) instrument, which was
translated into Portuguese and validated by Pedroso et al.
(2014), four questions related to the dimension of overall
job satisfaction were selected from the original group.
Respondents were asked to rate each question on a seven-
point Likert scale ranging from 1 (strongly disagree) to
7 (strongly agree).

Age, gender, length of time on the team, and
length of time at the company were used as control
variables. Gender is an important factor in JS (e.g.,
Abelha et al., 2018), and research indicates significant

0|

variations in perceptions of satisfaction between men
and women. For example, women tend to report higher
levels of satisfaction in areas such as supervision and
relationships with colleagues (Bedeian et al., 1992). Age
is also a relevant demographic factor because satisfaction
tends to increase with age (e.g., Dobrow et al., 2018).

However, length of service, or time spent in a
speciﬁc position, can negatively influence JS as it increases
due to stagnation and a lack of new opportunities
(Dobrow et al., 2018). However, time spent in an
organization is a consistent predictor of satisfaction,
reflecting greater security and stability, especially among
men (Bedeian et al., 1992).

4. Analysis of results

We employed Harman’s single-factor analysis to
evaluate common method bias in the data set (Changetal.,
20105 Podsakoff & Organ, 1986). All indicators of the
latent variables were entered into an exploratory factor
analysis (EFA). Based on the criterion of cigenvalues
greater than 1, this analysis indicated the retention of six
latent factors. The eigenvalues of these factors in the sum
of the rotated loadings were 5.38, 5.02, 3.81, 3.68, 3.41,
and 1.96; these cigenvalues explained 15.83%, 14.79%,
11.21%, 10.83%, 10.03%, and 5.77% of the variance,
respectively. Since the sum of the factors accounted for
68.46% of the total variance and the factor with the highest
eigenvalue explained only 15.83%, we concluded that the
common method variance probably did not substantially
influence our results.

Table 1 shows the means, standard deviations,
and correlations between the variables of the model
studied. Cronbach’s o was calculated for each variable
to assess the reliability of the instruments used in the
study, and the results indicated adequate reliability. In the
regression analyses, responses to the scales were aggregated
by mean and analyzed as a whole rather than subdivided
by dimension.

Multiple regressions were performed for the
different dependent variables involved in hypothesis
testing using SPSS/Process (Supplementary Data 3 —
Appendix B_Data). First, the direct effect of AL on the
leader’s positive AP was evaluated (Table 2). Demographic
factors such as gender, age, length of service on the team,
and length of service at the company were included in

the analysis for control purposes.
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Table 1
Means, Standard Deviations, Correlations, and Cronbach’s Alpha
Variables® Mean S.D.b 1 2 3 4 5
1. Authentic Leadership 3.67 0.68 (0.94)
2. Leader’s Positive Affective Presence 3.48 0.86 0.65** (0.78)
3. Leader’s Negative Affective Presence 2.17 0.79 -0.59** -0.61** (0.84)
4. Perception of Interactional Justice 4.69 0.98 0.68** 0.72*%* -0.57** (0.89)
5. Job Satisfaction 5.75 1.08 0.35** 0.46** -0.29** 0.49** (0.88)

Note: N = 193; *P < 0.05; **P < 0.01; * Cronbach’s a observed for each instrument on the diagonal in parentheses; *Standard deviations.

Table 2
Multiple Regression for the Leader’s Positive AP
Variables ; Model 1 = ; Model 2 -
Gender* 0.02 0.25 -0.07 -1.20
Age* 0.12 1.10 -0.02 -0.19
Time on the Team® 0.14 1.71 0.05 0.81
Time at the Company* -0.19 -1.77 -0.10 -1.09
Authentic Leadership 0.66 11.52**
R? 0.03 0.43
F 1.13 28.33%**
AR? 0.40
AF 132.70***
Note: N = 193; *P < 0.05; **P < 0.01; ***P < 0.001; *Control variables.
Table 3
Multiple Regression for the Leader’s Negative AP
Variables ; Model 1 - ; Model 2 =
Gender* -0.16 -2.24* -0.09 -1.42
Age* -0.11 -1.00 0.01 0.16
Time on the Team® 0.06 0.73 0.14 2.08*
Time at the Company* 0.02 0.19 -0.07 -0.80
Authentic Leadership -0.59 -9.84%**
R? 0.03 0.36
F 1.65 21.37*%*
AR? 0.33
AF 96.88***

Note: N = 193; *P < 0.05; **P < 0.01; ***P < 0.001; *Control variables.

Model 1, which consisted only of control
variables, was not statistically significant; no demographic
factor significantly affected the leader’s positive AP The
demographic characteristics of the participants, such as
gender, age, and length of service with the company and
superior, were not associated with the leader’s positive AP
in this sample since the coeflicient of determination of
this model was not significant (R? = 0.03).

Model 2, which included the AL variable, had
a significant coeflicient of determination (R* = 0.43;
F =28.33; P < 0.001) and a significant regression

coefhicient for the AL variable (B = 0.66; # = 11.52;
P <0.001). This indicates that 43% of the variation in
the leader’s positive PA can be explained by variations
in the superior’s AL. Therefore, there is a positive
relationship between the AL perceived by the follower
and the leader’s positive AP in the sample studied. This
result confirms hypothesis H1a.

Next, the direct effect of AL on the leader’s negative
AP was evaluated (Table 3). The analysis included the
same demographic control factors: gender, age, length of
service on the team, and length of service at the company.
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In the first model, the demographic factors were
not statistically associated with the leader’s negative AP
since the model’s coefficient of determination was not
significant (R* = 0.03).

Model 2 included the AL variable and obtained
a significant R? value (R? = 0.36; F = 21.37; P < 0.001).
This indicates that AL is associated with the perception
of the leader’s negative AP and explains 36% of the
variance in this perception in this sample. The regression
coeflicient of the AL variable was significant (f = -0.59;
t = -9.84; P < 0.001). The negative sign indicates an
inverse relationship between the variables. As with the
negative AP metric, lower scores indicate a less negative
leader. Thus, it can be concluded that the more authentic
the leadership, the lower the leader’s negative AP in this
group. These results confirm hypothesis H1b.

The regression coeflicient of the time on the team
variable was also significant in Model 2 (8 = 0.14, # = 2.08,
P < 0.05), indicating an association with the leader’s
negative AP, Thus, controlling for the effects of leadership,
the longer an employee remains on a team, the greater the
leader’s negative AP, This may be because time provides a
greater diversity of situations experienced with the leader.

To analyze H2 and H3, a multiple regression was
performed to evaluate the impact of AL and the leader’s
positive AP on the perception of IJ (see Table 4). The
demographic control variables were gender, age, time on
the team, time at the company, and whether the responding
employee held a leadership position.

Model 1, which considered only the effects of
demographic factors on the perception of IJ, was not
statistically significant (R* = 0.04).

Model 2 introduces the AL variable as a predictor
of the perception of IJ. This model’s coefficient of
determination was significant (R* = 0.48, F = 28.30,
P < 0.001), as was the regression coeflicient of the AL
variable (B = 0.69, = 12.57, P < 0.001). These results
indicate that the perception of I] is statistically associated
with the leader’s AL.

The third model included the leader’s positive
AP variable in the analysis, together with the AL variable.
This model also presented a statistically significant
coefficient of determination (R* = 0.61; F = 41.59;
P < 0.001) and significant regression coefficients for
AL (B = 0.37; t = 5.97; P < 0.001) and the leader’s
positive AP (B = 0.49; 7=7.98; P<0.001). Additionally,
the increase in the coeficient of determination was
significant (AR? = 0.13; F = 63.65; P < 0.001). These
results indicate that both AL and the leader’s positive
AP are positively associated with employees” perceptions
of I], thus confirming hypotheses H2 and H3.

To assess the mediation of the leader’s positive AP
and the perception of IJ between AL and JS, a hierarchical
regression was performed. The following demographic
variables were considered for control purposes: gender,
age, time on the team, time at the company, and leadership
position (Table 5).

In the first model, which used only the demographic
variables, the coeflicient of determination was significant
(R*=0.07; F=2.63; P<0.05). The regression coeflicient
for time on the team was significant in relation to JS
(B=0.17, £ = 2.05, P < 0.05). Therefore, it can be seen
that the longer the time on the team, the greater the job
satisfaction among the group of participants.

Table 4
Regression Perception of IJ
Variables Model 1 Model 2 Model 3
B T B T B T
Gender* 0.11 1.51 0.02 0.30 0.05 1.06
Age 0.04 0.34 -1.11 -1.35 -0.10 -1.44
Time on the Team* 0.15 1.77 0.05 0.84 0.03 0.50
Time at the Company* -0.14 -1.23 -0.04 -0.52 0.00 0.06
Leadership Position -0.02 -0.25 -0.06 -1.04 -0.05 -1.03
Authentic Leadership 0.69 12.57%+* 0.37 5.97
Pos. Affective Presence 157.88%** 63.65***
R? 0.04 0.48 0.61
F 1.34 28.36*** 41.59***
AR? 0.44 0.13
AF 157.88*** 63.65***

Note: N = 193; *P < 0.05; **P < 0.01; ***P < 0.001; *Control variables.

8

|
R. Bras. Gest. Neg., Sdo Paulo, v27, n.4, 2025



The influence of authentic leadership and interactional justice on the well-being of employees in the financial sector: the role of the leader’s affective presence

Table 5
JS regression
. Model 1 Model 2 Model 3 Model 4
Variables
B T B T B T B T
Gender* 0.05 0.72 0.01 0.11 0.04 0.56 0.02 0.3
Age? 0.08 0.78 0.02 0.15 0.02 0.23 0.06 0.61
Time in the Team?® 0.17 2.05* 0.12 1.57 0.1 1.37 0.09 1.28
Time in the Company* -0.08 -0.76 -0.04 -0.37 0 0.02 0 0.01
Leadership Position -1.14 -1.78 -0.16 -2.13* -0.15 -2.15* -1.13 -1.95
Authentic Leadership 0.32 4.66™** 0.05 0.55 -0.08 -0.91
Pos. Affective Presence 0.42 5.02%** 0.25 2.67*
Justice Perception 0.35 3.55%*
R? 0.07 0.16 0.26 0.31
F 2.63* 6.05%** 9.46** 10.37*
AR? 0.1 0.1 0.05
AF 21.70%** 25.20%** 12.61%*%*

Note: N = 193; *P < 0.05; **P < 0.01; ***P < 0.001; *Control variables.

In Model 2, the AL variable was included as an
antecedent of JS. The model’s coefficient of determination
(R? = 0.16; F = 6.05; P < 0.001) and the regression
coefhicient of the AL variable (B = 0.32; = 4.66; P< 0.001)
were both statistically significant, suggesting a positive
association between AL and JS.

The third model included the leader’s positive
AP variable and presented a significant coefficient of
determination (R? = 0.26; F=9.46; P < 0.001). There was
also asignificant increase in the coefficient of determination,
rising from 0.16 t0 0.26 (AF=25.20; P< 0.001). However,
the AL variable did not show a significant regression
coeflicient at this stage when introducing AP reduced
its effect on JS. This preliminary result is indicative of
mediation (Baron & Kenny, 1986).

Model 4 showed a significant coeflicient of
determination (R*>=0.31, F=10.37, P<0.001) when the
perception of I] variable was inserted (B = 0.35, 7= 3.55,
P<0.001). The increase in R* was also statistically significant,
rising from 0.26 t0 0.31 (AF=12.61, P< 0.001). Though
the effect of the leader’s positive AP on JS showed a slight
decrease in this model, the variable remained statistically
significant with a regression coefficient of f = 0.25, 7= 2.67,
and P < 0.01. Since the results of models 3 and 4 satisfy
the conditions for statistical mediation (Baron & Kenny,
1986), we can confirm hypotheses H4 and H5.

The Sobel (1982) test was performed to verify
the mediations. The results (Sobel AL-AP-JS = 2.03,
P <0.05, and Sobel AL-I]J-JS = 2.62, P < 0.01) confirmed
the proposed mediations. The indirect effects were verified

using model 6 of the Process macro, which was generated

by bootstrapping with 5,000 resamples. The results showed
a significant indirect effect of authentic leadership on
job satisfaction via the leader’s positive affective presence
(by suys = 026, SE = 0.10, 95% CI = [0.07, 0.47));
a significant indirect effect of authentic leadership on
job satisfaction via interactional justice (b, .. = 0.20,
SE = 0.14, 95% CI = [0.03, 0.53]); and a significant
indirect effect of authentic leadership on job satisfaction
via positive affective presence and interactional justice
(bAL’AP’U’JS =0.18, SE = 0.09, 95% CI = [0.04, 0.37]).
To verify the possibility of endogeneity, Hausman
tests were conducted using demographic variables as
instruments in the regression models (Hill et al., 2018).
The results of these tests for the three main models (with
positive affectivity, interactional justice, and satisfaction as
the dependent variables) were not significant; that is, there
is no strong evidence that the explanatory variables are
endogenous. The results presented above are summarized

in Figure 2.

5 Discussion and conclusion

This study tested a theoretical model that positions
authentic leadership as a central factor in promoting well
being at work. The model also considers the positive
affective presence of these leaders and the perception
of interactional justice resulting from their behavior as
mediating mechanisms that explain how leadership promotes
this outcome. The data corroborate the relationship
between authentic leadership and job satisfaction, as well

as the two proposed mediating mechanisms. In summary,
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Aunthentic Leadership

P =037+

Figure 2. Results obtained for the proposed model

Leader's Affective Presence
R =0.43%%+

Perception of Organizational

Justice
R =0.61%%

p=025+

Joh Satisfaction
R =031%**

B =035

Note: N = 193; **P < 0.01; ***P < 0.001. Regression coefficient values () and coeflicients of determination

(R?) considering control variables

the findings reinforce the idea that authentic leadership
contributes to creating an emotionally positive, fair, and
satisfying work environment for employees.

From a theoretical point of view, the first relevant
finding concerns the connection between authentic
behaviors and the affective presence of leaders. The data
suggest that authentic leaders, characterized by high levels
of morality, transparency, self-awareness, and balanced
information processing, are perceived as more affectively
positive by their subordinates. Additionally, the results
show that authentic behaviors are inversely associated with
negative affective presence, suggesting that authenticity
mitigates dysfunctional, negative emotional expressions.
This empirical evidence supports a central proposition of
authentic leadership theory that has not yet been verified
empirically: leader authenticity promotes interactions
marked by positive emotions (Avolio et al., 2004, p. 18).
To the best of our knowledge, these observations are a
novel contribution of this study to leadership literature.

Regarding interactional justice, the data show a
positive association with authentic leadership. This finding
reinforces previous theoretical propositions (Howell &
Avolio, 1992; Luthans & Avolio, 2003) that authentic
leaders are perceived as fair due to their ethical conductand
relational transparency. In the sample analyzed, authentic
leadership, anchored in dimensions such as self-knowledge
and the internalization of moral values, seems to promote
equitable and respectful interactions and is perceived as

fostering both interpersonal and informational justice.

10]

Furthermore, the results suggest that the relationship
between authentic leadership and interactional justice
is due, in part, to authentic leaders’ enhanced positive
affective presence. Considering the specific organizational
and cultural context of the sample (banking professionals),
these results constitute an important contribution to
leadership and organizational justice studies.

Finally, the findings suggest that authentic
leadership is a reliable predictor of employee job
satisfaction due to these leaders’ positive affective presence
and perceived interactional justice. Specifically, positive
affective presence fully mediated the relationship between
authentic leadership and job satisfaction. This finding
suggests that authentic leaders contribute significantly
to the well being of their followers due to their positivity
(Judge & Klinger, 2008). Additionally, the perception
of justice associated with authentic leadership practices
was relevant in explaining differences in job satisfaction,
suggesting that interactions perceived as fair with authentic
leaders contribute to greater satisfaction with the work
environment. From the perspective of demand and resource
theory (Demerouti et al., 2001), these results attribute to
the emotional positivity and interactional justice promoted
by authentic leaders the role of psychosocial resources
that mitigate work demands and strengthen employee
motivation. Thus, promoting authentic leadership directly
impacts job satisfaction and represents an organizational
strategy that stimulates a healthy, engaged environment

sustained by relationships of trust and equity.
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From a people management perspective, this
research contributes to leader training and new leaders
development by highlighting elements that the AL
perspective identifies as levers for building a healthier
organizational environment. Therefore, it is crucial for leaders
in training to develop self-awareness and self-reflection
skills to align their actions with these values and maintain
consistent behavior. Self-reflection tools and techniques
can help leaders better understand their motivations
and act more authentically. Furthermore, promoting
authentic leadership fosters a culture of integrity where
ethical behaviors are reinforced. Professionals exercising
leadership who wish to develop in these dimensions
should focus on transparency, integrity, and consistency
in acting according to values and principles to foster an
environment of trust. This environment is essential for
effective collaboration and innovation.

Development programs should also focus on leaders
positive affective presence, as it promotes perceptions of
fairness and job satisfaction. Positive affective presence is
particularly relevant when communicating decisions and
their criteria, which are intrinsic to interactional justice.
Fair leaders actively listen, provide constructive feedback,
and demonstrate empathy in these interactions. This
research underscores the significance of these processes
for employee well being, emphasizing the pivortal role of
aleader’s affective presence when providing and receiving
feedback. This ensures that feedback is constructive and
respectful, thereby enhancing employee satisfaction and
improving the work environment.

From a social and institutional perspective, the
findings reinforce the need for leadership promotion and
evaluation criteria that consider not only technical and
strategic skills, but also a leader’s ability to generate positive
affective connections and encourage fair interactions. HR
departments should incorporate behavioral indicators
related to authenticity, ethical consistency, and the ability to
generate trust as criteria for evaluating managerial aptitude.
Institutions that value and develop these competencies
can improve well being and engagement indicators and
strengthen an organizational culture based on trust,
mutual respect, and relational integrity.

It should be noted that this study has some
limitations. Cross-sectional correlational studies do not allow
for the deduction of cause-and-effect relationships. Future
studies should use experimental models to verify the causal
effects of authentic behaviors on employee attitudes and
the direction of causality in relation to affective presence.

Furthermore, it cannot be completely ruled out that the
variance explained by the method/source (common
method variance) influences the estimation of predictors
in the model, albeit minimally. Another limitation of the
study is the response rate, as not all invited employees
participated in the survey. Since no demographic data
were collected from non-respondents, it was not possible
to perform a statistical comparison between the groups.
However, based on the available information, the profile
of the respondents appears compatible with that of the
overall population. This minimizes, but does not eliminate,
the possibility of nonresponse bias.

The findings are also limited in their applicability
due to the study’s focus on a single banking organization and
its primarily mature, well qualified professionals. Therefore,
the associations observed cannot be considered valid for any
professional in the financial sector, given the institution’s
particularities. While this approach yields relevant, context-
specific results, the limitations stemming from the focus
on a single national context underscore the importance of
replicating the study in other financial institutions and in
different cultural, institutional, or market contexts.

Future research should expand the sample to
include private companies from other sectors and use mixed
research methods to collect data from multiple sources.
Since the topic of leader AP in organizations is recent and
involves several variables, such as mood, feelings, emotional
responses, and affective states, it would be interesting to
investigate the influence of emotions on the development
of AL and the formation of high-performance teams.
Another suggestion is to investigate the impact of leaders’
negative AP on team performance and the formation of
judgments about leaders and their behaviors.

Thus, the results of this research clarify the
mechanisms through which authentic leadership influences
employee well being and offer valuable empirical foundations
for institutional policies and strategic interventions. People
are a company’s greatest asset, and protecting, developing,
and supporting them is a fundamental organizational
responsibility. Organizations can strengthen a culture of
trust and engagement by integrating development practices
focused on affective presence, interactional justice, and
ethical consistency. This impacts not only performance, but
also long-term organizational health. Promoting working
relationships based on authenticity directly responds to
sustainable development goals associated with well being
and decent work because authentic leadership strengthens

these bonds. In a time when professionals feel overwhelmed

[11
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and are seeking to reestablish their relationship with work
to reduce their generalized sense of exhaustion (World
Economic Forum, 2022), initiatives to cultivate healthier
and more ethical work environments are urgent. These
initiatives ensure business sustainability and the health

of people and the planet.
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