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Abstract  The purpose of this study was to investigate 
the mediating effects of meaningfulness on the relationship 
between authentic leadership and altruistic behavior. The 
participants consisted of 356 teachers randomly selected 
from 14 primary and secondary schools in Nigde. Three 
different instruments were used in this study. The scales 
were translated using the translation and back translation 
method. All scales were adapted to the educational context. 
The validity and reliability of the scales were examined. 
Pearson correlation coefficient and the structural equation 
modeling were used for the data analysis. It was found that 
authentic leadership was positively related to teachers’ 
altruistic behavior and meaningfulness in work. A significant 
positive relationship was found between altruistic behavior 
and meaningfulness. It has been determined that 
meaningfulness fully mediated the relationship between 
authentic leadership and altruistic behavior. 

Keywords  Authentic, Meaning, Authentic Leadership, 
Altruism

1. Introduction
There is a consensus in all social science literature that the 

search for meaning is a universal human motive and that loss 
of meaning leads to psychological deprivation or even 
disorder [1]. According to Frankly [2], the search for 
meaning is a basic motive in life. He has said that the 
meaning can only be made by man himself, therefore the 
meaning is subjective, and that frustration of man’s will to 
meaning will lead to existential frustration. Philosophically, 
the meaning of life is the answer to how we live. This 
question confronts both the ultimate purpose of life and the 
ethical issue in everyday life. Meaningfulness is experienced 
in everyday life when virtues such as compassion, honesty, 
caring, and commitment are transformed into actions [1].  

In the meaning literature, it is stated that one of the basic 
mechanisms that make work meaningful is authenticity. 

Authenticity is seen as maintaining the intrinsic value and 
beliefs that one has [3]. It is asserted that when work is 
congruent with values, beliefs, attitudes and identity the 
authentic self develops while will also shape the meaning in 
work [4]. Individuals who understand the existential 
structure of life and assume responsibility for their identity 
and life are considered authentic [1]. Sometimes authentic 
life and meaningful life are seen equal [5]. 

The meaning of work in the domain of organizational 
behavior is based on a psychological perspective based on 
subjective interpretations of the work experience and 
interactions of individuals [4]. Meaning in work is defined as 
the subjective experience of meaning in a particular context 
[6]. It has been determined that the meaning of work in an 
organizational environment influences many organizational 
results [4].  Experienced meaningfulness is considered by 
researchers as an important psychological state. Less of 
meaningfulness can lead to work alienation or 
disengagement [7]. According to organizational 
theoreticians, through leadership and organizational culture 
practices, it is possible to make occupationally meaningful 
work for employees in organizations [1]. Leaders play an 
important role in influencing or shaping the meaning of work 
[4].  

In the following, theoretical explanations of authentic 
leadership, altruism and meaningfulness were presented first. 
Then the research purpose and method are explained. Finally, 
the results of the research are specified and discussions and 
suggestions based on them are made. 

2. Theoretical Background

2.1. Authentic Leadership 

As a structure the concept of authenticity is defined as 
being true to oneself [8]. The concept of authenticity has 
attracted attention with the interest of humanistic psychology 
[9]. Positive psychology aims to understand organizational 
dynamics and positive human processes that make positive 
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organizational life meaningful [10]. Positive psychology 
sees the concept of authenticity as the personal experience of 
a person with his thoughts, feelings, needs, desires or beliefs. 
Thus, it means a person to be aware of and take appropriate 
actions expressing the true self in the way s/he actually 
thinks and believes in. Therefore, authenticity concerns both 
having a personal experience and acting coherently in true 
self. In other words it is for a person to tell what he believes 
or thinks and act accordingly [10, 11, 12].  

Walumbwa [8] defined authentic leadership as a pattern 
of leader behavior that draws upon and promotes both 
positive psychological capacities and a positive ethical 
climate, to foster greater self-awareness, an internalized 
moral perspective, balanced processing of information, and 
relational transparency on the part of leaders working with 
followers, fostering positive self-development (p.94).  
Authentic leaders behave according to their personal values 
and beliefs, build credibility and thus gain the trust and 
respect of followers and encourage different views. 
Authentic leaders inspire viewers to be authentic in the 
workplace and thus cause them to experience meaning at 
work at a higher level [13]. Authentic leaders establish more 
transparent, open and close relationships with others far from 
prejudices. Moreover, they exhibit consistent behavior 
between their beliefs and actions and desire to truly 
understand their leadership [8]. 

Authentic leadership has been examined in five 
dimensions: Self-awareness: It is about someone having 
self-knowledge. It emphasizes how a person derives and 
makes meaning of the world. S/he knows how others see him 
and how s/he influences others. It shows strengths and 
weaknesses, as well as values, beliefs, ideals and 
self-understandings of the person. Relational transparency: 
The person presents the authentic self to others as the 
opposite of a fake self. S/he clearly shares the knowledge, 
expresses his/her feelings and thoughts sincerely. S/he 
encourages a high level of openness that will provide 
opportunities for others to express their feelings, thoughts 
and ideas and thus develops a trust climate. Balanced 
Processing: Before deciding, leader objectively examines 
the relevant data, analyzes it, and encourages views that 
challenge the positions. Internalized moral perspective: 
This is the internalized and integrated form of self-regulation. 
S/he guides actions based on moral and values standards, 
contrary to organizational and social pressures. S/he 
conducts ethical and moral behavior at a high level. 
Decisions and behaviors are consistent with these 
internalized values. Authentic leaders are expected to behave 
in a more ethical manner, and tend to behave in accordance 
with their value structures [8, 14, 15]. 

Authentic leaders are those who are aware of their and 
others values and moral perspectives, and exhibit confident, 
hopeful, optimistic, resilient and high moral character. 
Authentic leadership has a moral component inherently [16].  
The authentic leader determines a climate and business 
process that will improve ethical behavior. They develop a 
role that can demonstrate high moral responsibility. They 

send strong messages about ethical behavior to the followers 
[17]. 

Avolio et al. [13] argue that authentic leadership affects 
employee attitudes, behaviors and performance. Ilies et al. 
[10] discuss influence of authentic leadership on eudaemonic 
well-being. Positive relationship were found between 
authentic leadership and  ethical leadership, organizational 
behavior, commitment, satisfaction, trust in leader, positive 
emotions, internal whistleblowing, innovation, creativity, 
moral courage, structural empowerment, self-related 
performance [3, 8, 9, 14, 18, 19, 20, 21]. 

2.2. Authentic Leadership and Altruism 

Smith, Organ and Near [22] have divided Organization 
Citizenship Behavior (OCB) into two groups: altruism or 
helping specific persons and generalized compliance. Later, 
organizational behavior dimensions were developed as 7 
themes or dimensions and helping behavior became an 
important dimension of OCB [23]. According to Smith et al. 
[22] altruism emerges as “a class of helping behaviors 
aimed directly at specific persons. The eliciting stimuli 
appear to be situational, that is, someone has a problem, 
needs assistance, or requests a service (p.661). Podsakoff et 
al. [23] described helping behavior conceptually as “involves 
voluntarily helping others with, or preventing the occurrence 
of, work related problems (p.516). 

Social psychologists describe altruism in two ways: 
Firstly, as an ascribed dispositional purpose to help others. 
Secondly, in terms of manifest behavior and its’ congruence 
without reference to a person's dispositional purpose. The 
first is the internal state and the second is the behavior with 
consequences [24]. Altruism is described as an ethical 
doctrine. The moral value of an individual's action depends 
on the effect of the consequences only on other people, 
regardless of the individual's self. Ethically, altruism is seen 
as a form of consequentialism. Because, altruism depends on 
the ethical correctness of an action to provide ethically good 
consequences to others [25]. Altruistic actions are performed 
for the benefit of others and result from inner need [24]. 

Leaders influence followers' altruistic behavior. 
Transformational leaders have altruism based on 
deontological reasoning. The transactional leaders have 
utilitarianism / mutual altruism while the transformational 
leaders have moral altruism. The strategies of a leader's 
transformational influence stem from moral altruistic 
motivation. It is mutual altruism if the leader’s altruistic 
concern is combined to self-interest. On the other hand, it is 
the genuine or moral altruism if the leader’s desire to help 
others bases on a sense of duty apart from self-interest [26]. 

Research on OCB has shown that altruism is related to 
morale factors including organizational commitment and job 
satisfaction [27]. Podsakoff MacKenzie, Moorman and 
Fetter [28] established that transformational leadership 
indirect effected on OCB through trust. Du, Qıan and Feng 
[29] found that shared vision moderated the relationship 
between altruistic motivation and charitable behavior. Smith 
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et al. [22] found that leader support had an indirect effect on 
altruism via satisfaction. Kidwell and Page [30] determined 
that individual career satisfaction fully mediated the positive 
relationship between perceptions of corporate ethical values 
and self-reported altruism.  

2.3. The Mediating Role of Meaningfulness 

Since the meaning of life is a complex and 
multidimensional concept, it is difficult to define meaning [4, 
5, 6]. The true nature of the meaning of life is as old as the 
history of mankind [31]. When someone lives meaningfully, 
it is a subjective experience of the purpose or significance of 
this life [1]. Frankly [2] argues that people have an intrinsic 
drive to find the meaning and significance of life. The 
frustration of this drive leads to distress. Less of meaning 
causes anxiety and depression together with a negative effect 
[5, 31]. Meaningful life requires the importance of being. 
The feelings, experiences, or perceptions related to the 
importance of one's being are about to higher aims in life and 
their realization in relation to existence [7]. 

Meaningfulness is defined as the assessment of the 
purpose or goal of a work according to one's own ideals or 
standards [7]. The literature on the meaning of work in the 
field of organizational behavior is based on a psychological 
perspective that implies rooted perceptions of meaning in the 
subjective interpretations of individual work experiences and 
interactions. In other words, contrary to social and cultural 
forces, it has been stated that it includes individual 
experiences, cognition and feelings [4, 6]. Every person has 
to reveal meaning in his own self. Meaning is not significant 
in existential sense when determined by others. Simply put, 
the meaning means things that are good for the individual or 
perceived as true or real, including the experience of all 
people [1]. 

Meaning in work is an important part of positive 
psychology that emphasizes the active development of 
positive aspects rather than the negative aspects of life. The 
meaning indicates the relationship between the inner world 
of the individual and the external context of the workplace 
[32]. Research on meaningfulness draws a wide range of 
sketches among many disciplines. It has been pointed out 
that the meaning of work affects many important 
organizational outcomes [4, 6, 33]. 

Leaders play an important role in influencing or shaping 
the meaning of work. Primarily, leaders shape the 
organization's identity, goals, objectives and mission for 
employees, and it affects the perceptions on the meaning of 
this work. The reactions of the leaders to various events and 
situations, and the communication and interpretation 
symbols about them, have an important effect on the people 
to form work meaning [4].  The absence of meaning can 
lead to the alienation or disengagement of one from work. 
Meaningfulness experiences of workers facilitate both 
personal growth and job motivation [7]. 

One of the mechanisms that make work meaningful is 
authenticity. Authenticity is defined as the sense of harmony 

or coherence between true self behaviors and perceptions. A 
sign of authenticity is the degree of belief that people behave 
in accordance with their values and interests. Authentic 
mechanisms are concerned with the concept of self as a 
source of meaning. Activities that develop, explain and apply 
the concept of authentic self are experienced as 
meaningfulness, and work meaning is shaped by the 
consistency between the behavior of one person and the 
concept of self [4]. A self-alienated person is considered 
non-authentic by existentialists. On the other side, it is 
thought that individuals who understand the existential 
structure of life and assume responsibility for their identity 
and life are authentic. In the center of the authentic work 
there is the thought of informed will [1]. 

The purpose of this study is to investigate the mediating 
effect of meaningfulness on the relationship between 
authentic leadership and altruism. In accordance with this 
goal, the study answers the following questions: 

1. Are there any relationship between authentic leadership 
and altruistic behavior and meaningfulness?  

2. Are there any relationship between altruistic behavior 
and meaningfulness?  

3. Does meaningfulness mediate to the relationship 
between authentic leadership and altruistic behavior?  

3. Method 

3.1. Participants 

The participants consisted of 356 teachers randomly 
selected from 7 primary and 7 secondary schools in the 
center of Nigde, Turkey. 57.7% of the teachers were female, 
and 42.3% were male. The majority of teachers (41.7%) 
were 11 to 20 years of professional experience. The vast 
majority of the teachers (86.5%) were undergraduate degree. 
Most of teachers (45.9%) were 31 to 40 years old. 

3.2. Instruments 

Three different instruments were used in this study. The 
scales were translated using the translation and back 
translation method. A confirmatory factor analysis was 
conducted with LISREL 8.7 to test the fit of the model. The 
fit statistics demonstrated a good or acceptable fit for the 
model (x²= 592, sd=307, p<.01, CFI= .99, IFI= .99, NFI= .97, 
NNFI= .98, RMSEA= .05, AGFI=.86 [34, 35, 36, 37]. The 
participants used a 5-point Likert type scale ranging from 1 
(strongly disagree) to 5 (strongly agree).  

The Authentic Leadership Inventory (ALI) 
The Authentic Leadership Inventory developed by Neider 

and Schriesheim [38] was used with the aim of determining 
authentic leadership behaviors of school principals. The 
scale contains 16 items and four sub-dimensions as 
self-awareness, relational transparency, balanced processing, 
internalized moral perspective. Each of these dimensions has 
four items. Examples items are: “My leader clearly states 
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what he/she means (R)” and “My leader carefully listens to 
alternative perspectives before reaching a conclusion (B)”. 
The reliability of the scale was .93. 

Altruism Scale 

Altruism scale, as a dimension of Organizational 
Citizenship Behavior Scale, developed by Podsakoff et al. 
[28] was used for teachers’ altruistic behavior in schools. 
The scale consists of five items. Examples of items are: 
“Helps others who have been absent”, “Helps others who 
have been heavy workloads”. The reliability level of the 
scale was .87.  

Meaningfulness Scale 

Meaningfulness was measured using Psychological 
Meaningfulness Scale developed by May et al [7]. The scale 
consists of six items. Examples of items are: “The work I do 
on this job is very important to me” and “My job activities 
are personally meaningful to me”. The reliability of the scale 
was .90. 

The structural equation modeling was conducted using the 
LISREL 8.7 computer program. Baron and Kenny’s [39] 
traditional approach was used for testing mediating model. 
Mean, standard deviation and Pearson product correlation 
coefficient were used for data analysis. 

4. Results 
Table 1 presents the means, standard deviations and 

correlations for the authentic leadership, altruism, 
meaningfulness.  

Table 1.  Mean, Standard Deviation and Correlation 

Valuables x  Ss 1 2 3 

1. Authentic leadership 4.11 0.63 1 0.58* 0.45* 

2. Altruism 4.41 0.57  1 0.75* 

3. Meaningfulness 4.61 0.51   1 

*p<0.01 

As it has seen in Table 1, for authentic leadership the mean 
found as 𝑋𝑋� =4.11, for altruism as 𝑋𝑋� =4.41 and for 
meaningfulness as 𝑋𝑋�=4.61. It was found that that authentic 
leadership was significantly related to altruism (r=0.58, 
p<.01) and meaningfulness (r=0.45, p<.01). Results showed 

that there was a significant relationship between altruism and 
meaningfulness (r=0.75, p<.01). The structural equation 
modeling was administrated using LISREL 8.7 computer 
program and results are presented in figure 1. 

Figure 1 shows that authentic leadership was a significant 
predictor of altruism (β=0.57, p<.01) and meaningfulness 
(β=0.45, p<.01). There was a significant relationship 
between altruism and meaningfulness (β=0.70, p<.01). 
Meaningfulness fully mediated the relationship between 
authentic leadership and altruism (β=0.07, p<0.01, t= 1.33). 
According to statistical considerations proposed by Baron 
and Kenny [39], it can be said that meaningfulness fully 
mediated the relationship between authentic leadership and 
altruistic behavior. 

5. Discussion 
This study purposed to investigate the relationship among 

authentic leadership, altruism and meaningfulness. Results 
indicated that authentic leadership was positively related to 
altruism and meaningfulness. A significant relationship was 
found between altruism and meaningfulness. It was 
determined that meaningfulness fully mediated the 
relationship between authentic leadership and altruism. 
These findings coincide with the results of previous 
empirical researches. 

Authenticity means a person to take appropriate actions 
expressing the true self in what s/he actually thinks and 
believes in. Authenticity is seen as sustaining the internal 
values and beliefs that a person has. Thus, authenticity 
involves the action of persons according to their values. In 
other words it is for a person to tell what he believes or thinks 
and act accordingly [3, 10, 11, 12].  

Altruism is seen as a moral constituent and is defined the 
act of helping the others without expecting a benefit. Leaders 
influence followers' altruistic behavior. It is asserted that the 
transactional leaders have utilitarianism altruism while the 
transformational leaders have moral altruism. The strategies 
of a leader's transformational influence stem from moral 
altruistic motivation [22, 23, 24, 25, 26]. According to 
researches, positive relationship was found between altruism 
and commitment, job satisfaction, trust, charitable behavior, 
ethical values [27, 28, 29, 30]. 

 

Figure 1.  The Mediating Effect of Meaningfulness 
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Authentic leaders make work meaningful. 
Meaningfulness is defined as the assessment of the purpose 
or goal of a work according to one's own ideals or standards 
[7]. It was asserted that the meaningfulness is related to 
many organizational variables [4, 6, 33]. For example May et 
al. [7] found that meaningfulness was positively related to 
commitment. 

Leaders play an important role in influencing or shaping 
the meaning of work. First of all, leaders shape the vision for 
employees, which affect perceptions on meaning of the work. 
The reactions of the leaders to various events and situations, 
and the communication and interpretation symbols about 
them, have an important effect on the people to form work 
meaning [4]. Authentic leaders build credibility and thus 
gain the trust and respect of followers. They inspire viewers 
to be authentic in the workplace and thus cause them to 
experience meaning at work at a higher level [8, 13]. Ghadi 
and Fernendo [40] found a relationship between 
transformational leadership and followers’ attributes of work 
engagement. Employees’ perceptions of meaning in work 
partially mediate this relationship. 

This study found that authentic leaders lead to altruistic 
behavior of teachers through meaningfulness. It is indicated 
that authentic leadership raises altruism, and it causes 
meaningfulness. It can be said that leaders need to show 
altruistic behavior in order to make work meaningful in 
schools. It has been found that altruistic behavior in school 
leads to meaningfulness. This research is designed 
quantitatively, and this thesis or model can be confirmed by 
qualitative or mixed research methods.  
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