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ABSTRACT

This study aims to examine how authentic leadership (AL) affects employees’
flow experiences and the indirect effect of AL on flow at work (FaW) through
psychological climate (PC). It offers a different perspective in terms of testing the
connection between AL and FaW through the business environment. Its sample
consists of 391 public sector employees from different cities in Turkiye. In the study,
convenience and snowball sampling methods were used together. Results indicate that
perceived AL has a positive and significant impact on the perceived PC. Perceived AL
and perceived PC effect the FaW positively. The mostimportant finding of the study is
that PC positively mediates the effect of perceived AL on the FaW experience.
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0z

Bu calisma, otantik liderligin galisanlarin akis deneyimlerini nasil etkiledigini ve
otantik liderligin iste akis Uzerindeki dolayl etkisini psikolojik iklim Uzerinden incelemeyi
amaclamaktadir. Bu calisma, otantik liderlik ile isteki akis arasindaki baglantiyr is
ortami Uzerinden test etmesi agisindan farkl bir bakis agisi sunmaktadir. Aragtirmanin
orneklemini  Turkiye'de farklh sehirlerden 391 kamu c¢alisani olusturmaktadir.
Arastirmada kolayda ve kartopu drnekleme yontemleri bir arada kullanilmistir. Sonuglar,
algilanan otantik liderligin algilanan psikolojik iklim Uzerinde olumlu ve anlamli bir etkiye
sahip oldugunu gostermektedir. Algilanan otantik liderlik ve algilanan psikolojik iklim
isteki akigl olumlu yonde etkilemektedir. Arastirmanin en énemli bulgusu, psikolojik
iklimin algilanan otantik liderligin ¢alisanin is akis deneyimine etkisine olumlu yonde
aracilik etmesidir.

Keywords: Authentic Leadership, Work Flow Experience, Psychological Climate,
Public Employees, Mediation

Anahtar Kelimeler: Otantik Liderlik, Is Akis Deneyimi, Psikolgjik iklim, Kamu
Galisanlar, Aracilik

INTRODUCTION

The average employee spends about half of the day engaged in work
or work-related activities (Schermuly and Meyer, 2020: 10). Considering
the place of work in human life, having an enjoyable job is a significant
advantage (Andreassen et al, 2010). This is where flow plays a key role.
Flow is the psychological state of optimal experience (Csikszentmihaly,
1990; Csikszentmihalyi and Csikszentmihalyi, 1988). Its characteristics are
“Focused attention, clear performance goals and feedback, unity of mind and
body, effortless concentration, complete control, loss of self-consciousness,
distortion of time and inner pleasure” (Catley and Duda, 1997:309). Work-
related flow can be defined as experiencing these characteristic features at
work (Bakker, 2008). Therefore, things should be redesigned to resemble flow
activities as much as possible (Csikszentmihalyi, 2002).

The flow experience has many positive individual and organizational
consequences. At the individual level, flow and flow dimensions evoke positive
emotions. Flow improves resilience and optimism (Jackson and Eklund, 2002),
feelings of self-efficacy (Salanova et al., 2006), teaching (Csikszentmihalyi,
1996), learning (Csikszentmihalyi, 2003}, sports (Jackson et al., 2007), and
mental health (Ishimura and Kodama, 2008). At the organizational level,
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flow at work (FaW) is positively associated with employee performance
(Csikszentmihalyi, 2003; Engeser and Rheinberg, 2008; Kuo and Ho, 2010;
Akgakanat et al, 2019; Demerouti, 2008), service quality (Kuo and Ho,
2010), employees’ well-being and innovation (Nielsen and Cleal, 2010;
Csikszentmihalyi, 2003}, job satisfaction (Akgakanat et al., 2019), creativity
(Bakker, 2008; Gardner et al, 2005; Rego et al, 2012; Zubair and Kamal,
2015), employee development (Csikszentmihalyi, 2003), and organizational
citizenship behavior (Kasa and Hassan, 2015).

Over the past three decades, positive psychological theory has been
incorporated into many of organizational psychology's traditional fields of
study (Luthans and Avalio, 2009). For example, increasing interest in optimal
experience studies such as flow has led to studies of this theory in the business
context (Nielsen and Cleal, 2010; Bakker, 2008). As the benefits of work-
related flow for the individual and the organization become apparent, positive
factors that can enhance the flow experience have begun to be examined.
Studies examining the sources of work-related flow seem to focus on job
characteristics (Demerouti, 2006; Salanova et al, 2008), leadership (Zubair
and Kamal, 2015; Lovelace et al, 2007), personality traits (Ross and Keiser,
2014; Yesiltas and Ekici, 2017), job resources (Salanova et al,, 2006), and the
level of improvement of the individual (i.e, Demerouti et al., 2012; Sonnentag et
al, 2012; Debus et al., 2014).

This study examines how authentic leadership (AL), which is defined as
one of the positive leadership types based on both employee attitudes and
organizational outputs (Walumbwa et al, 2008; Smith et al, 2012), affects
employees’ FaW and the indirect effect of AL on FaW through psychological
climate (PC). Flow is an individual's personal experience (Schermuly and Meuyer,
2020Q). It is typically one of the prominent theories of positive psychology.
Comprehending the environment in which flow interacts with other factors in
the workplace will help design jobs or train leaders (Smith et al., 2012: 190).
Thus, besides understanding the phenomenon, practices can be offered to
encourage employees to experience flow in the organization. In this respect, it
is more important to examine the effect of the perceived PC by the individual
than the common perceptions regarding the environment (psychological
organizational climate). This study offers a different perspective on testing
for connection between AL and FaW through the business environment. The
proposed model is planned to contribute to the literature on AL, PC, and FaW.
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1. THEORETICAL FRAMEWORK
1.1. Authentic Leadership (AL)

AL is defined as a process of leader behavior that results in positive
behavioral outcomes for leaders and employees through developing an
ethical organizational climate (Luthans and Avolio, 2003:243; Walumbwa et al,,
2008:94). It not only entails the attitudes of leaders but also the identification
and compliance with these attitudes by the followers among the employees
(Eagly, 2005: 461). In order for this result to be achieved, it is essential to have
an emphasis on the values of that organization by the leaders, a conviction
among the employees of the consistency between the leaders’ behavior and
organizational values, and finally, employee’s commitment to those values.
That is to say, an internalized ethical and moral perspective must be adopted
both by the leaders and then by the followers.

Fostering greater self-awareness and self-development, evaluating
strengths and weaknesses objectively, balanced processing of information
prior to making decisions, relational transparency including acting honestly
and openly with others, promoting the success of organization members
have all been argued to be the indicators of authentic leaders (Walumbwa et
al, 2008: 94). The four dimensions of AL are self-awareness, which refers to
the capacity of a leader to acknowledge the skills of not just himself but also
employees, cognitive processes through balanced processing of information,
moral perspective, and openness and honesty in the relationship (Macik-
Frey et al, 2009). Thus, the core elements of AL are ethical and positive
organizational behavior, self-development, and transformational leadership
(Luthans and Avolio, 2003). Consistency in the values, words, and actions of
a leader is deemed essential in AL (George, 2003). The core themes of AL are
ethical and moral facets of leadership (Luthans and Avalio, 2003).

Generating and promoting a positive and appealing organizational
climate through developing a suitable ground, on which the employees can
widen and enhance their thinking and realize their strengths has been cited
as one of the major attributes of authentic leaders (Avolio and Gardner, 2005).
This positive organizational climate fosters greater self-awareness and self-
development (Walumbwa et al.,, 2008).
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AL is argued to depend not only on the leader’s behaviors but also on
the employee’s understanding and interpretation of these behaviors (Barrick
etal, 2013). In other words, leaders would not be authentic unless organization
members regard them as such and follow them (Walumbwa et al., 2008; Avolio
et al, 2004). Thus, the development of followers among the organization
members has been argued to be the real challenge of AL (llies et al., 2005).

1.2. Psychological Climate (PC)

Organizational climate is the reflection of recurring patterns of
behaviors, attitudes and structures, which are generally exhibited by the
members of an organization (Schein, 2010: 24). PC is described by Koys and
DeCatiis (1991: 266) as an enduring perceptual and experiential phenomenon
generally shared by employees. The employees’ experiences come from
routine experiences at the workplace. To put simply, employees’ perception
and interpretation of organizational environments is called PC (James and
James, 1989). Organizational climate is at the group level perceptions and
consists of accumulated PC (Parker et al., 2003). Although PC is an individual-
level perception of organizational attributes (Dickson et al, 2006), PC is an
individual-level perception rather than an organizational-level one (Parker et
al, 2003).

PC is crucial because it often serves as the basis for developing
employees’ attitudes toward the organization (Schneider and Reichers, 1983).
For instance, work outcomes such as motivation, psychological well-being,
job satisfaction, organizational commitment, job involvement, and employee
performance have been argued to be associated with PC (Parker et al., 2003).
Employees are more likely to commit to their organization if they perceive
the work climate as psychologically safe and meaningful. Thus, PC has been
argued to affect employee performance (Brown and Leigh, 1996).

1.3. Flow and Flow at Work (FaW)

Flow is depicted as an intrinsic feeling of concentration and deep
involvement in an activity when people can cope with the challenges of an
environment with the appropriate skills they have developed (Csikszentmihalyi
and Csikszentmihalyi, 1988). This sense of success or mastery is argued to be
so strong and enjoyable so people are ready to face the risks and costs of that
endeavor (Csikszentmihalyi, 1990:4).
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It is argued that flow is experienced where the tasks' difficulty and the
employee’s skills reach a balance. Thus, concentration, intrinsic motivation,
enjoyment, and challenge/skill balance have been identified as being among the
distinctive features of the flow experience (Csikszentmihalyi, 2003). Moreover,
FaW consists of three sub-dimensions; absorption (the total immersion in an
activity), work enjoyment, and intrinsic work motivation. Focus refers to the
state of total concentration in which employees become wholly absorbed in
their work. In this case, time passes quickly, and employees forget everything
around them (Csikszentmihalyi, 1990; Bakker, 2008). Work enjoyment results
from cognitive and emotional evaluations of the flow experience (Bakker,
2008; Diener, 2000). Intrinsic work motivation refers to performing a certain
work-related activity to experience the pleasure and satisfaction inherent in
the activity (Bakker, 2008).

1.4. Job Demands and Resources (JDR) Model Perspective

As for the relationships between flow and job demands and resources
(UDR), job demands that require high concentration can lead to focus and reduce
the enjoyment of work. Therefore, job demands are expected to be negatively
related to FaW. Resources, on the other hand, are positively associated with
the three dimensions of FaW, as they motivate employees to achieve their
goals (Bakker, 2008). Colombo and Zito (2014) examined the relationship
between JDR and three flow sub-dimensions. They concluded that resources
positively affect all three sub-dimensions of flow and job demands negatively.
The research findings of Sharma, Misra, and Gupta (2020) show that resources
are positively and significantly related to flow. However, there is no significant
relationship between job demands and flow. For Bakker and Demerouti (2007),
resources include team climate, manager and colleague support, feedback,
career opportunities, andjob autonomy. In the context of JDR, leadership hasan
essential role in maintaining the balance between resources and job demands
(Schaufeli, 2015). Leaders have the power to define JDR. For this reason, JDR
can be shaped by the decisions and policies of leaders (Ferndndez-Mufiiz et al,,
2017 405). Establishing a balance between resources and demands makes
employees more energetic and committed to their work, resulting in optimum
job performance (Schaufeli, 2015).

48 | Sayistay Dergisi - Sayr: 128
Mart - 2023



The Effect of Authentic Leadership on the Flow at Work

2. RESEARCH MODEL AND HYPOTHESES

Policies and practices are objective organizational features that
employees attribute psychological meanings in order to define an organization.
PC refers to employees’ perceptions of these objective organizational features
(Schneider and Reichers, 1983). PC can be seen as the personal perception of
how an employee is treated within the organization. Therefore, PC is generally
noted to be an outcome of leadership practices and an antecedent of well-
being at work (Parker et al., 2003).

Itis reported that the close relationship between organizational climate
and leadership style (Dickson et al., 2001), especially with an open environment
in the organization and transparent communication in work-related activities,
strengthens the well-being (Carr et al, 2003) and performance of employees
(James et al,, 2008). Behaviors of authentic leaders such as upholding ethical
and moralvalues, being transparent to their followers, and being objectivein their
decision-making processes (Gill and Caza, 2015; Banks et al.,, 2016), concerning
followers' preferences and prioritizing their interests, open communication,
balanced information processing, and honesty are predicted to encourage
positive follower development and a positive organizational climate (Avolio and
Gardner, 2005; Luthans and Avolio, 2009). Therefore, organization members
feel more secure, confident, and eventually this leads to an increase in their
well-being (lies et al, 2005). Therefore, authentic leaders can create and
maintain positive organizational climates (Avolio and Gardner, 2005; Woolley
et al, 2011). Furthermore, when followers adopt the organization’s values and
internalize them as their own, this positive climate is strengthened (Dickson et
al, 2001). This makes employees feel more optimistic, hopeful, and confident
about their jobs and increases their psychological capital (Woolley et al.,, 2011)
and commitment (McDowell et al., 2018). Vice verss, a favorable organizational
climate is considered a suitable basis for the AL to be effectively developed
(Avolio et al, 2004; Eagly, 2005; Luthans and Avolio, 2003). AL has been
argued to develop a positive ethical climate (Gardner et al., 2005), motivational
climate (Murcia et al.,, 2008), positive work climate (Luthans and Avolio, 2003;
Woolley et al., 2011) and PC (Munyaka et al,, 2017). In this context, empirical
studies indicate a positive relationship between AL and climate (Woolley et al,,
2011; Munyaka et al,, 2017). Based on this information, the H, hypothesis is as
follows:
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H. Perceived AL has a significant impact on PC.

AL focuses more on positive progress (Jensen and Luthans, 20086).
Leaders can make employees optimistic (De Hoogh and Den Hartog,
2008; Avalio et al, 2004), more positive, and more enthusiastic about their
organizations and work situations by behaving fairly, caring for the feelings
of their followers, rewarding ethical behavior, and encouraging transparent
and open communication (Rego et al, 2012). AL is positively associated with
psychological well-being, involvement at work, and happiness (Jensen and
Luthans, 2006; Wong et al, 2010; Bamford et al., 2012). AL has also been
found to enhance employees’ creativity and performance through developing
well-being, job satisfaction, motivation, organizational citizenship behavior, and
commitment (Walumbwa et al., 2008; Peus et al,, 2012; Hmieleski et al., 2012;
Wang et al., 2014).

Flow occurs when an individual assimilates, enjoys, and fulfills a certain
task at a certain level (Csikszentmihalyi, 1990). Work-related flow consists of
three dimensions: “absorption, enjoymentinwork, andintrinsic work motivation”
(Bakker, 2008). AL supports employees’ perceptions of psychological safety
and intrinsic motivation through communication, openness, and relational
transparency (Rego et al, 2012). When the job is challenging, fun, and
structured, employees are more likely to experience FaW (Bakker, 2008). The
work environment created by the authentic leader supports the followers
in dealing with difficulties and negativities (Avolio and Gardner, 2005). In the
long term, followers perceive their leaders as reliable sources of input and
feedback (Walumbwa et al, 2008). Employees can get support when they
face difficulties. Itis thought that AL will positively impact the flow experience
of employees with a supportive, transparent, and optimistic perspective.
Studies in the literature have also revealed a high correlation between positive
leadership and flow (Di Serio et al, 2009). In this context, the H, hypothesis is
as follows:

H.: Perceived AL has a significantimpact on employees’ FaW experiences.

Csikszentmihalyi (1990) suggests that one of the factors that can
affect the flow experience may be the social and organizational climate
surrounding the work environment. Flow occurs when an individual assimilates,
enjoys, and fulfills a certain task at a certain level (Csikszentmihalyi, 1990). PC
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is a psychologically meaningful representation of the individual, organizational
events, processes, and structures (Parker et al, 2003). It has important
effects on the employee, such as satisfaction, commitment, performance, and
motivation (Rego and Cunha, 2008), work attitudes, and psychological well-
being (Parker et al., 2003). In this context, the H, hypothesis is as follows:

H: Perceived PC has a significantimpact on employees’ FaW experiences.

Studies show a positive relationship between AL and climate (Woolley
et al, 2011). AL adds positive emotions to the climate by creating supportive,
fair, and transparent atmospheric coordination (Walumbwa et al, 2008). Its
communicative and supportive approach creates a positive and reliable climate
(Gardner et al,, 2005) and supports employees’ perceptions of psychological
safety and intrinsic motivation (Rego et al, 2012). The positive behaviors
exhibited by the authentic leader through social contagion and indirect learning
are also observed in the followers (Macik-Frey et al, 2009) and contribute to a
positive climate. In this way, subordinates feel free to try their ideas even when
there is a possibility of failure (Avolio et al, 2004). Authentic leaders support
employees’ perceptions of psychological safety and intrinsic motivation
through communication, openness, and relational transparency (Rego et al,,
2012).

It's suggested that the authentic work environment supports its
followers in dealing with challenges and adversities (Avolio and Gardner,
2005). Several studies in the literature suggest that AL increases followers’
trust and fosters a positive PC (Gill and Caza, 2015; Banks et al., 2016). A
climate dominated by supportive values can also contribute to a sense
of meaningfulness and thus increased participation (Rich et al, 2010).
As Csikszentmihalyi (1990) states, one factor that can impact the flow
experience is the social and organizational climate surrounding the
business. In this context, it is expected that the PC created by authentic
leaders will play a role in the employees’ experience of FaW. Based on this
information, the H, hypothesis is as follows:

H, Perceived PC has a mediating role in the impact of perceived AL on
employees’ FaW experiences.

The visual model of the research from the theoretical perspective is
shown in Figure 1.
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Figure 1: The research model

Al FaWw

3. METHOD

This section presents information about the research population and
sample, data collection tools, and ethical aspect of the research.

3.1. Research Population and Sample

The population of the research consists of public sector employees.
In the research, convenience, and snowball sampling methods were used
together. A total of 458 employees from Turkiye participated in the research
online between 12 May 2020 and 13 July 2020. The data collection process
was designed online due to the Covid-19 pandemic. The online questionnaire
form prepared to collect data was announced and delivered to the participants
via social media. Five incompletely filled questionnaires and 62 questionnaires
from private sector employees were excluded from the data set, and the
analysis was carried out with 391 valid questionnaires. It is recommended
that the sample size should not be less than five times the total number of
statements in the questionnaire in cases where the required sample size and
the number of the population are not known (Hair et al., 2014: 100). Considering
that the total number of statements in the questionnaire is 32; it is calculated
as at least 160 (32*5). The research sample is adequate for the required
sample size; 51% of the participants were men; 49% were women; of whom
25.8% were single; and 74.2% were married. Information on the demographic
characteristics of the participants is shown in Table 1.
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Table 1: Demographic characteristics of the participants

Demographic Variables Frequency | Percentage (%)
20-25 30 77
26-30 71 18.2
31-35 78 199
36-40 89 22.8
Age 41-45 77 197
46-50 34 87
51-55 7 1.8
56 and above 5 1.3
Total 391 100.0
High school and below 35 89
Associate 28 72
Level of Education | Undergraduate 249 637
Graduate (Postgraduate+PhD) | 79 202
Total 391 100.0
Yes 86 22
Administrative/ | No 303 775
Managerial Duty | Unanswered 2 05
Total 391 100.0

3.2. Data Collection Tools

The data collection tool used in the research consists of four parts: “The

Authentic Leadership Scale’, “The Psychological Climate Scale’, “The Work-
Related Flow Inventory - WOLF", and “Personal Information Form.”

Authentic Leadership Scale: Walumbwa et al, (2008) developed
the original AL Scale, which consists of 16 items and has a 4-dimensional
structure. It consists of the dimensions of “relational transparency” (5 items),
“internalized moral perspective” (4 items), “balanced processing” (3 items), and
“self-awareness” (4 items). The Turkish version of the scale was taken from the
study of Tabak et al. (2012). In the scale, 5-point Likert expressions were used
in the range of "Never-Always".

Psychological Climate Scale: The scale was developed by Brown and
Leigh (1996) for business organizations to determine the PC. The Turkish
version of the scale was taken from a study by Argon and Limon (2017). It
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consists of 4 dimensions and 19 items: “supportive management” (6 items),
“perceived organizational contribution and recognition” (6 items), “self-
expression” (4 items), and “role clarity” (3 items). In the scale, 5-point Likert
expressions were used in the range of “Strongly Disagree-Strongly Agree”.

Work-Related Flow Inventory - WOLF: It was used to measure the FaW
using the WOLF scale consisting of 13 statements developed by Bakker (2007).
The scale consists of statements measuring the flow experience dimensions
of “absorption” (4 items), “enjoyment of work” (4 items), and “intrinsic work
motivation” (5 items). It was prepared in a 7-point Likert scale format. The
Turkish version of the scale was taken from a study by Yesiltas and Ekici (2017).

Personal Information Form: This form, created by the researchers as a
result of the literature research, includes the information (gender, age, marital
status, educational status, title, total tenure, administrative/managerial duty)
defining the employees.

Ethical Aspect of the Research: Permission was obtained from the
“Osmaniye Korkut Ata University Scientific Research and Publication Ethics
Committee” (decision dated 23 March 2020 and numbered 2020/12/4
(Document Date and Number: 23/03/2020-8912) to conduct the research.
After obtaining permission, data were collected from 458 people who agreed
to participate in the survey on social media platforms between 12 May 2020
and 13 July 2020.

4. FINDINGS

This section provides information on the validity and reliability values of
the scales, the findings of descriptive analyses and normality tests, and the
findings related to the hypotheses.
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4. Findings Regarding the Scales
Figure 2: CFA diagram of the research model
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Confirmatory factor analysis (CFA) was used to test the validity of
the scales used in the study, and Cronbach’'s Alpha internal consistency
coefficient was calculated to test the reliability. Values related to the analysis
are presented in Table 2 and Table 3. While the original structure of the AL
and work-related flow experience scales were preserved, three items of the
PC scale were excluded from the analysis due to their low factor loads. The
results of CFA indicate that the multidimensional structures of the PC, AL, and
FaW experience scales have good and acceptable goodness of fit (Meydan and
Sesen, 2011) (Table 2). The AVE value was examined for convergent validity,
and the CR value for construct reliability.

Table 2: Model fit results

Fit Index Num.of " CMIN " o) cH RMsA  SRMR
Variables  /df
Model Results 3 2430 0918 0912 0917 0061 00525
Goof Fit Index* <3 >0.95 <005  0.00 <SRMR<0.05
Acceptable Fit Index* <4-5 0.94-0.90 0.06-0.08 0.05<SRMR=0.10

Source: Meydan and Sesen (2011: 37)

Sayistay Dergisi - Sayr: 128 | 55
Mart - 2023



The Effect of Authentic Leadership on the Flow at Work

The AVE value is calculated as an indicator of construct validity. It should
be greater than 0.50, CR value should be greater than 0.70 (Hair et al., 2014:
693), and the CR value should be greater than the AVE value (Yaslioglu, 2017:
82). The results of the reliability analysis and multidimensional normality tests
are givenin Table 3. As aresult of Cronbach's Alpha reliability analysis, the Alpha
(o) value of the scale expresses the degree of reliability, and a value between
0.80<0<1.00 shows that it is highly reliable (Kalayci, 2010: 405). The findings
indicate that the scales used in the research are valid and highly reliable. The
kurtosis and skewness values showed that the data were normally distributed
(Kline, 2011). The findings regarding the kurtosis and skewness values of the
variables and their descriptive statistics are presented in Table 3.

Table 3: Normality tests and reliability values for scales

Number of Standard Cronbach

Variables tems Average deviation Skewness  Kurtosis Alpha AVE CR
Faw 13 483 135 0522 -0306 0943
Absorption 4 456 137 0085  -0599 0850 (0768 0850
E”jo\%v”;fk”mf 4 523 181  -0764 0270 0961 0929 0961
Intrinsic Work 5 472 154  -0457  -0587 0881 0781 0884
Motivation
PC 18 381 085 1003 0833 0957
Supportive 5 385 102 1128 0746 0944 0881 0945
Management
Perceived
Organizational 6 385 085 0990 0986 0894 0797 0897
Contribution and
Recognition
Self-expression 3 374 094  -0729 0064 08N 0779 0822
Role Clarity 3 374 102 0963 0523 0881 0846 0883
AL 16 362 088 0571  -0306 0956
Relational 5 366 095  -0595 -0280 0880 0780 0884
Transparency
Internalized Mora| 4 359 098  -0559  -0101 0873 0794 0871
Perspective
Balanced 3 355 095  -0491 -0226 0805 0790 0827
Processing
Self-awareness 4 365 1014  -0579  -0243 0912 0857 09717

The analysis usedin the research requires that the data beinaccordance
with the normal distribution. The skewness and kurtosis coefficients were
used to test the conformity of the data to the normal distribution. “Skewness
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and kurtosis values between -2 and +2 indicate that the data is normally
distributed” (George and Mallery, 2010). It was accepted that the data were
suitable for normal distribution since the skewness and kurtosis values of the
scales met these conditions.

4.2. Findings Regarding the Hypotheses

This section contains findings related to testing the hypotheses created
to examine the effect of AL on FaW and the mediating role of PC in this effect.
Correlation analysis was used to determine the relationships between AL, FaW,
and PC. After examining the relationships between the variables, the impact
of AL on work-related flow and the mediating role of PC in this impact were
determined. For this purpose, IBM SPSS Process Macro software based on
the bootstrapping method developed by Hayes (2013) was used. Model 4
regression analysis was used as the mediation model.

Pearson correlation analysis was used to examine the relationships
between AL, PC, and FaW (See Table 4). Findings indicated positive significant
relationships between AL and PC (r=0.701; p<0.01), AL and FaW (r=0.4486;
p<0.01), and PC and FaW (r=0.519; p<0.071).

Table 4: Correlation analysis results showing the relationship between
variables

Variables 1 2 3
1 AL 1
2 PC 0.7071** 1
3 FaW 0.446** 0.519** 1

*p<005  *p<0.01

After determining the relationship between the variables, SPSS Process
Macro Model 4 regression analysis was used to assess theimpact of AL on FaW
experience and the mediating role of PC in this impact. The initial model shown
in Table S is statistically significant, and the findings indicate that 4919% of
the employee’s perception of PC is explained by perceived AL (F=376.5516;
p=0.00). It has been found that perceived AL has a significant positive and
strong impact on the PC (B=0.6765). As a result of the findings, hypothesis H,
(Perceived AL has a significant impact on PC) was supported.
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Table 5: The impact of perceived AL on PC

Dependent Variable: PC Model Summary
Confidence
Independent Intervals 2
LLCI uLcl
(Constant) 13617 01301 104686 0.000 11060 16175
04919 3765516
AL 07013 06765 00349 194049 0.000 06080 07451
***p<0.001

Secondly, according to the model (Table 6), the impact of perceived
AL on employees’ FaW experiences is statistically significant (F=96.6425;
p=0.00), and perceived AL explains 19.90% of employees’ FaW experiences.
Perceived AL positively affects employees’ FaW experiences (B=0.6829). The
findings supported hypothesis H, (Perceived AL has a significant impact on
employees’ FaW experiences.).

Table 6: Impact of perceived AL on FaW experience

Dependent Variable: FaW Model Sum.
Confidence Intervals
Indgpendent B B SE t p F
Variables LLCI uLCl
(Constant) 23580 02592 9.0986 0.000 1.8485 2.8676
01990  96.6425
AL 04461 06829 0.0695 9.8307 0.000 05463 0.8194
***p<0.001

The third model of the impact of AL on FaW experience and the mediating
role of PC in this impact is statistically significant (F=76.4383; p=0.000), and
28.26% of the FaW experience is explained by the variables (Table 7). As a
result of the findings, hypothesis H, (Perceived PC has a significant impact on
employees’ FaW experiences.) was supported. It is seen that the perceived PC
has a positive and significantimpact on the FaW experiences of the employees
(B=0.6439; p=0.00), while the positive significant impact of the perceived AL
in the third model decreased statistically (B=0.2473; p=0.0077).

Table 7: The impact of perceived AL and PC on FaW experience

Dependent Variable: FaW Model Sum.
Independent Confidence Intervals )
Variables P B SE. t T R F

LLCI uLct

(Constant) 14813 0.2780 53279 0.0000 0.9347 20279
AL 01615 0.2473 0.0923 26781 0.0077 00657 04288 0.2826*** 764383
PC 04057 06439 0.0957 67263 0.0000 04557 038321
***p<0.001
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The independent variable in the regression analysis is the perceived
AL, the dependent variable is the FaW of the employees, and the mediating
variable is the perceived PC. SPSS Macro Process software was used to
calculate the indirect impact of perceived AL. The significance level of the
indirect effect estimation was examined with the bootstrapping test. The
number of samples was increased to SO00 with the bootstrap process, and
confidence intervals (Cl) were created with the bootstrapping value. The
absence of zero between confidence intervals indicates that the mediation
is significant (Preacher and Hayes, 2008: 8886). Although the direct effect of
the perceived AL in the model on the FaW experience remained statistically
significant with the inclusion of the PC in the model, it was concluded that
the power of influence decreased (B=016152473; p=0.0077).

Figure 3: Results of the research model

2=0.6765 ** \ b=0).6439 #+

e={ 6B2G=*

As a result of the analysis performed to determine the significance
of the indirect paths in Model 1, the bootstrap coefficient and the lower
and upper limits of 95% confidence intervals are given in Table 8. As can be
seen, the total effect value is 0.6829, the direct effect value is 0.2473, and
the indirect effect value is 0.4356. The absence of zero in the confidence
intervals of direct, indirect, and total effects (p=0.00) shows that it is
statistically significant. Therefore, the PC has a mediation role in the effect of
the AL perceptions of the employees on their work-related flow experience.
As a result, hypothesis H, (Perceived PC has a mediating role in the impact of
perceived AL on employees’ FaW experiences.) was supported.
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Table 8: Direct and indirect impact on the mediator role of perceived PC
in the effect of perceived AL on FaW experiences of the employees

Confidence Intervals

Effect S.E.

LLCI ULCI
(Direct Effect)
A AW 0.2473 00923 0.0657 0.4288
(Indirect Effect)
e 0.4356 00800 0.2815 05912
Total Effect 0.6829 0.0695 0.5463 0.8194

Bootstrapping Size: 5000 %95 Cl

5. CONCLUSIONS, DISCUSSIONS AND RECOMMENDATIONS

This study aims to determine the impact of AL on employees’ work-
related flow experiences and to reveal the role of PC, if any, in the effect
of AL on FaW experience. Hypotheses were tested by analyzing the data
collected from 391 public employees. Correlation analysis indicated positive
and significant relationships between AL, PC, and FaW experience.

The results revealed that perceived AL positively and significantly
affects the perceived PC. This finding supports other research (Munyaka et
al, 2017) findings examining the relationship between these two variables.
In addition, some studies reveal a positive relationship between AL and
organizational climate (Alzghoul et al, 2018), AL and positive organizational
climate (Woolley et al, 2011). According to this finding, as perceived AL
increases, the perceived PC is positively affected.

Findingsofthe studyshowthatperceived ALhasapositiveandsignificant
impact on the FaW experiences of the employees. This finding overlaps with
other research examining the relationship between AL and flow experience
(Zubair and Kamal, 2016; Lan et al,, 2017; Schemuly and Meyer, 2020). Findings
show that supportive leadership styles enhance repetitive work-related flow
experiences, as Csikszentmihalyi (2003) and Zubair and Kamal (2016) noted. In
a study of music teachers at school, Bakker (2005) concluded that teachers
with high levels of social support, supervisory coaching, and feedback are
more likely to experience flow in the workplace.
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The findings show that the perceived PC has a positive and significant
impact on the FaW experience of the employees. As the PC improves, the
FaW experience of the employees also enhances. As the main purpose of
research, it has been determined that the PC has a mediating role in the effect
of perceived AL on the employees’ FaW experience. This finding shows that PC
positively impacts perceived AlL's effect on employees’ FaW experience.

Csikszentmihalyi (1990) suggested that although flow experience is an
individual phenomenon, one of the factors that can affect flow may be the
social and organizational climate surrounding the business. However, there is
no study in the literature examining the relationship between organizational
climate or PC and FaW experience. Therefore, this study not only determined
theimpact of PC onthe FaW experiences of the employees but also determined
the mediating role of PCin the effect of AL on FaW experience. In this context, it
can be stated that the study has two important contributions to the literature.

The relationships between the variables were examined in the context
of the JDR model in the study. In this respect, it is thought that increasing
AL activities will contribute to the creation of PC and the flow experience of
the employees. Authentic leaders are aware of the needs of their employees
and support them in achieving their goals with optimal effort by providing the
necessary resources (Laschinger et al, 2012; Adil et al, 2019). Mentoring,
coaching, or peer coaching programs can be offered to leaders to develop their
AL skills (Chun et al,, 2012). It can also be suggested to increase the activities
for creating and strengthening the PC in the organization to improve FaW.
Activities can be organized to increase the positive interaction of employees
with each other. Transparent and supportive communication with employees
can create an environment where employees can express themselves
comfortably and trust the organization and managers. It will be beneficial to
make employees feel like they are a part of the organization, make their work
interesting and meaningful, and provide the necessary resources and support
for their development to achieve their business goals.

Although the research results add new findings to the literature
regarding FaW, it has some limitations. In this study, variables were used as
the overall dimensions. Therefore, it could not be determined which features of
the variables were more effective. In future studies, the mediation effect can
be investigated by considering the variables based on dimensions, and more
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detailed results can be obtained. Thus, more detailed and concrete suggestions
can be offered for both theory and practitioners. However, other variables
mediating the effect of AL on FaW can be investigated. Based on the relevant
literature, it can be suggested that psychological capital, job satisfaction, and
organizational support could be preferred as mediating variables. The study
was conducted online due to cost, time, and Covid-19 pandemic constraints.
Since the study was conducted on a cross-sectional sample, the results only
reflect this cross-section. The generalizability of the results is limited due to
the convenience sampling method. Future studies can be conducted with a
larger sample of participants from various professions (Kilig et al., 2016). Cross-
cultural testing of this model will yield remarkable results.
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OTANTIK LIDERLIGIN ISTE AKISA ETKIiSI: PSIKOLOJIK iKLIMIN ROLU

Meryem Derya YESILTAS
Azmi YALCIN
Sefer YILMAZ
GENISLETILMIiS OZET

Bu arastirmada, otantik liderligin ¢alisanlarin akis deneyimleri Gzerindeki
etkisinin belirlenmesi, varsa psikolojik iklimin otantik liderligin is akis deneyimine
etkisindeki rolunun ortaya konulmasi amaglanmaktadir. Bu calisma, otantik
liderlik ile isteki akis arasindaki baglantiyr is ortami Uzerinden test etmesi
agisindan farkli bir bakis agisi sunmaktadir. Arastirmanin akisin is yerindeki diger
faktorlerle fiilen etkilesime girdigi doganin anlagiimasi, islerin tasarlanmasinda
ve liderlerin egitiminde yardimci olabilecegi diustunulmektedir. Arastirma
kapsaminda olusturulan hipotezler asagidaki gibidir:

H.: Algilanan otantik liderligin psikolojik iklim Gzerinde anlamli bir etkisi
vardir.

H,: Algilanan otantik liderligin calisanlarin is akis deneyimleri Gzerinde
anlamli bir etkisi vardrr.

H,: Algllanan psikolojik iklimin galiganlarin is akis deneyimleri Gzerinde
anlamli bir etkisi vardrr.

H,: Algilanan otantik liderligin galiganlarin is akis deneyimlerine etkisinde
psikolojik iklimin aracilik rold vardrr.

Anket, arastirmanin veri toplama yontemidir. Kullanilan ¢lgekler; otantik
liderlik, psikolojik iklim, isle ilgili akis ve Kisisel bilgi formudur. Kamu sektoru
galisanlari arastirmanin  ¢alisma evrenini  olusturmaktadir. Arastirmada
kolayda ve kartopu 6rnekleme yontemleri birlikte kullanilmis olup 12.05.2020-
13.07.2020 tarihleri arasinda online olarak Turkiye'nin farkl sehirlerinden
toplam 458 calisan katilmistir. Covid 19 pandemisi nedeni ile veri toplama sureci
online olarak tasarlanmistir. Veri toplamada online anket formu sosyal medya
araglari Uzerinden duyurularak katilimcilara ulastinlmistir. Veri setinden ¢zel
sektor ¢aliganina ait 62 ve eksik doldurulmus S anket ¢ikarilmig olup analizler
391 gegerli anket ile gergeklestirilmistir.
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Otantik liderlik, is akis deneyimi ve psikolojik iklim arasindaki iliskilerin
belirlenmesi amaciyla Pearson Kkorelasyon analizinden yararlanimistir.
Korelasyon analizi sonucunda otantik liderlik, psikolojik iklim ve is akis deneyimi
arasinda pozitif yonlu anlamli iligkiler oldugu belirlenmistir. Ardindan, otantik
liderligin is akis deneyimi Uzerindeki etkisi ve bu etkide psikolojik iklimin araci
rolinun belirlenmesi igin IBM SPSS Process Makro uygulamasi ile 4. Model
regresyon analizi kullanilmistir. Birinci hipoteze yonelik bulgular algilanan
otantik liderligin psikolojik iklimi pozitif yénde anlamli olarak etkiledigini ortaya
koymustur. Bu bulguya gore otantik liderlik artikga psikolojik iklim pozitif yonde
artmaktadir. Arastirmanin ikinci hipoteziyle iligkili bulgular 1s1§inda, algilanan
otantik liderlik galisanlarin is akis deneyimlerini pozitif yonde anlamli olarak
etkilemektedir. UgUnct hipoteze iligkin olarak bulgular, algilanan psikolojik
iklimin ¢alisanlarin is akis deneyimini pozitif yonde anlamli olarak etkiledigini
gostermektedir. Psikolgjik iklim arttikga galisanlarin is akis deneyimi yasamalari
da artmaktadir. Arastirmada temel amaca yonelik olarak bulgular algilanan
otantik liderligin ¢alisanlarin is akis deneyimi Uzerindeki etkisinde psikolojik
iklimin aracilik rolinin oldugunu gostermektedir. Tespit edilen bulgu algilanan
otantik liderligin ¢alisanlarin is akis deneyimi Uzerindeki etkisinde psikolojik
iklimin artirici etkisini ifade etmektedir. Bu ¢alisma ile hem psikolojik iklimin
¢alisanlarin akis deneyimleri Uzerindeki etkisi, hem de otantik liderligin is
akis deneyimine etkisinde psikolojik iklimin aracilik rold belirlenmistir. Bu
dogrultuda arastirmacilara ve uygulamacilara éneriler sunulmustur.
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