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Abstract

Authentic leadership consists of a pattern of behavior based on positive psychological capacities and on an ethical and 
moral climate. The study evaluated the internal structure and convergent validity of the Authentic Leadership Inventory. 
The sample consisted of 548 workers from public and private organizations of both genders, who responded to the 
initial version of the scale, containing 14 items, distributed among four factors: self-knowledge, relational transparency, 
internalized moral perspective and balanced processing. The confi rmatory factor analyses showed that the best fi t model 
was the four fi rst order factors with a second order factor, which fully confi rmed the original scale model. Authentic 
leadership had positive correlations with transformational leadership, job satisfaction, work engagement, and affective 
organizational commitment. The evidences of validity obtained recommend the use of instrument in future research 
situations.

Keywords: Leadership; Psychometrics; Statistical validity.

Resumo 

A liderança autêntica consiste em um padrão de comportamento baseado em capacidades psicológicas positivas e 
em um clima ético e moral. O estudo avaliou a validade de estrutura interna e convergente do Inventário de Liderança 
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Autêntica. A amostra compôs-se de 548 trabalhadores de organizações públicas e privadas, de ambos os sexos, que 
responderam à versão inicial da escala, com 14 itens distribuídos entre quatro fatores: autoconhecimento, transparência 
relacional, perspectiva moral internalizada e processamento equilibrado. As análises fatoriais confirmatórias evidenciaram 
que o modelo de melhor ajuste foi o de quatro fatores de primeira ordem com um fator de segunda ordem, o que 
confirmou totalmente o modelo original da escala. A liderança autêntica obteve correlações positivas com a liderança 
transformacional, a satisfação no trabalho, o engajamento no trabalho e o comprometimento organizacional afetivo. 
As evidências de validade obtidas recomendam o uso do instrumento em situações futuras de pesquisa. 

Palavras-chave: Liderança; Psicometria; Validade estatística.

Global competition, economic uncertainties and rapid technological change have led organizations 
to make their activities increasingly profitable and to attract and retain better performing employees in order 
to become more efficient in an increasingly competitive marketplace (Cummings & Worley, 2014). Such 
changes eventually lead to disruptions and changes in managerial philosophy, thus turning leadership into a 
key factor for organizational success, since such a structure tends to directly influence employees’ well-being 
and performance (Avolio, Wernsing, & Gardner, 2017).

More recently several leadership styles have been addressed in the Organizational Psychology and 
Work literature, such as transformational leadership (Fonseca & Porto, 2013), enabling leadership (Lacerenza, 
Reyes, Marlow, Joseph, & Salas, 2017), benevolent leadership (Erkutlu & Chafra, 2016), virtuous leadership 
(Palanski, Cullen, Gentry, & Nichols, 2015), ethical leadership (Zhu, He, Trevino, Chao, & Wang, 2015) and 
authentic leadership (Rego, Sousa, Marques, & Cunha, 2014). Among them, authentic leadership is the 
object of the present investigation. This type of leadership refers to a pattern of behaviors based on positive 
psychological capacities and on an ethical and moral climate (Avolio et al., 2017). It therefore consists of 
a style that makes leaders act in accordance with their true values, beliefs and strengths and at the same 
time help followers do the same in order to build an environment of trust and respect in the labor scenario 
(Wong & Laschinger, 2013). 

According to Avolio, Gardner, Walumbwa, Luthans, and May (2004), authentic leadership is 
characterized by four behaviors: (i) balanced processing, (ii) internalized moral perspective, (iii) relational 
transparency and (iv) self-awareness. Balanced processing refers to the fact that the leader objectively analyses 
all relevant data before making decisions. The internalized moral perspective is characterized by the leader 
being guided by moral values and internal norms that direct his/her actions, even if such values are against 
the group, the organization or social pressures. Relational transparency is about the leader presenting an 
authentic “I” (as opposed to a false or distorted “I”) to the others. Finally, self-consciousness is associated with 
the leader’s process achieving a deeper understanding of himself as regards his/her strengths and weaknesses 
(Avolio et al., 2017). In short, the authentic leadership theory proposes that authentic leaders present strong 
moral convictions and actions based on deeply rooted values, even under pressure (Walumbwa, P. Wang, 
Wang, Schaubroeck, & Avolio, 2014). 

In order to develop a measure for the evaluation of authentic leadership, Walumbwa, Avolio, Gardner, 
Wernsing, and Peterson (2008) proposed the Authentic Leadership Questionnaire (ALQ), composed of sixteen 
items distributed in four factors (balanced processing, internalized moral perspective, relational transparency 
and self-awareness). The validity evidence gathered so far for this instrument shows that it has presented 
adequate psychometric characteristics in North American, Chinese, Kenyan (Walumbwa et al., 2008), Spanish 
(Moriano, Molero, & Mangin, 2011), Brazilian (Cervo, Mónico, dos Santos, Hutz, & Pais, 2016) and Polish 
(Panczyk, Jaworski, Iwanow, Cieślak, & Gotlib, 2019) samples, among others.

It should be noted, though, that this instrument is protected by copyrights, which implies that all the 
material must be purchased in order to be used in research or diagnoses about authentic leadership. This 
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makes it difficult to use the ALQ by investigators and professionals with interests in this subject. In addition, 
there is the fact that the ALQ validation process was based only on the subjective judgments of a small 
number of doctoral students and other subject matter experts (Neider & Schriesheim, 2011). 

In order to overcome these limitations, Neider and Schriesheim (2011) developed the Authentic 
Leadership Inventory (ALI), which is based on the same theory adopted by Walumbwa et al. (2008), but is 
open to all scholars with an interest in authentic leadership. The initial version of the scale consisted of 16 
items, to be answered in five-point Likert type scales, and distributed in the same four dimensions of the 
ALQ, namely: balanced processing (4 items), internalized moral perspective (4 items), relational transparency 
(4 items) and self-awareness (4 items). In each dimension, two of the items provided as examples in the 
article by Walumbwa et al. (2008) were used, with aim at ensuring maximum convergence and fidelity with 
the authors’ conceptualizations. 

This initial version was submitted for review to 40 undergraduate students and 32 Master Business 
Administration (MBA) students who answered the scale items. The subsequent analyses showed that items 
1 (self-knowledge) and 6 (relational transparency) should be withdrawn from the instrument, because they 
have high loads in more than one factor. This process led to the maintenance of 14 items in the initial version 
of the scale (Neider & Schriesheim, 2011).

The instrument was then applied to a sample of 499 undergraduate students from a university in the 
United States at two different times (one week before the 2008 presidential elections and two days after 
the elections). Participants also answered the transformational leadership scale (22 items), sociodemographic 
questions, and one question about how the respondent would vote in the elections – (John McCain or Barack 
Obama) – (Neider & Schriesheim, 2011).

In order to verify the discriminant validity between the six dimensions of the transformational leadership 
scale and the four dimensions of authentic leadership, confirmatory factor analyses were performed testing 
five different models: (a) single factor model; (b) two correlated factors model; (c) second-order factor model; 
(d) two second order factors model; and (e) 10 correlated factors model. The comparison of the fit indexes 
obtained in each of the samples, separated by voting intention, showed that, in both samples, the model of 
four first order factors with a second order factor was the model that presented the best fit indexes in both 
samples (McCain’s sample: c2 = 1648.12, p < 0.001, c2/gl = 584, CFI = 0.92, RMSEA = 0.061; Obama’s 
sample: c2 = 1,763.99, p < 0.001, c2/gl = 584, CFI = 0.91, RMSEA = 0.069), which supported the discriminant 
validity between the two scales adopted in the study (Neider & Schriesheim, 2011).

Finally, a third study, with 228 US students, was carried out to evaluate the convergent validity of 
the scale. The data obtained in the regression analysis showed that: (i) the balanced processing presented 
positive and significant relationships with the general satisfaction (β = 0.23, p < 0.001) and satisfaction 
with the supervisor (β = 0.27, p < 0.001); (ii) the internalized moral perspective presented positive and 
significant connections with satisfaction with the supervisor (β = 0.25, p < 0.01) and with the organizational 
commitment (β = 0.29, p < 0.05); (iii) relational transparency obtained a positive and significant relationship 
with the satisfaction with the supervisor (β = 0.20, p < 0.01); (iv) self-consciousness obtained a positive and 
significant connection with satisfaction with the supervisor (β = 0.22, p < 0.001). These results provided 
empirical and theoretical support for the construct’s validity of the Authentic Leadership Inventory (Neider 
& Schriesheim, 2011).

National surveys of authentic leadership are still scarce. Thus, the search of the national databases 
(PePSIC; SciELO), carried out in April 2019, using as descriptor “authentic leadership”, indicated the presence 
of only three studies on the subject (Cervo et al., 2016; Carvalho, Cunha, Balsanelli, & Bernardes, 2016; Sobral 
& Gimba, 2012), all of which used the ALQ (Walumbwa et al., 2008), but a search in PsycINFO during the 
same period with the descriptor “authentic leadership” returned a total of 141 international papers on the 
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subject in the last 5 years. For some time, the ALQ (Walumbwa et al., 2008) was the most used instrument 

for the evaluation of authentic leadership in those publications; however after the introduction of the ALI 

(Neider & Schriesheim, 2011), it may be observed that foreign authors have been adopting both instruments 

for the evaluation of authentic leadership. 

These figures show the relevance that has been conferred to the authentic leadership subject in the 

international literature, motivated mainly by the fact that authentic leaders foster processes of internalized 

regulation among their followers. In other words, followers of authentic leaders tend to be internally controlled 

to do what should be done and to maintain their self-esteem or mitigate threats to that self-esteem, which 

leads employees to develop a high degree of performance, learning, satisfaction, and well-being at work 

(Rahimnia & Sharifirad, 2015).

However, in spite of such relevance, the national literature on authentic leadership is still incipient. 

In addition, the only instrument so far, with evidence of validity for the evaluation of the construct in the 

Brazilian reality is the ALQ (Walumbwa et al., 2008), which can only be widely used with the payment of 

copyrights. In view of these considerations, the present investigation had as general objective to adapt and 

gather initial evidence of validity of internal structure, of invariance according to gender and relationship with 

external variables of the Authentic Leadership Inventory (Neider & Schriesheim, 2011), in Brazilian samples, 

by verifying their associations with positively correlated constructs. To reach this aim, the correlations of 

the scale with measures of transformational leadership, job satisfaction, work engagement, and affective 

organizational commitment were assessed.

Transformational leadership refers to the style of the leader who, through his/her managerial behaviors, 

transforms his/her followers and inspires them to reach their expectations, inducing them to achieve moral 

maturity for going beyond their own interests, for the sake of their group or organization (Walumbwa et al., 

2014). Considering that authentic leadership also has behavioral components that aim to encourage followers 

to act in accordance with their morals and values in order to achieve their goals (Neider & Schriesheim, 2011), 

one would expect that authentic leadership present a moderately positive correlation with transformational 

leadership (H1).

On the other hand, job satisfaction refers to the affective orientation that an individual develops 

towards his work, that is, to a global feeling about work (Peng et al., 2016). Therefore, one would 

expect the authentic leader to play an intrinsic motivational role with his subordinates, leading them 

to experience a greater positive affective-emotional involvement with their work (Wong & Laschinger, 
2013), which would result in a moderate positive association between authentic leadership and job 
satisfaction (H2).

Work engagement refers to an affective-motivational state of work-related well-being, expressed 
as feelings of vigor, dedication, and absorption (Bakker, Demerouti, & Sang-Vergel, 2014). Considering 

that authentic leaders encourage their subordinates to produce more integration and motivation with their 

work and with their organization (Wong & Laschinger, 2013), one would then expect a moderate positive 
association between authentic leadership and work engagement (H3).

Finally, affective organizational commitment refers to an affective emotional attachment of the 
employee to the organization for which he/she works, which is based on identification and involvement with 
this organization (Meyer & Allen, 1991). Thus, it would be expected that the implementation of authentic 

leadership would tend to lead subordinates to a greater emotional involvement with their organization (Neider 

& Schriesheim, 2011), which would result in a moderate positive association between authentic leadership 

and affective organizational commitment (H4).
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Method

Participants

The sample was selected for convenience and the only inclusion criterion was that the person had been 
in the labor market for at least one year. The sample was composed of 548 workers from public and private 
organizations, from the municipalities of Niterói and Rio de Janeiro, who voluntarily agreed to participate in 
the investigation. The majority of the participants included male individual (51.5%) with age ranging from 
18 to 67 years (M = 39.09; SD = 11.02). As for marital status, 49.5% were married and 35.9% were single, 
while the other participants (14.6%) were separated or widowed. With regard to education, 73% had 
complete higher education, 20.3% had incomplete higher education and 6.7%, complete secondary and/
or technical education. The working time of the participants in their current organization ranged from 1 to 
35 years (M = 8.47, SD = 9.22), while total work time ranged from 1 to 40 years (M = 17.53, SD = 10.78). 
Regarding the function performed, 40.7% belonged to the administrative level, 27.2% performed different 
functions and 32.1% worked as supervisors or managers. With regard to income, 40.5% were paid more 
than six minimum wage amount, with 34.1% receiving between three and five minimum wage amount 
and the other participants (25.4%) receiving between one and three minimum wage. Finally, with regard 
to the economy sector of the participants, 58.2% worked in the private sector, while the others worked in 
the public sector.

Instruments

The Authentic Leadership Inventory (Neider & Schriesheim, 2011) was used for the assessment of 
authentic leadership. It includes 14 items, to be answered in five-point Likert-type scales, varying from total 
disagreement (1) to total agreement (5). The scale is subdivided into three items for self-knowledge (e.g.: 
my leader accurately describes how others see his/her skills); three items for relational transparency (e.g.: my 
leader clearly states what he/she wants to say); four items for the internalized moral perspective (e.g.: my 
leader shows consistency with his/her beliefs and actions); and four items for balanced processing (for 
example: my leader asks for ideas that challenge his/her basic beliefs). The translation of the scale items 
from English to Portuguese was performed using the translation-retranslation technique (Hambleton, 
1994). In this framework, initially the items were translated into Portuguese and retranslated into 
English by independent bilingual professional translators, after which the two versions were compared 
by an organizational psychologist, and the Portuguese scale was worked out (Borsa, Damásio, & Bandeira, 
2012). The internal consistency coefficients in the original scale study, calculated by the Cronbach’s Alpha 
coefficient, ranged from 0.64 to 0.72.

Transformational leadership was measured by a reduced version of the scale developed for this purpose 
in the Transformational Leadership Inventory (Podsakoff, MacKenzie, Moorman, & Fetter, 1990), adapted to 
the Brazilian scenario by Fonseca and Porto (2013). This scale is one-dimensional and includes 19 items, to 
be answered on a five-point Likert-type scale, ranging from never (1) to frequently (5). Example: My leader 
or immediate supervisor seeks new opportunities for his unit. The internal consistency of the scale in the 
present study was equal to 0.93.

In the assessment of job satisfaction, the scale developed by Silva and Ferreira (2009) was used. It is 
composed of five items, to be answered in five-point Liker-type scales, ranging from totally disagree (1) to 
fully agree (5). Example: I am satisfied with my current job. In the present study, the scale internal consistency 
coefficient, calculated by the Cronbach’s Alpha coefficient, was equal to 0.92.



6

Estud. psicol. I Campinas I 36 I e180058 2019

V.P. N
O

V
A

ES et al.

In the measurement of work engagement, the reduced version of the Utrecht Work Engagement 
Scale (UWES), developed by Schaufeli and Bakker (2003) and adapted to Brazilian samples by Ferreira et al. 
(2016) was used. It is composed of nine items (for example: in my job, I feel full of energy), with a seven-
point Likert-type response, ranging from never (0) to always (6). The scale internal consistency coefficient, 
calculated by the Cronbach’s alpha coefficient, was equal to 0.94.

Finally, the organizational affective commitment was evaluated by the Meyer and Allen  (1991) 
Affective Organizational Engagement Scale, validated in Brazilian samples by Ferreira et al. (2002). The scale 
is uni-factorial and is composed of six items, to be answered in a five-point Likert-type scale, ranging from 
totally disagree (1) to fully agree (5). Example: I feel the problems of the organization for which I work as if 
they were mine. In this investigation, the accuracy coefficient of this scale was equal to 0.92. It should be 
noted that all the instruments were used with their original response scales, i.e., no standardization in the 
response scales was adopted.

Procedures

Data were collected on the Google Drive platform, through an online questionnaire that contained 
all the investigation tools. Upon accessing the link to the questionnaire, participants were informed about 
the study’s objectives and about the confidentiality of the information to be provided, and that participation 
was voluntary. The system would not accept blank answers and, at the end, the participant forwarded the 
completed questionnaire through a link intended for this purpose and received a message of thanks.

In order to verify the internal structure of the Authentic Leadership Inventory, the Confirmatory Factor 
Analysis was carried out by means of the Structural Equation Modeling using the software “R” and the 
Weighted Least Squares Means and Variance Adjusted (WLSMV) estimation method. The following fit indexes 
were used: chi-square (tests the probability of the theoretical model fit in the data; the higher the value of 
χ2 the worse the adjustment); Root Mean Square Error of Approximation ([RMSEA] – should be below 0.08, 
accepting values up to 0.10); Tucker-Lewis Index and Comparative Fit Index ([TLI and CFI] – should be above 
0.90, preferably above 0.95) (Brown, 2015). 

Gender invariance was tested with multi-group invariance analysis, using the “R” software and 
the no-Tools package (Jorgensen, 2016). The configural (M1), metric (M2), scalar (M3) and residual (M4) 
invariance were evaluated. For this purpose, the increases in ΔCFI were analyzed and values below 0.01 were 
considered as invariants (Damásio, 2013).

The internal consistency of the instrument was verified using the Cronbach’s Alpha coefficient. The 
relationship of the scale with external variables was investigated through correlations (Pearson’s r) between the 
global scores of the instrument and the global scores of the measures associated thereto. In the evaluation of 
these correlations magnitude, the criteria established by Miles and Shevlin (2001) that classify the correlations 
as low (0.10 to 0.29), moderate (0.30 to 0.49) and high (above 0.50) were adopted.

Results

Structural Equation Modeling

With view at investigating the internal structure of the scale, the Confirmatory Factor Analysis (CFA) 
procedures were adopted to test the degree of adjustment of the Authentic Leadership Inventory theoretical 
model to the empirical data collected. Three different models were tested: (i) four independent factors; (ii) 
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four independent factors with a second order factor, and (iii) single factor model. The comparison of the 
fit indexes of adjustment obtained in each of the models showed that the four first-order factors with a 
second-order factor model was the one that presented the best fit  indexes (c2= 88.07, p < 0.001; c2/gl = 
73; TLI = 0.99, CFI = 0.99; RMSEA = 0.02) (Table 1).

Table 2 presents the items and standardized factor loads obtained in the four dimensions of the 
scale, and it is possible to observe that all of them were significant and different from zero (p < 0.001). In 
summary, the Brazilian version of the Authentic Leadership Inventory fully reproduced the structure of the 
original instrument, being composed of 14 items, distributed as follows: balanced processing (four items); 
internalized moral perspective (four items); relational transparency (three items); self-awareness (three items). 
The internal consistency of the scale, calculated using the Cronbach’s alpha coefficient, was 0.91 for 
self-awareness, 0.92 for relational transparency, 0.85 for internalized moral perspective, 0.96 for the balanced 
processing factor, and 0.81 for the general factor (authentic leadership).

In order to verify the invariance of the parameters of the items among the groups formed according 
to gender, multi-groups analyses were performed. The results indicated that, for the four models tested 
(M1 = 0.979, M2 = 0.975, M3 = 0.974, M4 = 0.974), there were no CFI variations greater than 0.01. Such 
results indicate the equivalence of the measure for both males and females.

Table 1

Authentic Leadership Scale fit indices in confirmatory factor analysis

Models Four independent factors Four independent factors with a second-order factor Single factor 

c2(gl) 141.65 (71) 88.07 (73) 1313.31 (77)

TLI 0.96 0.99 0.31

CFI 0.97 0.99 0.42

RMSEA (CI) 0.04 (0.03–0.05) 0.02 (0.00 a 0.03) 0.23 (0.22–0.24)

Note: CFI: Comparative Fit Index; RMSEA: Root Mean Square Error of Approximation; TLI: Tucker-Lewis Index.

Table 2

Factor loads of Authentic Leadership Scale in Confirmatory Factor Analysis 

Items Factor 1 Factor 2 Factor 3 Factor 4

My leader ... ALI-S ALI-RT ALI-IMP ALI-BP

1 ... describes accurately the way that others view his/her abilities. 0.84

2 ... shows that he/she understands his/her strengths and weaknesses. 0.95

3 ... is clearly aware of the impact he/she has on others. 0.86

4 ... clearly states what he/she means. 0.86

5 ... openly shares information with others. 0.88

6 ... expresses his/her ideas and thoughts clearly to others. 0.95

7 ... shows consistency between his/her beliefs and actions. 0.81

8 ... uses his/her core beliefs to make decisions. 0.74

9 ... resists pressures on him/her to do things contrary to his/her beliefs. 0.73

10 ... is guided in his/her actions by internal moral standards. 0.78

11 ... asks for ideas that challenge his/her core beliefs. 0.91

12 ... carefully listens to alternative perspectives before reaching a conclusion. 0.96

13 ... objectively analyzes relevant data before making a decision. 0.95

14 ... encourages others to voice opposing points of view.       0.91

Note: p < 0,001. ALI: Authentic Leadership Inventory; BP: Balanced Processing, IMP: Internalized Moral Perspective, RT: Relational Transparency, 

S: Self-knowledge.
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Relationship with External Variables 

Table 3 presents the means, standard deviations, mode and correlations between the different 
scales adopted in the study. As predicted, authentic leadership presented a moderate positive correlation 
with the transformational leadership scale (r = 0.39, p < 0.001), which confirmed hypothesis 1. Also as 
expected, authentic leadership presented a moderate positive correlation with the job satisfaction scale 
(r = 0.30, p < 0.001) and with the scale of work engagement (r = 0.31, p < 0.001), thus confirming 
hypotheses 2 and 3, respectively. Finally, authentic leadership presented a low positive correlation with 
the measure of affective organizational commitment (r = 0.25, p < 0.001), which prevented confirmation 
of hypothesis 4.

Table 3

Means, standard deviations, mode and correlations between Authentic Leadership and other study variables

Scales Scale Points M SD Mode 1 2 3 4

1. Authentic Leadership 5 3.27 0.54 2.71

2. Transformational Leadership 5 3.35 0.77 3.00 0.30

3. Job satisfaction 5 3.34 1.21 4.20 0.39 0.65

4. Work engagement 7 3.61 1.43 3.89 0.31 0.62 0.82

5. Affective Organizational  Commitment 5 3.36 0.77 3.33 0.25 0.55 0.72 0.71

Note: All correlations were significant at the level of p < 0.01; M: Mean; SD: Standard Deviation.

Discussion

This work aimed at investigating the initial validity evidence of the internal structure, the convergent 
and internal consistency of the Authentic Leadership Inventory (Neider & Schriesheim, 2011) in Brazilian 
samples. After the confirmatory  analysis, it was observed that the best fit model was that of the four first-order 
factors (balanced processing, internalized moral perspective, relational transparency and self-awareness) with 
a second order factor (authentic leadership). These results confirm the original Neider and Schriesheim 
(2011) model of the Authentic Leadership Inventory, also composed of these four first order factors, 
with a second order factor. They also converge with the authentic leadership model of Avolio et al. 
(2004), which also characterizes this construct from these four behaviors. The internal consistency 
index of the total scale, calculated using the Cronbach’s alpha coefficient, was also satisfactory (α = 
0.81), and was consistent with what was found in the original scale study, where consistency indexes 
were obtained ranging from 0.74 to 0.85. 

With regard to the convergent validity of the scale, it was possible to verify that the Authentic 
Leadership Inventory presented a moderate positive correlation with the transformational leadership, 
thus confirming Hypothesis 1. The data obtained here are in agreement with other studies that also 
obtained a positive correlation between authentic leadership and transformational leadership (Neider & 
Schriesheim, 2011; Walumbwa et al., 2008), in a demonstration that those who are led, when encouraged 
by the leaders to act in accordance with their morals and values, are consequently also encouraged to go 
beyond their own interests, for the benefit of the organization or of their working group (Neider & 
Schriesheim, 2011).

Authentic leadership also showed a moderate positive correlation with job satisfaction, confirming 
Hypothesis 2 of the present study. Such data confirm previous results (Neider & Schriesheim, 2011; Rego 
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et al., 2014; Walumbwa et al., 2008; Wong & Laschinger, 2013) in which positive correlations between 
authentic leadership and job satisfaction were also found. In addition, they offer evidence that authentic 
leadership causes positive repercussions in the individual, by directly impacting his/her work well-being, 
through his/her job satisfaction (Rahimnia & Sharifirad, 2015).

Regarding engagement at work, the Authentic Leadership Inventory presented a moderate positive 
correlation with such construct, confirming Hypothesis 3 of the present study. This finding is in the direction 
of earlier studies which have also shown the positive effects of authentic leadership on work engagement 
(Walumbwa et al., 2014), demonstrating that the leaders who encourage their subordinates to follow their 
own beliefs and forces tend to increase employee’s motivation and their integration with the organization 
(Rahimnia & Sharifirad, 2015). 

The Authentic Leadership Inventory also showed a low positive correlation with the scale of affective 
organizational commitment, which prevented confirmation of Hypothesis 4. These data confirm previous 
results (Neider & Schriesheim, 2011; Peus, Wesche, Streicher, Braun, & Frey , 2012; Walumbwa et al., 2008) 
on the existence of positive correlations between authentic leadership and organizational commitment. 
However, the correlation obtained in the present study was low, indicating that authentic leadership does 
not exert much influence of the affective organizational behavior, which may be due to the fact that such 
behavior has as reference the organization, while engagement and satisfaction have as reference the job 
itself. It is thus possible that the effects of authentic leadership are more related to positive psychological 
conditions with focus on work rather than on the organization.

In summary, the Authentic Leadership Inventory presented initial evidence of internal structure validity, 
convergent and internal consistency in Brazilian samples. However, the present study also reveals limitations. 
First, the cross-sectional nature of the investigation prevents the establishment of causal relationships between 
variables. A second limitation is due to the fact that all the participants in this investigation originate from 
the municipalities of Niterói and Rio de Janeiro, and that most of them had complete college education, 
which is why the conclusions obtained so far should be extended with caution to other types of samples. In 
addition, this study was based exclusively on self-report measures, which usually present problems associated 
with common method variance.

With regard to future investigations, it would be interesting to seek additional validity evidence on scale 
invariance by comparing its internal structure in specific occupational groups. Other studies could deepen 
the nomological network of the authentic leadership construct, with respect to some of its antecedents and 
consequents. Such surveys should be preferably longitudinal, which would allow a deeper understanding 
of such relationships. In any case, the initial evidence of validity now obtained, recommends the future 
use of the Authentic Leadership Inventory in Brazilian investigations aimed at evaluating the impact of this 
leadership style on work well-being.
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