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Abstract - Much of the scholarly concentration on leadership behaviours and the effect of this leadership dichotomy on 
various organizational and individual outcomes stems from the extensive belief that it improve the efficiency and the 
effectiveness of the organization. However, more research studies on authentic leadership and organizational Citizenship 
Behaviour (OCB) and the testing of the goodness of measure of these variables focus on western context while similar effort 
in Sri Lankan context rather scant. Therefore, the general objective of this paper is to validate the conceptualization of 
authentic leadership and OCB in the Sri Lankan Context. Data were gathered through a survey by using a structured 
questionnaire from public sector utility organizations in Sri Lanka. As per the discussion basically, two main criteria called 
reliability and validity have to be achieved to confirm the goodness of the measure. Internal reliability and composite 
reliability scales were commonly employed to asses construct reliability of the intended constructs. Convergent validity 
achieved through Average Variance Extracted and factor loadings. Discriminant validity evaluated by assessing the cross 
loadings, Fornel-Larcker criterion, and Heterotrait- Monotrait Ratio of correlation (HTMT). All validity and reliability 
indicators including items’ loadings, composite reliability, and average variance extracted (AVE), and square roots of the 
AVE and HTMT correlations have demonstrated high coefficients. Hence, findings demonstrated that the authentic 
leadership and OCB constructs could be used for future studies in Sri Lankan context. Using the PLS technique, this study 
provides significant contribution to knowledge by validating and conceptualizing the concepts. 
 
Keywords - Authentic Leadership, Organizational Citizenship Behaviour, Measurement, Reliability, Convergent Validity, 
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I. INTRODUCTION 
 
Nowadays organizations need leaders who build an 
enduring organization with integrity to motivate 
employees for catering to superior customer service 
and create persistence value for stakeholders. 
Therefore, leaders have to display highest moral 
behaviour in their actions to provide a moral 
framework (Datta, 2015).Much of the previous 
literature emphasizes that moral capacity of authentic 
leader has distinctive ability to understand the 
problems from different angles and resolve it 
considering employee perspective. Not only that, 
authentic leaders have a higher sense of 
accountability and they try to lead by examples. With 
a high moral capacity fair, honest and veracity leaders 
represent a direction toward right and fair things 
(Northouse, 2010). Accordingly, effective and 
success leaders always inspire followers by providing 
appropriate guidance and directions to enhance 
employee performance. Organizational citizenship 
behaviour is a form of job performance. Orthodox 
definitions of Organizational Citizenship Behaviour 
means that it is  individual ,discretionarybehaviour, 
not directly or explicitly recognized by the formal 
reward system, and that in the aggregate promotes the 
effective functioning of the organization (Organ, 
1988).Explicit in the definition of OCB is the notion 
of discretion, which means that engagement in OCB 
is completely voluntary since a person cannot be 

punished for failing to engage in it (Organ, 
Podsakoff, & Mackenzie, 2006). However, 
performance of OCB is sometimes believed to be 
driven by ego-centric motives, which may be often 
unconscious. Further, it highlights that, individuals 
who perform OCB will not be formally rewarded and 
not directly recognized by the organizational formal 
reward system. Even though, theoretically speaking, 
formal reward for OCB is not directly recognized, in 
some situations sophisticated modern evaluation and 
reward systems may take into consideration some 
kinds of OCB (Zheng, Zhang, & Li, 2012). OCBs 
include both behaviours that are directed toward 
specific persons as well as more impersonal forms of 
conscientiousness and workplace involvement that 
contribute to organizational effectiveness. 
 
II. OBJECTIVES OF THE STUDY 
 
This study examined the psychometric properties of 
the authentic leadership and organizational 
citizenship behaviour  
1. To assess the structure of the authentic leadership 
and OCB constructs using the responses of 
employees from the Sri Lankan publicsector utility 
organizations. 
2. To assess reliability and validity properties 
including content, convergent and discriminant 
validity of the constructs using respondents from the 
Sri Lankan public sector utility organizations 
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III. LITERATURE REVIEW 
 
Authentic leadership construct coined as a root 
construct of all the positive leadership theories 
(Avolio, 2010). Authentic leaders are not 
differentiated by a precise style of leadership, but by 
an ethical appeal and genuine desire to serve others. 
The role of the leader is key component and their 
behaviour is self-expressive, self-aware and positive 
modelling. According to Walumbwa et al. (2008) 
authentic leadership is a pattern of leader behaviour 
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.However, as an emerging 
field in the positive organizational behaviour 
authentic leadership has been paid limited attention 
by the scholars (Northouse, 2010). Thus, the majority 
of literature stressed the need of a broader theoretical 
as well as an empirical concern in this regard 
(Walumbwa et al., 2010). Therefore, it is a growing 
need for empirical studies to understand the 
mechanism and the influence over effective 
behaviour of employees.  
The notion of OCB from its conception has been 
considered as multidimensional. Podasakoff and 
colleagues (2000) noted that almost 30 potentially 
different forms of citizenship behaviours had been 
suggested since the origination. The emergence of 
this large number of constructs highlighted the 
widespread interest in and relevance of organizational 
citizenship research. Dennis Organ is generally 
considered as the father of the OCB and extended 
five-factor model which was composed with 
Altruism, Courtesy, Conscientiousness, Civic virtue 
and Sportsmanship. These extra-role behaviours are 
likely to facilitate social and psychological contexts 
that support task performance in the organization 
(Organ, 1997). As a whole, OCB could contribute to 
enhance employees and managerial productivity, 
attract retention, improve coordination, reduce 
friction, viability of performance and increase 
adaptation to environmental changes (Podsakoff et 
al., 2000). 
 
IV. METHODOLOGY 
 
The study involves a testing of measurements and 
measurement model is concerned with determining 
the goodness of measures or the questionnaire 
items.The individual item reliability, construct 
internal consistency and construct validity are 
considered in assessing the outer model in PLS 
(Ramayah, Lee, & In, 2011). The internal reliability 
of a construct is said to be achieved when the 
Cronbach’s Alpha value is 0.7 or higher (Nunnally & 
Beinstein, 1994). However, Composite reliability 
more concern on individual reliability referring to 

different outer loadings of the indicator variables 
(Hair, Hult, Ringle, & Sarstedt, 2017).Validity 
assesses the soundness of the accuracy of a measure 
or the extent to which a score truthfully represents a 
concept (Zikmand, Babin, Carr &Griffin, 2013). 
Convergent validity for this study was assessed using 
the item reliability or the factor loadings and Average 
Variance Extraction of the constructs.Discriminant 
validity evaluated by assessing the cross loadings 
among constructs, by using Fornel-Larcker criterion 
and Heterotrait- Monotrait Ratio of correlation 
(HTMT).Though, different measures have been 
designed and developed by researchers to measure 
the construct OCB,for this study it is measured by 
using 24 item OCB, which was developed by the 
Podsakoff and colleagues based on the Organ’s five 
dimensional taxonomy. The authentic leadership 
questionnaire (ALQ) uses to measure leadership style 
and ask followers to judge about their leader’s 
behaviour from their perspective. The follower rated 
questionnaire consists 16 items and developed by the 
Avolio and colleagues (2007). Authentic leadership is 
conceptualized as a combination of self-awareness, 
relational transparency, balanced processing and 
internalized moral perception. In this study 
eemployed survey method and cross sectional study 
in type with minimum researcher interference. Unit of 
analysis is the individual employees belonging to the 
front line worker employees of the public sector 
utility organizations in Sri Lanka. A sample of 361 
employees from the public sector organizations was 
drawn with disproportionate stratified random 
sampling method. This study recorded a nearly 67% 
of response rate.  
 
V. DISCUSSION 
 
The construct reliability and validity test were 
conducted to evaluate the measurement of the 
construct of OCB and authentic leadership. The table 
1 illustrated that all loadings are above the cutoff 
values and composite reliability of every construct 
was well above ranging from 0.788 to 0.898 as per 
the suggested 0.70 threshold. Further,AVE value 
equal or higher than 0.50 indicates that on the 
average, the construct explained more than half of the 
variance of its indicators. As such, the rule of thumb 
is that an AVE value greater or equal to 0.50 is 
acceptable (Hair et al., 2013). Initial questionnaire 
with 16 items was validated to measure authentic 
leadership in Sri Lankan context. However, out of the 
initial 24 items eight indicators omission from the 
construct of OCB as  OCBA1(0.608), OCBA2(0.577) 
,OCBS4 (0.645) ,OCBS5 (0.616) ,OCBCON1 (0.649) 
,OCBCON5 (0.618) ,OCBCUR4 (0.637),OCBCUR 
(0.636) to increase the composite reliability and the 
AVE. In the present study, the values of AVE of all 
revised variables exceeded the threshold which 
indicates the good construct validity of measures. 
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Table 1 Quality Criteria of the Construct Authentic Leadership and OCB 

 
In order to confirm construct validity of the outer model, the discriminant validity is indispensable. Discriminant 
validity explains about the extent to which a construct is truly distinct from other constructs by empirical 
stands.At first, in order to achieve discriminant validity, the loadings of the construct must be high on itself and 
low on other constructs (Vinzi, Henseler,Chin & Wang,2010). The following table  clearly explain that all the 
loadings of two constructs reflects higher values in itself than the other related constructs proving the existence 
of the discriminant validity. 
 

  ALSA ALRT ALBP ALIM OCBA OCBCON OCBS OCBCUR OCBCV 
ALSA1 0.780 0.421 0.479 0.495 0.178 0.197 0.192 0.202 0.146 
ALSA2 0.829 0.421 0.451 0.445 0.224 0.250 0.212 0.233 0.230 
ALSA3 0.823 0.399 0.434 0.499 0.231 0.252 0.172 0.260 0.223 
ALSA4 0.786 0.429 0.474 0.485 0.182 0.219 0.248 0.276 0.192 
ALRT1 0.369 0.750 0.346 0.298 0.205 0.235 0.179 0.125 0.249 
ALRT2 0.432 0.833 0.441 0.398 0.294 0.202 0.206 0.163 0.251 
ALRT3 0.406 0.846 0.434 0.419 0.238 0.200 0.141 0.131 0.244 
ALRT4 0.447 0.816 0.440 0.419 0.231 0.222 0.134 0.176 0.221 
ALRT5 0.415 0.747 0.474 0.487 0.268 0.230 0.159 0.199 0.294 
ALBP1 0.463 0.488 0.845 0.384 0.216 0.259 0.084 0.102 0.207 
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ALBP2 0.476 0.442 0.874 0.295 0.204 0.272 0.135 0.043 0.250 
ALBP3 0.527 0.447 0.848 0.348 0.250 0.274 0.183 0.190 0.278 
ALIM1 0.488 0.494 0.301 0.794 0.185 0.168 0.196 0.256 0.145 
ALIM2 0.483 0.400 0.277 0.855 0.193 0.207 0.159 0.276 0.237 
ALIM3 0.493 0.388 0.357 0.855 0.178 0.153 0.144 0.260 0.220 
ALIM4 0.506 0.394 0.386 0.791 0.119 0.110 0.162 0.216 0.128 
OCBA3 0.190 0.262 0.229 0.116 0.783 0.349 0.365 0.284 0.453 
OCBA4 0.269 0.300 0.236 0.235 0.722 0.361 0.196 0.275 0.354 
OCBA5 0.117 0.141 0.125 0.121 0.754 0.367 0.300 0.196 0.395 
OCBCON2 0.229 0.265 0.279 0.189 0.369 0.708 0.151 0.257 0.373 
OCBCON3 0.167 0.175 0.216 0.098 0.328 0.758 0.182 0.152 0.441 
OCBCON4 0.239 0.170 0.208 0.145 0.365 0.765 0.258 0.272 0.369 
OCBS1 0.194 0.156 0.087 0.135 0.281 0.166 0.762 0.270 0.268 
OCBS2 0.207 0.173 0.124 0.192 0.291 0.230 0.824 0.312 0.215 
OCBS3 0.187 0.139 0.149 0.132 0.315 0.215 0.706 0.311 0.187 
OCBCUR1 0.221 0.129 0.104 0.235 0.208 0.222 0.341 0.747 0.187 
OCBCUR2 0.251 0.195 0.123 0.238 0.267 0.220 0.309 0.774 0.331 
OCBCUR3 0.208 0.121 0.067 0.219 0.280 0.252 0.227 0.741 0.155 
OCBCV1 0.148 0.246 0.175 0.196 0.370 0.304 0.243 0.237 0.697 
OCBCV2 0.210 0.251 0.237 0.186 0.380 0.396 0.234 0.227 0.718 
OCBCV3 0.195 0.215 0.246 0.159 0.337 0.430 0.174 0.170 0.774 
OCBCV4 0.150 0.192 0.162 0.094 0.443 0.384 0.185 0.240 0.678 

Table 2 Loading and Cross Loading of Constructs to Assess Discriminant Validity 
 
Apart from that, discriminant validity of a construct can be assessed by using Fornell and Larcker criterion by 
comparing the square root of the AVE values with latent variable correlations (Fornell & Larcker, 1981). The 
square roots of AVE coefficients are presented in the correlation matrix along the diagonal. The squared root of 
each constructs’ AVE should be greater than its highest correlation with any other construct to evidence 
discriminant validity (Hair et al., 2013). 
 

 OCB 
AL 

AL 
BP 

OCB 
CV 

OCB 
CON 

OCB 
CUR 

AL 
IM 

AL 
RT 

AL 
SA 

OCB 
S 

OCB AL 0.753         
AL BP 0.261 0.856        

OCB CV 0.534 0.287 0.718       
OCB CON 0.476 0.314 0.529 0.745      
OCB CUR 0.334 0.132 0.305 0.305 0.754     

AL IM 0.205 0.401 0.221 0.194 0.306 0.824    
AL RT 0.311 0.537 0.315 0.272 0.200 0.509 0.799   
AL SA 0.253 0.572 0.246 0.285 0.302 0.598 0.519 0.805  
OCB S 0.386 0.156 0.292 0.267 0.389 0.201 0.204 0.256 0.765 

Table 3 Fornell and Larcker Criterion for Discriminant Validity 
 

Finally, a novel criterion HTMT was presented by the recent scholars,Henseler,Ringle and Sarstedt (2015)  
based on their Monte Carlo Simulation. According to Henseler,Ringle and Sarstedt (2016) the rule of thumb  to 
achieve discriminant validity, the HTMT score should be below 0.85 (Henseler et al.,2015). Table 4 depicts that 
study constructs authentic leadership and OCB, already satisfied the expected threshold values.  

 OCB 
AL 

AL 
BP 

OCB 
CV 

OCB 
CON 

OCB 
CUR 

AL 
IM 

AL 
RT 

AL 
SA 

OCB 
S 

OCB AL          
AL  BP 0.367         

OCB CV 0.816 0.383        
OCB CON 0.784 0.451 0.827       
OCB CUR 0.536 0.180 0.455 0.501      

AL IM 0.289 0.482 0.292 0.274 0.422     
ALR T 0.425 0.638 0.412 0.383 0.268 0.595    
ALS A 0.359 0.699 0.328 0.407 0.420 0.720 0.618   
OCB S 0.606 0.216 0.440 0.427 0.612 0.272 0.276 0.353  

Table 4 Heterotrait Monotrait (HTMT) Criterion for Discriminant Validity 
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FINDINGS AND CONCLUSION  
 
This study is intended to test the psychometric 
properties of the constructs, organizational citizenship 
behaviour and authentic leadership in the Sri Lankan 
context. The purpose of testing the goodness 
ofmeasures will add to the contextual validity in 
adifferent context. The findings of the reliability test 
shows that measurements have a better internal 
consistency in measuring the constructs and it is 
stabilized. Further, in line with construct validity; 
convergent and discriminant validity added more 
confirmation on the accuracy of the measurement. In 
this study, outcomes reflect that both measurements 
are valid and acceptable measures of their respective 
constructs based on their parameter estimates. This 
was evidenced by the high items’ loadings, composite 
reliability, average variance extracted (AVE), square 
roots of the AVE and HTMT scores for all the 
constructs. However, the original item structure of 
OCB has 24 items to measure and that was not totally 
consistent with the pre-test model of the present study 
given the fact that several items had to be dropped 
due to low loading. Therefore, the finding of this 
study exhibits the differences on the dimensionality 
of OCB in a different context from where it was 
mostly tested. Any way the revised model results 
clearly shows that all manifest variables measure the 
same construct achieving convergent validity and 
exhibits the discriminant validity and are distinct 
from one another. Nevertheless, the authentic 
leadership measurement with 16 items adapted 
following same indicators. Finally, that can be an 
impetus for increase future studies in the Sri Lankan 
context given the fact that more research required for 
its conceptual clarity and validity. 
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