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Abstract 

 

leadership behaviors are critical indicators of success or failure of an organization. To succeed in today’s world, 

organizations should invest in developing their leaders’ skills, capacities, and knowledge. The field of leadership is 

continuing to grow and expand into new areas. One such emerging leadership style is authentic leadership, which invests 

heavily on team members and consequently increases team performance and organizational profit. There is a call for 

continuing to expand this field by examining areas that might not have been previously seen as connected to leadership. 

This study examined one such potential new area for leadership development, yoga practice. Yoga is the integration of 

physical practice, meditation, and breathing exercises. Yoga cultivates self-awareness, ethical behaviors, and spirituality 

while improves inner peace, concentration, and wellbeing. As a society, we are always looking for methods to increase 

leadership levels and improve leadership skills. Within this search is a need for new training methods and ideas that can 

benefit leaders, organizations, employees, and society as a whole. 

This quantitative study examined the effects of frequency of yoga practice on individual leader’s self-reported authentic 

leadership levels. The findings showed that leaders who practice yoga consistently (four or more times per week) have 

significantly higher self-reported authentic leadership levels. From one of the most ancient of practices, yoga, this study 

may have located a whole new area of leadership development that is completely untapped and just waiting for further 

exploration for the betterment of organizations, leaders, and employees 

 

Introduction 

Leadership behaviors are critical indicators of productivity, performance, and effectiveness for organizations. Research 

highlights that command-and-control leadership styles are becoming less effective for today’s world. Duffy, Ganster, and 

Pagon (2002) explained the negative impacts of autocratic leadership on work performance factors, such as turnover, 

nonattendance, and resistant behaviors. Tepper (2007) pointed out abusive supervision and leadership cost American 

organizations $23.8 billion annually. To succeed, organizations should be investing in developing the leadership attributes 

among team members (Ben-Shahar & Ridgway, 2017). Emerging leadership styles such as authentic leadership invest 

heavily on team members and followers. According to Wang, Sui, Luthans, Wang, and Wu (2014), authentic leaders 

apply their own positive psychological resources to develop positive emotional connectedness to their followers, which 

may help to increase their performance as well. Authentic leaders follow their principles and attempt to attain openness 

and honesty in their relationships with followers. Authentic leaders lead by example and show clear decision-making. 
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They have high levels of emotional intelligence and utilize their positive psychological resources to develop higher levels 

of performance in the followers (Avolio & Gardner, 2005). Stress negatively impacts employees, leaders, and 

organizations. Ornelas and Kleiner (2003) reported that work is the main reason for stress in Western societies. American 

industries lose $200 to $300 billion dollars annually due to stress. Ben-Shahar and Ridgway (2018) pointed out stress as 

the cause of 45% of sick days in the United Kingdom in 2015 and 2016. Ben-Shahar and Ridgway mentioned fatigue is 

an issue for 38% of Americans and this will cost employers $136 billion annually in lost productive times. Research 

confirms that healthy doses of stress, which are short-term and low-level, have positive effects such as: stimulating 

production of brain chemicals and new cells, improving immunity system, enhancing resilience, and improving 

motivation (Aschbacher et al., 2013; Dhabhar, Malarkey, Neri, & McEwen, 2012; Kirby et al., 2013). However, the 

critical factor to prevent the negative effects of stress is to keep stress at a moderate level with recovery. Research confirms 

several methods for stress recovery such as social support (Ozbay et al., 2007), selfconfidence and positive outlook 

(Csikszentmihalyi, 1990), physical activity (Schoenfeld, Rada, Pieruzzini, Hsueh, & Gould, 2013), and meditation or 

mindfulness training (Chiesa & Serretti, 2009; Grossman, Niemann, Schmidt, & Walach, 2004; Tang et al., 2007). The 

21st Century is the period where stress and anxiety have become part of modern societies. Leaders, employees, and 

organization are negatively affected by the results of stress in different forms (Ben-Shahar & Ridgway, 2018). Research 

reveals leaders and authorities play critical roles in the failure or success of teams and organizations. Livingston (2003) 

studied the Pygmalion effect in management. He noticed two interesting findings. The first is that a leader’s expectations 

from success or failure of employees have tremendous effects on the employees. Secondly, a leader’s state of mind is 

contagious, which highlights the idea that the leader’s selfperception and beliefs about him/herself have mirroring effects 

on the followers. Luthans, Youssef, and Avolio (2007) suggested that raising employees’ positive beliefs about 

themselves is one of the best development processes. Chopra (2010) highlighted the significance of wellbeing in the 

workplace. Chopra referred to yoga and meditation as methods to enhance wellbeing in the workplace. He emphasized 

that organizations should develop their bottom lines and profit by empowering their employees to invest in their well-

being. According to Iyengar (2001), yoga is a meditative practice, which improves wellbeing and releases stress. Iyengar 

illustrated that the major goal of yoga is to conduct the mind to peace and free it from puzzlement and suffering. Unlike 

the other types of exercise, which burden muscles and bones, yoga is a meditative practice, which softly revitalizes the 

body. By restoring the body, yoga releases the mind from the negative thoughts affected by the fast pace of modern life 

(Iyengar, 2001). Health is not the absence of disease. Health is the harmony of body, mind, and soul (Chopra, 2010). 

Yoga improves the awareness of the body and mind, enhances well-being, and boosts immunity system. It also helps to 

balance the body and mind (Iyengar, 2001). Yoga is a meditative and mindful practice (Devananda, 2011). Davidson and 

Kabat-Zinn (2004) suggested that meditation might positively change brain and immune function. Studies confirm the 
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positive effects of yoga on individuals’ self-awareness, wellbeing, focus, concentration, and releasing stress (Chopra, 

2010; Devananda, 2011; Iyengar, 2001). Research suggests that yoga and meditation impact both emotional intelligence 

and productivity (Wolever et al., 2012). Research also shows that authentic leaders have higher emotional intelligence, 

improve team performance, and maximize organizations’ bottom line (Wang et al., 2014). Exploring the relevant literature 

and studies highlights the lack of research in examining the links between yoga and authentic leadership, which this study 

aims to address. Yoga goes beyond physical practice. Yoga integrates breathing, meditation, and physical postures to lead 

the practitioners towards self-discovery, self-awareness, spiritual development, inner peace, concentration, and well-being 

(Iyengar, 2013; Singh, Kumar, & Singh, 2015). Iyengar (2001) illustrated that yoga is an ancient practice, which improves 

the awareness of the body and mind, enhances well-being, and boosts the immunity system. Researchers suggested that 

yoga/meditation impacts emotional intelligence as well as productivity (Wolever et al., 2012). Several scholars 

highlighted the significance of self-improvement and self-discovery, and wellbeing in leadership and management. Some 

of these traits appear to be the impacts of yoga on practitioners as well. For instance, Covey (1989) talked about 

“sharpening the saw” as an analogy for constant self-development, and Senge (1990) discussed personal mastery in 

leadership. Senge, Scharmer, Jaworski & Flowers (2004) suggested that organizations should embrace humanistic 

approaches and identify employees as whole human beings and individuals who have physical, mental, emotional needs. 

Chopra (2010) pointed out the importance of the organization's role in the community and indicated the attentiveness of 

organizations to wellbeing of employees. Avolio and Gardner (2005) signified the impact of authentic leadership on 

selfawareness: “we believe authentic leadership can make a fundamental difference in organizations by helping people 

find meaning and connection at work through greater self- awareness; by restoring and building optimism, confidence 

and hope” (p. 331). Avolio and Gardner indicated the need for leaders who lead with purpose and integrity. They 

emphasized that leaders should build lasting organizations, inspire their employees to deliver great customer service, and 

build long-term values for stakeholders. Avolio and Gardner identified that authentic leaders are those who nurture the 

authenticity in followers through increased self-awareness, self- regulation, and positive modeling. Authentic leaders 

demonstrate four main characteristics: self-awareness, an internalized ethical viewpoint, relational transparency, and 

balanced processing of information (Cianci, Hannah, Roberts, & Tsakumis, 2014). Shamir and Eilam-Shamir (2018) 

articulated the significance of life story in shaping one’s authentic leadership style. George, Mayer, McLean, and Sims 

(2007) explained: “the journey to authentic leadership begins with understanding the story of your life. Your life story 

provides the context for your experiences, and through it, you can find the inspiration to make an impact in the world” (p. 

4). How can we foster the positive traits among our leaders? How can we develop authentic leadership characteristics? 

Does yoga practice develop authentic leadership skills? These are questions worth investigating for the betterment of 

organizations, leaders, and employees. Statement of the Problem As stated earlier, leadership behaviors are critical 



7 
 

International Journal of Business Research and Management Practices in Global Environments (ISSN: 2473-4047)
 Volume-2, Issue-1 (Jul-Dec:2019) 

 

indicators of organizational performance and effectiveness. According to Duffy et al. (2002), the command-and-control 

style of leadership is becoming less effective due to the direct impacts on work performance factors, such as turnover, 

absenteeism, and resistance behaviors. Tepper (2007) elaborated abusive leadership implies heavy costs for American 

organizations. Therefore, organizations require an investment in developing the leadership attributes among team 

members to succeed in today’s world (Ben-Shahar & Ridgway, 2017). Research confirms that emerging leadership styles 

such as authentic leadership invest heavily on team members and followers (Avolio & Gardner, 2005). According to 

Wang et al. (2014), authentic leaders develop positive emotional connectedness to their followers and consequently 

increase team performance. Authentic leaders follow their principles and attempt to attain openness and honesty in their 

relationships with followers. Authentic leaders lead by example and show clear decision-making (Avolio & Gardner, 

2005). Although several scholars have explored the field of authentic leadership and the effects of it on the followers and 

organizations, there is a lack of research in the methods of authentic leadership development (Avolio & Gardner, 2005). 

Avolio and Gardner defined four components of authentic leadership as self-awareness, ethical/moral reasoning, balanced 

processing, and relational transparency. There are many studies about yoga, meditation or mindfulness, which highlight 

the benefits and impacts of yoga on individuals in different levels of body, mind, and spirit (Iyengar, 2001). Therefore, 

developing leaders through yoga could also utilize Pygmalion effects (Livingston, 2003) for authentic leadership 

development. Iyengar (2001) elaborated the mind body connection may be relevant to personal growth and other positive 

development processes. Purpose of the Study The purpose of this quantitative study was to examine the effects of 

frequency of yoga practice on the four components of authentic leadership: self-awareness, ethical/moral reasoning, 

balanced processing, and relational transparency (Avolio, Gardner, & Walumbwa, 2007). This research was designed to 

identify the links between frequency of yoga practice and leaders’ selfreported levels of authentic leadership. The 

participants included both yoga practitioners and non-practitioners with leadership experience. These participants took 

the Authentic Leadership Questionnaire (ALQ) (Avolio et al., 2007). ALQ is a valid and reliable survey that measures 

the four components of authentic leadership. General demographic data was included in the survey, which aimed to collect 

general data relevant to research questions such as the frequency of yoga practice, the level of leadership experience, age, 

gender, etc. The statistical analysis identified whether the frequency of yoga practice had any effects on participants’ self-

reported ALQ scores. To comprehend leadership, we need to understand humans and realize the fact that human beings 

are made up of body, mind, and spirit (Giordan, 2009; MacDonald, 2003; Onians, 2011). Gardner (1983) explains that 

the emotions are a part of the human being equation as well. As was stated earlier, yoga is the union of the body and mind 

(Iyengar, 2013). Chesley and Wylson (2016) discussed “mindful change leaders also appear to more frequently practice 

selfawareness and self-care, as well as focus on building capacity through increased resilience. Our findings have 

important implications for change leaders as well as organizational members in general” (p. 317). Moliver, Mika, 
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Chartrand, Haussman, and Khalsa (2013) suggested that the current yoga practice frequency is associated with 

transcendence of ordinary and positive psychological attributes. 

Literature Review  

This chapter reviews different studies and publications about authentic leadership and yoga. The literature review covers 

three main topics: authentic leadership, mindfulness, and yoga. An overview of leadership and leadership development 

are provided in this chapter, with a particular focus on authentic leadership. The significance of holistic approaches in 

organizations is also examined, as are the definitions of leadership in its connection to organizations. Additionally, the 

key concepts and theories of mindfulness, leadership, and yoga will be provided. The physical, mental, and spiritual 

benefits of yoga will be examined, while an elaboration of yoga philosophy and ethical guidelines of yoga will be 

undertaken. The similarities and common roots of authentic leadership, mindfulness, and yoga will be highlighted in 

depth. Authentic Leadership Avolio, Gardner, Walumbwa, Luthans and May (2004) defined authentic leaders as those 

who are conscious about their thoughts and behaviors. They further state that authentic leaders foster authenticity in 

followers through increased self-awareness, self- regulation, and positive modeling. One of the critical aspects in 

leadership is self-regulation. O’Connor, Cooper, Williams, DeVarney, and Gordon (2013) pointed out three factors for 

self-regulation: positivitynegativity bias, social skills, and emotional resilience. Lucas (2015) explained these concepts 

as: a positivity bias offers hope versus the leader having a bleak outlook (positivity bias). Emotional resilience enables 

the leader to resist peer pressure and do the right thing. Leaders also need to engage well with others (social skills) to 

accomplish common goals. (p. 63) Avolio and Gardner (2005) identified the authenticity of leaders as the level to which 

followers identify their leader to display accountability and acknowledgment for actions, outcomes, and mistakes in the 

organization. Komives, Lucas, and McMahon (2013) described leadership “as a relational and ethical process of people 

together attempting to accomplish positive change” (p. 14). The notions of leadership and authenticity have their 

foundations in the human condition. Avolio and Gardner posit that authentic leadership is “a root construct of all positive 

forms of leadership” (p. 328). It is a growing concept, where current research and findings are mainly theoretical, and it 

requires further empirical studies (Avolio et al., 2004). Authentic leaders are extremely conscious of how they think and 

perform. Others also perceive them as being mindful of their own and others. They lead with integrity and purpose. They 

build long-lasting organizations and inspire their followers to pursue the mission and unveil their potential. Authentic 

leaders create a significant difference by helping followers discover meaning/connection through self-awareness. They 

develop optimism, hope, and confidence among followers (Avolio & Gardner, 2005). Avolio and Gardner (2005) 

confirmed these traits among authentic leaders: self-transcendent values (e.g., universal values, such as social justice, 

equality and broadminded- ness; benevolent values, such as honesty, loyalty and responsibility) and positive other-

directed emotions (e.g., gratitude, goodwill, appreciation and concern for others) play a fundamental role in the emergence 
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and development of authentic leadership. (p. 318) Avolio and Gardner defined the link between authentic leadership and 

self-actualization in Maslow’s theory as: self-actualized persons, i.e., individuals who are in tune with their basic nature 

and clearly and accurately see themselves and their lives. Because fully functioning persons are unencumbered by others’ 

expectations for them, they can make more sound personal choices. (p. 319) Avolio and Gardner defined the effects of 

self-actualization in ethical reasoning; self-actualized individuals portray “strong ethical convictions. As we will see, these 

ideas from humanistic psychology provide the intellectual heritage for thinking about authentic leadership development” 

(p. 320). Cianci et al. (2014) defined the impact of authentic leaders on reducing followers’ unethical decisions. Authentic 

leadership develops both positive psychological conditions and ethical environments. They highlighted that exposure to 

tempting situations directly affects employees’ unethical decision-making. However, higher levels of authentic leadership 

traits have reducing effects for temptation on unethical decision-making. Their study confirmed that moral reasoning of 

followers in the context of ethical dilemmas is relevant to leadership style. Wang et al. (2014) studied the effects of 

authentic leadership on productivity and performance. The research explored that authentic leaders pursue their values 

and stay open and honest in their relationships and communication with followers. Authentic leaders tend to lead by 

example and portray ethical decision-making. Wang et al. described that authentic leaders draw their own positive 

psychological states to foster positive psychological states among their followers and positively influence their followers’ 

performance. Rousseau (1995) described the significance of “non-financial intangibles” such as humans’ capital for 

organizational performance and effectiveness. According to Avolio and Gardner (2005), creating positive human capital 

is vital for organizations, “considering how the organization is fundamentally run, including psychological contracts with 

employees. Veritable, sustained performance growth is genuine organic growth with respect to these various metrics 

representing what we consider to be essential elements of organizational performance” (p. 328). Avolio, Gardner and 

Walumbwa (2007) mentioned the characteristics of authentic leaders in four components as it is described in the ALQ: 

relational transparency, internalized moral perspective, balanced processing, and self-awareness. Kernis and Goldman 

(2006) defined a framework for authenticity traits and highlighted four components such as unbiased processing, 

relational orientation, awareness, and behavior. According to Kernis and Goldman (2006), relational transparency 

"involves valuing and striving for openness, sincerity, and truthfulness in one’s close relationships” (p. 300). In other 

words, relational transparency means, “being genuine rather than fake in one’s relationships with close others” (p. 300). 

Kernis and Goldman explained unbiased processing as “objectivity with respect to one’s positive and negative self-

aspects, emotions, and other internal experiences, information, and private knowledge. In addition, it involves not 

denying, distorting, or exaggerating externally based evaluative information” (p. 296). The other component of their study 

was behavior which means “behaving in accord with one’s values, preferences, and needs as opposed to acting ‘falsely’ 

merely to please others or to attain rewards or avoid punishments” (p. 298). Ultimately, Kernis and Goldman suggest that 
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awareness "refers to processing, and being motivated to increase, knowledge of and trust in one’s motives, feelings, 

desires, and selfrelevant cognitions” (p. 294). Connectivity of authentic leadership. In the late 1990s, Bill George, the 

former Chairman and CEO of Medtronic, initiated the mainstream notions relevant to authentic leadership. George (2003) 

defined authenticity “as being yourself; being the person you were created to be” (p. 11). Authentic leadership has 

bloomed from other theories such as transformational leadership (Burns, 1978), emotional intelligence (Goleman, 

Boyatzis, and McKee, 2002), and positive psychology (Seligman, 2002). According to Avolio and Gardner (2005), 

authentic leadership has similar roots with different forms of positive leadership such as transformational, charismatic, 

servant, and spiritual. However, George (2003) suggests that as opposed to in transformational leadership, being 

charismatic is not necessary in authentic leadership. Authentic leaders create lasting relationships and lead by example 

and with purpose, values, and meaning, but are not particularly defined as charismatic by others, which is one of the core 

elements of transformational leadership (Bass, 1985). According to Romano (2014), “the areas of emotional intelligence, 

authentic leadership, adaptive leadership, and spiritual leadership all have direct intersection with contemplative practice, 

and mindfulness in particular” (p. 83). Romano pointed out the direct intersection of mindfulness, authentic leadership, 

and other leadership theories. Authentic leadership links to life experiences. Shamir and Eilam-Shamir (2018) articulated 

the importance of life stories in shaping one’s leadership style as well. They state that “authentic leadership rests heavily 

on the self-relevant meanings the leader attaches to his or her life experiences, and these meanings are captured in the 

leader’s life-story” (p. 1). Avolio and Gardner (2005) described “a leader’s life story reflects the degree of self-knowledge, 

selfconcept clarity, and person-role merger he or she experiences, and provides followers with cues for assessing leader 

authenticity” (p. 318). George et al. (2007) confirmed that “after analyzing 3,000 pages of transcripts, our team was 

startled to see that these people did not identify any universal characteristics, traits, skills, or styles that led to their success. 

Rather, their leadership emerged from their life stories” (p. 130). George et al. (2007) posit that exploring your authentic 

leadership demands a commitment to self-development. In other words, it is similar to successful musicians and athletes 

who devote themselves to life commitments that lead them to their real potential. The study revealed that many successful 

leaders got motivated from their life challenges and difficulties. In those challenging situations, they learned to utilize 

those transformative challenges as meaningful forces to overcome adversity instead of seeing themselves as victims. They 

learned to rise above the difficulties and to find their enthusiasm to lead. Sinclair (2007) suggested that one’s narrative is 

important to one’s leadership development journey. Sinclair explained that our life stories impact on our way of relating 

with others and our leadership journey. Role of authentic leaders. Avolio and Gardner (2005) signified the impact of 

authentic leadership on self-awareness. They identified that authentic leaders make an essential transformation in 

organizations by helping employees find meaning and connection at the workplace. Avolio and Gardner suggest they do 

this “through greater self-awareness; by restoring and building optimism, confidence and hope; by promoting transparent 
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relationships and decision making that builds trust and commitment among followers; and by fostering inclusive 

structures” (p. 331). Luthans and Avolio (2003) defined the impact of authentic leaders on the followers and organizations 

“as a process that draws from both positive psychological capacities and a highly developed organizational context, which 

results in both greater selfawareness and self-regulated positive behaviors on the part of leaders and associates, fostering 

positive self-development” (p. 243). Holistic approaches for organizations. Senge et al. (2004) suggested that 

organizations should embrace humanistic approaches and identify employees as whole human beings and individuals 

who have physical, mental, emotional needs. Chopra (2010) pointed out the importance of the organization's role in the 

community and indicated the attentiveness of organizations to wellbeing of employees. Yoga improves self-awareness, 

spiritual development, relaxation, inner peace, concentration, and wellbeing (Devananda, 2011; Iyengar, 2001, 2013; 

Singh et al., 2015). We are living in an era that our organizations and societies need leaders who address poverty, hunger, 

social and economic injustice, AIDS, climate change, violence, terrorism, and ecological issues with higher levels of 

consciousness. There is a need for transformational leadership that leads from the inside out and consciously act beyond 

profit maximization and put people, humanity, and the planet above profit (Scharmer, 2009). Scharmer (2009) defined 

“Theory U” as a process of applying one’s inner journey and higher levels of consciousness to systems, organizations, 

and leadership. Effective leaders bring their intention and inner awareness to different situations. That is why two different 

leaders will create different results in the same situation doing the same action due to the inner place from which they 

function. By applying a Theory U process, we connect to our true self and we identify our blind spot. Through a Theory 

U process, we tap into the vastness of our inner consciousness and we will be able to lead with an open mind, heart, and 

will. According to Scharmer (2009), as well as Senge, Scharmer, Jaworski, and Flowers (2011), the Theory U process 

includes: 1) co-initiating which is pausing and listening to the universe; 2) co-sensing or observing and reflecting with an 

open mind and heart; 3) being present or linking to the inner source of creativity; 4) tapping into the process of “letting 

go” and “letting come;” 5) co-creating which is discovering the future by doing rather than rationalizing and thinking; 

and 6) co-evolving or evaluating what’s working and what is not, and then deciding By analyzing the Theory U process, 

we figure out that Theory U emphasizes the integratation of mind and heart (Scharmer, 2009; Senge et al., 2011). 

Integrating and the union of the mind and body are core principles of yoga practice as well (Devananda, 2011; Iyengar, 

2001). The future of leadership and leadership development. Hernez-Broome and Hughes (2004) investigated the 

proliferation of leadership development methods since the 1990s. They articulated that leadership development is shifting 

from developing an individual leader to fostering leadership competencies within organizational levels. Hernez-Broome 

and Hughes studied the past, present, and future of leadership development to highlight the importance of emerging 

criteria such as: work/life balance, globalization/internationalization, advancement of technology, and a greater focus on 

return on investment (ROI). Hernez-Broome and Hughes (2004) mentioned the appearance of two critical factors within 
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the context of leadership development since the 1990s. The first is the rapid growth in leadership development methods 

and the second is the effect of leaders’ emotional resonance on followers. Hernez-Broome and Hughes highlighted that 

leadership development methods do not merely rely on formal classroom training anymore. According to Ting and Hart 

(2004), organizations widely utilized assessments and approaches such as 360-degree feedback, coaching, and mentoring 

in the past. Coaching emphasizes behavioral change and one-on-one learning. Coaching authorizes teamwork and helps 

to discover new ways while challenging current restraints. Mentoring is an enduring relationship, which enables personal 

and professional development (Hernez-Broome & Hughes, 2004). Chappelow (2004) clarified that 360-degree feedback 

is not merely developmental and requires further developmental planning and re-evaluation methods. Chappelow 

suggested that 360-degree feedback would be more effective if it cascaded down from top executives to subordinates. 

Hernez-Broome and Hughes (2004) identified the importance of leadership development on teams, as teams are building 

blocks of organizations. Hernez-Broome and Hughes explained that the leader’s emotional resonance has impacts on the 

teams as well. They theorized that transformational leadership relies highly on the leader’s emotional connectedness to 

the others. Transformational leadership impacts followers’ deeper values and leads them to long-term commitments and 

changes. The emergence of authentic leadership development. According to Avolio and Gardner (2005), “authentic 

leadership development strategy becomes relevant and urgently needed for desirable outcomes” (p. 316). They discussed 

the purpose of the Gallup Leadership Institute (GLI) Summit in 2004 to address the needs for authentic leadership 

development and “to promote a dialogue among scholars and practitioners from diverse domains with leaders from the 

business, political, educational, and military arenas to stimulate original insights and basic theory regarding the emergence 

and development of authentic leadership” (p. 316). Avolio and Gardner explained the process of authentic leadership 

development as a continued procedure, which “involves ongoing processes whereby leaders and followers gain self-

awareness and establish open, transparent, trusting and genuine relationships, which in part may be shaped and impacted 

by planned interventions such as training” (p. 322). There is a link between authentic leadership and leadership 

development in the context of the leader’s emotional resonance on the others. According to Wang et al. (2014), authentic 

leaders apply their own positive psychological resources to develop positive emotional connectedness to their followers, 

which will help to increase followers’ performance as well. Authentic leaders follow their principles and attempt to attain 

openness and honesty in their relationships with followers. Authentic leaders lead by example and show clear decision-

making. They have high levels of emotional intelligence and utilize their positive psychological resources to develop 

higher levels of performance in the followers (Avolio & Gardner, 2005). Leadership development needs to focus on action 

learning, wellbeing, and work/life balance. According to Hernez-Broome and Hughes (2004), effective leadership has a 

huge impact on organizational success. Effective leadership heavily relies upon overall leadership development rather 

than developing individual leaders. In the present, the aim of leadership development is action rather than knowing. 
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Leadership development needs to be in alignment with the organization’s specific strategies and focuses on three contexts: 

work, competencies in leadership development, and work/life balance. No doubt that the health and well-being of each 

individual impacts many aspects of their work performance. That is why work/life balance is increasingly getting attention 

by organizations. Health and exercise enhance leadership effectiveness (McDowell-Larsen, Kearney, & Campbell, 2002). 

Hernez-Broome and Hughes (2004) clarified that work/life balance impacts resilience and increase a person’s abilities to 

bounce back from difficulties, hardships, and challenges. Authentic leadership, personal development, and resilience. 

Research confirms that authentic leaders have a commitment to personal growth (George et al., 2007). Authentic leaders 

devote themselves to a lifetime of understanding their true potential. Many leaders believe that difficult situations or 

challenges have inspired them to transform themselves by seeking deeper meaning in their lives and relying on their true 

potential (George et al., 2007). The findings reveal many authentic leaders got motivated and transformed particularly by 

a difficult situation 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


