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Abstract 

The importance of authentic leadership has increased in various organizations as one of the positive leadership 

styles that affect the survival and continuity of organizations in a dynamic work environment. This is due to the 

influence of authentic leadership on many organizational outcomes such as performance, satisfaction, 

productivity, incivility, and counterproductive work behaviors. The objectives of this study are to assess the 

impact of authentic leadership on workplace incivility and counterproductive work behaviors, identify the impact 

of workplace incivility on counterproductive work behaviors, and explore the mediating role of workplace 

incivility in the relationship between authentic leadership and counterproductive work behaviors in Egyptian and 

Turkish travel agents. Data were obtained from 647 employees working in Egyptian and Turkish travel agents. 

Results indicated that authentic leadership is negatively affected both workplace incivility and counterproductive 

work behaviors, while workplace incivility is positively affected counterproductive work behaviors. The results 

also highlighted that workplace incivility plays a partial mediating role in the link between authentic leadership 

and counterproductive work behaviors in Egyptian and Turkish travel agents.  

Keywords: authentic leadership; incivility; counterproductive work behavior; travel agents; Egypt; Turkey  

Introduction 

The interest of researchers and practitioners in workplace incivility has increased over the past 

few years, as some studies have been conducted on the causes and consequences of workplace 

incivility (Tricahyadinata et al., 2020). Workplace incivility is verbal or non-verbal deviant 

behavior, such as a condescending look, harsh words, impatience, disrespect for others, which 

results in a decrease in employees' commitment, and thus increases in counterproductive work 

behaviors (Murtaza et al., 2020). Workplace incivility is also linked to the violation of work 

rules and standards of mutual respect (Namin et al., 2022). As a consequence, employees 

engage in counterproductive work behaviors, which include those voluntary actions and 

behaviors that cause harm to organizations and employees (Liu et al., 2020). 

Salman Chughtai and Ali Shah (2020) noted that there are many researchers who have 

addressed the social, psychological, economic, and financial effects of workplace incivility on 

the organization and its employees. The impact of workplace incivility on some organizational 

outcomes has been studied such as job withdrawal, anger, job anxiety, and absence (Pearson & 

Porath, 2005), as well as maltreatment, counterproductive work behavior (Bibi et al., 2013), 
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increased turnover (Lim et al., 2008), and the absence of creativity and innovation at work 

(Porath & Erez, 2009). 

Alola et al. (2021) stressed the need to increase efforts to address workplace incivility 

due to its negative effects in various fields, including the tourism and hospitality industry. 

Wang and Chen (2020) also emphasized the increased likelihood of employees in the tourism 

and hospitality industry experiencing workplace incivility. Alkaabi and Wong (2019) argued 

that authentic leadership is inversely related to negative workplace behaviors such as 

workplace incivility. Authentic leadership also motivates employees not to engage in 

counterproductive work behavior (George et al., 2007). Positive leadership is one of the most 

important pillars of the success of organizations by motivating employees (Chiwawa & 

Wissink, 2020; Mukwevho et al., 2020), pushing them to develop their performance, improving 

organizational performance, and increasing the organization's ability to face various challenges 

(Koech & Namusonge, 2012; Oluwole, 2020; Salama, 2020). Positive leadership also plays an 

effective role in enhancing the organization’s culture (Tichaawa & Kimbu, 2019), supporting 

and maintaining positive values, behaviors, and attitudes, and improving employees’ 

productivity and performance (Nasab & Afshari, 2019; Tefera & Dlamini, 2020). 

According to Irshad et al. (2019) and Arici (2018), authentic leadership is a positive 

leadership style, which focuses on enhancing organizational trust and a positive work 

environment. Authentic leadership, unlike other leadership styles, is based on more positive 

values, self-awareness, and trust with subordinates (Naiboğlu & Bilgivar, 2021). The 

importance of authentic leadership emerged as a result of the organization's need for authentic 

leaders to help and support employees to work in the rapidly changing and volatile work 

environment (Mubarak & Noor, 2018). There are some studies that have examined the impact 

of authentic leadership on workplace incivility (e.g. Arasli & Arici, 2020; Alilyyani et al., 

2018), and counterproductive work behaviors (e.g. Rukh et al., 2018, Zhang et al., 2021), but 

there is a scarcity of studies that address authentic leadership, workplace incivility, and 

counterproductive work behaviors in the tourism industry (Nasab & Afshari, 2019; Tichaawa, 

2017). 

Consequently; This study attempts to bridge the gap by exploring the impact of 

authentic leadership on workplace incivility and counterproductive work behaviors, as well as 

the impact of workplace incivility on counterproductive work behaviors in the tourism industry, 

specifically in travel agents in the context of Egypt and Turkey. In contrast to studies that have 

examined the direct impact of authentic leadership on counterproductive work behaviors, this 

study explores whether workplace incivility mediates the relationship between authentic 

leadership and counterproductive work behaviors in Egyptian and Turkish travel agents. In 

light of this; The study aims to: 1) assess the impact of authentic leadership on workplace 

incivility and counterproductive work behaviors, 2) identify the impact of workplace incivility 

on counterproductive work behaviors, and 3) explore the mediating role of workplace incivility 

in the relationship between authentic leadership and counterproductive work behaviors in 

Egyptian and Turkish travel agencies. 

 

Conceptual framework and hypothesis development 

Authentic leadership 

Authentic leadership is defined according to Walumbwa, Avolio, Gardner, Wernsing, and 

Peterson (2008: 94) as "a pattern of leader behavior that draws upon and promotes both positive 

psychological capacities and a positive ethical climate to foster greater self-awareness, an 

internalized moral perspective, balanced processing of information, and relational transparency 

on the part of leaders working with followers, fostering positive self-development". 

http://www.ajhtl.com/


  
African Journal of Hospitality, Tourism and Leisure, Volume 11 (2) - (2022) ISSN: 2223-814X  

Copyright: © 2022 AJHTL /Author(s) | Open Access – Online @ www.ajhtl.com   

 

 

411 

 

There are four dimensions of authentic leadership as suggested by Walumbwa et al. 

(2008). Self-awareness: It refers to the leader's awareness of his strengths and weaknesses, as 

well as his values, feelings, and goals, and the extent of their impact on subordinates (Mubarak 

& Noor, 2018). Internalized moral perspectives: It refers to the internal moral values and 

principles that the authentic leader believes in and adopts in his actions and words (Nasab & 

Afshari, 2019). Balanced processing of information: It refers to the reliance on gathering and 

analyzing correct data and information before making decisions to ensure its validity and 

accuracy (Arici, 2018). Rational transparency: It refers to the degree to which the leader shares 

information and knowledge with subordinates, and encourages them to do so (Naiboğlu & 

Bilgivar, 2021). 

Organizations that adopt authentic leadership have psychological capabilities, a 

positive and motivating work climate, and strong relationships between leaders and 

subordinates (Hinojosa et al., 2014). The authentic leader also has the ability to motivate 

employees to achieve goals, develop performance, and strive for success. The authentic leader 

is also willing to enhance organizational confidence and positive feelings and attitudes among 

employees, which is reflected in achieving positive outcomes at work (Azanza et al., 2018). 

Wang and Xie (2020) and Wei et al. (2018) that the authentic leader contributes to enhancing 

psychological capital, hope, and positive emotions among employees, which makes them make 

more efforts to accomplish their job tasks. 

Authentic leadership influences many organizational outcomes. For example, Alkaabi 

and Wong (2019) highlighted that there is a negative correlation between authentic leadership 

and manager incivility, which reflects negatively on trust in the manager. While Nasab and 

Afshari (2019) stated that authentic leadership has a positive impact on enhancing employee 

performance and organizational commitment. Ciftci and Erkanli (2020) also revealed that 

authentic leadership positively affects both job engagement and psychological capital. 

Furthermore, Naiboğlu and Bilgivar (2021) showed that authentic leadership significantly 

enhances organizational communication and employees' psychological well-being. Irshad et al. 

(2019) reported that authentic leadership positively affects job satisfaction and organizational 

citizenship behaviors. Finally, authentic leadership enhances organizational voice behavior, 

confidence in leadership, and employees' sense of integrity and justice (Wei et al., 2018). 

 

The relationship between authentic leadership and workplace incivility 

Andersson and Pearson (1999) were the first to define workplace incivility, and distinguish it 

from other negative behaviors in the workplace, such as antisocial behavior, aggression, and 

deviant behavior. Andersson and Pearson (1999: 457) defined workplace incivility as "low-

intensity behavior with ambiguous intent to harm the target, which violates workplace norms 

for mutual respect, rude, showing a lack of respect towards others". Workplace incivility 

includes many unethical behaviors such as not saying thanks, disrespecting the suggestions and 

ideas of co-workers, sending a personal messages or emails during work or meetings, degrading 

comments, hostility, snooping, gossiping, ignoring, and insulting (Tricahyadinata et al., 2020). 

Incivility does not arise in the workplace alone, but there are some factors that lead to 

the emergence of such behaviors in the workplace. The lack of organizational justice is one of 

the factors causing workplace incivility, as employees who feel unfair tend to show incivility 

(Raza et al., 2020). Salman Chughtai and Ali Shah (2020) also mentioned that the work 

environment and climate drive employees to show incivility, lack of respect for work rules, 

and lack of mutual respect. When workplace incivility increases, it has many negative effects 

on the organization and employees. Hur et al. (2015) depicted that workplace incivility leads 

to psychological stress at work and emotional exhaustion. As highlighted by Tricahyadinata et 

al. (2020), workplace incivility has a negative impact on job engagement. Incivility also leads 

http://www.ajhtl.com/
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to job burnout (Nitzsche et al., 2018), and negatively affects the organization's productivity 

(Abubakar, 2018). 

Additionally, workplace incivility may threaten the survival of the organization due to 

its negative impact on employee motivation (Reio & Sanders-Reio, 2011), work effectiveness 

(Pearson et al., 2000), job satisfaction (Han et al., 2016), organizational commitment. (Lim et 

al., 2008), well-being (Leiter et al., 2015; Lewis & Malecha, 2011), performance (Porath & 

Erez, 2007), and financial performance (Porath & Pearson, 2014). Wang and Chen (2020) 

stated that coworkers' incivility leads to poor job engagement. Workplace incivility also leads 

to an increase in turnover as a result of the spread of degrading behavior at work (Sharma & 

Singh, 2016; Rahim & Cosby, 2016; Namin et al., 2022; Chen & Wang, 2019). Arasli et al. 

(2018) concluded that workplace incivility leads to weak organizational commitment and 

employee performance. In this vein; workplace incivility increases job stress, workplace 

bullying, decreases service quality (Megeirhi et al., 2020), organizational citizenship behaviors 

(Karatepe et al., 2019), job happiness, and team spirit (Salman Chughtai & Ali Shah, 2020). 

Regarding the relationship between authentic leadership and workplace incivility; 

Alkaabi and Wong (2019) and Megeirhi et al. (2018) found that there is a negative correlation 

between authentic leadership and managers' incivility. Similarly, Arasli and Arici (2020) and 

Alilyyani et al. (2018) proved that authentic leadership negatively affects workplace incivility. 

So; We propose the following hypothesis: 

 

H1: Authentic leadership affects negatively workplace incivility. 

 

The relationship between authentic leadership and counterproductive work behaviors 

Researchers have suggested that counterproductive work behaviors are an emotion-based 

response to stressful organizational conditions (Fida et al., 2015) and a perception-based 

response to unfairness (Wu et al., 2016). Ma and Li (2019) added that these negative behaviors 

are carried out by employees in the workplace, and cause harm to the organization and its 

employees. Robinson and Bennett (1995, p. 556) define anti-productive behaviors as 

"voluntary behavior that violates significant organizational norms and in so doing threatens the 

well-being of an organization, its members, or both". Krischer et al. (2010) and Gürlek (2021) 

mentioned that there are five forms of counterproductive work behaviors, are Sabotage, theft, 

withdrawal, production deviance, and interpersonal abuse. Khattak and Rizvi (2021) added that 

these behaviors may take the form of evil, perversion, revenge, and loitering online. These 

behaviors also include disruption, victimization, waste of time and resources, drinking alcohol 

or drugs at work, and any other negative behaviors (Kulualp & Koçoğlu, 2019). 

Organizational pressures (Ma & Li, 2019), lack of organizational justice (Al-A'wasa, 

2018; Liu et al., 2020), weak organizational support (Guo et al., 2015), poor leadership 

(Bouzari et al., 2020), organizational conflicts (Kundi & Badar, 2021) and low job satisfaction 

(Nemteanu & Dabija, 2021; Lan et al., 2021) lead to counterproductive work behaviors. Job 

dissatisfaction resulting from unfairness also leads to counterproductive work behaviors 

(Mahadiputa & Piartrini, 2021). The lack of employees' participation in setting work goals and 

decision-making leads to their feeling of job alienation, which is one of the factors that increase 

counterproductive work behaviors (Kulualp & Koçoğlu, 2019). 

Kessler et al. (2013) demonstrated that leadership style and interpersonal conflict affect 

the negative feelings of employees, which increase counterproductive work behaviors. Further, 

Akinsola and Alarape (2019) stressed that organizational justice, leadership, and organizational 

policies influence counterproductive work behaviors. As indicated by Khattak and Rizvi 

(2021), bad supervision contributes to the emergence of counterproductive work behaviors 

clearly. Whereas Ahmed et al. (2021) illustrated that employee rumination leads to 

http://www.ajhtl.com/
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counterproductive work behavior. As well, González-Navarro et al. (2018) indicated that there 

is a positive correlation between envy and counterproductive work behaviors. 

Counterproductive work behaviors affect organizational performance (Kundi & Badar, 2021; 

Akinsola & Alarape, 2019; Abdullah et al., 2021), as they negatively affect employee 

performance and effectiveness (Mahadiputra & Piartrini, 2021), turnover (Ma & Li, 2019), job 

withdrawal (Makhdoom et al., 2019), reduced productivity, commitment, loyalty, and 

employee absence (Ramshida & Manikandan, 2013). 

To deal with this issue; Megeirhi et al. (2018) and George et al. (2007) indicate that 

authentic leadership is the most effective leadership style to enhance the organization's culture, 

which is reflected in the employees' lack of engaging in counterproductive work behaviors. 

Ciftci and Erkanli (2020) also commented that authentic leadership is based on leading and 

directing employees without coercion towards achieving the goals of the organization 

depending on positive leadership, which is reflected in the absence of counterproductive work 

behaviors. Snygans (2019), Zhang et al. (2021), and Rukh et al. (2018) clarified that authentic 

leadership affects negatively counterproductive work behaviors. Accordingly, We propose the 

following hypothesis: 

 

H2: Authentic leadership affects negatively counterproductive work behaviors. 

 

The relationship between workplace incivility and counterproductive work behaviors 

Workplace incivility as one of the deviant behaviors in organizations leads to employees 

engaging in anti-production behaviors, impeding achieving goals, as well as a negative impact 

on employee satisfaction and motivation (Liu et al., 2020). Moon and Hur (2018), Ferguson 

(2012), and Bouzari et al. (2020) stated that co-workers' incivility is one of the 

counterproductive work behaviors' antecedents. Murtaza et al. (2020), Butt and Yazdani 

(2021), Daniels and Jordan (2019), Scisco et al. (2019), and Jafri and Hafeez (2020) argued 

that there is a positive relationship between workplace incivility and counterproductive work 

behaviors. In addition, Hashemi et al. (2018) and Irum et al. (2020) indicated that incivility in 

organizations increases counterproductive work behaviors. As mentioned by Zahoor et al. 

(2019), workplace incivility impedes achieving goals and leads to engaging in deviant 

behaviors, and behaviors that impede production. Tamunomiebi and Ukwuije (2021) also 

showed that workplace incivility affects counterproductive work behaviors. Too, Schilpzand 

et al. (2016) and Vahle-Hinz et al. (2019) noted that workplace incivility is associated with a 

number of anti-productive behaviors such as revenge, deviant behaviors, reciprocity, and job 

withdrawal behaviors. Accordingly; We propose the following hypotheses: 

 

H3: workplace incivility affects positively counterproductive work behaviors 

H4: workplace incivility mediates the relationship between authentic leadership and 

counterproductive work behaviors. 

 

Methodology 

Data was obtained from travel agents in Egypt and Turkey to test the study hypotheses. These 

travel agents are authorized to offer a wide range of tourist services, including inbound and 

outbound tour packages (Gaafar et al., 2021; Al-Romeedy, 2019). During the period of October 

2021 to December 2021, a total of 886 questionnaires (Egypt= 591, Turkey= 295) were 

delivered to a random sample of employees. A total of 722 questionnaires were returned from 

the 886 sent questionnaires. Only 75 questionnaires were discarded because of missing 

information and replies in the shape of a Z-shape (Al-Romeedy et al., 2020). Finally, 647 

questionnaires with a response rate of 73.03 percent were valid for statistical analysis. The 

http://www.ajhtl.com/
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researchers distributed the questionnaire in two ways: online (via social media platforms, 

LinkedIn, or e-mails) or in-person (by contacting the travel agent's manager and explaining the 

objectives and content of the questionnaire), and all researchers assured the confidentiality of 

the provided data and information. All respondents were volunteers and were not compensated 

in any way. 

Authentic leadership (AL): Walumbwa et al. (2008) proposed an eight-item scale to 

measure AL. The Cronbach alpha ( =.889) was confirmed. Workplace incivility (WI): Items 

for measuring workplace incivility were adapted from a seven-item scale created by Cortina et 

al. (2001) to assess the extent to which employees encountered workplace incivility. This 

scale's Cronbach alpha is .834. This score demonstrates the scales' reliability. 

Counterproductive Work Behavior (CWB): We used Bennett and Robinson's (2000) 12-item 

scale to assess CWB, which encompasses sabotage, withdrawal, production deviance, theft, 

and abusive behavior. The items were found to be reliable, having a Cronbach alpha score of 

.798. 

 

Table 1 shows the respondents’ characteristics.  

 
Table 1. Respondents characteristics 

Characteristics   Frequencies % 

Gender  Male  353 54.6% 

 Female 294 45.4% 

Age Less than 25 years 39 6% 

 From 25 to 34 years 161 24.9% 

 From 35 to 44 years 223 34.5% 

 From 45 to 54 years  183 28.3% 

 55 years and above 41 6.3% 

Education level Medium level 207 32% 

 Bachelor 379 58.6% 

 Master  27 4.2% 

 PhD 4 0.6% 

 Diploma  30 4.6% 

Work experience Less than 3 years 71 11% 

 From 3 to 5 years 183 28.3% 

 From 6 to 8 years 175 27% 

 From 9 to 11 years 128 19.8% 

 12 years and above 90 13.9% 

 

As shown in Table 1, samples consisted of 353 male (54.6%) and 294 female participants 

(45.4%). In terms of age, 34.5% were between 35 and 44 years), 28.3% were between 45 and 

54 years old, 24.9% were between 25 and 34 years old, 6.3% were 55 years old and above and 

6% were less than 25 years old. In terms of education level, 58.6% possessed a Bachelor’s 

degree, 32% had received medium education level, 4.6% possessed a diploma degree, 4.2% 

possessed a Master’s degree and 0.6% possessed PhD degree. In terms of work experience, 

28.3% had worked between 3 and 5 years, 27% had worked between 6 and 8 years, 19.8% had 

worked between 9 and 11 years, 13.9% had worked 12 years and above, and 11% had worked 

for less than 3 years. 

The common method variance (CMV) was assessed before proceeding with additional 

statistical analysis. CMV detects false correlations, which are common when cross-sectional 

data collecting methods (for example, surveys done at the same time) are employed to measure 

constructs (Tehseen et al., 2017). CMV was examined in this study utilizing the Harman single 

factor test and the principal component analysis (PCA) approach (Podsakoff et al., 2003). 

According to the CMV test results, there is no one dominating factor in the three constructs 

that explains more than 50% of the total variance. As a result, CMV is not a serious problem 

in this study. 

http://www.ajhtl.com/
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The confirmatory factor analysis (CFA) was used to examine the convergent, 

discriminant validity, and composite reliability (CR) (Anderson & Gerbing, 1988). In addition, 

the SEM was used to examine the correlation. The indirect consequence was tested using a 

bootstrapping method with a sample size of 5,000 produced at a 95% confidence interval 

(Arbuckle, 2011). CMIN/DF, GFI, AGFI, IFI, NFI, CFI, TLI, RMSEA, and SRMR were 

measured to check the model fit (Hair et al., 2010). 

 

Measures of psychometric properties 

As presented in Table 2, CMIN/DF = 2.137, GFI = .937, AGFI = .918, IFI = .941, NFI= .955, 

CFI = .929, TLI = .960, RMSEA = .044 and SRMR = .040. All these values fell within the 

recommended ranges (Hair et al., 2010).  

 
Table 2. Model fit indices 

Indices CMIN/DF GFI AGFI IFI NFI CFI TLI RMSEA SRMR 

Value 2.137 .937 .918 .941 .955 .929 .960 .044 .040 

 

The factor loading looked very good in their respective columns. The CFA was greater than 

0.50. (Alola et al., 2018; Fornell & Larcker, 1981). The average variance extracted was also 

used to prove discriminatory validity (AVE). The outcome demonstrated that the AVE value 

for each construct is bigger than the squared validity of the other construct. This indicated that 

discriminate validity is supported (Fornell & Larcker, 1981). Furthermore, the CR test revealed 

that each value was higher than the 0.50 criterion (Hair et al., 2010). 
 

Table 3. Factor loading, Cronbach Alpha, AVE and CR 
Constructs Factor loading α AVE CR 

Authentic leadership  .889 .691 .788 

AL1 .766    

AL2 .809    

AL3 .814    

AL4 .799    

AL5 .752    

AL6 .769    

AL7 .882    

AL8 .907    

Workplace incivility  .834 .599 .687 

WI1 .911    

WI2 .837    

WI3 .888    

WI4 .802    

WI5 .799    

WI6 .831    

WI7 .847    

Counterproductive Work Behavior  .798 .684 .804 

CWB1 .793    

CWB2 .825    

CWB3 .873    

CWB4 .803    

CWB5 .922    

CWB6 .773    

CWB7 .791    

CWB8 .864    

CWB9 .880    

CWB10 .761    

CWB11 .887    

CWB12 .770    

 

Table 4 highlighted the high level of adoption of authentic leadership style in travel agents in 

Egypt and Turkey, where the mean was 3.88 and the standard deviation was 0.661. The table 

also illustrated the low level of workplace incivility (mean= 1.71, SD= .743), as well as the 

http://www.ajhtl.com/


  
African Journal of Hospitality, Tourism and Leisure, Volume 11 (2) - (2022) ISSN: 2223-814X  

Copyright: © 2022 AJHTL /Author(s) | Open Access – Online @ www.ajhtl.com   

 

 

416 

 

low level of counterproductive work behaviors (mean= 1.64, SD= .697). Table 4 also depicted 

that AL significantly and negatively correlated with WI (r = -.701, p < .01) and CWB (r = .657, 

p < .01). WI was significantly and positively related to CWB (r = .697, p < .01).  

 
Table 4. Mean, standard deviation, and correlations of the constructs 

Constructs Mean SD AL WI CWB 

AL 3.88 .661 1   

WI 1.71 .743 -.701** 1  

CWB 1.64 .697 -.657** .697** 1 

  

Tests for hypothesis 

The hypothesis result indicated in Table 5 that the path coefficient from AL to WI is 

significantly and negative (β = -.655, p < .01). Hence, H1 that stated that Authentic leadership 

affects negatively workplace incivility is supported. As well, the results support H2; as AL is 

significantly and negatively linked to CWB (β = -.451, p < .01). Finally, the proposed 

hypothesis that workplace incivility affects positively counterproductive work behaviors (H3) 

is supported (β = .477, p < .01). Table 6 revealed that workplace incivility mediates the 

relationship between authentic leadership and counterproductive work behaviors. The current 

study used PROCESS Model 4 with a bootstrapped confidence of 5,000 sample size, bias-

corrected percentile, and accelerated confidence intervals to further examine the indirect effect 

of workplace incivility. Workplace incivility, as shown in Table 6, partially mediates the 

impact of authentic leadership on counterproductive work behaviors, where indirect effect= -

.312, LLCI= .028, and ULCI= .034. So, the proposed relationship that workplace incivility 

mediates between authentic leadership and counterproductive work behaviors is supported 

(H4). 

 
Table 5. SEM test results 

Hypothesis testing Standard estimation Standard error Critical Ratio p value Result 

H1: AL – WI -.655 .118 -.5.551 .000 Supported  

H2: AL – CWB -.451 .149 -.3027 .000 Supported 

H3: WI – CWB .477 .177 2.695 .000 Supported  

 
Table 6. Bias-Corrected Bootstrapped result 

Hypothesized relationships Indirect effect Standard error LLCI* ULCI** 

H4: AL – WI - CWB -.312 .173 .028 .034 

                              * Lower Level Confidence Interval    ** Upper Level Confidence Interval 

Discussion 

The aim of this study is to explore the effect of authentic leadership on counterproductive work 

behavior in the Egyptian and Turkish travel agents, through the mediating role of workplace 

incivility. To achieve this aim, an integrative model indicating the effect of authentic leadership 

on workplace incivility and counterproductive work behavior was developed and tested based 

on employees of travel agents in Egypt and Turkey. The results support the proposed model 

and prove that the significant and positive effect of authentic leadership on counterproductive 

work behavior takes place through workplace incivility. The results indicated that authentic 

leadership affects significantly and negatively workplace incivility in the Egyptian and Turkish 

travel agents. This result is in line with Megeirhi et al. (2018) and Alkaabi and Wong (2019) 

who pointed out that authentic leadership correlates negatively with manager incivility. Also, 

Arasli and Arici (2020) and Alilyyani et al. (2018) concluded that there is a negative effect of 

authentic leadership on workplace incivility. Moreover, the results highlighted that authentic 

leadership has a significant and negative impact on counterproductive work behavior in the 

Egyptian and Turkish travel agents. This result is consistent with George et al. (2007) who 

mentioned that authentic leadership influences employees' disengagement in 

http://www.ajhtl.com/
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counterproductive work behaviors. As well, Snygans (2019), Zhang et al. (2021), and Rukh et 

al. (2018) clarified that authentic leadership affects significantly and negatively 

counterproductive work behavior. Additionally, the results illustrated that workplace incivility 

has a significant and positive effect on counterproductive work behavior in the Egyptian and 

Turkish travel agents. This result is in line with Murtaza et al. (2020), Butt and Yazdani (2021), 

Daniels and Jordan (2019), Jafri and Hafeez (2020), and Scisco et al. (2019) who concluded 

that there is a positive link between workplace incivility and counterproductive work behavior. 

Tamunomiebi and Ukwuije (2021) demonstrated that workplace incivility affects positively 

counterproductive work behavior. Besides, Hashemi et al. (2018) revealed that workplace 

incivility in the organization leads to counterproductive work behavior. Finally, the results 

concluded that workplace incivility plays a partial mediating role in the link between authentic 

leadership and counterproductive work behavior in the Egyptian and Turkish travel agents. 

 

Theoretically and practical implications  

The study's results hold important implications for both theory and practice. Theoretically, 

authentic leadership was found to be relevant in the Egyptian and Turkish travel agents. While 

the authors argue that such results are due to the efforts of the Egyptian and Turkish travel 

agents to face workplace incivility and counterproductive work behavior. Along with the 

direction of these agents to provide an ethical workplace and develop the quality of work life. 

The authors indicated that workplace incivility mediates the relationship between authentic 

leadership and counterproductive work behavior in Egyptian and Turkish travel agents. 

Practically, the results hold important implications for the Egyptian and Turkish travel agents' 

managers and MENA countries. Authentic leadership was found to be an effective tool to 

reduce workplace incivility which would, in turn, decrease the level of counterproductive work 

behavior. Hence, travel agents' managers should continue to adopt the authentic leadership 

style, adopt other positive leadership styles such as inspirational, reciprocal, and 

transformational leadership, and avoid negative leadership styles that would increase 

workplace incivility, and push workers to engage in counterproductive work behaviors.   

The managers of these agents should also pay attention to building human relations 

between employees and enhancing organizational trust because of their impact on employees' 

satisfaction, developing their performance, and their quest to achieve the required goals. Also, 

building human relations limits the appearance of workplace incivility, and reduces negative 

behaviors that hinder the work of these agents. There is also a need to develop more effective 

incentive policies for workers to prevent their withdrawal from work. Furthermore, managers 

and supervisors should also follow the open door policy to get to know the opinions and 

suggestions of employees to develop work, in addition to identifying their problems, discussing 

them, and working to solve them. Too, employees should be involved in setting work goals, 

and making decisions so that they are more committed to implementing them. Moreover, there 

is great importance for developing a policy and procedures that guarantee the protection of 

human resources in travel agents, and achieve more job security for them, especially in light of 

the turbulent work environment, which in turn helps raise their morale, develop their 

organizational citizenship behaviors, and curb anti-productive behaviors. 

Given that the absence of organizational justice leads to workplace incivility and 

counterproductive work behavior; Managers should apply organizational justice within agents 

among all employees, without discrimination or bias, which is reflected in reducing workplace 

incivility and anti-production behaviors. These agents should also pay attention to creating a 

positive work climate, and creating ideal conditions within the agent, which is reflected in 

increasing employees' effectiveness and then achieving goals efficiently. Additionally, 

managers are keen to avoid conflicts and problems at work that would increase withdrawal 
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behaviors and pay attention to solving all problems at work or among employees quickly and 

preventing their recurrence in the future to ensure the provision of a supportive work 

environment for employees and achieving goals. Similarly, there is a need to adopt an 

organizational culture that supports positive values and behaviors, and to avoid negative 

behaviors such as bullying, lying, and weak organizational commitment, which would push 

employees to engage in anti-production behaviors. Finally, the study recommends the necessity 

of preparing a guide for ethical practices within travel agents to promote mutual ethical 

behavior between management and employees on the one hand, and between the agent and its 

customers on the other hand. Travel agents should consider the application of such ethical 

behaviors as part of their organizational culture, which everyone should emphasize. 

While this study offers policymakers valuable information, there are a number of 

limitations to this study. First, The study sample was drawn from employees of travel agents 

in Egypt and Turkey. As a result, it is recommended that future research expand the area of 

research and the study population by engaging top management. Second, this research explored 

the effect of authentic leadership on both workplace incivility and counterproductive work 

behavior. Future research is suggested to investigate the effect of authentic leadership on other 

organizational outcomes such as strategic flexibility, organizational reputation, sustainable 

performance, and other outcomes that may affect the agents' continuity. Third, this research 

explored the mediating role of workplace incivility in the link between authentic leadership 

and counterproductive work behavior. Future research could explore other mediating variables 

other than incivility, for example, perceived organizational support, organizational health, 

quality of work-life, bullying. Fourth, we applied this study to the Egyptian and Turkish travel 

agents without comparing the results of the impact of authentic leadership on both the incivility 

and counterproductive work behavior between Egypt and Turkey. The future research could be 

comparative studies between Egypt and Turkey in relation to these effects, and explain the 

reasons for the difference in the results, if any. It is also possible to include some other countries 

in the comparison, such as the UAE and Tunisia. 
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