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Purpose –This study aims to investigate the relationships between perceived autonomy-supportive supervision, perception of servant leadership, and feedback-seeking behavior among healthcare nursing staff. It explores how these factors connect and influence effective leadership in healthcare. The research provides valuable insights to improve leadership strategies and foster a culture of Feedback in healthcare settings.
Design/Methodology/Approach- Data is collected through surveys and analyzed using statistical methods to explore the connections and mediating factors. Data is collected from 357 aggregated nursing staff from district hospitals, Sialkot.
Findings- The study shows a strong link between perceived autonomy-supportive supervision and servant leadership, underscoring the role of supportive supervision in shaping perceptions of servant leadership. Also, it finds a positive connection between perceived autonomy-supportive supervision and feedback-seeking behavior, stressing the importance of autonomy-supportive leadership in encouraging Feedback seeking. Surprisingly, there's a negative link between servant leadership and Feedback seeking behavior, suggesting that a stronger perception of servant leadership might discourage feedback-seeking behavior. However, servant leadership doesn't significantly mediate the connection between perceived autonomy-supportive supervision and feedback-seeking behavior
Practical Implications- The research offers practical guidance for healthcare leaders. They can use supportive supervision to encourage servant leadership qualities and encourage staff to seek feedback. However, the study also warns that much emphasis on servant leadership may discourage feedback-seeking.
Originality/Value- This research contributes to the existing literature by comprehensively exploring the relationships among perceived autonomy-supportive supervision, perception of servant leadership, and feedback-seeking behavior in healthcare settings. The study's findings challenge conventional assumptions by highlighting the potential negative impact of heightened servant leadership perception on feedback-seeking behavior. This perspective provides valuable insights for healthcare leadership and organizational behavior.
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1-Introduction:
According to (Ashforth and Schinoff 2016) Feedback seeking from employee can be essential for organizations. The reason is that Feedback seeking can provide an approach to boost up performance of employees (Liu, et al. 2017) ingenuity (De Stobbeleir, et al. 2011), while escalating the satisfaction in job (Saks 2011). Certainly, the main focus of (Anseel, et al. 2015; Ashford and Black 1996) when studying how people behave in organizations is to discover what comes before the desire to seek feedback. Notably, Feedback seeking behavior of an individual is usually endorsed in situations that include development and learning as significant and sustained (Bose and Gijselaers 2013). The research indicates that leaders who offer exceptional Feedback and effectively convey it help establish a stable Feedback atmosphere, which has the potential to motivate employees to actively seek out Feedback (Dahling, et al. 2015). It can be expected that the stress-reducing effects of job autonomy also become more pronounced when there is a high level of performance Feedback (Hoever, et al. 2018). 
This study looks at Feedback seeking as a way for individuals to learn about their job and improve their performance. It helps them understand if their actions are helping them get what they need at work, like resources and information. It also relates to how they value relationships and their attachment style. (Chan and Schmitt 2000; Cooper‐Thomas, et al. 2011; Cooper‐Thomas and Anderson 2006). (Ashford, et al. 2003) When subordinates seek feedback, they show their supervisors they want to learn and improve. Feedback seeking is also linked with other positive results, such as newcomer change, fulfillment, innovativeness, citizenship practices, and decreased turnover expectations (De Stobbeleir, et al. 2011). (Black, et al. 2021; Conger and Toegel 2003; Day, et al. 2023) Involving and developing individuals is an inspiring idea that aims to empower people. It helps promote a proactive, self-confident attitude among supporters and makes them feel empowered individually. This highlights people's strengths and boosts their self-awareness.(Gökyer 2020; Munawar, et al. 2023) Leadership that includes things like self-empowerment, self-motivated learning, and creative problem-solving is encouraged. In today's less complex workplaces with decentralized decision-making, employee autonomy is important. It allows them to do their jobs independently.(Ali, et al. 2020; Bandyopadhyay, et al. 2019; Simmons, et al. 2007) in spite of an exploration ability to do one’s job and  intentions to get Feedback from the supervisor (De Boeck and Parker 2022; Grant and Parker 2009; Hackman and Oldham 1975) the connection between seeking Feedback with respect to job autonomy has been ignored in widespread of literature reviews such behaviors (Anseel, et al. 2015). (Joseph Jeyaraj and Gandolfi 2022; Ortiz-Gómez, et al. 2022) In their research, they found that servant leaders believe that each person is important, not just for the work they do. These leaders always show that they care about their staff and try to find ways to help them grow in their jobs and in their personal lives, while also benefiting the company. 
According to (Ingram 2016; Van Dierendonck and Patterson 2015) every member in their organization should advance personally, spiritually, and professionally, according to servant leaders. Leaders can build trust and show they appreciate their dedicated employees by giving them chances to grow and perform their best. (Banutu-Gomez 2004; Banutu-Gomez, et al. 2023). Servant leaders gain satisfaction from helping the growth of followers (Fitzpatrick 2023; Hurt and Long 2023) and they link to the developmental needs of who they lead and vigorously search for methods to fulfill those needs. Feedback conditions really affect how people seek feedback. Feedback researchers have looked at different factors like personal traits and workplace aspects, and how they all come together to affect specific, location-based qualities that influence how people seek Feedback (London, et al. 2023). Critical analysis of (Della Torre, et al. 2022; Morrison 2023) on perceived supportive- autonomy may have assisted and provided mediating mechanisms for instance pro-activity and encouraging employee voice (van Dierendonck, et al. 2023; Xiu, et al. 2023) perception of servant leadership or self-leadership encouragement strategies for subordinate (Bell and Hewitt 2021; Qamar and Soomro 2023) such types of mechanisms are required to be tested as servant leadership has significant dimensions that could be explored with respect to Feedback seeking behavior. (Hammer, et al. 2019; Waterson, et al. 2019)’s "Research repeatedly shows that by promoting open communication and reducing the social stigma associated with asking for help, it promotes positive subordinate behaviors. Studying self-leadership similarly focuses on the importance of both internal and external motivation at work. They specifically highlight the possible contribution of perceived autonomy-supportive supervision to the development of self-directed behaviors in subordinates, as demonstrated by proactive acts like asking for Feedback (Chowdhury, et al. 2019; Karakowsky, et al. 2020).
To learn more about these factors, we should study what leads to feedback-seeking behavior, especially in relation to servant leadership and autonomy-supportive supervision. When managers encourage employees to be independent and let them do their work, it's clear how work demands and resources come together. Getting Feedback on performance becomes even more important because the outcomes can sometimes be unpredictable when employees are given freedom and independence. This helps reduce uncertainty and encourages learning and growth (Bakker, et al. 2023; Wang, et al. 2023b). In this situation, autonomy-supportive managers offer crucial, non-controlling insights into employee performance (Joseph Jeyaraj and Gandolfi 2022; Ortiz-Gómez, et al. 2022; Parfyonova, et al. 2019) assisting people in outlining strategies for improving task execution. By analyzing this link within the distinct setting of Pakistan's healthcare industry, our study adds a new dimension.
The study suggests that leaders who exhibit certain traits towards their employees, such as behavioral authenticity, reliability, clarity, directness, fairness, trust, and admiration, can simultaneously serve as a consistent source and model for feedback. This, in turn, encourages employees to actively pursue Feedback (Wang, et al. 2016).
[bookmark: _Toc53462621]1.1 Objective of the Study
i. To investigate the impact of perceived autonomy supportive supervision on perception of servant leadership
ii. To investigate into how feedback-seeking behavior is impacted by perceived autonomy supportive supervision.
iii. To investigate the impact of perception of servant leadership on Feedback seeking behavior
iv. To examine the mediating of servant leadership between Feedback seeking behavior as well as perceived autonomy supportive supervision.
 1.2 Research Questions
i. Does perceived autonomy supportive supervision has significant impact on perception of servant leadership?
ii. Does perceived autonomy supportive supervision has significant impact on Feedback seeking behavior?
iii.  Does perception of servant leadership have significant impact on Feedback seeking behavior?
iv. Does servant leadership have significant mediating impact on perceived autonomy supportive supervision and Feedback seeking behavior?
2- Literature Review
Feedback seeking, the act of soliciting input on one's job or performance, is vital for personal growth and success. Feedback provides valuable information about how well an individual is performing in line with their goals, boosting job performance and motivation when acted upon (Crans et al., 2022; Li and Qian, 2016; Wang et al., 2016; Prentice et al., 2023; Goel et al., 2023; Morrison, 2023).Supervisors play a crucial role in shaping subordinates' autonomy in task execution, influencing their actions, and offering support in critical matters (Wright, 2004; Jackson & Schuler, 1985; Hajam and John, 2023; Ryan and Vansteenkiste, 2023). Servant leadership, characterized by commitment to employees, is chosen as the model in this study (Almazrouei et al., 2023). However, many studies focus solely on one aspect of feedback seeking, such as its frequency, which is insufficient to fully understand the concept. Various feedback-seeking strategies have different impacts on employee performance, and external factors like job conflict can influence their usage (Farooq, 2023; Liu et al., 2023; Song et al., 2023).
Furthermore, the study delves into the role of supervisor-subordinate relationships in influencing information-seeking behavior among nursing staff. Supervisor support, according to SDT and related literature, affects employee well-being, stress levels, and work-family dynamics (Kelly et al., 2020; Swanzy, 2020; Kossek and Ollier-Malaterre, 2020; Lee and Kim, 2021; Wahda and Nurqomar, 2021). Supportive environments are shown to increase the frequency of feedback-seeking behaviors among employees (Chand and Naidu, 2020; Nifadkar and Wu, 2022; Vu et al., 2023). 
Self-determination theory (SDT) provides a comprehensive framework to understand the interplay between perceived autonomy-supportive supervision, servant leadership, and feedback-seeking behavior. SDT posits that individuals are intrinsically motivated when their psychological needs for autonomy, competence, and relatedness are met (Deci & Ryan, 1985). Perceived autonomy-supportive supervision, characterized by providing choice and fostering self-initiation (Hajam and John, 2023), aligns with SDT's autonomy need, encouraging employees to seek feedback voluntarily (Ryan & Deci, 2000). Servant leadership, marked by its commitment to employees' growth (Almazrouei et al., 2023), fosters relatedness and competence needs and supports the self-determined nature of feedback seeking (Deci & Vansteenkiste, 2004). Thus, the synergistic relationship among SDT, autonomy-supportive supervision, servant leadership, and feedback seeking highlights the role of motivation and autonomy in shaping proactive behaviors within organizations.
2.1 Perceived Autonomy Supportive Supervision:
Settings at work that are supportive to autonomy and home likely assume a significant job in advancing work-family advancement. This might be a significant expansion of workplace research. In addition, to this investigation adds to explore on SDT, proactive socialization, and Feedback seeking in a few different ways. (Kossek and Ollier-Malaterre 2020) considerably increasing explicit administrative relational aptitudes preparing planned for creating supportive relationship abilities additionally may add to proactive relationship-building practice. (Wahda and Nurqomar 2021) builds a constructive connection amid autonomy backing and autonomous behavior is an untested recommendation that is reliable with the job of leadership and decision-making as a "segment for encouraging self-leadership to the extent that it engages employees and permits them to practice impact over work forms"
2.2 Perception of Servant Leadership:
In particular, a few has explained the systems hidden the connection flanked by SL and FSB. Also, the impacts of Feedback seeking on autonomy supportive supervision outcomes are ambiguous and conflicting. As a result, this study is an effort to create a model resolving the lacks in the literature on Feedback (McCallaghan, et al. 2020; Palta 2019). The employees should incessantly associate with their condition so as to pick up the imperative information to satisfy their obligations. While numerous representatives may participate in direct Feedback request so as to remain ceaselessly refreshed on ever-changing job prerequisites, those high in social ability may pick up job lucidity through intelligent Feedback seeking, yet in addition through the powerful observing of the changing work environment condition for significant prompts with respect to important adjustments to work behavior (Bavik 2020; Lythreatis, et al. 2021). Expanding on the significance of the hypothetical supposition’s basic self-determination hypothesis for feedback-seeking conduct from one perspective and on the experimental proof supporting the hypothesis in related exploration areas on the other, we had the option to infer pertinent theories concerning feedback-seeking conduct from our calculated model. In the beneath passages, the factors and theories remembered for our model are introduced (Papi, et al. 2019) also, in this investigation, which was the first to gauge the different feedback-seeking thought processes all the while, the sense of self assurance and guarded impression the board intention were exceptionally corresponded, which may be a sign for recognizing self-sufficient and controlled intentions in feedback-seeking conduct. In view of these hypothetical and exact perceptions, we will receive this reconceptualization of the feedback-seeking thought processes proposed without anyone else determination hypothesis and assess whether this is to be sure legitimized (Giolito, et al. 2021; Yagil and Oren 2021). 
H1: There is positive impact of perceived autonomy supportive supervision on perception of servant leadership 
2.3 Feedback Seeking Behavior:
In spite  of an exploration ability to do one’s job and  intentions to get Feedback from the supervisor (De Boeck and Parker 2022; Fay, et al. 2023)the relationship of Feedback seeking with respect to job autonomy has been ignored in widespread of literature reviews such behaviors (Gong, et al. 2019; Mao 2022; Shen, et al. 2019). A constructive link between perception of supervision i.e., autonomy supportive and positive Feedback seeking behavior of subordinates has s an explicit image of this common suggestion. Research also indicates that supportive supervision generates helpful subordinate behavior because of the reciprocity sense and less social cost of asking for help (Crans, et al. 2022). It is inadequate to consider imaginative execution just from an inborn inspiration point. In other words, objective self-concordance could decipher the persuasive component delivered by imaginative execution, and such self-concordance may flexibly a more practical and precise inspirational measure than just considering the natural way to formulate Feedback formulate (Crans, et al. 2022; Joughin, et al. 2021). The Feedback condition could influence the employee objective self-concordance (Gong, et al. 2019). Instructive aides could lead employees to disguise their work objectives and accept that these objectives are in self-concordance. Employees in the significant level Feedback condition express substantially more Feedback seeking need and ceaselessly settle on important choices in a supportive and neighborly informative manner, which builds up a feeling of possession at work (Mao 2022). A great Feedback condition entitles employees with strategic important data to achieve objective advancement, which can cultivate their natural intrigue and urge employees to focus their consideration on work objectives instead of on outside concerns and concerns (Huo and Liu 2022; Song, et al. 2023). Supportive Feedback condition can give the data and methodologies to employees to achieve work undertakings (Ma, et al. 2023). This condition could increment employees' enthusiasm for work and assist them with concentrating on work objectives as opposed to being stressed and worried over other outer variables. Finally, employees couldn't just value the messages to complete undertakings yet in addition sense its huge significance in the great Feedback condition. This kind of supportive and empowering conduct incorporates the accompanying activities: offering valuable recommendations, observing the employees' emotions while getting supervisor feedback, telling the employees that their work is recognized, and reacting quickly (Chughtai 2023; Khan and Iqbal 2022; Ma, et al. 2023).
H2: There is positive impact of perceived autonomy supportive supervision on Feedback seeking behavior.
2.4 Servant Leadership and Feedback Seeking Behavior:
Inspired by the concept of Greenleaf the servant leadership concept among modern organizational theorists is defined as Leadership has to deal first and most importantly with the requirements of others. Besides Greenleaf, many researches support servant leadership as suitable, organizational leadership contemporary theory. For instance, (Covey 1998; Lipsey 2022; Wallace, et al. 2022) specified servant leadership as an idea, theory, and an accepted law for receiving our system of social norms and personal practices that is a great challenge in our lives when made parallel with this ennobling principle. (Gao ; O’Reilly and Chatman 2020; Samo, et al. 2023) light of the expanding requirement for employee commitment, imagination, and sharing among associates, just as cultural requests for more significant levels of moral conduct in associations, hireling initiative has developed as an alluring way to deal with administration, since it advances uprightness, centers around helping other people, and organizes drawing out the maximum capacity of devotees (Samo, et al. 2023; Thelen 2021). Surely, worker administration offers the guarantee of fighting negative results related with advancing one's self-intrigue. A desire to serve is a basic motivation of leadership, the rationale of the leader is to uncover ways to serve others rather than being served. Servant leaders’ guarantees equal opportunity for individuals, search for ways that add up to the development of personality traits as well as professional contributions of every member of the organization (Prasad and Sugianto 2019). A common suggestion of Self-determination theory is that social and contextual situations of autonomy-supportive satisfaction of the basic human needs to seek information will assist in motivation self-determined by individual that is linked with positive behavior (Gleeson 2020; Muncy 2020; Randle 2022).
H3: There is a positive impact of perception of servant leadership on Feedback seeking behavior.
2.5 Mediating impact of perception of servant leadership between Feedback seeking behavior & perceived autonomy supportive supervision:
Furthermore, various literatures propose relational effects of Feedback and autonomy, which are mutual variables of job attributes (Ajjawi, et al. 2022). According to the study conducted by (Howden-Chapman, et al. 2023) for instance, autonomy and Feedback linked with one another in such a way for employees with Feedback was unrelated to performance that had low autonomy, while for those employees who showed a positive relation between Feedback and the resultant measures were those given high autonomy (Cheon, et al. 2023; Liu, et al. 2023b). Autonomy-supportive trainings which start with a data meeting, will in general clarify the hypothesis behind autonomy-supportive aptitudes, present the observational advantage for autonomy supportive instructing lastly clarify autonomy-supportive systems (Liem 2022; Liu, et al. 2023b). For every autonomy-supportive aptitude, supervisors are given a short depiction of a situation, trailed by a continuum of reactions through which they could move toward the circumstance extending from controlling to autonomy-supportive methods of dealing with the circumstance. Supervisors are urged to assess the reactions and select what they see as autonomy-supportive and the explanation they see the reactions as autonomy-supportive. The reflection is trailed by a gathering conversation that permits the supervisors to assess their convictions as far as which supervisory style they discovered compelling and why (Ahmadi, et al. 2023) found that recognizing the explanation supervisors utilize a controlling or autonomy-supportive style causes them to be aware of their supervisory style and becomes less controlling. Given the steady help for connections between servant leadership and significant individual, group/unit, and authoritative results, scientists have concentrated on better understanding both the procedures through which servant leadership influences results just as the predecessors of servant leadership. Seeking after such a goal-oriented exploration plan requires sound estimation of servant leadership (Ahmadi, et al. 2023; Tan and Levesque-Bristol 2023).
Servant leaders have the thinking that they have a moral obligation to meet the requirements of their supporters., in doing so they prioritize the benefit of the followers over their prosperity even the organizational interests (Sarwar, et al. 2020). The speculation following servant leadership is such that authority makes an optimistic workplace in which worker create closeness sentiments as well as honesty to the organization (Patel, et al. 2019). Firstly, Serving others' needs is the major goal of a servant leader (Van Dierendonck and Rook 2010; Yue and Thelen 2023). Supervisors that use servant leadership approach thinks that meeting needs of followers require preference for achieving organizations or individual aims (Fischer and Sitkin 2023; Russell, et al. 2022). Secondly, in servant leadership, the actions of leader are known through his core personal values that includes sincerity and truthfulness. As (Russell, et al. 2022) states that servant leaders have a nature to value others through humbleness, equal opportunity and reverence. Employee practices in these organizations are taken up by standards of truthfulness along with equity, congruity, benevolence, giving a progressive career, instilling work with subordinate delight, giving satisfactory pay, and presenting security (Grant 2022; Tang and Yip 2022).
H4: Servant leadership mediates the relationship between Feedback seeking behavior & autonomy supportive supervision.
2.6 Conceptual Framework:
The research framework given below as figure 2.1 specifies relationship involving variables and is the foundation of development of four hypotheses. In this investigation, autonomy supportive supervision is independent variables. SL mediates relationship between PASS and FSB (dependent variables).  The practice of seeking Feedback is seen as a significant variable in this examination since this investigation explores it two constructs in the model of PASS, SL along with its impact on FSB as a result of SL H4 hypothesis is put together to analyze the mediating relationship. It also examines the direct relationship of PASS & SL with FSB. Three hypotheses H1, H2, H3, were made in this regard.                                 H4
                           			
(A)                                          (B) 					(C)Servant Leadership

Feedback Seeking Behavior
Perceived Autonomy Supportive Supervision

                                          H1      			H3
			          
					            H2
                             Conceptual Framework (Figure 2.1)

3-Methodology:
The present study employs a quantitative research approach utilizing questionnaires to gather data. The target population comprises nursing staff in the healthcare sector of District Sialkot, Punjab, Pakistan. In the present study, multistage non-probability sampling method is utilized because, the researcher has no complete list of information about the characteristics of the population.  However, the researcher is bound to get limited information through self-administrated questionnaire about the respondents. Convenience sampling will be initially used to select Teaching hospitals and District Headquarters (DHQ) public hospitals, followed by quota sampling to distribute questionnaires (88 per hospital/healthcare unit). Currently 8692 registered nurses are working in public hospitals in Punjab province of Pakistan (Punjab Health Department, 2013). So, according to Christian, Johnson and turner (2011) the present study targeted the District Sialkot with an approximate total population 883 and 50 % of this total population, which is 441 (round figure) nursing staff to collect the data to examine predictors and outcome of Feedback seeking behavior and the mediating effect of servant leadership. So, it is essential to collect reasonable sample size of nursing staff to present the whole population and to address the actual problem related to perceived autonomy supportive supervision, servant leadership and Feedback seeking behavior in nursing staff as participants. The data was collected after following the SOPs for permission from Business Administration and hospital administration. Data will be collected from major hospitals, including Allama Iqbal Memorial Hospital, Govt Sardar Begum Hospital, Zohra Memorial Hospital, THQ Hospital Kotli Loharan, and DHQ Hospital Daska. The unit of analysis is the nursing staff in these hospitals, and the survey will be used to collect data due to its feasibility for a large sample size and geographical constraints. The questionnaire was distributed in standard English. The study will prioritize validity and reliability in the design of the survey to ensure the consistency and integrity of the information gathered.
3.1 Instruments:
Two sections have been developed for the survey questionnaire utilized in this study. The demographic questions in Section One ask about the respondent's gender, age, degree of employment, work history, and duration with the company. Scales of variables will be included in the second section of the questionnaire. A Likert scale of five points, from one for strongly disagreeing to five for strongly agreeing, will be used to gauge how participants will react. 

i. Perceived Autonomy Support Scale: 
PASS-E (Moreau and Mageau 2012) scale is used to measure the construct. PASS-E Cronbach alpha ranged from .76 to .94 therefore suggesting it a reliable and valid measure. PASS-E contains 6-items.
ii. Servant Leadership: 
(Liden, et al. 2008) explores its measure of Cronbach alpha 0.96. Servant leadership scale contains 7-items. Uni-dimensional scale SL-7 is used shorter version of SL-28.
iii. Feedback seeking behavior-
The Feedback Environment scale (Steelman, et al. 2004) Cronbach alpha for this FES scale is .93. Feedback environment scale contains 12-items. 
Quantitative approach has been preferred as the most appropriate paradigm for this study because the researcher used a linear strategy for formulating hypotheses to investigate the research questions. In addition, rigorous steps are followed to collect the data and analyzed by using different statistical methods. The present study is causal and cross sectional in nature because it is an attempt to investigate the strength of relationship among variables and further it highlights the most significant factors that contribute to Feedback seeking behavior in health care services of Pakistan. The current study utilized multistage non-probability sampling technique to collect the data. Moreover, positivist approach of research is utilized and survey methodology will be adopted to collect the responses from nursing staff of Pakistan. 


4-Data Analysis:
In the current study, data analysis will be conducted specially the factor analysis (Field 2005; Field 2013; Kline 2023; Marsh, et al. 2004) the technique of factor analysis is used in research to examine the reliability and validity of the constructs. For determining the statistical validity of a model is to assess the goodness of ﬁt. Structural equation modelling is applied to investigate whether the results of exploratory factor analysis are sufficient to examine the relationship of exogenous and endogenous variables. The projected model of the present study was also tested on two stages, at the first stage, predictors and outcome of Feedback seeking behavior will be investigated by using structural equation modeling. At the second stage, mediating effect of servant leadership will be examined. The mediation has been conceptualized and measured in various ways across disciplines, with the most common approach  stemming  from  the  work  of  Kenny and  colleagues (Baron  and Kenny, 1986;  Judd  and Kenny,  1981).  According to the framework set forth in this research, a series of causal steps are required to conclude that mediation has occurred: 
· The independent variable must have significant impact on the dependent variable.  
· The independent variable must have a significant effect on the mediator.  
· The mediator must have significant impact on the dependent variable adjusting for scores on the independent variable. 
[bookmark: _Toc53462638]The effect of the independent variable on the dependent variable should decrease when the mediator is included in the equation. In the current study, researcher utilized structural equation modelling technique by using AMOS 21 to analyze the mediating effects among exogenous and endogenous variables. Furthermore, prior to investigating the path analysis, the instrument reliability and validity will be examined. 
[bookmark: _Toc403707169]4.1 Data Screening and Missing Values: 
[bookmark: _Toc403707187]This study used the approach i.e., non-probability sampling. In this sampling process, sampling every member of the populace has indefinite number of chances of selection. Present research has utilized non-probability sampling method because, the researcher does not have whole categorization of data list about the population. In present investigation, the total no. of 441 surveys was circulated in nursing staff and the number of questionnaires returned was 357 that had shown 81% as a rate of actual response. All the survey questionnaires were checked during the data reviewing procedure. Questionnaires were segregated with the help of special codes and values to be distributed among the hospitals.
4.1.1 Sample Description:
Table 4.1 exhibits the detailed report of sample of nursing demographics (age, gender, nature of contract, education, designation, job experience) from district hospitals of Sialkot Punjab, Pakistan. In the current investigation, an aggregate of 357 finished surveys were chosen, which includes 192 respondents who were in the scope of 20-24 years of age and 27 medical attendants were in the scope of 25-29 years of age while 138 attendants 20-less years. Also, nursing area in Pakistan is a female predominant profession; along these lines the respondents in the present investigation covered only female
Table 4.1: Demographic Description 
	Demographic
	Demographic Features
	Frequency
	Percentage

	Age
	20 or less
	138
	38.7

	
	20-24
	192
	53.8

	
	25-29
	27
	7.6

	
	Total
	357
	100.0

	Gender

	Male
	0
	0

	
	Female
	357
	100.0

	Qualification
	Under graduation
	62
	17.4

	
	Graduation
	295
	82.6

	
	Post-graduation
	0
	0

	
	Total
	357
	100.0

	Job Tenure
	< 1 year
	83
	23.2

	
	1-2 year
	170
	47.6

	
	2-3 yrs
	14
	3.9

	
	3-5 yrs
	90
	25.2

	
	Total
	357
	100.0


[bookmark: _Toc403707188]Further information was obtained on the qualification, 17.4% of the nurses were under graduation and 82.6% were graduated while there was no post-graduate in 357 nurses in Pakistan. Additional information was collected on the job tenure, 23.2% the nurses lie in range of less than 1 year of job experience and 47.6% were in the range of 1-2 years of job experience while 3.9% of the nurses comes in the range of 2-3 years of job experience while 25.2% have 3-5 years of job experience or greater.
4.2 Correlation of Variables:
Laschinger and Grau (2012), Nixone et al. (2011), and Campana and Hammoud (2013) employed a methodology to calculate the average values for each construct, resulting in Pearson's moment correlation values. In previous studies, mean values were computed using SPSS, but currently, AMOS 21 is being utilized to handle the data imputation. Table 4.31 displays the correlation values for perceived autonomy-supportive supervision, perception of servant leadership (SL), and feedback-seeking behavior (FSB).
The mean value of perceived autonomy-supportive supervision (PASS) is 3.73, approaching 4, signifying that a majority of responses lean towards an agreeable trend. In contrast, the standard deviation (SD) of PASS is 0.49, indicating a 49% variation among responses. Furthermore, there is a positive and significant correlation (r = 0.583) between perceived autonomy-supportive supervision and perception of servant leadership, as well as a strong correlation (r = 0.888**) between perceived autonomy-supportive supervision and feedback-seeking behavior (both at P < 0.01). The mean value of perception of servant leadership is 3.77, nearly reaching 4, suggesting that most responses tend to agree with this trend. The standard deviation of servant leadership is 0.420, reflecting a 42% variation among responses. Additionally, perception of servant leadership exhibits significant correlations, with a strong positive correlation (r = 0.511**) at P < 0.01 with perceived autonomy-supportive supervision and a positive and significant correlation (r = 0.087) at P < 0.01 with feedback-seeking behavior. The mean value of feedback-seeking behavior is 3.68, approaching 4, indicating that most respondents are in agreement. The standard deviation of feedback-seeking behavior is 0.48, signifying a 48% variation among responses. Moreover, feedback-seeking behavior shows a positive and highly significant correlation (r = 0.888**) with perceived autonomy-supportive supervision and a correlation of (r = 0.511) with perception of servant leadership, both at P < 0.01.
Table 4.2 Mean, Standard Deviation, Reliability and Pearson’s Correlation & Coefficient

	Variables
	M
	SD
	PASS
	PSL
	FSB
	Cronbach’s Alpha

	PASS
	3.732
	.73005
	1
	
	
	0.676

	PSL
	3.771
	.45019
	.583**
	1
	
	0.938

	FSB
	3.688
	.56182
	.888**
	.511**
	1
	0.732


[bookmark: _Toc53462639]4.3 Factor Analysis
[bookmark: _Toc403707171]This study analyzed and observed that the researcher made functional factor analysis on a sample of 357 responses of nursing staff. The total numbers of taking out factors are confirmed with the help of confirmatory factor analysis. 
Confirmatory Factor Analysis:
The adequacy of the figured factors must be assessed in order to move the investigation of the used model forward. Using AMOS 21, CFA was performed on each of the constructs. Byme (2001) found that the main elements of the values are the standard errors and acceptable ranges. The data is well-suited to the factor structure of each model, with all fit indices conforming to specific criteria, such as χ2 (Chi-square), Degree of Freedom.
 
PASS:
AMOS 21 was used to confirm the results of factors through CFA. The independent variable Perceived Autonomy Supportive Supervision (PASS) was comprised of 6 items adopted from Moreau and Mageau (2012) was used to determine how much healthcare professionals have perceived that the health care sector has either well-built or insubstantial Autonomy Supportive Supervision. In this research, a CFA was tested for PASS. Brown, (2006) The criterion used to remove the items were settled on the foundation of the values shown as factor loading and the remaining values of every item. The factor loadings equal to or greater than .30 was chosen to keep the item. Whereas ± 2.80 was criterion for deletion of items below this standard value. An additional effort was done as a single factor model of PASS was tested as shown in figure 4.12 and a single factor containing all 6 items was loaded. Following model requirements All items with factor loading larger than.30 were kept and correlated in accordance with the recommendations of the modification indices. The single factor model produced remarkably good results. Additionally, the Chi square value was within a reasonable range as seen in the table 4.20. The values of goodness of fit index are χ2/df= 3.572, AGFI= .934, GFI=.987, CFI= .985, RMR= .029 and RMSEA .085. After evaluating the fit indices in the model, a single factor model was selected for the current study's subsequent investigation of PASS based on the Chi square difference test. A single factor model has standardized factor loadings that vary from.39 to.84, which is higher than the specified threshold for item retention and falls within a generally acceptable range.

 Table 4.3: CFA of PASS
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Figure 4.1	I-Factors Model of PASS
PSL: The factors were confirmed through CFA with the help of AMOS 21. Specifically, the construct of perception of servant leadership (PSL) comprised of 7 items adopted from (Liden, et al. 2008) to explore the SL of nursing in nursing staff of Pakistan.  Current study, a confirmatory factor analysis was run to test in the structure of model (Brown and Greene 2006). The factor loading equal to or greater than .30 was chosen to keep the item whereas ± 2.80 as a set criterion chosen for standardized value set to remove items below this indicated value. 
Factor loadings shown in Figure 4.19 of single factors ranged from .78 to .57.  All 7 items were loaded onto a single factor in an additional attempt to achieve the best outcomes when the I-factor model of SL was tested. In accordance with the model's specifications, all elements with factor loadings greater than.30 were kept and correlated in accordance with the advice of modification indices.  The single component model produced extraordinarily good results. As stated in table 4.16, the Chi square value was also within permissible bounds. The values of goodness of fit index are χ2/df= 4.259, AGFI= .941, GFI=.994, CFI= .971, RMR= .040 and RMSEA .096. Following compare and contrast the fit indices in the model specifically in this study for SL. The range of standard factor loadings in the single factor model is .57-.78 which are fairly adequate as shown in figure 4.19. 
Table 4.5:	CFA of PSL
	. Statistics
	. Fit Indices
	. Acceptable Threshold value
	.1-factor
Model

	Absolute Fit
	. χ2
	As close as to Zero
	4.259

	
	.DF
	As close as to Zero
	1

	
	CMIN/DF
	As low as.2 and as high as 5
	4.259

	
	GFI
	>.95
	.994

	
	RMR
	<.05
	.040

	
	RMSEA
	<.08
	.096

	Incremental Fit
	NFI
	>.90
	.825

	
	TLI
	>.90
	.825

	
	CFI
	>.95
	.971

	Parsimony Fit
	AGFI
	>.90
	.941
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Figure 4.2 I-Factors Model of SL
4.3.4 FSB: The factors were confirmed through CFA with the help of. AMOS .21.Particularly the .construct .of Feedback .Seeking .Behavior .(FSB) comprised of .12-items .adapted .from Feedback Environment Scale (Steelman, et al. 2004) to .investigate .Feedback seeking behavior .of .nursing .in .nursing .staff .of .Pakistan. . .In .the .present .study, .a .confirmatory .factor .analysis .was .tested .in .the .form .of .pre-model .specification .and .post-model .specification .to .compare .the .best .model .for .the .construct .of . Feedback seeking.  The criterion used to remove the items were settled on the foundation of the values shown as factor loading and the remaining values of every item. The factor loadings equal to or greater than .30 was chosen to keep the item. Whereas ± 2.80 was criterion for deletion of items below this standard value. Results of the post-model specification showed that the model was statistically fit (2/df = 2.603), and the remaining values (such as AGFI, CFI, RMR, and RMSEA) were within an acceptable range. Despite the fact that the model was adjusted utilizing the rules for modification indices as indicated in table 4.20, the GFI value is 986. The standardized factor loadings following the modification model varied from 37 to 92, which is over the established standard for keeping the items as shown in figure 4.3 and in a range that is highly acceptable.
Table 4.7: CFA of Feedback Seeking Behavior
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[bookmark: _Toc403707189][bookmark: _Toc53462640]Figure .4.3	I-Factors Model of FSB
Structural Equation Modeling. (SEM)
In the present study, structural equation modeling (SEM) is utilized to represent path analysis independent and dependent variables with the help of AMOS  21. Figure 4.13 presents the immediate relationship among perceived autonomy supportive oversight, servant leadership style and Feedback seeking conduct to explore if it can be a measure of considerable association or vice versa. The structure of model was created with the help of factors based on a hypothetical framework. All links show totality of variation elucidated in dependent variables in accordance with the independent variables.  
In the present study, direct and indirect effects were investigated by utilizing structural equation modeling afterwards perception of servant leadership was incorporated in between the relationship of PASS and FSB.  Figure 4.13 illustrates that when perception of servant leadership was put into test to check association between PASS and FSB, the direct relationship of PASS and FSB was significant (β= 0.89; P<.05) and, the direct relationship of perceived autonomy supportive supervision and perception of servant leadership was significant (β= 0.583; P<.05). Figure 4.4 illustrates that when perception of servant leadership was incorporated in between the relationship of perceived autonomy supportive supervision and Feedback seeking behavior was insignificant (β= -.009; P<.05).  Findings showed that there is no meditational impact of perception of servant leadership between PASS and FSB in nursing staff.  
Table 4.9:	Direct, Indirect and Total Effects of Constructs
	Endogenous Variables
	Effects
	PASS
	PSL
	FSB

	SL
	Direct Effects
	.672
	.000
	-.009

	
	Indirect Effects
	.000
	.000
	-.006

	
	Total Effects
	.672
	.000
	-.009

	Fsb
	Direct Effects
	.971
	-.009
	.000

	
	Indirect Effects
	-.006
	.000
	.000

	
	Total Effects
	.971
	-.009
	.000













PASS= perceived autonomy supportive supervision; SL= servant leadership; fsb=Feedback seeking behavior.  
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Figure   4.4	Structural Analysis of Path Model
Table: 4.10 S. E of Path Analysis
	Indications of relationship of variables
	Standardized Estimate
	S.E.
	C.R.
	P
	Results

	PSL
	<---
	PASS
	.583
	.050
	13.527
	***
	Significant

	FSB
	<---
	PSL
	-.009
	.028
	-.299
	.765
	Insignificant

	FSB
	<---
	PASS
	.893
	.033
	29.743
	***
	Significant


[bookmark: _Toc53462641][bookmark: _Toc403707195][bookmark: _Toc53462642][bookmark: _Toc53462643]4.4 Testing Hypotheses: There is significant impact of perceived autonomy supportive supervision on perception of servant leadership: Outcomes were found statistically significant and positive relationship between perceived autonomy supportive supervision on servant leadership (r= .583**; P<.05). On the other hand, the SEM data will determine whether or not a hypothesis is supported.  SEM is well thought-out more trustworthy to infer the outcomes of such causal links because it is based on maximum likelihood of estimations (β = .583**; P<.05).  
[bookmark: _Toc53462644]Perceived autonomy supportive supervision has positive and significant correlation (r=.888**; P<.05) linked with Feedback seeking behavior.  Table 4.38 shows the direct effect of PASS and FSB. Findings of S.E supported the hypothesis of the researcher and observed a significantly positive relationship between PASS & FSB (β =.893**; P<.05). 
[bookmark: _Toc403707204][bookmark: _Toc53462645] H3 formulated in this research showed there is a negative and significant relationship between SL and FSB. The results of Pearson’s moment correlation indicated association between SL and FSB (r =-.009; P<.05) while the results of S.E shows insignificant relationship between perception of servant leadership and Feedback seeking behavior (β=.765; P<.05). The findings related to this hypothesis of the researcher was not supported.
It was hypothesized a mediating effect of perception of servant leadership between the relationship of PASS and FSB.  Co-relational results show insignificant correlation perception of servant leadership and Feedback seeking behavior (β = .765; P<.05). Examining the effect of mediation, the researcher utilized SEM through AMOS  21. 
5-Discussion:
This study offers a nuanced exploration of the complex interplay between perceived servant leadership (SL), perceived autonomy-supportive supervision (PASS), and Feedback seeking behavior (FSB) within healthcare contexts. Leveraging insights from self-determination theory (SDT) and the wider supervisor social support literature, the research uncovers profound connections between these elements and their consequences for employee well-being, psychological stress, and work-family dynamics. Notably, it underscores the role of supportive environments in encouraging more frequent feedback-seeking behaviors. Intriguingly, the study challenges conventional assumptions by revealing that a heightened perception of servant leadership can paradoxically correlate with reduced feedback-seeking behavior. Nevertheless, the enduring value of servant leadership in fostering trust, collaboration, empowerment, and patient-centered care within healthcare settings is evident. By embracing these principles, healthcare organizations can cultivate a positive, enduring environment that benefits both professionals and patients. Although the link between autonomy support and Feedback seeking may appear modest, the study underscores the pressing need to establish a feedback culture attuned to the distinctive challenges faced by nursing staff. The study's rigorous methodology and the validation of its instruments fortify the foundation for future research endeavors in this domain, presenting a significant contribution to the literature.
Future Direction:
In terms of future research directions, several speculative and contextual paths emerge from the present study. The study's findings could be expanded theoretically by delving into the dimensions of perceived autonomy supportive supervision (PASS) and exploring potential mediating mechanisms that further illuminate its relationship with Feedback seeking behavior (FSB). A nuanced investigation might determine which specific dimension of servant leadership exerts the most significant influence on this dynamic. Additionally, an exploration of the mediating effect of servant leadership between the association of PASS and FSB could provide a deeper understanding of these relationships. Insights from (Bedwell, et al. 2015) suggest that strong perceived autonomy support can foster Feedback seeking behaviors, thereby enhancing positive Feedback exchange within the organization. Similarly, as proposed by (Hoever, et al. 2018; van Knippenberg and Hoever 2021), the study could examine whether the supportive effects of job autonomy become more pronounced in the presence of substantial performance feedback. To enhance the study's robustness, future investigations might consider employing longitudinal data to validate the existing cross-sectional findings. The current study's validated instruments could serve as a foundation for refining and validating measurement tools in similar or diverse healthcare service provider settings. The researcher suggests a focus on autonomy support's impact on servant leadership and Feedback seeking behaviors in private hospitals for a more distinct assessment of Feedback dynamics among nursing staff. Finally, extending the framework's application to different hospital contexts, encompassing various staff roles, such as specialists, paramedical personnel, and managerial staff, could yield valuable insights, ultimately contributing to advancements in healthcare practices.
Theoretical & Practical Implications:
The theoretical implications of this study highlight the complex interplay between servant leadership, autonomy-supportive supervision, and feedback-seeking behavior within healthcare settings. It underscores the importance of considering these factors in the context of self-determination theory (SDT) and the broader supervisor social support literature. This contributes to a more nuanced understanding of how these elements impact employee well-being, psychological stress, and work-family dynamics. The study challenges conventional expectations by revealing that higher perceived servant leadership can be linked to reduced feedback-seeking behavior, suggesting that leadership dynamics may have unexpected consequences. 
In practical terms, the findings emphasize the value of embracing servant leadership principles in healthcare organizations. Cultivating a culture of trust, collaboration, empowerment, and patient-centered care can create a positive and sustainable environment benefiting both healthcare professionals and patients. Moreover, the study underscores the need to foster a supportive feedback culture tailored to the unique challenges faced by nursing staff. This has significant implications for healthcare leadership, as it highlights the importance of addressing the specific needs of healthcare workers when promoting feedback-seeking behavior. Overall, the research provides valuable insights for healthcare organizations aiming to improve their leadership and feedback processes while enhancing employee well-being.
Conclusion:
The findings of the present study carry significant implications for both researchers and practitioners. Firstly, the results underscored that fostering a supportive Feedback environment encourages employees' feedback-seeking behavior. Secondly, organizations, particularly within the healthcare sector, need to ensure that the Feedback provided is consistent and valuable. Establishing a favorable management system to deliver Feedback meeting these criteria could be a foundational step in this direction. The study suggests that when young nursing staff perceive their supervisors, particularly head nurses, as supportive of autonomy, it is likely to stimulate feedback-seeking behavior due to the increased rapport between supervisors and subordinates. The study proposed that the mediating mechanism, such as the perception of servant leadership, examined the subordinates' need for autonomy and their inclination to seek feedback, thus prompting them to incorporate it as a form of self-regulated behavior linked to the perception of servant leadership. The study's implications are significant for the healthcare sector, health professionals, including paramedic staff, HR managers, experts, and all frontline workers. Nonetheless, the underlying mechanisms connecting servant leadership and Feedback seeking, as well as the relationships linking seeking Feedback to autonomy-supportive supervision, remain less explored in the healthcare context. To address this research gap, the study introduced a theoretical framework to expand and investigate the associations. Insights from nursing staff revealed that perceived autonomy supportive supervision (PASS) and feedback-seeking behavior (FSB) play a crucial role in mediating the relationship between the perception of servant leadership and Feedback seeking, thereby serving as significant mediators for Feedback seeking in relation to other variables. Finally, Feedback seeking was found to influence job performance by elucidating job expectations and organizational standards. Developing Feedback resources that provide valuable insights can effectively guide efforts and prevent misguided or inadequate endeavors regarding individuals falling short of job expectations. Although the current study advances our understanding of the model connecting feedback-seeking behavior and job performance, more research is required to fully understand the distinct effects that positive feedback-seeking behavior has on outcomes for both companies and people.
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Appendix:A
SECTION A: PERSONAL PROFILE
          Please indicate the appropriate choice by selection in boxes.
1. Gender                              (a) Male  ( )                        (b) Female ( ) 

  2. Age          (i) 20 or less    ( ) 
                       (ii) 20-24        ( ) 
                       (iii) 25-29       ( ) 
                       (iv) 30-39       ( ) 
                       (v) 40-49        ( ) 
                       (vi) 50-59       ( ) 
                       (vii) 60 above ( ) 
3. Marital Status                    (a) Married ( )                     (b) Single ( ) 

4. Sector                                  (a) Public ( )                        (b) Private ( ) 
5. Education

i. Matriculation                         ( )
ii. Intermediate                           ( )     
iii. Graduation                             ( )
iv. Post-Graduation                     ( )
6. Establishment size 

                     (i) Less than 25 employees ( ) 
                     (ii) 25-99                             ( ) 
                     (iii) 100-199                        ( ) 

7.Job tenure in this organization 
                     (I) Less than one year ( )
                     (ii) 1-2 year                 ( ) 
                     (iii) 2-3 year                ( ) 
                     (iv) 3-5 year                ( ) 
                     (v) 5-10 year               ( ) 
(vi) More than 10 years ( ) 



SECTION B: PASS-E
		Please indicate how much you agree or disagree with the following statements about your organization and work.



	Strongly
Disagree
	Disagree
	Neutral
	Agree
	Strongly
Agree

	1
	These people give me many opportunities to make decisions in my work
	1
	2
	3
	4
	5

	2
	When these people ask me to do something, they explain why they want me to do it

	1
	2
	3
	4
	5

	3
	These people are open to my opinions and my point of view regarding work even when they are different from theirs.

	1
	2
	3
	4
	5

	4
	My colleagues remind me that I could be at a disadvantage if I do not act the way they want.
	1
	2
	3
	4
	5

	5
	When my colleagues promise me a favor, it is to manipulate me.
	1
	2
	3
	4
	5

	6
	 Within certain limits, these people give me the freedom to choose how and when I will execute my tasks.

	1
	2
	3
	4
	5

	
SECTION C: PSL

		Please indicate how much you agree or disagree with the following statements about your organization and work.



	Strongly
Disagree
	Disagree
	Neutral
	Agree
	Strongly
Agree

	7
	My supervisor spends the time to form quality relationships with department employees.

	1
	2
	3
	4
	5

	8
	My supervisor creates a sense of community among department employees.
	1
	2
	3
	4
	5

	9
	My supervisor’s decisions are influenced by department employee’s input.

	1
	2
	3
	4
	5

	10
	My department supervisor tries to reach consensus among department employees on important decisions.

	1
	2
	3
	4
	5

	11
	My supervisor is sensitive to department employee’s responsibilities outside the work place.
	1
	2
	3
	4
	5

	12
	My supervisor makes the personal development of department employees a priority.
	1
	2
	3
	4
	5

	13
	My supervisor holds department employees to high ethical standards.
	1
	2
	3
	4
	5

	14
	My supervisor does what she or he promises to do.
	1
	2
	3
	4
	5

	15
	My supervisor balances concern for day-to-day details with projections for the future.
	1
	2
	3
	4
	5

	16
	My supervisor displays a wide-ranging knowledge and interests in finding solutions to work problems.
	1
	2
	3
	4
	5

	17
	My supervisor makes me feel like I work with him/her, not for him/her.
	1
	2
	3
	4
	5

	18
	My supervisor works hard at finding ways to help others be the best they can be.
	1
	2
	3
	4
	5

	19
	My supervisor encourages department employees to be involved in community service and volunteer activities outside of work.
	1
	2
	3
	4
	5

	20
	My supervisor emphasizes the importance of giving back to the community.
	1
	2
	3
	4
	5

	

	SECTION C: FSB
	Strongly
Disagree
	Disagree
	Neutral
	Agree
	Strongly
Agree

	21
	My supervisor is generally familiar with my performance on the job.
	1
	2
	3
	4
	5

	22
	My supervisor is fair when evaluating my job performance.
	1
	2
	3
	4
	5

	23
	I have confidence in the feedback my supervisor gives me.
	1
	2
	3
	4
	5

	24
	My supervisor gives me useful feedback about my job performance.
	1
	2
	3
	4
	5

	25
	The performance feedback I receive from my supervisor is helpful.
	1
	2
	3
	4
	5

	26
	I value the feedback I receive from my supervisor.
	1
	2
	3
	4
	5

	27
	My supervisor is supportive when giving me feedback about my job performance.
	1
	2
	3
	4
	5

	28
	When my supervisor gives me performance feedback, he or she is considerate of my feelings.
	1
	2
	3
	4
	5

	29
	My supervisor is tactful when giving me performance feedback.
	1
	2
	3
	4
	5

	30
	When I do a good job at work my supervisor praises my performance.
	1
	2
	3
	4
	5

	31
	My supervisor generally lets me know when I do a good job at work.
	1
	2
	3
	4
	5

	32
	I frequently receive positive feedback from my supervisor.
	1
	2
	3
	4
	5

	33
	My supervisor tells me when my work performance does not meet organizational standards.
	1
	2
	3
	4
	5

	34
	On those occasions when my job performance falls below what is expected my supervisor lets me know.
	1
	2
	3
	4
	5

	35
	 On those occasions when I make a mistake at work, my supervisor tells me.
	1
	2
	3
	4
	5

	36
	My supervisor is usually available when I want performance information.
	1
	2
	3
	4
	5

	37
	My supervisor is too busy to give me feedback.
	1
	2
	3
	4
	5

	38
	I interact with my supervisor on a daily basis.
	1
	2
	3
	4
	5

	39
	My supervisor is often annoyed when I directly ask for performance feedback.
	1
	2
	3
	4
	5

	40
	When I ask for performance feedback, my supervisor generally does not give me the information right away.
	1
	2
	3
	4
	5

	41
	My supervisor encourages me to ask for feedback whenever I am uncertain about my job performance.
	1
	2
	3
	4
	5

	42
	My co-workers are generally familiar with my performance on the job.
	1
	2
	3
	4
	5

	43
	My co-workers are fair when evaluating my job performance.
	1
	2
	3
	4
	5

	44
	I have confidence in the feedback my co-workers give me.
	1
	2
	3
	4
	5

	45
	My co-workers give me useful feedback about my job performance.
	1
	2
	3
	4
	5

	46
	The performance feedback I receive from my co-workers is helpful.
	1
	2
	3
	4
	5

	47
	I value the feedback I receive from my co-workers.
	1
	2
	3
	4
	5

	48
	My co-workers are supportive when giving me feedback about my job performance.
	1
	2
	3
	4
	5

	49
	When my co-workers give me performance feedback, they are usually considerate of my feelings.
	1
	2
	3
	4
	5

	50
	In general, my co-workers are tactful when giving me performance feedback
	1
	2
	3
	4
	5

	51
	When I do a good job at work my co-workers praise my performance.
	1
	2
	3
	4
	5

	52
	My co-workers generally let me know when I do a good job at work.
	1
	2
	3
	4
	5

	53
	I frequently receive positive feedback from my co-workers.
	1
	2
	3
	4
	5

	54
	My co-workers tell me when my job performance does not meet organizational standards.
	1
	2
	3
	4
	5

	55
	On those occasions when my job performance falls below what is expected, my co-workers let me know.
	1
	2
	3
	4
	5

	56
	On those occasions when I make a mistake at work, my co-workers tell me.
	1
	2
	3
	4
	5

	57
	My co-workers are usually available when I want performance information.
	1
	2
	3
	4
	5

	58
	My co-workers are too busy to give me feedback.
	1
	2
	3
	4
	5

	59
	I have little contact with my co-workers.
	1
	2
	3
	4
	5

	60
	My co-workers are often annoyed when I directly ask them for performance feedback.
	1
	2
	3
	4
	5

	61
	I feel comfortable asking my co-workers for feedback about my work performance.
	1
	2
	3
	4
	5

	62
	My co-workers encourage me to ask for feedback whenever I am uncertain about my job performance.
	1
	2
	3
	4
	5

	
Thank you for your co-operation….
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