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This study examines the relationships between authentic leadership perceptions and organizational 

commitment levels of public personnel working in the agriculture and forestry sector. Within the 

scope of this research, surveys consisting of ready-made scales were used. The authentic leadership 

scale is a scale consisting of four dimensions and 16 items. The answers given to the surveys were 

interpreted using the SPSS package program. When the results of the research are evaluated in 

general; It appears that the perception of authentic leadership has a significant effect on 

organizational commitment. Looking at the demographic results; According to gender, it has been 

determined that men have more authentic leadership perceptions than women. According to 

education level; It appears that authentic leadership perception and organizational commitment do 

not differ. When examining whether employees’ authentic leadership perceptions and 

organizational commitments vary according to their age; It is seen that the perception of authentic 

leadership and organizational commitment differ according to age. While employees between the 

ages of 36 and 40 have higher perceptions of authentic leadership; Organizational commitment of 

those between the ages of 41 and 45 was higher. 
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Introduction 

Employees needed new structures to express and solve 

the problems that arise in working life and directly affect 

their quality of life. Employees have become very 

influenced by the concept of leadership to express their 

problems and demands and seek solutions together. As a 

result of this situation, issues such as employees’ 

commitment to work and productivity are also affected. 

Although the word authenticity is linked to individual 

characteristics and identities in terms of psychology, in 

terms of philosophy; It is linked to individual virtues and 

ethical behavior (Novicevic et al., 2005). According to 

Kernis (2003), authenticity is the phenomenon of a person 

acting according to his/her own truths while performing 

daily activities. Acting authentically means; It is the 

individual's behavior according to his own values, 

preferences, and needs. To put it another way, it is the 

opposite of fake behavior shown to escape punishment, 

win a reward, or please others (Akgündüz, 2012). 

Most definitions of authentic leadership; It begins with 

defining the underlying concept of authenticity. 

Authenticity; It means knowing yourself, being honest 

with yourself, accepting yourself, that is, being yourself. 

Kernis (2003), authentic behavior; It is defined as acting in 

accordance with one’s preferences and needs among one’s 

preferences and value judgments. George (2003), as most 

people agree; He stated that what is needed to build strong 

organizations is authentic leadership. Leaders who aim for 

true and deep feelings about their core values are needed. 

To rebuild their companies, leaders who have the courage 

to meet all the needs of their shareholders and recognize 

the importance of their service to society are needed. 

According to Neider and Schriesheim (2011), authentic 

leaders are self-aware leaders who develop their followers 

and the knowledge they have learned from them. 

When we look at the studies on authentic leadership, 

the literature generally states; It is seen that subjects such 

as subordinates’ performance at work, their commitment to 
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the organization, their job satisfaction, their level of 

dedication to work, and their level of making extra effort 

for the organization are investigated. Again, when looking 

at authentic leadership studies, it is seen that the literature 

is generally based on Walumbwa et al.’s (2008) studies and 

the components are evaluated within the framework of four 

dimensions (Yeşiltaş, Kanten, & Sormaz, 2013). 

The authentic leadership scale developed by Avoid, 

Gardner, and Walumbwa (2007) was used to determine 

leadership behaviors. This scale consists of four 

dimensions and 16 items. The dimensions of the authentic 

leadership scale are: Transparency, Moral behavior, 

balanced behavior, and individual awareness. 

To give an example of some of the definitions of 

organizational commitment; According to Grusky (1966), 

it is the nature of the relationship of an individual within an 

organization with the organization as a whole. According 

to Kanter (1968), emotional commitment is the 

organizational structure of which one is a member. Hall et 

al. According to (1970), harmonization and integration of 

the goals of the organization and the goals of each 

individual of the organization over time. Porter et al. 

(1974), it is the individual’s attitude toward the goals and 

values of the organization he/she is in, his/her struggle in 

this direction, and his/her desire to remain within the 

organization. According to Weiner (1982), organizational 

commitment is the sum of the pressures that create 

internalized rules to act in accordance with organizational 

interests. According to Meyer and Allen (1991), the 

attitude of members is shaped by the organizational 

relationship and causes them to decide to stay in the 

organization permanently. According to Herscovitch and 

Meyer (2002), the result that an organization wants to 

achieve is to make a superior effort toward the goal by 

internalizing the goals and values. They based the concept 

of organizational commitment on three main components: 

emotional commitment, continuance commitment and 

normative commitment, beyond the distinction between 

attitudinal and behavioral commitment (cited in Mayer et 

all. 1990). 

In light of these explanations, answers are sought to the 

following questions regarding the hypotheses of the 

research. 

H1: Is there a significant relationship between the 

perception of authentic leadership and employees’ 

organizational commitments? 

H2: Do perceptions of authentic leadership and 

organizational commitment of employees differ according 

to gender? 

H3: Do perceptions of authentic leadership and 

organizational commitment of employees differ according 

to their education levels? 

H4: Do perceptions of authentic leadership and 

organizational commitment of employees differ according 

to age? 

 

Material and Method 

 

The sample of the research consists of agricultural and 

forest workers. In this context, 384 surveys were answered 

successfully. The data returned from the surveys were 

interpreted using the SPSS statistical program. To measure 

members’ organizational commitment, Meyer et al. (1993) 

and Dağlı et al. (2018) and the authentic leadership scale 

developed by Avoid, Gardner, and Walumbwa (2007) were 

used to measure members’ authentic leadership 

perceptions. This scale consists of four dimensions and 16 

items. The dimensions of the authentic leadership scale are: 

Transparency, Moral behavior, balanced behavior, and 

individual awareness. The research is quantitative. Within 

the scope of the research, a full census method was applied 

to employees, and all employees were reached. Research 

data were obtained in 2020. 

 

Results 

 

Looking at the demographic results of the employees; 

It was observed that 74.4% were male employees (Table 

1). The education levels of the employees were divided into 

high school and below, undergraduate and graduate levels, 

and it was determined that 70% of the employees were at 

the undergraduate level. When the marital status of the 

employees was examined, 78.4% were married. In terms of 

age groups, there is a generally balanced distribution in 

each age group. 

 

 

Table 1. Demographic status of the employees 
 n % 

Sex 
Male 286 74.4 

Female 98 25.6 

Marital Status 
Married 301 78.4 

Single 83 21.6 

Education Status 

High school and below 94 24.4 

Undergraduate education 270 70.0 

Postgraduate education 20 5.6 

Age 

Under 30 34 0.10 

31-35  70 18.2 

36-40  72 18.8 

41-45  68 20.8 

46-50  45 18.0 

51 years and over 95 24.1 

Organization TOB 384 100 
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Table 2. Authentic leadership and Organizational Commitment Reliability Analysis Results 

Authentic Leadership Organizational Commitment 

Cronbach's Alpha N of Items Cronbach's Alpha N of Items 

.812 16 .870 18 

 

Table 3. Differentiating levels of authentic leadership and organizational commitment according to gender T-test results 

 Sex N Average 

Authentic Leadership  
Female 98 2.81 

Male 286 2.87 

Sig 0.476 

 Sex N Average 

Organizational Commitment 
Female 98 2.28 

Male 286 2.35 

Sig 0.857 
*The mean difference is significant at the 0.95 confidence interval. 
 

Table 4. Authentic Leadership and Organizational Commitment ANOVA Test Analysis Results by Education Level 

 Educational Status Average 

Authentic Leadership  

High school and below 2.37 

Undergraduate education 2.55 

Postgraduate education 2.61 

Total 2.51 

Sig 0.598 

Organizational Commitment 

High school and below 2.82 

Undergraduate education 2.32 

Postgraduate education 2.26 

Total 2.47 

Sig 0.688 
*The mean difference is significant at the 0.95 confidence interval. 

 

 

Compliance Results for the Factor Analysis 

The Kaiser-Meyer-Olkin (KMO) test performed for the 

suitability of the data collected with the survey for factor 

analysis shows that the survey for the authentic leadership 

scale is suitable for factor analysis and that the measured 

feature has multidimensionality in the universe from which 

the sample was selected [KMO = 0.826; χ² = 1525.929; p 

< 0.001]. Because the Bartlett Sphericity test result for the 

data group was found to be p < 0.001, there is a significant 

relationship between the items of the authentic leadership 

scale. The KMO and significance level were found to be 

suitable for factor analysis (Büyüköztürk, 2009). The 

Kaiser-Meyer-Olkin (KMO) test performed for the 

suitability of the data collected with the organizational 

commitment survey for factor analysis shows that the 

survey for the organizational commitment scale is suitable 

for factor analysis and that the measured feature has 

multidimensionality in the universe from which the sample 

was selected [KMO = 0.726; χ² = 1675.929; p < 0.001]. 

Since the Bartlett Sphericity test result for the data group 

was found to be p < 0.001, there is a significant relationship 

between the items of the organizational commitment scale. 

The KMO and significance level were found to be suitable 

for factor analysis (Büyüköztürk, 2009). 

 

Reliability Analysis Results 

The results of the reliability analysis conducted to 

determine whether the authentic leadership and 

organizational commitment scales are reliable are shown in 

Table 2. 

Because of the reliability analysis, Cronbach’s alpha 

value for the authentic leadership scale was 0.812 (N=16); 

Cronbach’s alpha value for the organizational commitment 

scale is 0.870 (N=18); has come out. Because these values 

are greater than 0.70, we can say that the scales used are 

reliable (Nunnaly, 1978). 

When we look at table 3, which shows whether 

authentic leadership and organizational commitment differ 

according to gender, shows that authentic leadership 

differs according to gender, but organizational 

commitment does not. According to gender, men have 

more authentic leadership perceptions than women. 

When table 4, which shows whether authentic 

leadership perception and organizational commitment 

differ according to educational status, shows that authentic 

leadership perception and organizational commitment do 

not differ according to educational status. 

When table 5, which shows whether the perception of 

authentic leadership and organizational commitment 

differs according to age, shows that the perception of 

authentic leadership and organizational commitment differ 

according to age. While employees between the ages of 36 

and 40 have higher perceptions of authentic leadership; 

Organizational commitment of those between the ages of 

41 and 45 was higher. 

Table 6 shows the correlation analysis results showing 

the relationship between authentic leadership and 

organizational commitment. According to this table, there 

is a positive significant relationship between the perception 

of authentic leadership and organizational commitment. 
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Table 5. Authentic Leadership and Organizational Commitment ANOVA Test Analysis Results by Age 

 Age Average 

Authentic Leadership  

Under 30 2.02 

31-35 3.35 

36-40 3.58 

41-45 3.01 

46-50 2.56 

51 years and over 2.24 

Total 2.32 

Sig 0.043 

Organizational Commitment 

Under 30 2.50 

31-35  2.88 

36-40  3.05 

41-45  3.07 

46-50  2.96 

51 years and over 2.13 

Total 2.77 

Sig 0.011 
*The mean difference is significant at the 0.95 confidence interval. 

 

Table 6. Correlation Analysis Results for the Relationship Between Authentic Leadership and Organizational Commitment 

  Organizational Commitment  

Authentic Leadership 
Pearson Correlation 0.424** 

Sig. (2-tailed) 0.000 
**Correlation is significant at the 0.01 level (2-tailed); *Correlation is significant at the 0.05 level (2-tailed). 

 

Table 7. Regression Analysis Results for the Relationship Between Authentic Leadership and Organizational Commitment 

 B Sig. Beta t 

Fixed Value 0.761 0.000  3.814 

Authentic Leadership ,552 0.548  0.476 8.121 

R 0.476    

R² 0.220    

Adjusted R² 0.213    

Standard Error 0.754    

F Value 0.658    

Durbin-Watson 1.620    

 

In this study, regression analysis was conducted to 

measure the effect of authentic leadership perception on 

organizational commitment. It appears that the perception 

of authentic leadership has a significant effect on 

organizational commitment. The perception of authentic 

leadership has a significant effect on organizational 

commitment and is approximately 22% explanatory (R² = 

0.213). Based on this, it can be said that as the perception 

of authentic leadership increases, organizational 

commitment will also increase. 

 

Discussion and Conclusion 

 

When the results of the research are evaluated in 

general; It appears that the perception of authentic 

leadership has a significant effect on organizational 

commitment. The perception of authentic leadership has a 

significant effect on organizational commitment and is 

approximately 22% explanatory (R² = 0.213). This result is 

similar to studies in the literature. Alinezhad et al. (2015) 

found a positive significant relationship between teachers’ 

authentic leadership perceptions and their organizational 

commitment. Alomari et al. (2019) stated in Jordan that the 

effect of authentic leadership on organizational 

commitment was statistically positive and significant. In 

their study, Tijani and Okunbanjo (2020) found a 

significant positive relationship between authentic 

leadership perceptions and organizational commitment of 

employees working in the field of information technology. 

Looking at the demographic results; According to 

gender, it has been determined that men have more 

authentic leadership perceptions than women. According 

to education level; It appears that authentic leadership 

perception and organizational commitment do not differ. 

When examining whether employees’ authentic leadership 

perceptions and organizational commitments vary 

according to their age; It is seen that the perception of 

authentic leadership and organizational commitment differ 

according to age. While employees between the ages of 36 

and 40 have higher perceptions of authentic leadership; 

Organizational commitment of those between the ages of 

41 and 45 was higher. These results are similar to those of 

studies in the literature. Topal (2019) determined that 

gender and educational status play an effective role in the 

process of authentic leadership behaviors that affect 

organizational commitment. Mathieu and Zajac (1990) 

stated that personal factors are among the most important 

factors affecting organizational commitment; He stated 

that the employee’s age, gender, education level, and 

marital status. Abac (2021) states that the employee's 
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organizational commitment is directly proportional to his 

age; He mentioned an inverse relationship between 

education levels and organizational commitment. When 

the results obtained in this context are evaluated; It is seen 

that employees' perception of authentic leadership returns 

to the company as a higher organizational commitment. A 

higher organizational commitment will bring many 

positive outcomes for the business and the employee and 

will give the business a competitive advantage. Although 

the institution examined is a public institution, the process 

is thought to be similar for private sector institutions. It is 

recommended that managers working in the Agriculture 

and Forestry service branch be given training to increase 

authentic leadership behaviors. Since organizational 

commitment increases with age, it is necessary to ensure 

the continuity of senior staff in the institution. Satisfaction 

levels of highly educated personnel should be increased to 

prevent them from changing institutions. Additionally, 

more investment should be made in the sense of 

organizational justice to ensure labor peace. This research 

has a time constraint. Conducting a different sampling and 

spatial study on this issue in the future may yield different 

results. 
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