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Abstract

The aim of this study is to investigate the predictive relationship between
authentic leadership and trust to supervisor. The data were collected from 104
employees from a variety of jobs and industries in a collectivistic culture, Turkey. In the
scope of this study, existing scales are used to collect data. Employees completed the
ten-itemed one factor solution trust to supervisor scale and sixteen-itemed four factor
solution authentic leadership scale. Structural equation modeling was conducted to test
the research hypothesis. The structural equation modeling results showed a strong
positive relationship between authentic leadership and trust to supervisor. The results
are discussed along with practical implication, suggestions for future research and
limitations.
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0z

Bu arastirmanin amaci otantik liderlik ile yoneticiye gliven arasindaki yordayici
iliskiyi incelemektir. Arastirma verileri, ¢esitli mesleklerde ve sektorlerde ¢alisan 104
kisilik bir 6rneklem grubundan toplulukeu kiiltiirden Tiirkiye’de toplanmistir. Arastirma
kapsaminda verileri toplamak i¢cin mevcut dlgekler kullanilmistir. Calisanlar on ifadeli
tek faktdr ¢ozlimlii yoneticiye gliven Olgcegini ve onalti ifadeli dort faktér ¢éziimli
otantik liderlik 6lgegini doldurmuslardir. Arastirma hipotezini test etmek i¢in yapisal
esitlik modellemesi uygulanmistir. Yapisal esitlik modellemesi sonuglar1 otantik liderlik
ile yoneticiye gliven arasinda gii¢lii olumlu iliskinin var oldugunu gostermistir. Sonuglar
tatbiki miimkiin uygulamalar, gelecek arastirmalar icin oOneriler ve kisithliklar
cercevesinde tartisiimistir.
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Introduction

Since the ancient times, philosophers and thinkers have been focusing on the
concept of happiness and trying to understand the factors that make human beings
satisfied and happy. Organizational behavior researchers have developed various
models that explain the external/internal factors affecting the happiness. One of the
most significant factors that affect well-being of the employees in work life is the
leadership style of supervisors. According to Wayne, Shore, and Liden (1997: 103): the
exchange between an employee and his or her direct supervisor is the primary determinant
of employee behavior. Social exchange theory (Blau, 1964) highlights reasons for the
outcomes of attitudes and behaviors of leaders and employees. That is; various work
roles, exchanges and negotiation (Dienesch & Liden, 1986) between leader and
employee determine the relationship between the two. According to Blau (1964) social
exchanges can only be developed under trust, loyalty and commitment and all of these
are related with the attributions of actors of the exchange relationship (Konovsky &
Pugh, 1994). Considering these issues, when leaders in organization know and act upon
their true values and present their authentic self they would be likely to win the respect
and trust of followers (Walumbwa, Avolio, Gardner, Wensing, & Peterson, 2008).
Following this idea, in the present study relationship between leader and follower was
examined at the individual level, direct manager of an employee was accepted as the
leader.

Literature Review
Authentic Leadership and Trust to Supervisor

Authenticity, origins from Greek authentikos, is defined by Merriam-Webster
dictionary as “true to one’s own personality, spirit, or character”. Researchers theorize
that some leaders are seen as effective because they exhibit a style labeled “authentic
leadership”. Avolio, Luthans, and Walumbwa (2004: 4) define authentic leaders as
“those who are deeply aware of how they think and behave and are perceived by others as
being aware of their own and others’ value/morale perspectives, knowledge, and strengths;
aware of the context in which they operate; and who are confident, hopeful, optimistic,
resilient, and of high character”. According to theoretical frame developed by Gardner,
Avolio, Luthans, May and Walumbwa (2005) authentic leadership has four dimensions:
self-awareness refers to awareness of both individual’s strengths and weaknesses as
well as the multiple self-nature. Self-awareness shows the way of deriving meaning of
the world that leads to self-perception of an individual over time (Walumbwa et al.,
2008). Relational transparency refers to presenting one’s authentic (real) self rather
than opposed to a fake or distorted self to other people. This kind of behavior triggers
trust through individuals that include sharing information openly and expression of
individual’s true feelings and ideas as well as trying to minimize displaying of improper
emotions (Kernis, 2003). Balanced processing refers to an absence of denials,
exaggerations, distortions, or ignorance of internal experiences, private knowledge, and
external evaluations of the self as a basic element of authenticity (Kernis, 2003). Such
leaders also analyze objectively all relevant data before making a decision. Finally,
internalized moral perspective refers to what degree the leader sets a high standard
for moral and ethical conduct for his/her decisions and behaviors. Many researchers
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(Luthans & Avolio, 2003; May et al, 2003; Avolio & Gardner, 2005) claimed that the
construct of authentic leadership needs to have a positive moral/ethical component.
According to Gardner et al. (2005) it is expected that leaders who are self-aware, who
engage in balanced processing of self-relevant and other information to arrive, who are
more transparent in their relationship and who exhibit moral perspective would be
perceived by their followers as a more authentic in leadership.

Trust refers to one’s expectations, assumptions or beliefs about the likelihood
that another’s future actions will be beneficial, favorable, or at least not detrimental to
one’s interests (Robinson, 1996: 576). The importance of trust is labeled as
interpersonal trust in organizations. According to Tzafrir and Dolan (2004) one of the
most critical factor that affects leader-subordinate relations is interpersonal trust.
Interpersonal trust is defined as “psychological state comprising the intention to accept
vulnerability based upon positive expectations of the intentions or behaviors of another”
(Rousseau et al,, 1998). Mayer et al. (1995) found that supervisor’s ability, benevolence
and integrity are the three main characteristics that are seen as antecedent of trust to
supervisor. It is believed that supervisors’ attitudes and behaviors have great influence
on building and maintaining trust between supervisors and subordinates. In order to
create managerial trust, supervisor should adopt certain behaviors such as behavioral
consistency, behavioral integrity, sharing and delegation of control, communication and
showing of concern (Whitener et al, 1998). Borii (2001) also determined the
characteristics of trustworthy supervisors and emphasized ten dimensions: supportive,
honest and fair, team leader, creator of a positive work atmosphere, self-confident, easy
going, information sharer, trustworthy, competent, empowering and caring.

Avolio and Gardner (2005) proposed that transparency in relationships would
foster trust by making values, belief, desires explicit for subordinates. When supervisors
act transparently and consistently, their subordinates can predict their supervisors’
intentions and behaviors and build up positive expectations about them. Clapp-Smith,
Vogelgesang, and Avey (2009) found that authentic leadership have positive effect on
trust at the group level. Thus, direct relationship can be expected between authentic
leadership and trust to supervisor.

Research and Methodology
Model and Research Goal
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Figure 1. The Conceptual Model
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As it is indicated in the Figure 1, authentic leadership is expected to increase
employee’s trust to supervisor. Thus, it is hypothesized that

H1: Authentic leadership has a positive contribution on employee’s trust to
supervisor

Data Collection and Participants

The data of this study were collected from the employees who work in public and
private companies in Turkey using an online survey with a convenience sampling
method. The questionnaire involved three parts and each consisted of one variable and
demographic information. The aim of the study, a full confidentiality guarantee was
introduced in the first page of the questionnaire. The participants of this study were 104
employees (57 females, 47 males; 53 married, 51 single; Mage = 35.8 years, SD = 8.2).
Respondents had experience in their firm with an average of 7.5 years, and 13 years in
their total experience. Education level of employees were at and above graduate degree;
fifty-one employees (49%) had graduate degrees; forty-one employees (39%) had
master and doctorate degrees. Forty-five participants were the employees of public
(43%) whereas fifty-nine of them were the private sector employees (57%). Forty-seven
employees have management role in their firm (45%).

Measurement

Trust to supervisor was measured with ten-itemed scale developed by islamoglu,
Birsel and Bérii (2007). Sample item for the scale is; my supervisor shares her/his
knowledge. One-factor solution confirmatory factor analysis demonstrated that it fit the
data well and the scale exhibited a high composite reliability and validity (CR =.95; AVE
= .64). Responses were made on a six-point Likert-type scale ranging from 1= strongly
disagree to 6= strongly agree.

Authentic leadership was measured with sixteen-itemed scale developed by
Gardner et al. (2005). It includes four dimensions: self-awareness (4 items), balanced
processing (3 items), relational transparency (5 items), and internalized perspective (4
items). The scale exhibited a high composite reliability and validity (CR and AVE for Self-
awareness and balanced processing= .94, .62; CR and AVE for transparency and
internalized perspective = .89, .56). Responses were made on a six-point Likert-type
scale ranging from 1= never to 6= always.

Analysis and Results

Research model proposed in Figure 1 was tested through performing structural
equation modeling (SEM). Global assessments of model fit were based on several
goodness-of-fit statistics. Goodness-of-fit index (GFI), adjusted goodness-of-fit index
(AGFI), comparative fit index (CFI), normed fit index (NFI), root mean square error of
approximation (RMSEA), Tucker-Lewis index (TLI), and standardized root mean square
residual (SRMR) were calculated.

Findings
The means and standard deviations are shown in Table 1. The subscales of

authentic leadership; transparency and internalized perspective and self-awareness and
balanced processing showed means of 3.16 (sd = 1.21) and 2.85 (sd = 2.85) respectively.
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The means of authentic leadership was 3.80 (sd = 1.05) and trust to supervisor was 3.38
(sd = 1.37). Correlations for research variables are shown in Table 2. The bivariate
correlations indicate that all variable have positive and high relationship with each
other. Authentic leadership dimensions are significantly inter-correlated. The highest
correlation is seen between authentic leadership and its dimension of self-awareness
and balanced processing. On the other hand, the lowest correlation is seen between trust
to supervisor and transparency and internalized perspective.

Table 1. Means, Standard Deviations and Correlations
Mean | Std.D.
1 | Transparency & Internalized perspective | 3.16 1.21

2 | Self-awareness & Balanced Processing 2.85 1.17
3 | Authentic Leadership 3.80 1.05
4 | Trust to Supervisor 3.38 1.37

Note. N=104, **p< .01 (2-tailed)

Table 2. Correlations between Variables

1 2 3 4
1 | Transperancy&Internalized perspective -
2 | Self-awareness&Balanced Processing .768%* -
3 | Authentic Leadership .894%**% | 971** -
4 | Trustto Supervisor 724*% | 855%* | 859%* | -
Test of the Model

The structural model is evaluated via standardized path coefficients, their
significance level (t-statistics) and R2 estimates. The analysis resulted with GFI= .992,
AGFI =.952, CF1 =.998,.991, RMSEA =.050, TLI =.994, SRMR =.0590.

Table 3 represents the results of structural model. It was seen that authentic
leadership has contribution on trust to supervisor (f = 85, p <.001). The R? of trust to
supervisor is 0.72 which shows that the exogenous variable authentic leadership have
explanation power more than 70% of the variance of trust to supervisor. R2 value is
greater that the recommended value of 0.10 (Falk & Miller). In the light of these findings,
hypothesis 1 is supported. It can be concluded that there is a positive relationship
between authentic leadership and trust to supervisor.

Table 3. Hypothesis Test
Research hypothesis B t-value R2 Results

Authentic Leadership-->Trust to supervisor | .85 | 16.566*** | .72 | Supported

4 <001

-182 -



Zeynep Merve Unal, “Meaningful Connections: Authentic Leadership and Trust”, Istanbul Gelisim University
Journal of Social Sciences, 6 (GELISIM-UWE 2019 Special Issue), October 2019, pp. 178-185.

Discussion and Conclusion

In this study, the contribution of authentic leadership on trust to supervisor has
been investigated. The result indicates authentic leadership explain trust to supervisor.
It can be concluded that authentic leader enables unconditional trust between the leader
and his/her followers through introducing himself/herself as the way he/she is, being
open and clear, being consistent with his/her values and behaviors. This kind of
interaction helps followers to take responsibility more eagerly (Mayer et al, 1995) and
thus, results in desired individual outcomes in organizations like trust to supervisor.

This study suggests that as the employees perceive their leaders as more
authentic they would likely to trust to leaders more. In organizations, in order to build
trust to leaders, characteristics of authentic leadership can be enhanced via trainings or
creating engaged and ethical organizational culture/climate by top management.
Isaksen (2007) suggests that required climate creation is the responsibility of leadership
within any organization. In future studies, organizational reciprocal relationship
between organizational clime and authentic leadership can be studied.

One of the most crucial limitations of this study is the number of sample. Though
104 individuals were included from different sectors, this figure is not enough for the
generalizability of the study. Data is collected at one point of time. Therefore, causal
relationship is not available. Another limitation is the term “authentic leadership” is a
relatively new concept and there have not been adequate empirical studies on this
concept. Though the Turkish version of the authentic leadership scale was first
introduced by Gardner et al. (2005) we do not have sufficient information about the
cultural compatibility of the scale.
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Ozet

Bireylerin ozlerinde iyi olma ve iyi olana déniisme egilimleri oldugunu éne siiren
pozitif psikoloji, drgiit temelinde 6rgiitiin gliclii ve olumlu yénlerine odaklanarak en iyi
olana ulasmay! hedef alir. Bireyin kisiligine, ruhuna ve karakterine uygun davranmasi
olarak tanimlanan otantiklik pozitif psikoloji olarak ele alinirken pozitif érgiitsel davranis
alaninda otantik liderlik tarafindan diisiincelerinin, davranislarinin derinlemesine
farkinda olan, baskalart tarafindan da deger/ahlak bakis acisina, bilgisine, gii¢lii yénlerine
sahip oldugu seklinde algilanan ve bunlari nerede kullanacagini bilen, kendisine gtivenen,
umutlu, iyimser, direngli ve ahlakli birey olarak ele alinmaktadir. Otantikligin temelinde
kendini bilme ve her kosulda bu bakis acisi ile davranma yatar.

Otantik liderlik dért boyut ile ele alinmgtir. [k boyut olan éz-farkindalik bireyin
giiclii ve zayif yanlarinin farkinda olmasi, kisiligi ve duygulart hakkinda bilgi sahibi
olmasini icermektedir. Dolayisi ile otantik liderler erisilebilir ve gercek hedefler koyarlar.
Otantik olmak bireyin degerleri, duygulari ve inanglari temelinde ve kendi benligi ile uyum
icerisinde hareket edebilmesi ile ilintili oldugu vurgulanmaktadir. Ikinci boyut olan
iliskilerde seffaflik bireyin diger insanlar ile kurdugu iliskilerde gercek olmast “sahte
olmamast” anlamini icermektedir. Hesap verilebilirlik durumunun vuku buldugu iliskilerin
baskin olmast lider-iiye iliskisine ve daha saglam paydas iliskilerine olumlu yénde katkida
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bulunur. Ugtincti boyut olan bilgiyi dengeli ve tarafsiz degerlendirme bireyin kendisi
hakkindaki degerlendirmeyi inkdr etmeden, abartmadan, carpitmadan veya gérmezden
gelmeden yapmasi olarak ifade edilmektedir. Bireyin olumlu ve olumsuz yénlerini
kabullenmesi ve objektif bir sekilde degerlendirmesini icermektedir. Bahsi gecen objektiflik
neticesinde takipgilerde adalet algisi olusmakta ve lider takdir edilmektedir. Dérdiincti
boyut icsellestirilmis ahlak anlayisi olarak ifade edilirken bireyin karar alirken ytiksek
ahlaki standartlar ve yetenekler ile hareket edebilmesi olarak tanimlanmistir. Oz-
farkindaligy, iliskilerde seffaflig, bilgiyi dengeli ve tarafsiz degerlendirmesi, i¢sellestirilmis
ahlak anlayist yiiksek olan liderler ¢alisanlar tarafindan otantik olarak
degerlendirilmektedir.

Giiven “bir tarafin diger bir tarafin ¢ikarlarina zarar vermeyecegine ve aleyhinde
davranmayacagina dair beklentileri, varsayimlari veya inanglart” olarak tanimlanmistir.
Lider-iiye iliskisinde ise giiven coklukla kisiler arast giiven olarak ele alinmaktadir.
Kisilerarasi giiven ise “karsi tarafin niyet ve davranislarina dair olumlu beklentiye dayali
savunmasiz olmayt kabul etmeyi igeren psikolojik durum” olarak tanimlanmistir.
Yoneticinin yetenegi, yardimseverligi, karakter Dbiitinliigii yéneticiye giivenin temel
énciilerinden olarak gésterilmistir. [liskilerde seffaflik yonetici hakkinda calisanlara daha
cok bilgi vermesi agisindan kisilerarasi gtiveni arttirmaktadir. Ayrica, otantik lider grup
diizeyinde giiveni arttirmaktadir. Bundan dolayi, otantik lider ile giiven arasinda
dogrudan olumlu bir iliski olmast beklenmektedir.

Arastirmanin drneklemini kolayda ulasilabilir 6rneklem yéntemi ile kamu ve ézel
sektorde calisan 104 katilimci olusturmaktadir. Yéneticiye giiven élcegi 10 ifadeli élcek ile
olciilmiistiir. Dogrulayici faktér analizi (DFA) sonuglari élgegin yiiksek bilesik gecerlilik ve
giivenilirlige sahip oldugunu gdstermistir. Otantik liderlik on alti ifadeli dlgek ile
olciilmiistiir. DFA sonuclart dlgegin yiiksek bilesik gegerlilik ve gtivenilirlige sahip oldugunu
gostermistir.

Korelasyon sonuclart otantik liderlik ile yéneticiye giiven arasinda olumlu ve
yiiksek iliski oldugunu gostermistir. Yapisal esitlik modelin (YEM) sonuglart modelin veri
ile uyumlu oldugunu géstermistir. YEM sonuclart otantik liderligin ydneticiye giiven
tizerinde anlamli katkiya sahip olduguna dair kurulan hipotezi dogrulamistir.

Yunan felsefesinde, kendini bilme olarak ifade edilen otantiklik Orgiit temelinde
bireyin kendi alaminda usta olmasi olarak ifade edilmektedir. insan kaynaginin, deger-
davranis biitiinliigiiniin ¢cok daha fazla énem kazandigi giiniimiizde éne ¢ikan en énemli
orgiitsel degiskenlerden biri liderliktir. Otantik liderligin ydneticiye giiven iizerindeki
katkisinin incelendigi bu arastirma sonucunda otantik liderligin yoneticiye giiven lizerinde
aciklayiciliga sahip oldugu bulgulanmigstir. Oldugu gibi goriinen, acik ve net olan,
degerlerine gore davranan lider, ¢alisan ile giiven iliskisi icinde olmaktadir. Bir baska
deyisle; diirtist, tutarli, biitiinliik icinde tutum sergileyen, séyledigi ile yaptigi bir olan
liderler kendisine karsi giiven duygusunun olusmasini saglamaktadir.

Arastirma sonuglari, érgiit ortaminda oOnem ihtiva eden giiven kavraminin
olusmasinda otantik liderligin elzem oldugunu vurgularken bir yandan da otantik
liderligin kurum ici egitim, etik/adanmigs oOrglit kiiltiirii ve iklimi ile ortaya ¢ikabilecegini
onermektedir.

Arastirmanin en onemli kisitliligi 6rneklem sayisinin yeterli diizeyde olmayisindan
dolayi sonuglarin genellenmesinin miimkiin olmamasidir. Daha genis bir érneklem grubu
ile genellenebilir citkarimlar yapilabilecektir. Veriler tek seferde toplandigindan ve
arastirma kesitsel oldugundan sebep-sonug iliskisi yapilamamaktadir. Bir baska kisitlilik
ise otantik liderligin gérece yeni bir kavram olmast ve hakkinda yeterince gérgiil
arastirma olmamasidir. Bu bakimdan, daha kapsamli ve ézgiin saha arastirmalarina
ihtiya¢ duyulmaktadir.
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