
  ABSTRACT  

DEGREENIA, ALYSSA ROSE. Understanding Perceptions of Authentic Leadership, Job 

Satisfaction, and Organizational Commitment of Faculty at Land Grant Universities in the 

Colleges of Agriculture in the Southeast Region. (Under the direction of Dr. Jacklyn Bruce). 

 

Positive, effective leadership is needed in institutions of higher education. This research 

study explored the relationships between perceptions of authentic leadership of those in 

departmental leadership positions, job satisfaction, organizational commitment, and demographic 

variables among faculty in colleges of agriculture at land-grant institutions in the southeast 

region of the U.S. The intent of this study was to determine if faculty perception of authentic 

leadership of department heads positively affects their job satisfaction and organizational 

commitment. 56 participants completed of three questionnaires; Authentic Leadership Inventory 

(ALI), and Organizational Commitment Questionnaire (OCQ) as well as demographic variables 

(type of land grant institution, tenure track status, responsibility of primary appointment, length 

in position, age, and ethnicity).  This descriptive correlational survey research revealed there 

were no statistical differences between perceptions of authentic leadership and any of the 

demographic variables. Results from this study did indicate a significant positive relationship 

between perceived authentic leadership and job satisfaction among faculty in colleges of 

agriculture. This study also supported a significant positive relationship between perceived 

authentic leadership and organizational commitment among faculty in colleges of agriculture. 

The results of this study strengthen existing literature on the relationship between authentic 

leadership and job satisfaction as well as between authentic leadership and organizational 

commitment. Specifically this adds to the literature on faculty in higher institutions.  
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CHAPTER 1: INTRODUCTION 

 The quest for effective leadership continues to be an ongoing challenge for people of all 

disciplines across all industries. This effective leadership is important as it contributes to 

successful, productive organizations and positive well-being of followers (Steinbach, 1999; 

Conger, 1999). As leadership is a frequently demonstrated phenomenon, the study of quality of 

leadership is important (Marques, 2015). Effective leadership is necessary throughout the world 

and specifically in higher education institutions as these institutions are facing increased 

scrutiny, competition, and managerialism (Szekeres, 2004). While similar challenges are 

experienced in all industries, higher education occupies a unique position given its role in the 

development of new knowledge and dissemination of existing knowledge (Jones, Lefoe, Harvey 

& Ryland, 2012). Existing research on effective leadership for higher education has been unable 

to identify a single successful approach to leadership, although it has been determined that there 

is a need for leaders to create an environment for faculty to improve work outcomes (Bryman & 

Lilley, 2009). Not only is effective leadership important as it impacts success of organizations, 

but it also impacts the general well-being of those working in the organizations and leads to 

higher job satisfaction and organizational commitment (McNeese-Smith, 1996). If departmental 

leaders have an effect on the job satisfaction and organizational commitment of tenured and 

tenure-accruing faculty in the colleges of agriculture this will ultimately cause increased 

organizational effectiveness. 

Authentic leadership is an emerging leadership theory developed in response to poor 

leadership practices in order to develop better leaders to improve work outcomes (Avolio & 

Luthans, 2003).  Authentic leadership focuses on and promotes positive psychological capacities 

and positive ethical climates (Walumbwa et al., 2008). There is a call for authentic leaders in 
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today’s society, generally, and in higher education specifically (Fehlis, 2005). While authentic 

leadership has been found to have positive effects in organizations there is still a limited amount 

of empirical research related to higher education institutions and because of the emergence of the 

theory and the practical implications, there is a need (Gardner et al., 2011). There is a gap in 

research when looking at faculty perceptions of departmental leaders’ authentic leadership 

behaviors. Other theories of leadership have been explored with departmental leaders, such as 

transformational and transactional leadership but this has been limited (Bryman & Lilley, 2009).  

While there has been limited research focused on effective leaders in higher education, there has 

specifically been limited research on the means for increasing leadership effectiveness 

particularly at the departmental level (Harris et al., 2004). The nature of authentic leadership is 

so important that learning more about the process can be beneficial to the professional 

development of those in departmental leadership positions. Strengthening higher education 

institutions and the effectiveness of its individual leaders is an important concern because of the 

role higher education plays in the greater social society (Astin & Astin, 2000).  

 Land-grant institutions across the United States play a significant role in research, 

extension, and education to improve the world in which we live. These institutions have been 

successful in combining higher education into daily life and stimulating the progress of agrarian 

and industrial societies of the past, along with offering the potential to meet the today’s 

challenges (Spanier, 1999). Colleges of agriculture in land-grant universities are at the forefront 

for generating new knowledge, applying the knowledge to problems in society, and extending 

the knowledge to the public (Schuh, 1986). There are113 land grant institutions throughout the 

United States in which millions attend each year. These land grant institutions are combatting the 



 

3 

challenges and problems created by the growing world population and other factors impacting 

the agricultural industry (Grant, Field, Green, & Rollin, 2000).  

Effective and positive leadership is needed at all levels of an organization and 

specifically at the departmental level within universities (Yamasaki, 1999). Departmental leaders 

in College of Agriculture play a large role in impacting the faculty and faculty play a large role 

in impacting the students (Astin & Astin, 2000) and the future of the agricultural industry (Grant 

et al., 2000). College of Agriculture departmental leaders are responsible for working with the 

faculty, students, and external stakeholders; they have a challenging position because of their 

roles and responsibilities (Stanly & Algert, 2007). Due to the responsibility of being in the 

primary leadership role in the department, departmental leaders have the ability to influence 

other faculty members and students as potential leaders (Astin & Astin, 2000).  Departmental 

leaders need strong leadership skills due to the impact they have on others. This creates an even 

greater demand for authentic leaders as they have been found to attain greater performance and 

productivity by their followers (Chan, Hannah & Gardner, 2005). However, there is a general 

lack of research associated with the leadership practices of those in departmental leadership 

positions (Leaming, 2007).  

Leadership of an organization affects organizational outcomes and influences those 

served by the organizations (Bass, 1985). It is no different when describing academic 

departments as effective departmental leaders also leads to effective departments (Stanley & 

Algert, 2007). The organizational outcomes of job satisfaction and organizational commitment 

are important especially in higher education (Fehlis, 2005). When the level of job satisfaction 

and organizational commitment is decreased it has negative impacts on the well-being of the 

faculty, their impact on students, and productivity (McNeese-Smith, 1996). When job 
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satisfaction and organizational commitment are negatively impacted by leadership, job 

performance decreases across all disciplines (Yilmaz, 2014). Departmental leaders provide 

leadership for the faculty and play a pivotal role in fostering job satisfaction and organizational 

commitment among their faculty through their decisions and organizational culture they create 

(Astin & Astin, 2000; Tucker, 1984; Jachowicz, 2016). Demographic variables such as age have 

also been included in previous authentic leadership studies as they may influence the other 

variables or work outcomes (Walumbwa et al., 2008). Due to the constantly changing 

environments of today’s society (Gordon & Yukl, 2004), the large complex role that 

departmental leaders play in higher education institutions, (Stanly & Algert, 2007) and the ability 

of authentic leaders to be effective leaders (Chan et al., 2005) it is important to continue research 

of authentic leadership and its impacts in higher education. 

For this first chapter of the dissertation the background for the study is presented, the 

statement of the problem and purpose of the study, as well as definitions, assumptions and 

limitations.  

Conceptual Framework 

 A conceptual framework is used to build the foundation of the specific study and describe 

the way the researcher will explore the information (Rocco & Plakhotnik, 2009).  The conceptual 

framework is important because it is founded on the literature and guides the research. For this 

specific conceptual framework, leadership, authentic leadership, job satisfaction, organizational 

commitment, higher education institutions, land-grant institutions and roles of departmental 

leaders will be described to further situate the exploration in this study. 

 There is a distinct difference between a conceptual and theoretical framework. The 

theoretical framework focuses on the many investigations that have already been completed to 
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determine more about the occurrence of the phenomenon (Regoniel, 2010). Theoretical 

framework in quantitative research involves the presentation of a general theory (Creswell, 

2003). Theoretical framework is a broader representation of relationships within a phenomenon, 

whereas conceptual framework specifies the variables being explored (Regoniel, 2010). Both are 

needed in research in order to guide the study.  

Leadership 

 A commonly accepted principle among leadership scholars is that leadership is a process 

that focuses on the relationships between leader and follower (Northouse, 2016). According to 

Northouse (2016), leadership is “… a process whereby an individual influences a group of 

individuals to achieve a common goal” (p. 6). Leadership is no longer described in terms of 

individual characteristics, but rather depicted as shared, relationship-oriented, strategic, global 

and complex social dynamic behaviors (Avolio, Walumbwa, & Weber, 2009). The process of 

leadership can be described as a “social construct that is derived from observations made about 

specific interactions within a society” (Astin & Astin, 2000, p. 6). Scholars further accept that 

leadership is available to everyone and not restricted to people based on traits or skills 

(Northouse, 2016). Leadership done well can have a positive influence on organizations and 

employees. Increased positive leadership has been found to trickle down to employees and 

predict greater positive outcomes including performance, satisfaction, commitment, wellbeing, 

and organizational citizenship behaviors (Youssef-Morgan & Luthans, 2013). Leadership can be 

seen as a multiplier that produces a virtuous cycle of performance and learning for leaders, 

followers, and organizations (Chan, Hannah, & Gardner, 2005). Positive leadership can also be 

found to improve outcomes outside of the workplace including health and relationships 

(Youssef-Morgan & Luthans, 2013). 
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 Leadership done poorly has a negative effect on employees and can lead to decreased 

employee retention, declining motivation, social problems, poor work quality, and even poor 

personal health of employees (Bachmann, 2017). However, many human resource departments 

do not give as much attention to the leaders as they do to regulations when trying to determine a 

solution to organizational issues (Winstanley & Woodall, 2000).  

Conger (1999) states “today strong leadership is often viewed as one of the most 

important keys to organizational growth, change, and renewal” (p.1). Effective, positive 

leadership is needed to combat issues in today’s society.  

Bennis (2007) states that the four major threats to the world are (1) a nuclear or 

 biological catastrophe, whether deliberate or accidental; (2) a world-wide epidemic; (3) 

 tribalism and its cruel offspring, assimilation; (4) and the leadership of human 

 institutions. Without exemplary leadership, solving the first three problems will be 

 impossible. With it, we will have a better chance. Further, Bennis explains the noble  

hope of advancing the empirical and theoretical foundation of leadership could influence 

the course of leadership and eventually, the quality and health of our lives. (p. 5). 

 

Heifetz (1994) also indicates that the problems and challenges we face today will call for 

new creative solutions that will require a new kind of leadership. These world challenges have 

added to necessity for positive leadership (Northouse, 2016).  Negative environmental and 

organizational forces have furthered the interest in the development, understanding and study of 

authentic leadership, a positive leadership construct (Avolio & Gardner, 2005).  Authentic 

leadership can lead to increased job satisfaction, and organizational commitment. 

Authentic leadership 

 The world needs leaders who understand themselves, lead with integrity, and strive for 

higher ethical values (Avolio & Walumbwa, 2006).  Authentic leadership is a relatively new 

leadership concept and has been important to scholars and practioners across both the private and 

public sector for the past decade (Dugan, 2017).  
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 Authentic leadership was developed to encourage a combination of “good”, positive 

leadership and positive organizational behavior (George, 2003; Walumbwa & Wernsing, 2013). 

The positive organizational approach emphasizes confidence, self-efficacy, subjective well-

being, and emotional intelligence while focusing on the strengths of the people in the 

organization (Luthans, 2002). Authentic leadership competencies can improve organizational 

functioning, employee inclusion, self-esteem, and commitment (Cottrill et al., 2014). Authentic 

leader behaviors include honesty, fairness, integrity, and openness (Brown & Treviño, 2006). 

Positive organizational scholars believe authentic leadership contributes to the resilience of 

employees and individual productivity levels (Zehir & Narcikara, 2016). Authentic leaders are 

able to work with diverse organizational cultures which is important in an increasingly global 

society (Avolio & Walumbwa, 2006).  The authentic approach to leading is desirable and 

effective for achieving positive outcomes in organizations (George et al., 2007). Use of authentic 

leadership behaviors ultimately makes organizations more profitable and successful.  

Authentic leadership is seen as an interactive, trustworthy, and genuine relationship that 

develops between leaders and followers (Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 

2008).   Job satisfaction and organizational commitment are linked to employee well-being and 

higher job performance (Wood et al., 2012; Panaccio & Vandenberghe, 2009).  Employee job 

satisfaction and organizational commitment are highly desirable employee attributes in today’s 

organizations (Avey, Avolio, Crossley, & Luthans, 2009). Authentic leaders support follower’s 

self-determination which has a positive influence on follower well-being through job satisfaction 

and organizational commitment (Ilies et al., 2005). Avolio, Gardner, Walumbwa, Luthans, and 

May (2004) argued for indirect and direct effect of authentic leadership on organizational 

commitment and job satisfaction of employees. Higher levels of positive emotions brought about 
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through authentic leadership behaviors including balanced processing and relational 

transparency- increased commitment- satisfaction- and other positive work outcomes (Avolio et 

al., 2004, Gardner et al., 2005). Work engagement and employee well-being has been found to 

be very important both practically and theoretically. Therefore, researching the positive effects of 

authentic leadership (and other outcomes such as job satisfaction and organizational 

commitment) becomes essential (Gardner, Cogliser, Davis, & Dickens, 2011). The outcome 

variables of employee job satisfaction and organizational commitment were selected because 

they are more theoretically relevant to authentic leadership than other variables (Gardner, 

Avolio, Luthans, May, & Walumbwa, 2005; Ilies et al., 2005). 

Job Satisfaction 

 Leadership behavior has a significant link to job satisfaction (Ismail, Mohamed, Hamid, 

Sulaiman & Girardi, 2011). Job satisfaction is defined as “... a pleasurable or positive emotional 

state resulting from the appraisal of one’s job or job experiences” (Locke, 1976, p. 1304).  

Bennis (2007) indicates that “leadership affects the quality of our lives” (p. 2). The main reasons 

employees quit their job are connected to employer behavior including: how valued the 

employee feels, the company culture, and the employee’s perception of opportunities 

(Heathfield, 2016).  If leaders want to have satisfied employees, employees must feel appreciated 

and empowered. Specifically faculty feel satisfied if leaders are encouraging of their teaching 

and research related activities (Oshagbemi, 1997). In those cases, employees are more likely to 

have higher job satisfaction, leading to success in their positions (Knicki & Fugate, 2016). 

Human resources are valuable assets to an organization because keeping employees satisfied, it 

enables the company in a positive direction towards increased productivity. 
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Low faculty job satisfaction or organizational commitment negatively effects the 

organization including negatively impacting the psychological state and well-being of the 

individual (Gardner et al., 2011). According to research, well-being is consistently associated 

with happiness and happiness is continuously associated with work performance (Lyubomirsky, 

King, & Diener, 2005). When job satisfaction is low, the productivity of the individual is 

negatively impacted (Pfeffer & Langton, 1993).  Job dissatisfaction is also related to turnover, 

which becomes costly to the organization (Hinshaw, Smeltzer, and Atwood, 1987). Job 

satisfaction, impacted by positive leadership behaviors, is found to have a positive impact 

(Morana, 1987).   

A successful organization understands the importance of treating their employees well, 

thereby improving their emotional well-being.  When employers utilize authentic leadership 

behaviors, employee mood and satisfaction improves alongside commitment and performance in 

organizations (Gardner & Schermerhorn, 2004). Job satisfaction and job performance are 

influenced each by the other, so when trying to improve job performance, job satisfaction cannot 

be overlooked (Judge, Bono, Thoresen, & Patton, 2001). This creates a positive cycle: with good 

leadership, comes higher job satisfaction, and higher job satisfaction creates improved 

performance from which the organization continues to benefit.  

Follower perceptions of authentic leadership have been found to predict employee job 

satisfaction (Černe, Jaklič, & Škerlavaj, 2013). Higher levels of perceived authentic leadership 

attributes have also been found to be related to higher levels of job satisfaction (Černe et al., 

2013).  While there has been limited research in how authentic leadership relates to job 

satisfaction in higher education, leadership style has been found to have an impact on job 

satisfaction (Bogler, 2001). Authentic leaders develop authentic followers and positive 
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psychological capital which allows leaders to reach their own goals and creates an environment 

in which everyone feels accepted (Gardner et al., 2005). When employees feel genuinely 

supported they are more satisfied with their work (Walumbwa et al., 2008) and job satisfaction 

increases (Judge, Heller, & Mount, 2002).  

Job satisfaction is also linked with increased organizational commitment. When people 

are satisfied with their job and committed to the organization they are more likely to be 

productive. Greater employee productivity leads to greater organizational success.  

Organizational Commitment  

Organizational commitment is “the relative strength of an individual’s identification with, 

and involvement in, a particular organization” (Mowday, Steers, & Porter, 1979, p. 226). 

Managers across the world are faced with the challenge of retaining employees, particularly in an 

era of financial constraints and competition (Chordiya, Sabharwal, & Goodman, 2017). Leaders 

across all industries are faced with the challenge of doing more with fewer resources. 

Organizational commitment is an important component in determining employee turnover 

leading to decreased productivity (Porter, Steers, Mowday, & Boulian, 1974) and is also related 

to employee performance (Chordiya et al., 2017).  

Employees will have a stronger affective commitment to their organization if they believe 

their organization cares for them (Chordiya et al., 2017). The employees’ level of commitment to 

the organization is likely to fall if they perceive that the organization does not value their 

contributions or well-being (Eisenberger, Huntington, Hutchison, & Sowa, 1986). Follower 

perceptions of authentic leadership have been found to be positively related to organizational 

commitment, which impacts turnover intention (Gatling et al., 2016). When leaders are perceived 

to be authentic they are more likely to be trusted by employees (Perryer & Jordan, 2005).  



 

11 

Specifically in higher education, faculty indicate higher performance if they feel 

committed to their job as their motivation improves, enabling them to want to improve their 

teaching (Narimawati, 2007). The dilemma with faculty commitment at land-grant institutions is 

also the perception the teaching faculty have of not being valued compared to their research 

counterparts (Astin et al., 1999). Leaders play a role in navigating these perceptions of faculty 

leading to greater organizational commitment and performance. Authentic leadership specifically 

improves well-being and encourages positive mental dimensions, (Gatling, Kang, & Kim, 2016) 

thus also improving commitment.    

Considerable research has identified a significant positive relationship between an 

individual's level of organizational commitment with attrition rates, and high turnover among 

faculty creates further issues (Bland et al., 2006). Strong organizational commitment also leads 

to beneficial organizational outcomes (Reichers, 1985). Job satisfaction, productivity and 

organizational commitment are affected by leadership behaviors (Loke, 2001). There has been 

little research done to understand the impacts of authentic leadership on these factors; therefore, 

understanding the impacts of departmental leaders’ authentic leadership on job satisfaction and 

organizational commitment of faculty is necessary. By determining the relationship between 

these two factors, organizations can, in part, determine related leader effectiveness and the 

effectiveness of the organization in general. 

Higher Education  

 Higher education develops human capital and the leaders of the future (Castigilia, 2005). 

Due to the high labor intensity of higher education there is reason for analyzing employee 

attitudes and behaviors that could affect organizational effectiveness (Wilkins, Butt, & 

Hefferman, 2017).  Higher education enrollment has increased and institutions have had to adapt 
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to changing needs of the society (Gumport & Snydman, 2002). Some of these changes have 

arisen from pressures of demand, the cultural shift in the way higher education is viewed, 

structural and managerial diversity, and diversity of university missions, among other things 

(Oshagbemi, 1997).  With increased pressure to improve quality and minimize cost, managers 

and administrators must get more from the faculty and staff for less (Wilkins et al., 2017). 

Greater accountability and competition have become the norm (Castigilia, 2005).  Institutions 

pushed toward new assessment practices and rising competition on the national and global scale 

(Mulligan, 2014). Faculty willingness to engage with students may be negatively affected, as 

time constraints and pressures may negatively impact the psychological well-being of the faculty 

(Castigilia, 2005).  Increased negative impacts can lead to decreased job satisfaction and 

organizational commitment, further leading to decreased productivity. Continued faculty 

commitment and job satisfaction are crucial for institutions to be successful.  

Leadership of these higher education institutions is of primary concern. As Astin and 

Astin (2000) indicate, not only are these institutions responsible for educating future leaders in 

government, business, and society as a whole, these institutions are also responsible for training 

the personnel that will educate the next generation. The leadership of faculty in these institutions 

will have an impact on what students believe about leadership. “Students will implicitly generate 

their notions and conceptions of leadership from what is taught intentionally and unintentionally 

across the educational experience” (p. 7). Furthermore, “the classroom can be a proving ground 

for cultivating the qualities of authenticity” (Astin & Astin, 2000, p.30). 

 A high turnover rate and the need to retain faculty has increased the interest in job 

satisfaction in higher education (Takawira, Coetzee, & Schreuder, 2014). Institutions must have 
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employees who are satisfied and feel committed if they want to have successful and productive 

faculty (Jordan et al., 2017).    

Land Grant Institutions 

Land-grant institutions provide the leadership for agriculture across the United States 

through research, extension, and education.  “The land-grant college of agriculture system was 

mandated to teach such branches of learning as are related to agriculture and the mechanical 

arts”, (National Research Council, 1997, p.1610).  Land-grant institutions were created in 1862 

with the passage of the first Morrill Act to produce an institution in every state, territory, and the 

District of Columbia (National Research Council, 1997). Through the second Morrill Act in 

1890, land-grant institutions expanded to include historically Black colleges located in the 

southern states (National Research Council, 1997).  This also indicates that there is a large scope 

of people influenced by these land grant institutions as they initially created to provide education 

for the common people (National Research Council, 1997). These institutions are funded through 

federal, state, and local government, as well as private funds. Since the start of these land-grant 

college of agriculture systems, the nation has experienced changes in the economy and in the 

farming business (National Research Council, 1997). The agricultural industry needs leaders as 

the industry confronts the challenge of feeding an increasing number of people. The United 

States agricultural industry operates in a globally competitive market, compounding the need for 

trustworthy leaders (Watson, 2005).  Fehlis (2005, p. 6) stated “leadership is unquestionably the 

key factor in determining if the land grant system will be capable of synthesizing future changes 

in demographics, science, technology, educational models, and human needs, and then 

developing a very clear and specific vision for our system.”  

Faculty Demographics 
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Faculty work in a complex environment where the great variety of duties can affect their 

level of job satisfaction (Yılmaz, Celebi, & Cakmak, 2014). Specifically, faculty in land-grant 

institutions have three primary roles of research, extension and education that are believed to 

provide a synergy that facilitates performance in all roles (Bland, Center, Finstad, Risbey, & 

Staples, 2006). Demographic variables have been included in previous authentic leadership 

studies as they may influence the other variables (Walumbwa et al., 2008). While gender and 

ethnicity are commonly used, additional demographics were included in this study to account for 

the different roles faculty play in the department. Such as current faculty rank, primary 

appointment, and length in position.  

Departmental leadership positions, including department heads and chairs, play a role in 

the future direction of their departments, have to complete a variety of different tasks, and 

oftentimes are not trained in leadership skills (Williams et al., 2010) due to the various ways they 

arrive in these leadership positions.  Those in departmental leadership positions have an impact 

on the tenured and tenure-accruing faculty that are in direct contact with the research and 

students.  

Roles of Departmental Leadership Positions 

There is a distinction between those in departmental leadership positions based on the 

terms department head or department chair. Department heads are appointed by the dean with 

some input from faculty, whereas the department chair is elected by the faculty in the department 

(Smith, 2005).    

Some researchers maintain that the departmental leadership position is perhaps one of, if 

not the most, challenging positions in higher education (Bennett & Figuli, 1990). Departmental 

leaders have a unique role in that they are seen as the leaders responsible for communications 
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with the faculty, administration, and external partners (Stanley & Algert, 2007). They provide 

the academic, administrative, and leadership role within the department (McLaughlin, 

Montgomery, & Malpasss, 1975). Departmental leaders who understand how to perform all the 

complexities of their jobs and develop departmental vision are needed (Williams et al., 2010). 

Ineffective, negative leadership at the departmental level is detrimental as it leads to a 

breakdown of the entire organization (Williams et al., 2010). Those in departmental leadership 

positions are important to the department specifically but also to the organization more generally, 

as they help shape the culture of the department and the institution. However, some faculty have 

developed a mistrust of leadership as they do not agree with the decision making of the leaders 

and do not feel as though they have a connected relationship with the leaders (Astin & Astin, 

2000).  

The role of departmental leadership is often very challenging. “The chair is the most 

difficult on campus in many respects. First, the continuous need for attention to details, second 

the need to make decisions which have an impact on the lives of those with whom you also deal 

on a personal basis, and third, when things go wrong the chair carries directly or indirectly a 

good share of the responsibility” (Bennett, 1982, p. 52). Lumpkin (2004) accentuated the 

position almost demands that department chairs come prepared with skills necessary to manage, 

assist, and mediate intrapersonal and interpersonal conflicts. Bowman (2002) argued the real 

work of those in departmental leadership positions is learning how to “invite and orchestrate the 

very penetrating, perceptive, probing questions that can often give rise to the tension, dissent, 

and constructive stress that are absolutely essential to both defining reality and creating positive 

organizational change” (p.160).  Departmental leaders are crucial components as they “have the 

power and responsibility to influence institutional policies and procedures; recommend faculty 
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for appointment, promotion, and tenure; control budgets and class teaching schedules; affect 

student interactions with the institution; and establish or maintain departmental cultures” 

(Tucker, 1984, p.2).  

Many people view the responsibilities of departmental leadership positions favorably 

because of the elevated status, but there is a lack of research associated with departmental 

leadership (Leaming, 2007). It is assumed by most that departmental leaders know all there is to 

know about being leaders by the time they reach this level (Stanley & Algert, 2007). Most 

departmental leaders became faculty members in their field, went through the ranks of faculty, 

and then were selected as departmental leader (Carroll, 1991).  Some departmental leaders 

excelled in their accomplishments as a scholar; and others seek this leadership opportunity to 

learn more about administration with the hope of assuming even higher administrative 

responsibilities in the future (Lumpkin, 2004). 

Gmelch and Miskin (1993) indicate that something should be done in response to the 

“leadership crisis in higher education” (p.183). As although academic leaders have a vital role in 

the success of their departments, only 3 percent of them receive effective training in leadership 

(Gmelch & Miskin, 2011). Oftentimes, departmental leaders are pushed to be better leaders, but 

there is no emphasis on or available developmental training (Cacioppe, 1998). Bowman (2002) 

suggests the “real work of academic chairs demands a diverse set of leadership capabilities: well-

honed communication skills, problem-solving skills, conflict-resolution skills, cultural-

management skills, coaching skills, and transition-management skills” (p. 161). Acquiring 

proficiency in their roles of faculty developer, manager, leader, and scholar necessitates 

leadership development and training (Gmelch & Miskin, 2011). Many departmental leaders find 

moderate to severe difficulty in making the leadership transitions (Gmelch & Parkay, 1999) as 
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many of them previously served as faculty members (Gmelch & Miskin, 2011). More so, those 

serving in formal leadership positions at institutions limit their formation of leadership 

development, believing that it is just for those below them (Astin & Astin, 2000). There is an 

absence of training prior to beginning these departmental leadership roles, but if training could 

be done correctly, it could be very beneficial (Gmelch & Parlay, 1999).  While there are 

currently leadership training programs available to departmental leaders in most higher education 

institutions, most of them only last a couple days or do not cover the necessary components 

(Gmelch & Miskin, 2011). Additionally there has been controversy over what topics to include 

in leadership programs for departmental leaders (Lloyd-Jones, 2012). The Association of Public 

Land Grant Universities does offer their own leadership training, LEAD21, for those that work in 

land grant institutions however, there is an application process, travel, and expenses involved.  

Leadership trainings need to be focused, effective leadership skills need to be implemented in 

these trainings, and they need to be easily available to all. If leadership is seen as an ongoing 

process, it makes sense to have ongoing leadership development and training at all levels within 

a department, particularly because positive and effective leadership does not come automatically 

with a title or authority. 

Gardner, Avolio, and Walumbwa (2005) state that the authentic leader can achieve more 

productivity than other leaders, which is important considering the heavy demands of the 

departmental leadership position. Spendlove (2007) indicates that the most common attributes 

for effective university leadership were openness, honesty, need to consult others, and the ability 

to listen; which are all related to authentic leadership. Understanding the effects of authentic 

leadership on faculty job satisfaction and organizational commitment will ultimately help the 
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organization to reach the standards and culture they seek to become more effective and 

productive. 

If the role of those in departmental leadership positions is as important to the overall 

leadership of the institution as the literature indicates, we need to learn more about the impacts of 

authentic leadership at the departmental level. The decision-making that takes place in 

departments is critical to the overall health of the work-life for faculty in colleges and 

universities (Stanley & Algert, 2007).  At every level, in order to meet demands, leadership must 

be cultivated to find solutions.  Therefore, authentic leadership of those in departmental 

leadership positions in colleges of agriculture at land grant universities must be explored and 

understood.  

Statement of the Problem  

The importance of effective leadership in higher education has never been greater, 

however there is a lack of clear framework for effective leadership (Jones et al., 2012). 

Departmental leaders in higher education have demanding jobs exacerbated by institutions’ 

increasing expectations and financial constraints (Fehlis, 2005). These challenges also faced by 

the faculty, have increased faculty resentment as their autonomy is reduced and new 

administrative units are established to meet the demands, causing decreased productivity (Coates 

et al., 2009).  Oftentimes departmental leaders are not prepared in leadership processes, which 

creates a breakdown in organizational progress across the faculty (Williams et al., 2010). There 

is a need for department heads to maximize employees’ productivity, job satisfaction, and 

organizational commitment to meet the goals of the organization (Bain, 1982; Jones et al., 2012). 

Faculty indicate higher performance if they feel satisfied and committed to their job as their 

motivation improves, enabling them to want to improve in their work (Narimawati, 2007).  
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Authentic leadership has been found to create meaning in the midst of challenges and 

produce positive employee outcomes beneficial to both organizational existence and 

performance (Loke, 2001). There is theoretical support for the significance of authentic 

leadership (Yammarino, Dionne, Schriesheim, & Dansereau, 2008); however, there has been 

little empirical research to help understand the mechanisms by which authentic leaders exert 

their influence on work attitudes and outcomes (Wong, Laschinger, & Cummings, 2010), 

especially in the higher education institutions.   

There is a need for further development of authentic leadership and more empirical 

research to explore the relationships between authentic leadership, job satisfaction and 

organizational commitment. Understanding the impacts of authentic leadership of departmental 

leaders on faculty will contribute to the literature on authentic leadership and higher education, 

as well as seek to be applicable in other organizations.  

Purpose and Objectives of the Study 

The purpose of this study was to determine the perceptions of faculty in colleges of 

agriculture toward authentic leadership of their departmental leaders, their job satisfaction, and 

organizational commitment. This study aimed to accomplish the following objectives: 

1. Determine the perceptions of faculty in colleges of agriculture toward the authentic 

leadership of those in departmental leadership positions.  

2. Determine whether the perceptions of faculty regarding authentic leadership of their 

department leaders vary by faculty demographics (tenure track status, primary 

appointment, land grant institution, faculty rank, gender, and ethnicity). 

3. Determine the level of job satisfaction of faculty in colleges of agriculture. 

4. Determine the level of organizational commitment of faculty in colleges of agriculture. 
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5. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and job satisfaction of faculty. 

6. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and organizational commitment of faculty.  

Definition of Terms 

 Authenticity: “Owning one’s personal experiences, be they thoughts, emotions, needs, 

preferences, or belief, processes captured by the injunction to know oneself…one acts in 

accord with the true self, expressing yourself in ways that are consistent with inner 

thoughts and feelings” (Harter, 2002, p. 382) 

 Authentic Leadership: Refers to the “behavior that draws upon and promotes both 

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

awareness, an internalized moral perspective, balanced processing of information, and 

relational transparency on the part of leaders working with followers, fostering positive 

self-development” (Walumbwa et al., 2008, p. 94). “Self-awareness processes reflected in 

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

transparency as core components of authentic leadership” (Walumbwa et al., 2008, p.95).  

 Balanced Processing: Refers to “leaders who show that they objectively analyze all 

relevant data before coming to a decision” (Walumbwa et al., 2008, p.95). 

 Department Head/Chair: “The contractual authority to oversee specific departmental 

activities, such as scheduling and budgeting, defines the formal position” (Bowman, 

2002, p.158). A department head is “perceived as principally the appointee of the dean, 

but deans acknowledge heads would not be appointed without input from faculty” 
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(Smith, 2005, p.1) and a department chair is “perceived as a choice of the faculty, but 

chairs are appointed by the dean” (Smith, 2005, p.1).  

 Internalized Moral Perspective: Internalized and integrated form of self-regulation (Ryan 

& Deci, 2003). “This sort of self-regulation is guided by internal moral standards and 

values versus group, organizational, and societal pressures, and it results in expressed 

decision making and behavior that is consistent with these internalized values” 

(Walumbwa et al., 2008, p.96).  

 Job Satisfaction: “... a pleasurable or positive emotional state resulting from the appraisal 

of one’s job or job experiences” (Locke, 1976, p. 1304).   

 Land-Grant Institutions: These are public universities developed in the U.S. “to teach 

such branches of learning as are related to agriculture and the mechanical arts…in order 

to promote the liberal and practical education of the industrial classes in the several 

pursuits and professions in life” (Morrill Act, 1862).  

 Organizational Commitment: The “relative strength of an individual’s identification with 

and involvement in a particular organization” (Mowday et al., p.27). 

 Positive Leadership:  

“Behaviors that elicit positive responses from followers, which feedback to 

further enhance the positive self-concepts of both leaders and followers; “the 

activation of a set of cognitions, affects, expectancies, goals and values, and self-

regulatory plans that both enable and direct effective leader behaviors” (Hannah, 

Woolfolk, & Lord, 2009, p.270). 

 Positive Organizational Behavior: “The study and application of positively oriented 

human resource strengths and psychological capacities that can be measured, developed, 
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and effectively managed for performance improvement in today’s workplace” (Luthans, 

2002a, p. 59). 

 Productivity: Considered the contribution toward an organizational end result in relation 

to resources consumed (Bain 1982). 

 Relational Transparency: “Presenting one’s authentic self (as opposed to a fake or 

distorted self) to others” (Walumbwa et al., 2008).  

 Self-Awareness: Regards showing an “understanding of one’s strengths and weaknesses 

and the multifaceted nature of the self, which includes gaining insight into the self 

through exposure to others, and being cognizant of one’s impact on other people” 

(Walumbwa et al., 2008, p.95). 

 Well-Being: There are two approaches to defining well-being: “the hedonic tradition, 

which accentuated constructs such as positive affect, low negative affect, and satisfaction 

with life; and the eudemonic tradition, which highlighted positive psychological 

functioning and human development” (Dodge, Daly, Huyton, & Sander, 2012, p. 223).  

“In essence, stable wellbeing is when individuals have the psychological, social and 

physical resources they need to meet a particular psychological, social and/or physical 

challenge” (Dodge et al., 2012, p. 230).  

Assumptions and Limitations 

For the purpose of this study it was assumed that: 

 The perceptions of the faculty are representative of their departmental leaders. 

 The self-reported data from the survey were provided truthfully and accurately. 

 The email addresses collected from the faculty websites were up to date. 
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The limitations of this study are listed below: 

 The email addresses of the faculty that were collected were not all up to date which 

impacted the total population size. When developing the appropriate sample size, the 

power was selected based on educated guesses of effect size as limited previous research 

has been conducted. 

 Employees were required to open a private web browser in which to take the survey. Due 

to the added effort this required, it is possible that less participants responded to the 

survey that if there survey did not require this extra step.  

 There were low response rates for this study even after using Dillman’s (2000) method. 

Typically response rates are lower when surveying faculty and when using an online 

survey which may have encouraged the low response rates in this study. 

Chapter Summary 

This chapter has highlighted leadership and authentic leadership, and the impact that 

leadership can have on followers and organizational productivity. “Leadership of an organization 

affects organizational outcomes and influences those served by these organizations” (McNeese- 

Smith, 1997). This is specifically important in land-grant institutions as these institutions impact 

the teaching, research, and extension related to agriculture. Ultimately this impacts the future of 

the agriculture industry and the well-being of the faculty. 

The purpose of this study was to determine the perceptions of faculty in colleges of 

agriculture toward authentic leadership of their departmental leaders, faculty job satisfaction, and 

organizational commitment. Determining the relationships between authentic leadership, job 

satisfaction, and organizational commitment is important in creating strategies to develop 

departmental leaders as better leaders. Higher job satisfaction and organizational commitment 
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will ultimately lead to more productive organizations and colleges, positively affecting more 

students within colleges of agriculture in land-grant institutions. More globally increased 

organizational effectiveness and productivity will ultimately affect the development of the 

agricultural industry in a positive way. 
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CHAPTER II: THEORETICAL FRAMEWORK AND REVIEW OF LITERATURE 

The purpose of this study was to determine the perceptions of faculty in agriculture colleges of 

land grant universities toward authentic leadership of their departmental leaders, their job satisfaction, and 

organizational commitment. This study also aimed to explore the relationship between authentic 

leadership of the departmental leader and job satisfaction of faculty and the relationship between 

authentic leadership of the departmental leader and organizational commitment of faculty.   

This chapter provides the theoretical framework of the study, authentic leadership and a 

review of salient literature in authentic leadership, organizational commitment, job satisfaction, 

and demographics as it is related to industry in general, nursing, and secondary education.  

Theoretical Framework 

Authentic Leadership  

 Authentic leadership has roots in leadership, ethics, and positive organizational behavior 

(Luthans & Avolio, 2003). The understanding of authenticity, generally, serves as the foundation 

of most of the literature on authentic leadership (Avolio & Walumbwa, 2014). The past decade 

has seen a dramatic increase in scholarly interest of authentic leadership due to concerns about 

the ethical conduct of today’s leaders (Gardner et al., 2011). “This called for a new type of 

genuine and values-based leadership – authentic leadership” (Gardner et al., 2011, p. 1120). 

Authenticity is the process of constructing a core sense of self (Avolio & Gardner, 2005). Kernis 

(2003) states: 

“Behaving authentically means acting in accord with one’s values, preferences, and needs 

as opposed to acting merely to please others or to attain rewards or avoid punishments 

through acting ‘falsely’. Authenticity is not a compulsive effort to display one’s true self, 

but is the free and natural expression of core feelings, motives, and inclinations” (p. 14). 

 

Walumbwa, Avolio, Gardner, Wernsing, and Peterson (2008) define authentic leadership as   

 

“a pattern of leader behavior that draws upon and promotes both positive psychological 

 capacities and a positive ethical climate, to foster greater self-awareness, an internalized 
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 moral perspective, balanced processing of information, and relational transparency on the 

 part of leaders with followers, fostering positive self-development” (p.94).  

 

Authentic leadership is characterized by four qualities that were identified and validated by 

Walumbwa et al. (2008):  

1. Self-awareness is a how a person makes meaning of the world and how the process of 

making meaning impacts the view of oneself (Walumbwa et al., 2008). This includes a 

person’s ability to foster awareness of their own strengths and weaknesses allowing them 

to be true to themselves (Walumbwa et al., 2008).  Self-reflection and introspection is 

required for true understanding of the self (Walumbwa et al., 2008).   

2. Relational transparency is “presenting one’s authentic self to others,” (Walumbwa et al., 

2008, p.95). Authentic leaders openly share information, express true thoughts or 

feelings, and are forthcoming with ideas, challenges, and opinions (Rego et al., 2012).  

3. Balanced processing occurs when leaders analyze all information objectively before 

coming to a decision (Walumbwa et al., 2008).   

4. Internalized moral perspective refers is self-regulation that is internalized and integrated 

as a person holds true to their morals and values (Ryan & Deci, 2003). Holding true to 

moral standards through pressure leads to behavior and decision making that is consistent 

with these internalized values (Avolio & Gardner, 2005). 

 These four components of authentic leadership have influenced and been influenced by 

positive psychology capacities (Avolio & Luthans, 2006). Positive psychology focused on 

optimal human functioning and emphasizing assets, has served as a strong influence in shaping 

the authentic leadership construct, as well as ethical organizational climates (Luthans & Avolio, 

2003). Avolio and Luthans (2006) suggest that these positive psychology capacities include (1) 

hope (motivation to accomplish goals; ability to identify multiple pathways to achieve a goal 
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(agency); (2) optimism (expectation of a positive outcome, internalization of successes, failures 

perceived as temporary and a function of context;) and (3) resiliency (adoption of patterns of 

positive adaptation to situations; the ability to bounce back in the face of adversity or stress). 

Through these components and capacities authentic leaders can foster well-being of employees 

across various organizations.  

 Authentic leadership theory supports well-being of employees as indicated by 

organizational commitment and job satisfaction (Walumbwa et al., 2008). Authentic leadership is 

instilled through balanced processing, transparency in relationships, consistency between values, 

commitment, willingness to perform extra roles, and satisfaction with the supervisor (Avolio et 

al., 2004). Authentic leadership may play a role in setting the psychological climate of an 

organization which has an impact on employees’ job satisfaction and organizational commitment 

(Hassan et al., 2013).  The Authentic Leadership Questionnaire developed by Avolio, Gardner, 

and Walumbwa was developed initially in 2008 to determine and measure the impact of 

authentic leadership on various factors. However, the Authentic Leadership Inventory was 

developed by Neider and Schriesheim in 2011 and was further deemed more appropriate for use 

in the present study.  

Authentic Leadership Inventory  

In their study, Neider and Schriesheim (2011) presented the development and validation 

of a new measure of authentic leadership, the Authentic Leadership Inventory, as well as its 

comparisons to the Authentic Leadership Questionnaire. Neider and Schriesheim (2011) first 

determined there was a need for a new authentic leadership measure because of the access 

restrictions of the Authentic Leadership Questionnaire and the poor content validation through 

subjective judgement of subject matter experts. The development of the Authentic Leadership 
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Inventory therefore focused heavily on identifying a new measure that had clear content and 

construct validity and would be available for all researchers in the future. The researchers also 

sought to assess the ALQ confirmatory factor analyses as they found there were two correlated 

errors that would inflate the model and weaken the conclusion. In doing so they developed the 

Authentic Leadership Inventory and further tested it for content validity, confirmatory factor 

analysis, discriminant validity, construct validity, internal consistency reliability, and empirical 

factor structure.  

In order for Neider and Schriesheim (2011) to further examine authentic leadership and 

its impacts on workplace satisfaction they conducted a study focused on company employees 

that were also MBA students. For the sample a snowballing technique was used to reach 38 full-

time employed MBA students. Each of these employees then obtained five employed individuals 

for a total of 229 respondents, across various organizations. From the 229 respondents they 

received 228 completed surveys. The survey instrument contained the Authentic Leadership 

Inventory (ALI), eight ALQ items, the Transformational Leadership Inventory (TLI) measuring 

transformational leadership, five items each from the Supervisor Human Relations and 

Satisfaction with Supervisor Technical Ability subscales, the Minnesota Satisfaction 

Questionnaire (MSQ), the Organizational Commitment Questionnaire (OCQ), and a 

demographics section. Confirmatory factor analysis and correlation analysis were used. The 

results from this study indicate that there are strong correlations with authentic leadership and 

satisfaction with supervision, MSQ general satisfaction, and organizational commitment. For this 

study, Neider and Schriesheim (2011) also separated out the four individual constructs of 

authentic leadership (self-awareness, relational transparency, moral perspective, and balanced 

processing) in order to determine the direct correlations between each construct. The results 
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indicate, for general satisfaction only, balanced processing is statistically significant, and for 

organizational commitment only, moral perspective is statistically significant. Additionally, the 

researchers found that all four measures were statistically significant for supervision satisfaction 

(Neider & Schriesheim, 2011). Construct validation is a continuous learning process (Nunnally 

& Bernstein, 1994), and therefore Neider and Schriesheim (2011) encourage even further use of 

the Authentic Leadership Inventory. This study was important as not only did it focus on 

furthering the validation of the Authentic Leadership Inventory but it also looked closer at the 

specific authentic leadership components that are necessary to improve job attitudes and 

organizational commitment.  

Job Satisfaction and Organizational Commitment  

While job satisfaction and organizational commitment are both found to be influenced by 

the leaders’ use of authentic leadership behaviors it is important to note both the similarities and 

differences. Job satisfaction is defined as “... a pleasurable or positive emotional state resulting 

from the appraisal of one’s job or job experiences” (Locke, 1976, p. 1304).  Locke (1976) 

indicated three approaches to the causes of job satisfaction including (1) deriving from 

discrepancies between what the job offers and what the person expects (2) the degree to which 

jobs fulfill needs of individual and (3) degree to which jobs fulfill values of individuals. Job 

satisfaction arises when aspects of the job are fulfilled (Locke, 1976). Spector (1985) notes that 

pay, promotion, supervision, benefits, contingent rewards, operating procedures, co-workers, 

nature of work, and communication are all important aspects that lead to job satisfaction. In 

Spector’s (1985) study of 3,148 respondents across from the human service, public, and 

nonprofit sectors it was found that the scale for the job satisfaction survey is reliable and valid. In 

addition the strongest correlations were with perceptions of the job and supervisor, intention of 
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quitting and organizational commitment (Spector, 1985). Additionally, there has been limited 

attempts in looking at job satisfaction of faculty members in the college of agriculture 

specifically and it has varied with different job satisfaction instruments (Castillo & Cano, 2004). 

Castillo and Cano (2004) conducted a study to review job satisfaction of faculty in the college of 

agriculture at The Ohio State University, using the Job Satisfaction Index with a 5 point Likert 

scale ranging from 1 (strongly disagree) to 5 (strongly agree) they found the overall mean job 

satisfaction score was 4.02. In a study from Batch and Heylinger (2014) they found from their 

survey of 104 full time faculty members across various disciplines, using the Job Satisfaction 

Survey the mean score was 3.94 on the 6 point Likert scale ranging from 1 (disagree very much) 

to 6 (agree very much). 

Organizational commitment is defined as “the relative strength of an individual’s 

identification with, and involvement in, a particular organization” (Mowday, Steers, & Porter, 

1979, p. 226). Organizational commitment focuses on commitment-related behaviors and 

commitment in terms of attitude linking the individual to the organization (Mowday et al., 1979). 

Mowday et al., (1979) characterize organizational commitment by three factors including “(1) a 

strong belief in and acceptance of the organization’s goals and values; (2) a willingness to exert 

considerable effort on behalf of the organization; and (3) a strong desire to maintain membership 

in the organization” (p.226). In Mowday, Steers, and Porter’s (1979) study 2563 employees were 

given the Organizational Commitment Questionnaire across nine divergent organizations. The 

means and standard deviations were reported across each of these organizations indicating public 

employees (x̅̅̅̅ =4.5, SD=.90), university employees (x̅̅̅̅ =4.6, SD =1.30), hospital employees 

(x̅̅̅̅ =5.1, SD=1.18), bank employees (x̅̅̅̅ =5.2, SD =1.07), telephone company employees (x̅̅̅̅ =4.7, 

SD=1.20), scientists and engineers (x̅̅̅̅ =4.4,SD=.98), auto company managers (x̅̅̅̅ =5.3, SD =1.05), 
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and retail management trainees (x̅̅̅̅ =6.1, SD=.64). In addition, Mowday et al., (1979) found the 

test-retest and internal consistency reliabilities, as well as the predictive, convergent, and 

discriminant validities were all acceptable levels. 

Job satisfaction and organizational commitment differ in that commitment is more 

general and job satisfaction is specific to one’s job (Mowday et al., 1979).  Commitment also 

emphasizes attachment to the organization and is more stable over time, whereas satisfaction 

focuses on the specific task environment and transitory day to day events change satisfaction 

attitudes (Mowday et al., 1979). Significant relationships between certain satisfaction attitudes 

held by employees and commitment have been found to exist (Porter, Steers, Mowday & 

Boulian, 1974). However, these relationships have been found to exist closest to the time when 

an individual wishes to leave the organization. Organizational commitment has also been found 

to be a better determinant of those that are going to leave an organization rather than the 

components of job satisfaction (Porter et al., 1974). While there has been connections between 

organizational commitment and job satisfaction, both factors measure different components and 

offer unique linkages. There has also been limited research within authentic leadership that 

focuses on the relationships of authentic leadership, organizational commitment, and job 

satisfaction especially in higher education settings. The following literature aims to examine how 

authentic leadership, job satisfaction, and organizational commitment are connected through the 

different sectors of industry in general, nursing, and education.  

Authentic Leadership and Job Satisfaction in Industry  

Research suggests that authentic leadership is positively related to job satisfaction 

(Gardner et al., 2005).   Through positive exchanges in an organization, authentic leaders inspire 
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followers to work with more enthusiasm and hope, joy, and gratitude (Avolio et al., 2004), 

leading to improved attitudes and increased work performances.  

Walumbwa, Avolio, Gardner, Wernsing, and Peterson (2008) conducted a study to 

determine what, if any, relationships exist between authentic leadership and work-related 

attitudes and behaviors. Researchers distributed 610 surveys to 11 diverse United States 

multinational companies operating in Africa, and received 478 usable surveys. Survey 

instruments were sent out at two different times, the first survey contained demographic 

information (age, years of work experiences, level of education, and gender), 16 questions of the 

Authentic Leadership Questionnaire (a survey used to measure authentic leadership of leader) 

and the Benevolence Dimension scale (used to control for organizational climate). After six 

weeks another survey was sent to the same population to measure their job satisfaction using the 

Brayfeld Rothe scale, and job performance as measured by the supervisor.  The data were 

analyzed using structural equation modeling and results indicated that there were no significant 

relationships between demographics and authentic leadership, however there were statistically 

significant positive relationships between authentic leadership and job satisfaction (beta =.19, 

p<.05) as well as for authentic leadership and job performance (beta =.44, p<.01) (Walumbwa et 

al., 2008). This further indicates authentic leadership is important in workplaces across the world 

as it can lead to greater job satisfaction and greater job performance. With greater job satisfaction 

and performance it helps the company to be more successful.  

Černe, Dimovski, Marič, Penger, and Škerlavaj (2013) conducted a study to determine 

impacts of authentic leadership on job satisfaction in which they looked at not only the employee 

perceptions of their leader but also the leader evaluated their own self-perceptions of their own 

authentic leadership. Employees that could be divided into specific work groups with direct 
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supervisors were surveyed for a total of 24 supervisors and 171 team members from a Slovenian 

manufacturing and processing company. The participants were given a survey that contained the 

Authentic Leadership Inventory (Neider and Schriesheim, 2011) to measure for authentic 

leadership and four job satisfaction items taken from the Hackman and Oldham (1980) job 

diagnostic scale. After conducting a polynomial regression analysis, the researchers determined 

that both high leader self-perceptions and follower perceptions of authentic leadership are 

predictors of job satisfaction (Černe et al., 2013). There was found to be an interaction effect 

between leader self-perception and follower perception of authentic leadership in predicting 

satisfaction. This indicates that employees are most satisfied by their job when the leader 

perceives him/herself as authentic and the employee perceives the leader as authentic. This study 

was different in that it sought to also examine the leaders own self-perceptions of their authentic 

leadership rather than just the employee perceptions (Černe et al., 2013). This accounts for 

subjectivity but also reaches the same conclusion that job satisfaction is influenced by authentic 

leadership. 

In a similar study of a Slovenian manufacturing and processing company, Penger and 

Černe (2014) sought to look at authentic leadership, employee job satisfaction, as well as work 

engagement. For this study again 23 supervisors and 289 members divided amongst those 

supervisors from a Slovenian manufacturing and processing company were used so that the 

employee data could be grouped with the supervisor data.  The researchers used a survey that 

was given during work that contained the Authentic Leadership Questionnaire (Avolio et al., 

2008), Job Diagnostic Scale to measure job satisfaction (Hackman & Oldham, 1980), 

Organizational Support Scale to measure feelings of support towards organization (Eisenberger 

et al., 1986), and the Gallup Workplace Audit scale to measure employee engagement.  Penger 
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and Černe (2014) then sought to develop and empirically test a model of cross-level interactions 

between authentic leadership at the team level and job satisfaction and work engagement at the 

individual level. Hierarchical linear modelling analysis was used which demonstrated a positive 

relationship between authentic leadership, employees’ job satisfaction, and work engagement. 

Perceived supervisor support was positively statistically significant to team members’ job 

satisfaction, and authentic leadership was positively statistically significant to team member’ 

work engagement (Penger & Černe, 2014). This further indicates that with authentic leadership, 

the employees have increased perspectives of various outcomes, including job satisfaction. 

Authentic leaders are better at fostering this worker motivation (Deci et al., 1989) which again 

results in higher job satisfaction. 

In a study from Lehman (2017) focused on determining the relationship between 

perceived authentic leadership of their leaders and job satisfaction among public relations 

professionals. The population for this study was too great to be sampled and after calculating the 

power, it was determined the sample size needed to be 69, however there were 109 completed 

surveys of public relations personnel working in non-supervisory roles. For this study the 

researcher used the Authentic Leadership Questionnaire (Avolio et al., 2007), Index of Job 

Satisfaction Scale (Brayfield & Rothe, 1951), the Burnout Inventory-General Survey to measure 

commitment towards organization (Schaufeli et al., 1996) and demographic information (gender, 

age, ethnicity/race, years of service at current employer, and level of education) as the 

instrument. The data were analyzed using stepwise multiple linear regression to determine how 

effectively the multiple independent variables predicted the dependent variable. There was found 

to be a significant positive relationship between authentic leadership and job satisfaction, 

however authentic leadership is not a significant predictor of job satisfaction (Lehman, 2017).  
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This study was also important as it further examined demographic variables and the impact, 

finding that demographics did not have an impact on job satisfaction. While this study has not 

yet been published it demonstrates that there is a relationship between job satisfaction and 

authentic leadership while also notes that they are not predictors of each other which does differ 

from other previously mentioned studies. 

A study conducted by Azanza, Moriano, and Molero (2013) with 571 employees from 

114 Spanish private companies to determine if authentic leadership and organizational culture 

are drivers of job satisfaction. This sample consisted of employees from different sectors of 

industry, trade, IT, scientific and technical activities, health, and administration across companies 

of different sizes. Azanza et al., (2013) developed a questionnaire for the participants that 

contained the Authentic Leadership Questionnaire adapted to a Spanish version, a Spanish job 

satisfaction scale, an organizational culture questionnaire (FOCUS 93), and demographics (age, 

gender, educational level, organizational size, seniority, and years working with the same leader. 

The researchers used a linear regression model to conduct the analysis. After the analysis it was 

determined that employees reported significant and positive relationships between flexibility-

oriented work culture and authentic leadership as well as with job satisfaction (Azanza et al., 

2013). Thirty seven percent of the variance in authentic leadership was explained by flexibility-

oriented culture, and 32% of the variance in job satisfaction was explained by flexibility-oriented 

culture. When authentic leadership was entered into the regression, flexibility-oriented culture 

and authentic leadership accounted for 39% of the variance in job satisfaction. Furthermore, 

flexibility-oriented culture and authentic leadership were also both significant predictors of job 

satisfaction. The researchers reported that few relationships were found between demographics 

and the study variables. The size of the business or how many employees that work for the 
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business, was also found to be related to authentic leadership and job satisfaction. This study was 

important as it adds to the literature not only that relationships between authentic leadership and 

job satisfaction are significantly related but it also highlights the role of leaders in developing 

company culture  (Schein, 1985) and that organizational change can occur through 

organizational culture (Brooks, 1996). Therefore findings from this study implicate that authentic 

leadership is related to a flexibility-oriented culture which provides positive effects on the 

organization employees such as increased job satisfaction. This study also further indicates the 

use of the study of authentic leadership across various ethnicities and cultures. After reviewing 

literature specifically on authentic leadership and job satisfaction in industry it is also necessary 

to review literature specifically on authentic leadership and organizational commitment.  

Authentic Leadership and Organizational Commitment in Industry  

            Organizational commitment has been found to be positively related to authentic 

leadership. Organizational commitment is “the relative strength of an individual’s identification 

with, and involvement in, a particular organization” (Mowday, Steers, & Porter, 1979, p. 226). 

The following studies situate authentic leadership and organizational commitment within 

organizations. Much of the studies containing both authentic leadership and the organizational 

commitment variable have only been in the industry sector. 

Xiong, Lin, Li and Wang (2016) conducted two studies to determine the direct and 

indirect effects of supervisor’s perceived authentic leadership on their followers’ affective 

commitment. In study one there were 228 participants across 14 companies that were randomly 

selected as participants. There were 138 completed responses that contained the trust in 

supervisor scale (Podaskoff, Mackenzie, Moorman, & Fetter, 1990), authentic leadership 

questionnaire (Walumbwa et al., 2008), affective commitment scale (Meyer, Allen, and Smith, 
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1993), and demographic variables (gender, age, education, and tenure). Hierarchical linear 

modeling confirmed that there was higher trust in supervisor and affective commitment towards 

an organization when the leader displayed stronger authentic leadership. Xiong, Lin, Li and 

Wang (2016) then conducted a second study to determine if the results from the first study could 

be replicated. For this study there were 154 completed responses from 13 companies in China 

across three industries of information technology, financial services, and property management. 

The surveys were administered at two points and contained the trust in supervisor scale, 

authentic leadership inventory, affective commitment scale, and control variables. Multilevel 

modeling was used and it was determined that authentic leadership moderated the relationship 

between trust in supervisor and levels of affective commitment (Xiong et al., 2016). This study is 

significant in the literature on organizational commitment and authentic leadership in that it 

shows the consistency of results. The study further enhances the role of authentic leadership. It is 

also worthwhile to know how trust in the leader might lead followers to commitment to the 

organization.  

In another study, Kliuchnikov (2011) sought to discover the influence of authentic 

leadership on three types of organizational commitment – affective, continuance, and normative. 

Convenience sampling was used to obtain the sample. The sample included at least 20 

respondents per independent variables from Kiev, Ukraine, Krasnoyarsk, and Russia from 

industries such as education, production, and service for a total of 66 respondents. Klicuhnikov 

(2011) used the Authentic Leadership Questionnaire, Organizational Commitment Questionnaire 

(Meyer & Allen, 1991), Multifactor Leadership Questionnaire (Bass & Avolio, 1997), and Clark 

and Payne’s (1997) instrument for measuring trust to determine these results. Age, tenure, 

wages, and position in the organization were also included. All of these instruments were 
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translated from the original English versions and validated. Pearson correlation analysis was then 

performed to determine any relationships. In this study of employees from Eastern Europe it was 

found that there are positive and significant relationships between authentic leadership and trust, 

affective organizational commitment and trust as well as a positive correlation between authentic 

leadership affective organizational commitments. The correlations for the control variables of 

age, average wages, tenure, position, and transactional leadership were not strong (Kliuchnikov, 

2011). Linear regression analysis was then performed and it was determined that authentic 

leadership had a significant influence on trust, authentic leadership had the highest effect on 

affective commitment, there was no effect on continuance organizational commitment, and there 

was a significant influence of authentic leadership on normative commitment. This research not 

only indicates the ability of authentic leaders to influence organizational commitment at an 

international level but also further differentiates from the different types of commitment. The 

findings indicate that authentic leadership was related to both affective and normative types of 

commitment as these are both moral and values based. Authentic leadership is important in 

building organizations with committed employees who share the vision and goals of the 

organization (Kliuchnikov, 2011). 

 Leroy, Palanski, and Simons (2012) sought to understand authentic leadership and 

behavioral integrity and connections between follower commitment and performance. The 

researchers collected data from 25 organizations that were small to medium sized in the service 

industry in Belgium. They had both team leaders and followers fill out the survey instrument for 

a total of 252 followers and 30 team leaders with responses. The survey instrument was 

comprised of the Authentic Leadership Questionnaire (Walumbwa et al., 2008), behavioral 

integrity questions (Simons & McLean-Parks, 2000), Affective Organizational Commitment 
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(Meyer et al., 199), a work role performance scale (Griffin et al., 1993) and control variables 

(age, sex, tenure and ethical culture). The data were analyzed using correlations and structural 

equation modeling.  Leroy, Palanski, and Simons (2012) found that authentic leadership and 

behavioral integrity are positively related and organizational commitment is correlated highly 

with follower work performance.  It was also found that authentic leadership is related to 

affective organizational commitment which is also related to work performance. Increased work 

performance is ultimately the goal of organizations, therefore this study adds to the literature in 

the role that authentic leadership plays in organizational commitment and work performance.  

While authentic leadership has been found to be positively related to organizational 

commitment there is still limited research that has been completed in other fields, specifically in 

higher education. Similar to other industries, level of job satisfaction and organizational 

commitment are important in educational institutions. The behavior of committed employees 

plays a role in the growth and development of the education system (Siddiqui, Syed, Hassan, 

2012). Although this is the main body of literature on authentic leadership as it related to 

organizational commitment, there is still connections that can be made with authentic leadership 

in job satisfaction in the educational sector.  

Authentic Leadership and Job Satisfaction in Nursing Sector  

Nurses, while different from educators, similarities can still be drawn amongst these two 

groups as they are arguably comparable (Harris & Adams, 2007). Although lower level grade 

educators are not to be completely compared to educators in higher education, additionally the 

nursing sector is broken out individually from industry in general. College educated workers in 

specific professions such as nurses, social workers, and accountants are similar to educators in 

important dimensions (Harris & Adams, 2007). The similarities in these professions can be 
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attributed to the characteristics of the workforce and incidental characteristics of the job 

(Kyriagou, 2006). Teachers and educators are both considered to be “semi-professionals” in that 

both require similar levels of education; they involve some type of caretaking to a degree; and 

attract similar types of workers as both fields are composed of largely females (Harris & Adams, 

2007). The health care and education industries are both large, regulated industries and serve 

both public and private purposes. Both work with people often at a very personal level and most 

states require at least a bachelor’s degree, successful passage of a certification exam, and 

approval by a state government board (Harris & Adams, 2007). This further suggests that they 

should have similar levels of turnover and job satisfaction. Therefore, while limited authentic 

leadership research has been conducted in the educational field and specifically in higher 

education, both nurses and teachers are similar professionally which makes it more relevant 

rather than the previous studies focused on the industry as whole.  

Giallonardo, Wong, and Iwasiw (2010) conducted a study to determine the impact of 

authentic leadership perceptions on the work engagement and job satisfaction of new nurses. The 

power analysis indicated that 68 participants were needed for this study. However, because of 

low response rates 500 participants were sought to participate. The final sample included 170 

registered nurses with less than three years work experience to determine the relationship 

between the authentic leadership of supervisors and the job  satisfaction of employees. The mean 

for perceptions of authentic leadership was moderate at 3.05 on a 5 point scale with a .62 

standard deviation. This sample was also found to be moderately engaged with a mean of 3.98 

and a standard deviation of .61. For level of job satisfaction the mean was found to be slightly 

above moderate with 192.22 out of a 308 highest possible score. Using hierarchical multiple 

regression the researchers found that work engagement and authentic leadership explained 20% 
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of the variance in job satisfaction. Work engagement and authentic leadership were also found to 

be significant independent predictors of job satisfaction.  Using Pearson product correlations the 

researchers also found that there was a significant positive correlation between authentic 

leadership and work engagement as well as authentic leadership and job satisfaction (Giallonardo 

et al., 2010). This further adds to the literature that authentic leadership impacts the work 

attitudes and behaviors of employees. This study is significant as it moves away from the 

industry in general and focuses more on nurses, as nurses’ work in an industry similar to 

education.  

In another study Wong and Laschinger (2013) tested a model linking authentic leadership 

of managers with nurses’ perceptions of job satisfaction, performance, and additionally structural 

empowerment. For this study a random sample of 600 registered nurses were selected from a 

College of Nurses registry list in Canada. Nurses that were working in leader positions as 

managers were excluded. They were surveyed using the Authentic Leadership Questionnaire to 

measure authentic leadership (Avolio et al., 2007), Conditions of Work Effectiveness 

Questionnaire to measure access to opportunity, support, information and resources while at 

work  (Laschinger et al., 2001), Global Job Satisfaction Survey to measure job satisfaction 

(Quinn & Shepard, 1974), and General Performance Scale to measure perceptions of job 

performance (Roe et al., 2000). 280 surveys were completed for a response rate of 48%. 

Descriptive statistics, reliability estimates, and Pearson correlations were used for all the study 

variables. The model was tested using structural equational modeling. The results indicated that 

authentic leadership significantly and positively influenced nurses’ structural empowerment, 

which increased job satisfaction and self-rated performance (Wong & Laschinger, 2013). This 

study was one of the first to demonstrate the additional effect of authentic leadership on 
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structural empowerment on nurses’ job satisfaction and self-related performance. This not only  

adds that there are relationships between authentic leadership and job satisfaction, but also that 

specifically because of authentic leaders, more nurses perceive they have access to 

empowerment causing higher satisfaction and job performance. Again as nurses characteristics 

are similar to that of teachers this is an important indicator. 

In a similar study Read and Laschinger (2015), examined the effects of authentic 

leadership, structural empowerment, and relational social capital on mental health and job 

satisfaction of new graduate nurses. The sample was determined by a random sample of the 

registry list of practicing nurses in Ontario for a total of 709 nurses. This was a longitudinal 

study and therefore surveys were sent out at two times with a total of 342 returned surveys the 

first time and 191 matched useable returns from the second mailing.  Read and Laschinger 

(2015) distributed a survey containing the Authentic Leadership Questionnaire (Walumbwa et 

al., 2008), Conditions of Work Effectiveness Questionnaire to measure structural empowerment 

(Laschinger et al., 2001), Area of Worklife Scale to measure relational social capital (Leiter & 

Maslach, 2003), Mental Health Inventory to measure mental health (Ware & Kosinksi, 2000), 

and Job Satisfaction Questionnaire (Shaver & Lacey, 2003). For the analysis both at the first 

time and second time, demographic variables were compared using chi-square tests and paired t-

tests. Analysis of indirect effects were found to show that authentic leadership had a significant 

effect on relational social capital through structural empowerment, significant effects on job 

satisfaction, and significant effects on mental health symptoms. Structural empowerment was 

also found to have significant indirect effects on job satisfaction and mental health symptoms.  

Through structural equation modelling the researchers determined that structural empowerment 

mediated the relationship between authentic leadership and nurses’ relational social capital, 
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which had a negative impact on mental health symptoms and a positive effect on job satisfaction 

(Read & Laschinger, 2015). The results from this study indicated that authentic leaders create 

empowering work environments that positively influence other aspects of the workplace. 

Furthermore, this study makes the connection between fewer mental health symptoms and 

improved employee well-being with job satisfaction because of authentic leadership. While there 

appears to be a larger amount of the literature about authentic leadership and the industry in 

general; and authentic leadership and nurses specifically, there has been relatively little in the 

educational field.  

Authentic Leadership and Job Satisfaction in Education Sector  

While there has been similarities and differences made between education and nursing, 

the same can be true for teachers in primary and secondary education, and teachers in higher 

education. Although both fields of education, there are some unique differences. Specifically, 

faculty in land-grant institutions have three primary roles of research, extension and education 

(Bland, Center, Finstad, Risbey, & Staples, 2006). Whereas the main role of the educator at the 

primary and secondary levels is only teaching. There is also different organizational 

characteristics, student body composition, and resources (including salaries) (Borman & 

Dowling, 2017). This population is unique because of the unique attributes of higher education 

(Borman & Dowling, 2017).  The academic profession has a number of unique features, 

including, the inherent conflict between teaching and research; institutional and professional, 

orientation; the tenure system; high autonomy, etc. (Light, 1974). There is limited research based 

on the impacts of authentic leadership in job satisfaction in the educational field. More so, there 

is limited studies on the impacts of authentic leadership and job satisfaction in higher education. 

The first studies mentioned in this section are from previous dissertation studies. Therefore, it is 
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necessary to determine if the same components of authentic leadership are important in 

secondary education and how that might be similar or different in higher education.  

Authentic leadership and job satisfaction has found to be correlated among teachers and 

their supervisors although very limited studies have been conducted (Tharpe, 2017). In this 

study, Tharpe (2017) aimed to understand what elements of authentic leadership contribute to job 

satisfaction as perceived by elementary special education teachers. This study differs from the 

previously mentioned studies in that it is a qualitative study. For the sample, principals and 

special education teachers with a minimum of 5 years’ experience were selected from the 

SELPA school district in California. The 12 teachers and 12 principals that were selected 

participated in semi structured interviews through face-to-face, telephone, or skype. Two main 

questions were asked about how teachers feel if authentic leadership contributed to their 

perception of job satisfaction. By coding the data through unique labels, inductive analysis was 

performed. The results from this study indicated that the authentic leadership elements of 

relationship and purpose contributed most to the job satisfaction of the principals and teachers 

(Tharpe, 2017). While this was a qualitative study it still adds to the literature that there is a 

connection between authentic leadership and job satisfaction at the secondary education level. 

This study was also important as it notes that authentic leadership in leaders also attributes to 

their own increased job satisfaction.  

In a research conducted by Sinclair (2010), the researcher sought to determine the 

perception of authentic leadership skills of principals and the impact on job satisfaction across 

various generations of teachers (Sinclair, 2010). This was a mixed-methods research study. The 

population of this study was 7, 927 secondary school teachers in Southeast Los Angeles and the 

sample size of this study included 367 secondary teachers’ selected from six secondary schools. 
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They were given a survey that contained quantitative Likert scale responses to the perception of 

different authentic leadership aspects and how that led to their job satisfaction. The qualitative 

portion was then open-ended questions used to gather reflective meaning and examples of the 

authentic leadership constructs as they are related to job satisfaction. The quantitative data were 

analyzed using Kruskal-Wallis Multiple Comparison Z test, chi-square, and Scheffe Multiple 

Comparison test. Qualitative data were analyzed by sorting and categorizing the data to identify 

different patterns and themes. There was found to be a significant difference in teachers who had 

job satisfaction with principals that had high authentic leadership behaviors. Key findings from 

this study indicated that secondary principals who demonstrate authentic leadership behaviors 

typically have more teachers with job satisfaction, there was not a wide difference between the 

generations on authentic leadership behaviors and job satisfaction, and schools that had high 

innovation, low turnover, and improved test scores have principals who demonstrate authentic 

leadership and teachers with increased job satisfaction (Sinclair, 2010). While this study is a 

dissertation and is not specifically quantitative it still offers insight into increased job satisfaction 

with higher levels of perceived authentic leadership in the educational sector. While the findings 

from secondary and primary education, implicate the connections between job satisfaction and 

organizational commitment it is debatable whether it can be compared to higher education 

because of the differences in the educational fields and therefore more research including higher 

education is necessary.  

While the correlation of employee job satisfaction and supervisors’ authentic leadership 

is well established in business, little has been done when studying this correlation in higher 

education institutions. Jachowicz (2016) in a dissertation study, examined authentic leadership as 

a predictor of interpersonal trust, communication satisfaction, and organizational trust within 
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higher education.  For this study the population consisted of tenured and tenure-track faculty 

members from two public Midwestern community colleges that were assigned to department or 

division chairs. Surveys from 98 faculty members were used. Surveys consisted of the Authentic 

Leadership Inventory (Neider & Schriesheim, 2011), Interpersonal Trust Instrument (McAllister, 

1995), Communication Satisfaction Questionnaire (Downs & Hazen, 1977), and Organizational 

Trust Inventory (Nyhand & Marlowe, 1997). For the analysis, Pearson product correlations were 

used to assess the relationships among the variable as well as linear regression. Results indicated 

when authentic leadership of department chairs was perceived by faculty there were significant 

positive correlations between authentic leadership and interpersonal trust, authentic leadership 

and communication satisfaction and interpersonal trust. Authentic leadership was also seen as a 

strong predictor of organizational trust (Jachowicz, 2016).   While this study is not specific to job 

satisfaction and authentic leadership, it is important as it indicated the connections between 

organizational factors impacting job satisfaction. There was also limited research on the impacts 

of job satisfaction and authentic leadership in higher education and this adds to the literature. 

After a review of the literature on authentic leadership and job satisfaction it can be 

concluded that there have been significant findings but limited research of the impact that 

perceptions of authentic leadership has on employee workplace satisfaction. While the research 

is more inclusive of other industries there is still much that needs to be explored in the 

educational sector. Followers who work under the guidance of authentic supervisors are more 

satisfied in their workplace, enjoy their work, and are satisfied with the atmosphere in their 

department (Penger & Černe, 2014). Employees that are more satisfied, feel more motivated 

which ultimately commits to their job performance (Judge et al., 2001). This further depicts 
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authentic leadership as a suitable leadership style for enhancing employee outcomes and further 

validates its use in this study. 

Organizational Commitment, Job Satisfaction and Authentic Leadership in Industry 

As indicated earlier there are similarities and differences between organizational 

commitment and job satisfaction that indicate the importance of studying them both together and 

separately (Steers, 1977). While job satisfaction and organizational commitment are different 

constructs, they have been found to be strongly related but the correct ordering is debatable 

(Leite, Rodgrigues, & Albuquerque, 2014; Steers, 1977; Curry, Wakefield, Price, & Mueller, 

1986). The following studies include the limited research indicating the significant relationships 

between authentic leadership, organizational commitment and job satisfaction. These studies 

situate an understanding of the relationships between the three variables on which this study 

focuses.  

Jensen and Luthans (2006) examined authentic leadership in relation to business founders 

and their employees’ perceptions and attitudes.  In their study they focused on businesses that 

had been in business less than 10 years located primarily in the Midwest. They identified 148 

businesses and 62 responded with a total of 179 employees and 62 business owners. The 

organizational commitment scale (Allen and Meyer, 1990), a three-item scale for job satisfaction 

(Hackman & Oldham, 2980), work happiness scale (Diener, 2000), standardized scores for 

authentic leadership, Multifactor Leadership Questionnaire (Bass & Avolio, 1993), 

ENTRESCALE measure (Knight, 1997), ethical climate questionnaire (Victor & Cullen, 1988), 

and demographic variables (age, education, gender, ethnicity, prior experience, familial 

relationship between entrepreneur-leader and associate, years in operation, industry, number of 

employees, description of business) were included in the instrument sent to participants. 
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Hierarchical linear modeling was used to analyze the data. Researchers found a positive 

relationship between organizational commitment and authentic leadership as well as between job 

satisfaction, organizational commitment and work happiness. Commitment and work happiness 

were also significantly related. Employee gender was also found to indicate a statistically 

significant fixed effect on employee work happiness (Jensen & Luthans, 2006). Jensen and 

Luthans (2006) conclusions indicate a connection between organizational commitment and job 

satisfaction, as well as the interaction of these variables within the larger spheres of authentic 

leadership and demographics. Furthermore, Jensen and Luthans (2006) study shows the impact 

that authentic leaders have on their employees satisfaction, and therefore on organizational 

outcomes. 

Darvish and Rezaei (2011) conducted a study in order to determine the impact of 

authentic leadership on both job satisfaction and organizational commitment. This study focused 

on a telecommunication company in Iran that has been a top company for the last 3 years. There 

was a total of 80 employees within 6 teams that were surveyed based on stratified random 

sampling of male and female employees. The Organizational Commitment Questionnaire 

(Mowday et al., 1979), Rothe and Brayfield Questionnaire to measure job satisfaction (1951), 

and Authentic Leadership Questionnaire (Avolio et al., 2007) were combined and served as the 

survey instrumentation. The first part of the analysis was conducted using Pearson correlations. 

The results indicated that there is a significant positive relationship between the components of 

authentic leadership, organizational commitment, and job satisfaction.  Authentic leadership and 

commitment had a coefficient of 0.786 and authentic leadership and job satisfaction had a 

coefficient of 0.716 with a significance level of 0.000. Using analysis of variance there was also 

found to be a meaningful relationship when determining the effects of the independent variable 
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of authentic leadership on both dependent variables of commitment and job satisfaction. 

Furthermore, multiple regression was used and it was determined that the highest degree of job 

satisfaction and commitment can be reached when authentic leadership is also high (Darvish & 

Rezaei, 2011). Results of this study indicate that follower perceptions of the leaders’ authentic 

leadership were positively related to job satisfaction and commitment of the employees. This 

study is significant in that it connects both job satisfaction and organizational commitment while 

also showing the relationships between these factors and authentic leadership.  

While the aforementioned research has indicated that there are positive significant 

relationships between organizational commitment and job satisfaction, there has still been no 

conclusions as to how organizational commitment, job satisfaction, and authentic leadership are 

interconnected and how this plays a role in higher education institutions. 

Demographics and Authentic Leadership  

Demographic variables have been included in previous authentic leadership studies as 

they may influence the other variables (Walumbwa et al., 2008). These demographic variables 

can also be used primarily as control variables. Previous research suggests that demographic 

variables may influence the accuracy of employees’ perceptions and evaluations of supervisors 

in leadership research (Fleenor, Smither, Atwater, Braddy, & Sturm, 2010).  

While work outcomes have been frequently studied phenomena, relatively few of the 

studies have involved college and university faculty, as faculty have unique attributes of their job 

(Locke, Fitzpatrick, & White, 1983). Specifically focusing on demographics of those in colleges 

of agriculture is necessary because of the efforts to understand and increase diversity among 

faculty (Castillo & Cano, 2004). Gender, age and experience are the most frequently used 

demographic characteristics for measuring influence of job satisfaction and organizational 
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commitment (Koustelios, 2001). It has been established in research that female faculty are less 

satisfied with their job (Blackburn & Lawrence, 1995) and white faculty members tend to feel 

more satisfied (Bender & Heywood, 2006). It has also been found that faculty tenure, certain 

disciplines, and if they are involved in research have attributed to higher job satisfaction among 

faculty (Bozeman & Gaughan, 2011).  

As noted in the above literature related to authentic leadership, several studies have 

included demographic variables but there was mixed reviews among the significance of these 

variables.  There was found to be a relationship with age and perceptions of authentic leadership 

(Azana et al., 2010). However, there was very little significance amongst other demographic 

variables with authentic leadership. Several of the studies also did not indicate what 

demographics were used specifically. There are various demographic components that are 

specific to faculty in higher education, including their tenure track status, faculty rank, length in 

position, and primary appointment and therefore they were included in this study. Key aspects of 

context such as these demographic variables may affect the development of authentic leadership 

(Walumbwa et al., 2008) and therefore are included in this study.  

Chapter Summary 

This chapter identified the theoretical framework for this study and why it is important to 

understand the connections between authentic leadership, job satisfaction, and organizational 

commitment. Job satisfaction and organizational commitment have showed significant positive 

relationships with authentic leadership but it is necessary to study if these same components are 

important to faculty in higher education.  

This study will contribute to the literature on the authentic leadership construct and help 

future researchers to conduct similar studies. As well as determine ways in which to enhance the 
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leadership of departmental leaders to improve the well-being and productivity of faculty. 

Furthermore, understanding how each of the individual authentic leadership constructs impact 

job attitudes is another step forward in trying to determine what specific components are 

necessary to improve job attitudes. 

To determine if the same authentic leadership components are important to faculty it is 

necessary that we examine the impact of perceived authentic leadership of departmental leaders 

on the faculty members’ job satisfaction and organizational commitment within higher education 

while controlling for demographics. 
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CHAPTER III: METHODOLOGY 

 This chapter highlights the purpose and objectives of the study and the research design 

that was used to accomplish research objectives. Further, this chapter describes the methodology 

of the study, including population, data collection, instrumentation and analysis.  

Purposes and Objectives of the Study 

 The purpose of this study was to determine the perceptions of agriculture faculty toward 

authentic leadership of their departmental leaders, their job satisfaction, and organizational 

commitment. This study aimed to accomplish the following objectives: 

1. Determine the perceptions of faculty in colleges of agriculture toward the authentic 

leadership of those in departmental leadership positions.  

2. Determine whether the perceptions of faculty regarding authentic leadership of their 

department leaders vary by faculty demographics. 

3. Determine the level of job satisfaction of faculty in colleges of agriculture. 

4. Determine the level of organizational commitment of faculty in colleges of agriculture. 

5. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and job satisfaction of faculty. 

6. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and organizational commitment of faculty.  

Research Design 

 This is a descriptive correlational survey research study designed to achieve specified 

objectives. Research design represents “plans and the procedures for research that span the 

decisions from broad assumptions to detailed methods of data collection and analysis” (Creswell, 

2009, p.3) A quantitative methodology should be used when statistical analysis is needed to 
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answer the research questions (Dawson, 2009). Quantitative research allows the researcher to test 

objective theories by examining the relationships among variables (Creswell, 2009)  

Population and Sample 

 The study population of this research is comprised of faculty from colleges of agriculture 

at land-grant universities in the Southeast region. There are a total of 113 land-grant universities 

in the United States and United States territories with a total of 23 in the Southeast region of the 

U.S.. This study focused on the land-grant universities located in the continental southeast region 

of the United States either established in 1862 or 1890. The United States southeast region was 

determined according to the American Association for Agricultural Education regions.  This 

choice was appropriate because of the associations’ connection to agriculture and the land grant 

system (AAAE Website, 2018). Further, the southeast region was used because of the large 

number of 1890 land-grant institutions in this area. The states included in this region are: 

Alabama, Arkansas, Florida, Georgia, Kentucky, Louisiana, Mississippi, North Carolina, South 

Carolina, and Virginia. 

 

 

 



 

54 

 

Figure 1. Map of Southeast Region  

 In order to obtain a representative sample of all research, extension, and teaching faculty, 

a list of all faculty that fit this description was developed. This list was generated from reviews 

of college department websites.  There are roughly 3,135 research, extension, and teaching, 

faculty in 1862 and 1890 land-grant institutions throughout the Southeast region determined by 

the websites. These faculty members were determined based off of lists and websites that may 

not be up to date which is included as a limitation of this study.  

 In order to determine the appropriate sample size for the study, a power analysis was 

constructed using the GLMPOWER procedure in SAS, as the general linear model is used for the 

overall analysis. Sample size has a direct impact on the statistical power and appropriateness of 

the study (Hair, Black, Babin, & Anderson, 2010). Meaningful information about the effect 

cannot be obtained about the variables if the sample size is not appropriate (Browner, Newman, 
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& Hulley, 2007). The term power in statistics is used as the probability of correctly rejecting the 

null hypothesis or the ability of a statistical test to detect the effect (Hair et al., 2010). A power 

analysis determines the minimum number of subjects you need to collect information from in a 

study. The minimum size of the sample also varies according to the desired power, alpha levels, 

and effect size (Hair, et al., 2010). 

 A confidence level of 95% or an alpha level of .05 was maintained as suggested by Hair 

et al. (2010). The confidence level is used when analyzing statistical significance and is a 

measure of the precision of the sample estimate (Browner, Newman, & Hulley, 2007).  

 The effect sizes were based on previous research in the field and best estimated guesses 

for perception of authentic leadership mean score. In this study there was limited research done 

previously to help determine the effect size. Therefore in this situation, the researcher spoke with 

colleagues in the field and used educated guesses for the values as indicated by Browner, 

Newman, and Hulley (2007) as the most appropriate methods. The means for perceptions of 

authentic leadership that were used for the power analysis are indicated in the table below. The 

authentic leadership scale ranges from 1 (disagree strongly) to 5 (agree strongly). Additionally, 

the standard deviation used in the calculation was .50. 

Table 1  

Means for Perception of Authentic Leadership for Type of Land Grant Institution and Current 

Faculty Rank 

 Instructor Assistant Professor Associate Professor Professor Adjunct  Other 

1862 3.4 3.7 4 4.4 4.2 3.1 

1890 3.2 3.5 3.7 4.3 4.2 3.05 

Note: Response choices are: (1) disagree strongly; (2) disagree; (3) neither agree or disagree; (4) agree; 

(5) agree strongly. 
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Given the values above, a sample of 200 yields a power of 0.53 for detecting an effect of 

land grant institution on mean authentic leadership. Additionally, a sample of 200 yields a power 

above .99 for detecting an effect of faculty rank on mean authentic leadership.  

 Based off of the SAS GLMPOWER procedure it was determined that a sample size of 

200 was appropriate for the study. While the Krejcie and Morgan (1970) table is commonly used 

in the field of agricultural education to determine sample size it focuses on a proportion 

estimating a proportion (Krejcie & Morgan, 1970) and that is not what this current study is 

measuring.  

After reviewing literature it was determined to increase the sample by 25% to 250 in 

order to account for low response rates from online surveys (Schuldt & Totten, 1994). Dillman’s 

tailored design indicates that survey procedures need to be customized to reduce survey error 

through coverage, sampling, nonresponse, and measurement (Dillman, Christian, & Smyth, 

2014). Oversampling can be used when there is a small sample size and everyone in the group 

has the same chances of being selected randomly (Dillman, Christian, & Smyth, 2014). 

Increasing the sample size through oversampling allows for more reliable estimates (Guide for 

Effectively Administering Surveys on Campus, 2014).  Overall, nonresponse has increased in 

recent years (Baruch & Holtom, 1999; Sax, Gilmartin, & Bryant, 2003). Furthermore, online 

surveys among faculty typically have been found to have lower response rates even though they 

are a faster, more cost efficient method (Schuldt & Totten, 1994). Therefore, to account for 

increased nonresponse, oversampling was used in order to obtain enough responses to be closer 

to the necessary sample size.  

 Two hundred and fifty total faculty members were randomly selected from the population 

by using the SAS software program; after stratifying for the 1862 and 1890 land-grant 
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institutions. This method in SAS, PROC SURVEYSELECT, divides the sampling frame into 

nonoverlapping subgroups formed from the values of the stratification variables (SAS User’s 

Guide, 2008). In this case the 1862 and 1890 land grant institutions were the two subgroups and 

the emails were listed next to the land grant institution classification. The selection was based on 

proportions of the 1862 and 1890 institutions of the overall population which was about 15% for 

1890 land grant institutions and about 85% for 1862 land grant institutions. Samples are then 

selected independently with equal probability within strata in this design (SAS User’s Guide, 

2008). There were 37 faculty member emails selected from the 1890 land grant institutions and 

213 from the 1862 land grant institutions that were randomly selected.  

Instrumentation 

Three previously validated instruments were used to gather relevant data for faculty 

perceived authentic leadership of departmental leaders, faculty job satisfaction, and their 

organizational commitment. The three instruments used in the data collecting survey were the 

Authentic Leadership Instrument (Neider & Schriesheim, 2011), Job Satisfaction Instrument 

(Spector, 1994) and Organizational Commitment Instrument (Mowday et al., 1979). All of these 

instruments have been found to be valid and reliable based on previous studies. In addition to 

these three instruments few questions were also included in the survey for collecting selected 

demographic information from the study population. Appendix B includes the structured 

questionnaire that was administered to the faculty.  

Authentic Leadership Instrument 

Authentic leadership will be measured by the Authentic Leadership Inventory (ALI) 

developed by Neider and Schriesheim (2011). This is a 14-item scale with four subscales based 

on the main components of authentic leadership, (self-awareness, balanced processing, 
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internalized moral perspective, and relational transparency). All the statements are written 

positively describing authentic leadership qualities. Example items include: “My leader uses 

his/her core beliefs to make decisions” and “My leader carefully listens to alternative 

perspectives before reaching a conclusion”.  Responses to these items are recorded on a 5 point 

Likert scale measuring disagree strongly, disagree, neither agree or disagree, agree, and agree 

strongly. Data on the Authentic Leadership Inventory will be analyzed by using the overall mean 

of 14 items recorded on the 5 point Likert scale. This overall mean should be interpreted as 1 

being very negative perceptions toward authentic leadership and 5 being very positive 

perceptions of authentic leadership.   

The Authentic Leadership Inventory was developed using the Authentic Leadership 

Questionnaire (ALQ) developed by Walumbwa et al. (2008).  Three items measure self-

awareness, four item measure internalized moral perspective, three items measure relational 

transparency, and four items measure balanced processing. Neider and Schriesheim (2011) used 

confirmatory factor analysis models to evaluate the practicality of the instrument as well as a 

more in depth content validity assessment during three separate studies. Through the reliability 

analysis they found that for all four of the subscales the alpha values were acceptable as they 

were all at or above .70, with an overall alpha of .75, .70 for self-awareness, .74 for internalized 

moral perspective, .77 for relational transparency, and .82 for balanced processing (Neider & 

Schriesheim, 2011).   

This scale was used to determine follower perceptions about the leaders as done in 

previous studies (Cerne et al., 2013; Walumbwa et al., 2010). In this study, faculty were asked to 

situate their department head or chair as the “leader”.  
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Job Satisfaction Instrument  

Job satisfaction was measured using the Job Satisfaction Survey (JSS) created by Spector 

(1985). This survey has a 36 item scale containing nine subscales to measure employee job 

satisfaction. The subscales include pay, promotion, supervision, fringe benefits, operating 

conditions, contingent rewards, co-workers, nature of work, and communication as well as an 

overall score for job satisfaction. There are 17 positive statements and 17 negative statements 

describing job satisfaction, therefore the negative statements will be reverse coded. Example 

items included: “I feel I am being paid a fair amount for the work I do” and “I feel unappreciated 

by the organization when I think about what they pay me”. Responses for each of the items is 

measured using a 6 point Likert scale ranging from 1 (disagree very much) to 6 (agree very 

much). The internal consistency reliability for the scale was determined to be .91 (Spector, 

1985). Data on the Job Satisfaction Survey will be analyzed by using the overall mean of 36 

items recorded on the 6 point Likert scale. This overall mean should be interpreted as 1 being 

very negative perceptions of job satisfaction and 6 being very positive perceptions of job 

satisfaction. 

Organizational Commitment Instrument  

Organizational commitment was measured by the Organizational Commitment 

Questionnaire (OCQ) developed by Mowday, Steers, and Porter (1979). This instrument consists 

of 15 statements that are measured on a 7 point Likert scale ranging from 1 (strongly disagree) to 

7 (strongly agree). The coefficient alpha value of this instrument was .81. All of the statements 

are written positively describing organizational commitment. Sample items include: “For me this 

is the best of all possible organizations for which to work” and “I am extremely glad that I chose 

this organization to work for over others I was considering at the time I joined”.  The faculty 



 

60 

members were asked to situate their academic department as the organization for which they 

worked. Data on the OCQ will be analyzed by using the overall mean of the 15 items recorded 

on the 7 point Likert scale. The overall mean should be interpreted as 1 being very negative 

organizational commitment and 7 being very positive organizational commitment.  

Demographic Variables  

Demographic variables included age, length in position, current faculty rank, type of land 

grant institution, tenure track status, responsibility of appointment, gender, and ethnicity. As 

faculty in higher education have unique aspects and characteristics of their job, they were 

included in this study and serve as control variables. Age and length in position were measured 

in years on a numeric scale. Faculty rank groups were instructor, assistant professor, associate 

professor, professor, and other; land-grant status was categorized by 1862 or 1890; tenure status 

was categorized by tenured, tenure track, non-tenure track, and other; primary appointment was 

categorized by research, extension, teaching, service, or other; gender was categorized by 

female, male, transgender female, transgender male, gender variant, not listed, and prefer not to 

answer; and ethnicity was measured by Non-Hispanic or Euro-American, Black, Afro-

Caribbean, or African American, Latino or Hispanic American, East Asian or Asian American, 

South Asian or Indian American, Middle Eastern or Arab American, Native American or 

Alaskan Native or other.  The options for gender were categorized in this way to be the most 

inclusive (The Williams Institute, 2014) but can be combined together for the analysis if limited 

representation in the categories. The options for ethnicity were categorized this way as the U.S. 

census bureau classifies ethnicity in five minimum categories but more options were given; 

options can be analyzed together if limited representation in the categories.  
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Data Collection Procedures 

Prior to conducting any of the data, permission was sought and granted by the North 

Carolina State University Institutional Research Board (IRB). The different survey instruments 

were combined into one online instrument. This was done using the online Qualtrics software. 

Dillman’s (2000) design method was followed in an effort to improve response rates (Hoddinott 

& Bass, 1986). Guided by recommendations of Dillman (2000), an initial email was sent to all of 

the participants explaining the study, including the consent form and survey. However, 

incentives were not offered as suggested by Dillman (2000) as there is limited funding. Though 

as suggested by Dillman (2000) benefits for completing the survey were highlighted. Two 

hundred and fifty faculty members were asked to complete the survey, via the Qualtrics system 

in a private web-browsing window. Qualtrics was used to generate all email correspondence 

tracking the questionnaires for completion. All faculty that had not completed the survey were 

sent follow-up weekly reminder emails including the survey for up to three weeks after 

delivering the original email. All faculty that completed the survey were sent thank-you emails. 

Nonresponse error occurs when sampling units selected for a sample do not respond 

(Dillman, Tortora, & Bowker, 1999). As previously mentioned, online surveys among faculty 

typically have high nonresponse rates and have been increasing in recent years (Schuldt & 

Totten, 1994). Typically this is because of the abundance of email messages and surveys this 

group receives in general (Sheehan, 2001). Literature indicates that a high rate of non-response 

creates an increased probability of statistical biases (Tomaskovic-Devey, Leiter, & Thompson, 

1994). However, clarity about what rate of non-response should be considered too high is vague 

(Rogelberg & Stanton, 2007).  Therefore even after Dillman’s design method was used there was 

still a 22.4% response rate. Handling nonresponse has been deemed appropriate for those in the 
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agriculture education and extension discipline (Welch & Barlau, 2013; Miller & Smith, 1983) 

with the most common approach to compare early with late responders (Welch & Barlau, 2013). 

Miller and Smith (1983) indicated that “research has shown that late responders are often similar 

to nonrespondents” (p.48).  “This approach has been used extensively in agricultural and 

extension education research but not in other education fields such as evaluation, science 

education, and technology education” (Welch & Barlau, 2013, p.8).  There has been limited 

descriptions of approaches in how to best determine “late” responders (Welch & Barlau, 2013). 

Lindner, Murphy, and Briers (2001) determined that the best way to classify these “late” 

respondents is by looking at responses that were after the last wave of contact. There is not an 

explanation for selecting 30 or more responses but it is consistently recommended (Welch & 

Barlau, 2013). Therefore, this method was used in this study. SAS was used to compare the early 

and late respondents based on the demographics of the sample and their indicated perceptions of 

authentic leadership. 

Analysis of the Data 

The data from the survey were downloaded into spreadsheets and imported into SAS. 

Frequency statistics were computed for the sample and missing data were removed. The 

variables with negatively scored instrument items were reverse coded. Descriptive statistics, 

including measures of variability and central tendency, were used to report demographic 

information. A correlation coefficient measures the extent to which two variables tend to change 

together (SAS User’s Gude, 2008). Spearman rho rank-order correlations were used to determine 

what, if any, relationships exist between job satisfaction, organizational commitment, and 

perception of authentic leadership.  Spearman rho correlations were selected as they measure the 

strength and direction of association of two ordinal variables (Hauke & Kossowski, 2011). In this 
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case the measurement scale for Likert scale data is ordinal, but the mean scores were treated as 

continuous. The Spearman’s rho or Spearman’s rank-order correlation is a nonparametric version 

of the Pearson’s product-moment correlation and measures a less restrictive, monotonic 

component (SAS User’s Guide, 2008). Unlike Pearson’s product-moment correlation coefficient, 

it does not require the assumption that the relationship between the variables is linear, nor does it 

require the variables to be measured on interval scale (Hauke & Kossowski, 2011). The 

researcher doesn’t know in advance if they are linear and therefore Spearman Rho was 

considered to be the most appropriate.  

General linear modeling was then used to determine what independent variables were 

significant predictors. General linear modeling incorporates different statistical models such as 

regression, analysis of variance (especially for unbalanced data), analysis of covariance, and 

other types of regression (SAS User’s Guide, 2008). All of these statistical models are subsumed 

under what is called the general linear model or GLM. GLM allows the researcher to specify any 

degree of interaction and nested effects (SAS User’s Guide, 2008). This model allows for 

comparison of one variable in two or more groups taking into account variability of other 

variables. General linear modeling is important in social science research and was selected as it 

allows for the inclusion of a large amount of information, both continuous and dummy coded 

variables are able to be used (Thisted, 1988).  

Chapter Summary 

 The research design was used to analyze the data and determine relationships between 

faculty perception of authentic leadership of the departmental leader, job satisfaction, 

organizational commitment, and demographic variables included age, length in position, current 

faculty rank, and type of land grant institution, tenure track status, and primary responsibility of 
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appointment, gender, and ethnicity. The sample size was determined to be 250 faculty members 

from land-grant institutions in the colleges of agriculture in the southeast region. The data were 

collected using pre-existing survey instruments that were already determined to be reliable and 

valid. The study received IRB approval and the names of the participants remained confidential. 

Using the SAS software, correlational statistics and general linear modeling were used to 

determine the best predictors of perception of authentic leadership. The data were analyzed and 

the findings are displayed in the following chapter. 
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CHAPTER IV: RESULTS 

 

The purpose of this study was to determine the perceptions of faculty in colleges of 

agriculture on the use of authentic leadership by their department leadership, their job 

satisfaction, and organizational commitment. A descriptive correlational survey research study 

was used to achieve specified objectives. The purpose of this chapter is to present the findings 

from the statistical analysis according to descriptive statistics of the sample, correlational 

statistics and general linear modeling, in order of the following objectives:  

1. Determine the perceptions of faculty in colleges of agriculture toward the authentic 

leadership of those in departmental leadership positions.  

2. Determine whether the perceptions of faculty regarding authentic leadership of their 

department leaders vary by faculty demographics. 

3. Determine the level of job satisfaction of faculty in colleges of agriculture. 

4. Determine the level of organizational commitment of faculty in colleges of agriculture. 

5. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and job satisfaction of faculty. 

6. Explore the relationship between faculty perceived authentic leadership of those in the 

departmental leadership position and organizational commitment of faculty.  

Presentation of Findings 

Descriptive Statistics 

 The sample used in this study consisted of faculty in land-grant institutions in colleges of 

agriculture in the southeast region of the U.S. (n=56). The sample was taken from the population 

of faculty and 250 faculty members were sent the survey containing the Authentic Leadership 

Inventory, Organizational Commitment Questionnaire, Job Satisfaction Survey and demographic 
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variables. Dillman’s (2000) method was used and reminder emails were sent as well as follow up 

phone calls to try to increase the response rate. The final sample consisted of 56 faculty 

participants after missing variables were removed. This indicated a 22.4% response rate which is 

low to be very accurate. To account for nonresponse error, early and late responders were 

compared, a common approach in the field of agriculture education (Welch & Barlau, 2013). 

Miller and Smith (1983) indicated that “research has shown that late responders are often similar 

to nonrespondents” (p.48).   

T-tests were used in order to compare late and early respondents on each of the variables. 

There were not any significant differences in the job satisfaction scores for early respondents (x̅̅  

=4.18, SD=.78) and late respondents (x̅̅ =4.11, SD=.62), conditions; t (56) =.34, p= .74. There 

were not any significant differences in the organizational commitment scores for early 

respondents (x̅̅ =4.97, SD=.1.19) and late respondents (x̅̅ =4.99, SD=1.13), conditions;  

t (56) =0.07, p= .94. There were not any significant differences in the perceptions of authentic 

leadership scores for early respondents (x̅̅ =3.58, SD=.97) and late respondents (x̅̅ =3.48, SD=.68), 

conditions; t (56) =.34, p= .73. For each demographic variable, frequencies were then calculated 

and the Pearson chi-square was analyzed to test if the distribution of early and late responders 

was different. The table below indicates the percentage of the number of observations over the 

total number in that row of the table. The Pearson chi-square statistic was not found to be 

statistically significant. The percentage of participants that were early and late did not differ by 

current faculty rank, tenure track status, primary appointment, gender or ethnicity.  This indicates 

that there are not any differences between early and late respondents, leading to the assumption 

that there are no differences between late and non- respondents as indicated the best way to 
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handle non-response in the agricultural education literature. The late and non-respondents are 

included in the table below. 

Table 3 

Chi-square Test of Differences of Association between Demographics and Early Versus Late 

Respondents  

Variable Respondent Type    

Tenure Track Status Early Respondents Late Respondents χ 2 p 

Non-Tenure Track 17.07% 13.33% 1.31 .51 

Tenure Track 24.39% 40.00%   

Tenured 58.54% 46.67%   

Primary Appointment     

Extension 19.51% 13.33% 7.21 .065 

Research 41.46% 80.00%   

Teaching  34.15% 6.67%   

Other  4.88% 0.00%   

Land Grant Institution     

1862 87.80% 12.20% 3.35 .07 

1890 66.67% 33.33%   

Gender     

Female 43.90% 53.66% 0.38 .82 

Male  46.67% 53.33%   

Faculty Rank     

Instructor 9.76% 6.67% 0.75 0.94 

Assistant Professor 24.39% 33.33%   

Associate Professor 29.27% 26.67%   

Professor 36.59% 33.33%   

Ethnicity     

Non-Hispanic White 65.31% 55.00% 0.64 .42 

All Other Minorities 34.69% 45.00%   
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Due to the low percentage of ethnic minorities that participated in the study, it was 

determined to classify this variable by non-Hispanic white and all other minorities. The 

descriptive statistics for each variable are indicated in table 4.  

Table 4  

Descriptive Statistics for Demographic Variables  

Variable  n=56 % 

Tenure Track Status   

Non-Tenure Track 9 16.07 

Tenure Track 16 28.57 

Tenured 31 55.36 

Primary Appointment   

 Extension 10 17.86 

Research 29 51.79 

Teaching 15 26.79 

Other 2 3.57 

Land Grant Institution   

1862 46 82.14 

1890 10 17.86 

Gender   

Female 25 

 

44.64 

Male 30 

 

53.57 

 Faculty Rank    

Instructor 5 

 

8.93 

Assistant Professor 15 26.79 

Associate Professor   16 28.29 

Professor  20 35.71 

Ethnicity    

Non-Hispanic-White 44 78.58 

South Asian or Indian American 3 5.36 

Black or African American 2 3.57 

East Asian or Asian American 4 7.14 

Latino or Hispanic American 1 1.79 

Middle Eastern or Arab American 2 3.57 
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Descriptive statistics for age and length in position were displayed differently as age and 

length in position were recorded as numeric variables. Table 5 lists the faculty responses for the 

variables age and length in position.  

Table 5  

Descriptive Statistics for Age  

Variable n Mean Standard 

Deviation 

Median 

Age  

 (years) 

56 49.10 12.64 48.50 

Length in Position 

(years) 

56 13.18 11.64 8 

 

The means and standard deviation used to determine the effect size for the sample size 

for this study were based on previous literature and speaking with experts in the field (as 

indicated in Chapter Three). The means and standard deviations for type of land grant institution 

and current faculty rank are indicated in the table below for use in power calculations for future 

studies. The overall mean was determined to be 3.56 and the overall standard deviation was 

determined to be 0.898. 

Table 6  

Actual Means and Standard Deviations for Perception of Authentic Leadership for Type of Land 

Grant Institution and Current Faculty Rank 

 Instructor Assistant Professor Associate Professor Professor 

Land 

Grant 

Mean SD Mean SD Mean SD Mean SD 

1862 3.43 0.93 3.99 0.74 3.50 1.07 3.55 0.86 

1890 4.03 0.65 2.54 1.26 3.07 0.60 2.98 0.54 
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Research Objective One:  Determine the perceptions of faculty in colleges of agriculture toward 

the authentic leadership of those in departmental leadership positions. 

 In order to determine the perceptions of authentic leadership of faculty in colleges of 

agriculture the overall mean of authentic leadership perceptions was taken for the faculty based 

on their responses on the Authentic Leadership Inventory (ALI) that contained 14 items with a 

five point Likert scale ranging from 1 (disagree strongly) to 5 (agree strongly). The overall mean 

score on ALI can be interpreted as 1, the faculty perceived their department leader as not 

displaying authentic leader behaviors and 5, the faculty really perceived their department leader 

as displaying authentic leader behaviors. The recorded overall mean score for perception of 

authentic leadership of faculty on ALI was 3.56 with a SD of .90 indicating that perceptions of 

authentic leadership are neutral but slightly closer to agreement that their leader engages in these 

behaviors as summarized in Table 7. This indicates that there is a considerable need to improve 

authentic leadership of department heads from faculty perceived middle level authentic 

leadership to higher level authentic leadership perceptions.  

Table 7 

Measures of Faculty Responses for Perceptions toward Authentic Leadership 

Variable n Mean Standard 

Deviation 

Median 

Authentic Leadership 55 3.56 .90 3.50 
Note: Response choices are: (1) disagree strongly; (2) disagree; (3) neither agree or disagree; (4) agree; 

(5) agree strongly. 
   

 

Research Objective Two: Determine whether the perceptions of faculty regarding authentic 

leadership of their department leaders vary by faculty demographics. 

The demographic part of the survey asked participants age, length in position, current 

faculty rank, type of land grant institution, tenure track status, responsibility of appointment, 
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gender, and ethnicity. Age and length in position were recorded in years on a numeric scale 

while the other questions were recorded as categorical variables. The number of responses, 

means and standard deviation of each of the categories are reported as descriptive statistics in 

Table 8. Further analysis to determine if the perceptions of faculty regarding authentic leadership 

varied with demographics was then conducted using a general linear model and perceptions of 

faculty regarding authentic leadership were not found to vary by faculty demographics.  

Table 8 

Demographic Measures of Categorical Faculty Responses for Perceptions toward Authentic 

Leadership 

Variable  n=56 Mean Standard Deviation 

Current Faculty Rank    

Instructor 5 3.71 0.89 

Assistant Professor 15 3.79 0.93 

Associate Professor 16 3.44 1.02 

Professor 20 3.47 0.89 

Type of Land Grant Institution    

1862 46 3.64 0.90 

1890 10 3.13 0.80 

Tenure Track Status    

Non-Tenure Track 9 3.62 0.74 

Tenure Track 16 3.72 0.94 

Tenured 31 3.46 0.92 

Responsibility of Appointment    

Extension 10 3.32 1.02 

Research 28 3.54 0.82 

Teaching  14 3.57 0.10 

Gender     

Female 25 3.62 0.92 

Male 30 3.50 0.90 

Ethnicity     

Non-Hispanic or White 43 3.62 0.90 

All Other Minorities  13 3.33 0.88 
Note: Note: Response choices are: (1) disagree strongly; (2) disagree; (3) neither agree or disagree; (4) agree; (5) 

agree strongly. 
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The general linear model via PROC GLM was also fit to see if there were any specific 

demographic associations with authentic leadership for both job satisfaction and organizational 

commitment. The interaction of authentic leadership was added to each of the demographic 

variables to determine if certain demographics affect job satisfaction accounting for authentic 

leadership. When running the model for job satisfaction, the overall model, assessing all of the 

variables jointly was found to be statistically significant with an F value of 2.14 and p value 

equal to .035. Due to the significance of this model at the .05 significance level it is likely that 

results did not happen by chance. The R-squared value for this model was .73, therefore the 

model explains 73% of the variation in the dependent variable of job satisfaction. The RSME 

was reported to be .59 which is the standard deviation of the unexplained variance.  After the 

overall model was determined to be significant, the individual variables were analyzed for 

significance. According to a significance level of 5% (alpha level =0.05), there were not any 

statistically significant differences among the variables when accounting for the authentic 

leadership interaction with the demographic variables on job satisfaction. Although the overall F 

test was found to be significant when analyzing the variables jointly, each variable on its own 

was not found to be significant when analyzing the variables individually. Therefore, the 

perceptions of authentic leadership of the department leader do not vary with type of land grant, 

tenure track status, faculty rank, responsibility of appointment, gender, ethnicity, age, or length 

in position. The following table 10 indicates the interactions of demographic variables and 

authentic leadership with job satisfaction.  
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Table 10 

Authentic Leadership with Demographics and Job Satisfaction Model  

 DF Type III 

SS 

Mean 

Square 

F p 

Authentic Leadership 1 0.65 0.65 1.85 0.188 

Type of Land Grant*Authentic Leadership  1 0.02 0.02 0.06 0.813 

Type of Land Grant  1 0.02 0.02 0.04 0.838 

Tenure Track Status*Authentic Leadership  2 1.30 0.65 1.85 0.182 

Tenure Track Status  2 1.30 0.65 1.85 0.182 

Faculty Rank*Authentic Leadership 3 1.74 0.58 1.65 0.207 

Faculty Rank 3 1.73 0.58 1.63 0.212 

Responsibility of Appointment*Authentic 

Leadership 

3 1.07 0.36 1.01 0.408 

Responsibility of Appointment 3 1.42 0.47 1.34 0.286 

Gender*Authentic Leadership 1 0.02 0.02 0.05 0.828 

Gender 1 0.06 0.06 0.17 0.682 

Ethnicity*Authentic Leadership 1 0.28 0.28 0.80 0.380 

Ethnicity 1 0.24 0.24 0.67 0.421 

Age*Authentic Leadership 1 0.01 0.01 0.04 0.839 

Age 1 0.00 0.00 0.00 0.946 

Length in Position*Authentic Leadership 1 0.25 0.25 0.72 0.406 

Length in Position 1 0.21 0.21 0.60 0.448 

Note: The *accounts for an interaction between variables 

The general linear model via PROC GLM was also fit to see if there were any specific 

demographic associations with authentic leadership for both job satisfaction and organizational 

commitment. The interaction of authentic leadership was added to each of the demographic 

variables to determine if certain demographics affect organizational commitment accounting for 

authentic leadership. When running the model for organizational commitment, the overall model, 

assessing all of the variables jointly was found to be statistically significant with an F value of 

2.63 and p value equal to .011. Due to the significance of this model at the 0.05 significance 

level, it is likely that results did not happen by chance. The R-squared value for this model was 

.77, therefore the model explains 77% of the variance in the dependent variable of organizational 
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commitment. The RSME was reported to be .85 which is the standard deviation of the 

unexplained variance. After the overall model was determined to be significant, the individual 

variables were analyzed for significance. According to a significance level of 5% (alpha level 

=0.05), there were not any statistically significant differences among the demographic variables 

when accounting for authentic leadership interaction with the demographic variables on 

organizational commitment. Although the overall F test was found to be significant when 

analyzing the variables jointly, each variable on its own was not found to be significant when 

analyzing the variables individually. Therefore, the perceptions of authentic leadership of the 

department leader not vary with type of land grant, tenure track status, faculty rank, 

responsibility of appointment, gender, ethnicity, age, or length in position.  The following table 

indicates the interactions of demographic variables and authentic leadership with organizational 

commitment. 
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Table 11 

Authentic Leadership with Demographics and Organizational Commitment Model  

 DF Type III 

SS 

Mean 

Square 

F p 

Authentic Leadership 1 0.44 0.44 0.61 0.44 

Type of Land Grant*Authentic Leadership  1 0.47 0.47 0.64 0.431 

Type of Land Grant  1 0.76 0.76 1.06 0.315 

Tenure Track Status*Authentic Leadership  2 1.82 0.91 1.26 0.304 

Tenure Track Status  2 3.23 1.62 2.23 0.131 

Faculty Rank*Authentic Leadership 3 1.66 0.55 0.77 0.52 

Faculty Rank 3 1.50 .50 0.69 0.566 

Responsibility of Appointment*Authentic 

Leadership 

3 0.74 0.25 0.34 0.80 

Responsibility of Appointment 3 1.58 0.53 0.73 0.547 

Gender*Authentic Leadership 1 1.84 1.84 2.54 0.125 

Gender 1 2.09 2.09 2.89 0.103 

Ethnicity*Authentic Leadership 1 0.14 0.14 0.20 0.661 

Ethnicity 1 0.06 0.06 0.08 0.784 

Age*Authentic Leadership 1 0.12 0.12 0.16 0.690 

Age 1 0.02 0.02 0.03 0.868 

Length in Position*Authentic Leadership 1 0.00 0.00 0.01 0.928 

Length in Position 1 0.01 0.01 0.01 0.936 

Note: The *accounts for an interaction between variables 

 After conducting the general linear model with both job satisfaction and organizational 

commitment as the response variables and accounting for interactions of each of the 

demographic variables with authentic leadership it was determined that there were no significant 

relationships of authentic leadership and the demographic variables. Therefore, faculty 

perceptions of their department leaders’ authentic leadership does not vary with demographics of 

the faculty.  
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Research Objective Three: Determine the level of job satisfaction of faculty in colleges of 

agriculture. 

 In order to determine the level of job satisfaction of faculty in colleges of agriculture the 

overall mean of job satisfaction score was taken for the faculty based on their responses on the 

Job Satisfaction Survey (JSS) that contained 36 items with a six point Likert scale ranging from 

1 (disagree very much) to 6 (agree very much). The overall mean score on JSS can be interpreted 

as 1 being very dissatisfied with the job and 6 being very satisfied with the job. The recorded 

overall mean score for the job satisfaction of faculty on JSS was 4.16 with a SD of .74 indicating 

faculty are slightly satisfied. This indicates there is a considerable room to improve job 

satisfaction of faculty by helping them move from middle level to higher level satisfaction in 

their job.  

Table 12 

Measurements of Level of Job Satisfaction of Faculty in Colleges of Agriculture 

Variable n Mean Standard 

Deviation 

Median 

Job Satisfaction 62 4.16 .74 4.17 
Note: Response choices are: (1) disagree very much; (2) disagree moderately; (3) disagree slightly; 

(4) agree slightly; (5) agree moderately; (6) agree very much. 
 

    

 

Research Objective Four: Determine the level of organizational commitment of faculty in 

colleges of agriculture. 

In order to determine the level of organizational commitment of faculty in colleges of 

agriculture the overall mean of organizational commitment score was taken for the faculty based 

on their responses on the Organizational Commitment Questionnaire (OCQ) that contained 15 

items with a seven point Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree). 

The overall mean score on OCQ can be interpreted as 1 being high disagreement of 
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organizational commitment and 7 being high agreement of organizational commitment. The 

recorded overall mean score for the organizational commitment of faculty on OCQ was 4.97 

with a SD of 1.17 indicating faculty slightly agree they are committed to the organization as 

summarized in Table 13. This indicates that there is considerable room to improve organizational 

commitment of faculty by helping them to move from middle level commitment to higher level 

commitment.  

Table 13 

Measurements of Level of Organizational Commitment of Faculty in Colleges of Agriculture 

Variable n Mean Standard 

Deviation 

Median 

Organizational 

Commitment 

58 4.97 1.17 5.30 

Note: Response choices are: (1) strongly disagree; (2) moderately disagree; (3) slightly disagree; (4) 

neither disagree nor agree; (5) slightly agree; (6) moderately agree; (7) strongly agree. 
 

    

 

Research Objective Five: Explore the relationship between faculty perceived authentic 

leadership of those in the departmental leadership position and job satisfaction of faculty. 

 In order to explore the relationship between faculty perceptions of authentic leadership of 

the departmental leader and job satisfaction of the faculty, Spearman’s correlations was 

conducted between these two variables. Spearman’s correlation coefficient was .63 between 

authentic leadership and job satisfaction with p<.001. According to Hinkle, Wiersma, and Jurs, 

(1979), a commonly used approach to interpret the strength of the correlation in agriculture 

education research (Kotrlik, Williams, & Jabor, 2011) indicates .00 to .30 is little if any 

correlation, .30 to .50 is low correlation, .50 to .70 is moderate correlation, .70 to .90 is a high 

correlation, and .90 to 1.00 is a very high correlation. Based on this classification, results indicate 
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that there is a moderate, positive correlation between faculty perceived authentic leadership of 

those in the departmental leadership position and job satisfaction of faculty.  

 To further explore the relationships between authentic leadership of the department 

leader and job satisfaction of the faculty, a general linear model was fit via PROC GLM. Job 

satisfaction was considered the dependent variable, and authentic leadership the independent 

variable as well as the demographic variables of type of land grant institution, tenure track status, 

current faculty rank, responsibility of appointment, gender, ethnicity, age, length in position, and 

the interaction variable for age and length in position. The interaction variable for age and length 

in position was included because of the strong, positive correlation between the two variables. 

When running the model for job satisfaction, the overall this model was found to be statistically 

significant with an F value of 2.93 and p value equal to .004. Due to the significance of this 

model at the 0.05 significance level, it is likely that results did not happen by chance. The R-

squared value for this model was .62, therefore the model explains 62% of the variation in the 

dependent variable of job satisfaction. The RSME was reported to be .58 which is the standard 

deviation of the unexplained variance. According to a significance level of 5% (alpha level 

=0.05), there was a positive statistically significant relationship of authentic leadership and job 

satisfaction (F=22.54, p=<.0001). Therefore, as there is an increase in perception of authentic 

leadership, there is an increase in job satisfaction. There were not found to be any other 

statistically significant variables associated with job satisfaction as indicated in the table. Table 

14 includes the results from the model of job satisfaction of faculty.  
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Table 14 

Job Satisfaction of Faculty Model   

 df Type III 

SS 

Mean 

Square 

F p 

Authentic Leadership  1 7.69 7.69 22.54 <.0001 

Type of Land Grant  1 0.06 0.06 0.19 0.67 

Tenure Track Status  2 0.25 0.125 0.37 0.70 

Current Faculty Rank  4 1.80 0.45 1.32 0.28 

Tenure Track Status *Current 

Faculty Rank  

2 0.51 0.26 0.75 0.48 

Responsibility of Appointment  3 0.95 0.32 0.93 0.44 

Gender 1 0.33 0.33 0.97 0.33 

Ethnicity 1 0.01 0.01 0.03 0.86 

Age 1 0.04 0.04 0.13 0.72 

Length in Position 1 0.03 0.03 0.10 0.76 

Age * Length in Position 1 0.04 0.04 0.11 0.74 
 

Research Objective Six: Explore the relationship between faculty perceived authentic leadership 

of those in the departmental leadership position and organizational commitment of faculty.  

 In order to explore the relationship between faculty perceptions of authentic leadership of 

the departmental leader and organizational commitment of the faculty. Spearman’s correlations 

was conducted between these two variables. Spearman’s correlation coefficient was .53 between 

the two variables of authentic leadership and organizational commitment with p<.001. According 

to Hinkle, Wiersma, and Jurs, (1979), a commonly used approach to interpret the strength of 

correlation in agriculture education research (Kotrlik, Williams, & Jabor, 2011) indicates .00 to 

.30 is little if any correlation, .30 to .50 is low correlation, .50 to .70 is moderate correlation, .70 

to .90 is a high correlation, and .90 to 1.00 is a very high correlation. Based on this classification, 

results indicate that there is a moderate, positive correlation between faculty perceived authentic 

leadership of those in the departmental leadership position and organizational commitment of 

faculty. 
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To further explore the relationships between authentic leadership of those in the 

departmental leadership position and organizational commitment of the faculty, a general linear 

model was fit via PROC GLM. Organizational commitment was considered the dependent 

variable, and authentic leadership the independent variable as well as the demographic variables 

of type of land grant institution, tenure track status, current faculty rank, responsibility of 

appointment, gender, ethnicity, age, length in position, and the interaction variable for age and 

length in position. The interaction variable for age and length in position was included because 

of the strong, positive correlation between the two variables. When running the model for 

organizational commitment, the overall model was found to be statistically significant with an F 

value of 4.24 and p value equal to .0002. Due to the significance of this model at the 0.05 

significance level, it is likely that results did not happen by chance. The R-squared value for this 

model was .70 therefore the model explains 70% of the variation in the dependent variable of 

organizational commitment. After the overall model was determined to be significant, the 

individual variables were analyzed for significance. According to a significance level of 5% 

(alpha level =0.05), there was a statistically significant positive relationship of authentic 

leadership and organizational commitment (F=26.78, p=<.0001). This indicates that as there is 

an increase in perception of authentic leadership, there is an increase in job satisfaction. The 

variable tenure track status also indicated a significant difference with organizational 

commitment (F=5.35 p=.01). This shows that there is a difference among organizational 

commitment of faculty based on their tenure track status. However, further post hoc analysis 

would need to be run to determine exactly which level has higher organizational commitment. 

The variable of faculty rank also has a significant difference with organizational commitment 

(F=2.96 p=.03). This shows that there is a difference among organizational commitment of 
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faculty based on their faculty rank, however, further post hoc analysis are needed to determine 

exactly which ranks have higher organizational commitment. There were not found to be any 

other statistically significant variables as indicated in the table below.  Table 15 includes the 

results from the model of organizational commitment of faculty.  

Table 15 

Organizational Commitment of Faculty Model  

 df Type III SS Mean 

Square 

F p 

Authentic Leadership  1 17.10 17.10 26.78 <.0001 

Type of Land Grant  1 0.49 0.49 0.76 .39 

Tenure Track Status 2 6.83 3.42 5.35 .009 

Tenure Track Status 

*Current Faculty Rank 

2 3.55 1.78 2.78 .08 

Gender 1 0.46 0.46 0.73 0.40 

Current Faculty Rank  4 7.57 1.89 2.96 0.03 

Responsibility of 

Appointment  

3 2.89 0.96 1.51 0.23 

Ethnicity 1 0.22 0.22 0.34 0.56 

Age 1 0.30 0.30 0.48 0.50 

Length in Position 1 0.02 0.02 0.03 0.86 

Age * Length in 

Position 

1 0.04 0.04 0.06 0.81 

 

Chapter Summary  

Six research objectives guided the direction of this investigation. Research objective one 

was concerned with the faculty in colleges of agriculture perceptions toward authentic leadership 

of their departmental leaders. Authentic leadership was measured on a 5 point Likert scale and a 

mean score of 3.56 was determined with a standard deviation of .90 indicating that perceptions 

of authentic leadership are neutral but slightly closer to agreement that their leader engages in 

these behaviors. There is average agreeance that leaders are displaying authentic leadership 

behavior and there is considerable room for improvement. 
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The second research objective was directed at determining whether the faculty perceived 

authentic leadership of their departmental leaders varied with faculty demographics. Faculty 

perceived authentic leadership of department leaders did not vary with faculty demographic 

characteristics indicating that all faculty similarly perceived their department leaders’ level of 

authentic leadership.   

For the third research objective the level of job satisfaction of faculty in colleges of 

agriculture was determined to have a mean score of 4.16 and standard deviation of .74, indicating 

faculty are slightly satisfied. This indicates there is a considerable room to improve job 

satisfaction of faculty by helping them move from middle level to higher level satisfaction. 

The fourth research objective then focused on the level of organizational commitment of 

faculty in colleges of agriculture. The mean score was determined to be 4.97 with a standard 

deviation of 1.17 indicating faculty slightly agree they are committed to the organization. This 

indicates there is a considerable room to improve organizational commitment of faculty by 

helping them move from middle level to higher level commitment.  

The fifth research objective aimed to further explore the relationship between authentic 

leadership of the departmental leader and job satisfaction of the faculty. There was found to be a 

moderate, positive correlation between the two variables of authentic leadership and job 

satisfaction. Specifically results suggest that with higher levels of perception of authentic 

leadership there are higher levels of job satisfaction. However, there were not found to be any 

other statistically significant demographic variables that have an effect on job satisfaction.  

The sixth and final research objective explored the relationship between authentic 

leadership of the departmental leader and organizational commitment of the faculty. There was 

found to be a moderate, positive correlation between authentic leadership and organizational 
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commitment. These results suggest that with higher levels of perceptions of authentic leadership 

there are higher levels of organizational commitment. Tenure track status and current faculty 

rank, were also found to have a statistically significant effect with organizational commitment. 

There were not found to be any other statistically significant demographic variables with 

organizational commitment. 
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CHAPTER V: SUMMARY, CONCLUSIONS, IMPLICATIONS, AND 

RECOMMENDATIONS 

The purpose of this study was to determine the perceptions of faculty in colleges of 

agriculture toward authentic leadership of their departmental leaders, their job satisfaction, and 

organizational commitment. In order to accomplish the purpose of this study, six research 

objectives were created: 

1. Determine the perceptions of faculty in colleges of agriculture toward the authentic 

leadership of those in departmental leadership positions.  

2. Determine whether the perceptions of faculty regarding authentic leadership of their 

department leaders vary by faculty demographics. 

3. Determine the level of job satisfaction of faculty in colleges of agriculture. 

4. Determine the level of organizational commitment of faculty in colleges of 

agriculture. 

5. Explore the relationship between faculty perceived authentic leadership of those in 

the departmental leadership position and job satisfaction of faculty. 

6.  Explore the relationship between faculty perceived authentic leadership of those in 

the departmental leadership position and organizational commitment of faculty.  

Summary of Conceptual Framework 

Conger (1999) states that “today strong leadership is often viewed as one of the most 

important keys to organizational growth, change, and renewal” (p.1). Negative environmental 

and organizational forces have furthered the interest in the development, understanding and 

study of authentic leadership, a positive leadership construct (Avolio & Gardner, 2005).  

Specifically, increased positive leadership has been found to trickle down to employees and 
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predict greater positive outcomes (Youssef-Morgan & Luthans, 2013) and because of this there 

is a call for authentic leaders in today’s society, generally, and in higher education specifically 

(Fehlis, 2005).   

The organizational outcomes of job satisfaction and organizational commitment are 

important especially in higher education (Fehlis, 2005). When job satisfaction and organizational 

commitment are decreased that can have negative impacts on the well-being of the faculty, their 

impact on students, and productivity (McNeese-Smith, 1996). Follower perceptions of authentic 

leadership have been found to be positively related with employee job satisfaction (Černe, Jaklič, 

& Škerlavaj, 2013) as well as with organizational commitment (Gatling et al., 2016) in the fields 

of secondary education. Although there are some specific differences between education at this 

level of secondary education and higher education. Generally, faculty in land-grant institutions 

have three primary roles of research, extension and education (Bland, Center, Finstad, Risbey, & 

Staples, 2006). Whereas the main role of the educator at the primary and secondary levels is only 

teaching. These land grant colleges are at the forefront for combatting the challenges and 

problems impacting the agricultural industry (Grant, et al., 2000). Fehlis (2005, p. 6) stated 

“leadership is unquestionably the key factor in determining if the land grant system will be 

capable of synthesizing future changes in demographics, science, technology, educational 

models, and human needs, and then developing a very clear and specific vision for our system.” 

Departmental leadership positions, including department heads and chairs, play a role in the 

future direction of departments in these land grant institutions. They often have to complete a 

variety of different tasks, and oftentimes are not trained in leadership skills (Williams et al., 

2010).  Understanding the impacts of authentic leadership of departmental leaders will contribute 

to the literature on authentic leadership and seek to be applicable in other organizations. There is 
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a need for further development of authentic leadership and more empirical research is necessary 

(Avolio et al., 2003) to explore the relationships between authentic leadership, job satisfaction 

and organizational commitment in relation to higher education.  

Summary of Theoretical Framework and Salient Literature  

Walumbwa, Avolio, Gardner, Wernsing, and Peterson (2008) define authentic leadership as 

 “a pattern of leader behavior that draws upon and promotes both positive psychological 

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

 moral perspective, balanced processing of information, and relational transparency on the 

 part of leaders with followers, fostering positive self-development” (p.94).  

Authentic leadership is characterized by four qualities that were identified and validated by 

Walumbwa et al. (2008):  

1. Self-awareness is a how a person makes meaning of the world and how the process of 

making meaning impacts the view of oneself (Walumbwa et al., 2008).  

2. Relational transparency is “presenting one’s authentic self to others,” (Walumbwa et al., 

2008, p.95).  

3. Balanced processing occurs when leaders analyze all information objectively before 

coming to a decision (Walumbwa et al., 2008).   

4. Internalized moral perspective refers is self-regulation that is internalized and integrated 

as a person holds true to their morals and values (Ryan & Deci, 2003).  

Authentic leadership plays a role in setting the psychological climate of an organization and 

well-being of employees which has an impact on employees’ job satisfaction and organizational 

commitment (Hassan et al., 2013; Walumbwa et al., 2008). Job satisfaction and organizational 
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commitment differ in that commitment is more stable over time and job satisfaction is specific to 

one’s job but can vary over time (Mowday et al., 1979).   

Walumbwa, Avolio, Gardner, Wernsing, and Peterson (2008) studied multinational 

companies operating to determine what, if any, relationships exist between authentic leadership 

and work-related attitudes and behaviors. The study found authentic leadership is important in 

workplaces across the world as it can lead to greater job satisfaction and greater job performance 

(Walumbwa et al., 2008). 

Černe, Dimovski, Marič, Penger, and Škerlavaj (2013) conducted a study to determine 

impacts on job satisfaction of employees from a Slovenian manufacturing and processing 

company in which they looked at not only the employee perceptions of their leader but also the 

leader evaluated their own self-perceptions of their own authentic leadership.  There was found 

to be an interaction effect between leader self-perception and follower perception of authentic 

leadership in predicting satisfaction. This indicates that employees are most satisfied by their job 

when the leader perceives him/herself as authentic and the employee perceives the leader as 

authentic (Černe et al., 2013).  

Penger and Černe (2014), in a similar study of a Slovenian manufacturing and processing 

company, the researchers found perceived supervisor authentic leadership support was positively 

correlated to team members’ job satisfaction, and authentic leadership was positively correlated 

to team member’ work engagement (Penger and Černe, 2014). 

A study from Lehman (2017) focused on determining the relationship between perceived 

authentic leadership of their leaders and job satisfaction among public relations professionals as 

well as demographics. There was found to be a significant positive relationship between 

authentic leadership and job satisfaction, however authentic leadership is not a significant 
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predictor of job satisfaction.  Demographics variables were found not to have a relationship with 

authentic leadership (Lehman. 2017).  

Azanza, Moriano, and Molero (2013) conducted a study with 571 employees from 114 

Spanish private companies to determine if authentic leadership and organizational culture as well 

as demographics are drivers of job satisfaction. Findings from this study implicate that authentic 

leadership is related to a flexibility-oriented culture which provides positive effects on the 

organization employees such as increased job satisfaction, however few relationships were found 

between demographics and the study variables (Azanza et al., 2013).  

Xiong, Lin, Li and Wang (2016) conducted two studies across 13 companies in China in 

three industries of information technology, financial services, and property management. It was 

determined that authentic leadership moderated the relationship between trust in supervisor and 

levels of affective commitment (Xiong et al., 2016). 

Kliuchnikov (2011) sought to discover the influence of authentic leadership on three types of 

organizational commitment – affective, continuance, and normative of employees in Russian 

industries. The findings indicate that authentic leadership was related to both affective and 

normative types of commitment as these are both moral and values based (Kliuchnikov, 2011). 

Leroy, Palanski, and Simons (2012) studied authentic leadership and behavioral integrity and 

connections between follower commitment and performance of those in service industries in 

Belgium. Leroy, Palanski, and Simons (2012) found that authentic leadership and behavioral 

integrity are positively related and organizational commitment is correlated highly with follower 

work performance.  It was also found that authentic leadership is related to affective 

organizational commitment which is also related to work performance (Leroy et al., 2012).  
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Giallonardo, Wong, and Iwasiw (2010) studied the impact of authentic leadership 

perceptions on the work engagement and job satisfaction of new nurses. Work engagement and 

authentic leadership were found to be significant predictors of job satisfaction.  There were also 

found to be positive correlations between authentic leadership and work engagement as well as 

authentic leadership and job satisfaction (Giallonardo et al., 2010). 

Wong and Laschinger (2013) studied authentic leadership of managers with nurses’ 

perceptions of job satisfaction, performance, and additionally structural empowerment. The 

results indicated that authentic leadership significantly and positively influenced nurses’ 

structural empowerment, which increased job satisfaction and self-rated performance (Wong & 

Laschinger, 2013). 

Read and Laschinger (2015), examined the effects of authentic leadership, structural 

empowerment, and relational social capital on mental health and job satisfaction of new graduate 

nurses. Authentic leadership had a significant effect on relational social capital through structural 

empowerment, significant effects on job satisfaction, and significant effects on mental health 

symptoms. The results from this study indicated that authentic leaders create empowering work 

environments that positively influence other aspects of the workplace (Read & Laschinger, 

2015). 

Tharpe (2017) studied whether authentic leadership contribute to job satisfaction as 

perceived by elementary special education teachers. There was found to be a connection between 

authentic leadership and job satisfaction at the secondary education level (Tharpe, 2017). 

Sinclair (2010) studied the perception of authentic leadership skills of principals and the 

impact on job satisfaction across various generations of teachers. There was found to be a 

significant positive correlation between the teachers’ level of job satisfaction and principals 
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authentic leadership behaviors. Also there was not a wide difference between different 

generations on authentic leadership behaviors and job satisfaction; and schools that had high 

innovation, low turnover, and improved test scores have principals who demonstrate authentic 

leadership and teachers with increased job satisfaction (Sinclair, 2010). 

Jachowicz (2016) examined authentic leadership as a predictor of interpersonal trust, 

communication satisfaction, and organizational trust within faculty at two community colleges. 

Results indicated when authentic leadership of department chairs was perceived by faculty, there 

were positive correlations between authentic leadership and interpersonal trust, positive 

correlations between authentic leadership and communication satisfaction, as well as between 

authentic leadership and interpersonal trust. Authentic leadership was also seen as a strong 

predictor of organizational trust (Jachowicz, 2016).   While this study is not specific to job 

satisfaction and authentic leadership, it is important as it indicated the connections between 

organizational factors impacting communication satisfaction as it relates to higher education. 

Summary of Procedures 

A descriptive correlational survey research study was used to achieve specified 

objectives. A sample of 250 faculty members from colleges of agriculture in the Southeast region 

of the United States was selected for the study and Dillman’s (2000) design method was 

implemented to conduct the survey. The study received 56 usable responses for the questionnaire 

containing the Authentic Leadership Inventory, Job Satisfaction Survey, Organizational 

Commitment Questionnaire, and demographic information for a response rate of 22.4%.  

An analysis of the data was completed using SAS. Descriptive statistics were analyzed 

using frequencies. Spearman’s rho correlations and the general linear model were conducted. 

Using t-tests the late and early responders were compared to account for nonresponse error. 
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Findings, Discussion, and Conclusions 

This particular study produced some expected and unexpected results based on previous 

research. The present research fills a gap in the organizational leadership literature and the 

authentic leadership literature by exploring impacts in higher education. The conclusions and 

discussion will be presented in the order of the research objectives.  

 

Research Objective One:  Determine the perceptions of faculty in colleges of agriculture toward 

the authentic leadership of those in departmental leadership positions.  

Authentic leadership was measured on a 5 point Likert scale with 5 as strongly agree the 

leader engages in authentic leadership behaviors and 1 as strongly disagree the leader engages in 

these behaviors. For this study, there was a mean score of 3.56 and a standard deviation of .90 

for faculty member’s perceptions of the use of authentic leadership by their departmental leader. 

This indicates that faculty perceptions of authentic leadership are neutral but slightly closer to 

agreement that their leader engages in these authentic leadership behaviors.  

Therefore, it can be concluded there is still considerable room for all departmental leaders 

to enhance their authentic leadership behaviors and move to higher levels of agreement that 

leaders are displaying authentic leadership. However, departmental leaders would need to be 

aware of positive effects of authentic leadership and desire to improve their authentic leadership 

in order to enhance the organization. This also assumes that faculty members would be able to 

notice and understand how they perceive the leaders use of authentic behaviors.  

Mean scores of perceived authentic leadership were not consistently reported throughout 

the literature, but Giallonardo, Wong, and Iwasiw (2010) did find that the mean scores for 

perceptions of authentic leadership of 170 nurses in relation to their supervisors was 3.05 on a 5 
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point scale. This is similar to the mean score of this particular study but indicates there is a .51 

increase in mean score of authentic leadership, indicating that there is slightly higher perception 

of authentic leadership in this case of higher education than in the study related to nursing.  

 

Research Objective Two: Determine whether the perceptions of faculty regarding authentic 

leadership of their department leaders vary by faculty demographics. 

In the current study, there were no significant differences found between faculty 

demographics and perceptions of authentic leadership.  There were not any relationships found 

when interactions with authentic leadership for each demographic variable were added into the 

model. 

The ability to perceive authentic leadership behaviors is not driven by certain 

demographics and all people can perceive authentic leadership. Regardless of demographics, 

faculty are similarly able to observe their departmental leadership.  

This study aligns with Lehman (2001) and Walumbwa et al., (2008) findings that 

demographics do not influence authentic leadership perceptions. However, it does not align with 

previous research from Fleenor et al., (2010) and Azanza et al., (2013) that the demographic 

variable of age does play a role in affecting perceptions of authentic leadership behaviors. This 

could be because the studies were not focused on the population of faculty in higher education. 

 

Research Objective Three: Determine the level of job satisfaction of faculty in colleges of 

agriculture. 

Job satisfaction was measured using the Job Satisfaction Survey (Spector, 1994) which 

contained six options on a Likert scale which assesses job satisfaction on a continuum from 1 
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dissatisfied with their job to 6 satisfied with their job. For this study the job satisfaction score for 

faculty was 4.16 with a standard deviation of .70. This indicates faculty are slightly satisfied with 

their job.  

While job satisfaction is in the slightly satisfied portion of the scale showing there is job 

satisfaction, it can be concluded there is still room for increased job satisfaction of faculty. 

Actions need to be taken for faculty to move to higher levels of job satisfaction.  

When job satisfaction is increased it can have positive impacts on the well-being of the 

faculty, their impact on students, and productivity (McNeese-Smith, 1996). Mean scores for 

using the job satisfaction survey were not indicated in the literature specifically for faculty in 

colleges of agriculture. Batch and Heylinger (2014) found from their survey of 104 full time 

faculty members across various disciplines, using the Job Satisfaction Survey the mean score 

was 3.94 on the 6 point Likert scale ranging from 1 (disagree very much) to 6 (agree very much). 

This indicates the job satisfaction mean score found in this study was slightly higher by 0.22 

which could be because of the specific focus on faculty in colleges of agriculture and not across 

various disciplines.  

 

Research Objective Four: Determine the level of organizational commitment of faculty in 

colleges of agriculture. 

Organizational commitment was measured using the Organizational Commitment 

Questionnaire (Mowday et al., 1979) which contained seven options on a Likert scale with 7  

strongly agree the faculty member is committed to the organization to 1 strongly disagree the 

faculty member is committed to the organization.  
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The overall mean score of organizational commitment for faculty was 4.97 with a 

standard deviation of 1.17. Results indicate faculty slightly agree they are committed to the 

organization. Therefore, there is still a need to improve organizational commitment of faculty 

through authentic leadership to contribute to the greater success of the organization.  

When organizational commitment is increased it can have positive impacts on the well-

being of the faculty, their impact on students, and productivity (McNeese-Smith, 1996). Mean 

scores of organizational commitment were not consistently reported throughout the literature, but 

Mowday et al., (1979) did find that the mean scores for organizational commitment of 243 

university employees was 4.6 on the organizational commitment scale. This is similar to the 

mean score of this particular study but indicates there is a .37 increase in mean score of 

organizational commitment in this case. This could have something to do with the population as 

this study focuses specifically on faculty members and not all university employees. 

 

 Research Objective Five: Explore the relationship between faculty perceived authentic 

leadership of those in the departmental leadership position and job satisfaction of faculty. 

And  

Research Objective Six: Explore the relationship between faculty perceived authentic leadership 

of those in the departmental leadership position and organizational commitment of faculty. 

Results of this study indicate that faculty perceptions of the use of authentic leadership 

behaviors of those in departmental leadership positions were positively correlated with job 

satisfaction of faculty. Results also indicated that faculty perceptions of the use of authentic 

leadership behaviors of those in departmental leadership positions were positively correlated 

with organizational commitment of faculty.  There was found to be a moderate, positive 
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correlation between authentic leadership and organizational commitment as well as between 

authentic leadership and job satisfaction. These results suggest that with higher levels of 

perceptions of authentic leadership there are higher levels of job satisfaction as well as 

organizational commitment of faculty.  

Authentic leadership appears to be an appropriate leadership style for enhancing 

employee outcomes and that supervisors, if they want to improve results from the employees’ 

perspective, should develop authentic leadership behaviors. This conclusion is especially 

important in light of Walumbwa et al.’s findings in 2008 that promoting an environment of 

authentic leadership creates higher productivity from a more satisfied workforce.  It is expected 

that those in departmental leadership positions should contribute to improve employee and 

organizational outcomes. In addition, the finding is even more relevant for higher education 

institutions because of the role those in departmental leadership positions and faculty play in the 

positive growth of the organization (Siddiqui et al., 2010).  This highlights the need to consider 

factors such as leader authenticity when trying to improve job satisfaction and organizational 

commitment of faculty members in colleges of agriculture.  

This conclusion is consistent with theoretical predictions and previous research that 

showed the significant relationships between authentic leadership and job satisfaction 

(Walumbwa et al., 2008; Cerne et al., 2013; Penger and Cerne, 2014; Lehman, 2017; Anzanza et 

al., 2013; Giallonardo et al., 2010; Wong and Laschinger, 2013; Read and Laschinger, 2015; 

Tharpe, 2017; Sinclair,2010). The results of this study also aligned with previous research that 

showed the significant positive relationships between authentic leadership and organizational 

commitment. (Neider & Schriesheim, 2011; Xiong et al., 2016; Kliuchnikov, 2011; Leroy et al., 

2012).  
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In the present study, tenure track status and faculty rank also appeared to be significantly 

associated with organizational commitment. There were not any other variables significantly 

associated with job satisfaction or organizational commitment. It can be concluded that once 

someone is with an organization long enough to obtain tenure, they become more committed. 

This finding is in line with other findings from Bland, Center, Finstad, Risbey, and Staples 

(2006) that those with tenured status and those that have served in a university level position feel 

a greater commitment towards the institution.  

Limitations 

The 22.4% response rate for this study was a key limitation. The sample was calculated 

using statistical software (SAS). Typically online surveys also have a higher nonresponse rate 

(Schuldt & Totten, 1994) and therefore oversampling was taken into account and more surveys 

were sent. Dillman’s method to obtain higher response rates was used and additionally phone 

calls were made to encourage respondents. Even after taking extra precautionary steps to 

enhance the response rate it was not especially high enough and a true effect might still exist for 

some of the variables in the study, but the study wasn’t powerful enough to detect. However, the 

response rate is typical for this audience because it is within the range of 18% to 57% obtained in 

a number of previous studies with university faculty (Everett & Entrekin, 1980; Gannon, 

Bernstein, Holt, Hage, Levine, Stich, & Warren, 1980; Hunter, Ventimiglia, & Crow, 1980; 

McNeece, 1981; Nicholson & Miljus, 1972; Renner & Jester, 1980).  Additionally while late and 

early respondents were compared as “late respondents are often similar to nonrespondents” 

(Miller & Smith, 1983, p.48) and the t-test analysis indicated no significant differences, there 

still has been mixed reviews of this method although it is popular in Agricultural Education and 

Extension (Lindner, Murphy & Briers, 2001).Nonresponse error is a threat to the external 
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validity of the study (Lindner et al., 2001). University faculty traditionally have low response 

rates. Therefore, it is important to increase the sample size to counter balance the low response 

rate when conducting survey studies with the university faculty for achieving desired level of 

accuracy.  

A multivariate statistical model is a model in which multiple response variables are 

modeled jointly (SAS User’s Guide, 2008). A univariate model involves exploring variables 

separately (SAS User’s Guide, 2008). For this study univariate analyses were ran although this is 

not the most statistically sound method due to the possibility of the effect of one independent 

variable depending on the level of another independent variable, in this case organizational 

commitment and job satisfaction. The scope of inference is not as broad when organizational 

commitment, authentic leadership, and job satisfaction are not all in the same model. The sample 

size for this study was powered for an analysis of job satisfaction and organizational 

commitment with authentic leadership, therefore this would also have to be changed and was a 

limitation of this study. In the future we would use some type of principal component analysis 

(PCA) or multivariate analysis to account for both organizational commitment and job 

satisfaction at the same time.  

In addition, the correlational design poses two difficulties: unaccounted for variance and 

the directionality problem (Cabanda, Fields, & Winston, 2011). The unaccounted for variance 

refers to the fact that an unobserved third variable may influence the observed variables, 

“causing them to vary together even though no direct relationship exists between them” 

(Cabanda et al., 2011). In addition, Cabanda et al. (2011) argued that in correlational research, 

which establishes causal relationships, it is difficult to determine the exact directionality of 

causality. To address this unaccounted for variance, the research controlled for the potentially 
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confounding variables of age, length in position, tenure track status, primary appointment, 

faculty status rank, gender, and ethnicity. As seen, there were not any significant effects with 

these demographic variables. The influences of variances on job satisfaction and organizational 

commitment are too numerous to recount in any single study and given that difficulty, the current 

study focused specifically on authentic leadership, job satisfaction and organizational 

commitment separately as well as demographic variables. Job satisfaction and organizational 

commitment could also have a strong moderating effect as they have been found to have strong 

correlations in previous studies and therefore they were not measured together in the same model 

for this study. The objectives were built upon the assumption from the previous literature that 

authentic leadership does play a significant role. 

Recommendations 

This study contributes to the existing body of literature on the relationships between 

authentic leadership, job satisfaction, and organizational commitment, specifically among faculty 

in higher education. Results from this study indicate further recommendations for practice as 

well as recommendations for future research studies. 

Recommendations for Practice 

 It is necessary for those in departmental leadership positions to emphasize through their 

actions, the components of balanced processing, self-awareness, transparency, and high 

ethical standards to help increase job satisfaction and organizational commitment of 

faculty. 

 Organizational development interventions focused on enhancing the authentic leadership 

of departmental leaders can be implemented. These organizational development 

interventions could include programs for those in departmental leadership positions about 
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authentic leadership and specific tasks that can be done to enhance authentic leadership 

practices. The elements of authentic leadership could be incorporated into these 

programs. Additionally, stronger elements of authentic leadership could also be 

incorporated into current faculty programs such as LEAD 21 and FSLI. Specifically, 

George, Sims, McLean, and Mayer (2007) indicate some of the important ways in which 

to practice authentic leadership include first learning to develop self-awareness through 

reflection, and act on that awareness by practicing values and principles.  

 These colleges of agriculture could also provide professional development trainings on 

authentic leadership behaviors for departmental leaders, faculty, and students to attend. 

Additionally the concept of authentic leadership could be added to training programs that 

already exist. The behaviors of authentic leadership could be implemented in these 

trainings so that potential leaders are practicing and implementing authentic leadership.  

 Within the colleges of agriculture, groups could be created for those in departmental 

leader positions. This could be beneficial as authentic leaders often keep a strong support 

team around them, ensuring that they live integrated, grounded lives (George et al., 2007) 

and by creating groups for those in departmental leadership positions it could help foster 

a support system.  

 When department faculty and deans are taking into consideration who should serve in 

these departmental leadership positions, they should take into consideration the authentic 

leadership qualities that the potential leader possesses.  New hires could complete an 

assessment survey on their authentic leadership behaviors.  

 Colleges of agriculture could incorporate accountability programs for those in 

departmental leadership positions. There could be an evaluation that both the faculty and 
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leaders fill out to determine how authentic leadership is being incorporated. This would 

help to increase the knowledge and practice of authentic leadership.  

There are also recommendations for future research on this subject that could be used to further 

find recommendations for practice.  

Recommendations for Future Research  

 Replicate this study and sample more of the population in order to obtain better response 

rates. Also, in order to obtain better responses the questionnaire could be shortened in 

order to be more appealing to complete. With increased sample size, multivariate 

statistics such as PCA could also be used in order to incorporate more variables into the 

model. 

 Each of the four authentic leadership constructs of self-awareness, relational 

transparency, balanced processing, and internalized moral perspective could be separated 

out in order to determine which ones are the most critical for affecting faculty outcomes. 

This would help in determining what constructs are important for leaders to incorporate 

and what constructs are important to the authentic leadership theory.  

 This study focused on colleges of agriculture in land-grant institutions because of the 

importance of agriculture in addressing the global issues of changing climate and the 

growing world population (Grant, 2012). Future research should extend to other colleges 

and other higher education institutions. Future research could also include universities 

outside of the United States. A future study could also specify certain universities and 

look at perceptions of departmental leaders within that institution. As this could aid in 

establishing whether the results also depend on who is being described (Neider & 

Schriesheim, 2011). 
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 The review of literature also indicated that there are other variables that may be 

correlated with perceptions of authentic leadership besides just organizational 

commitment and job satisfaction. Relationships between authentic leadership and job 

performance could also be explored as follower performance rated by supervisor was 

found to be positively related (Walumbwa et al., 2008). The results of the study indicate 

that other factors could also contribute to variations in organizational commitment and 

job satisfaction. Other factors such as rewards and work climate have been shown to 

influence employee commitment. These variables should be taken into consideration in 

future research.  

 Another recommendation for future research would be not to just look at faculty 

perceptions of authentic leadership but also to have those in departmental leadership 

positions indicate perceptions of their own authentic leadership. While the faculty self-

reports on the surveys it would be interesting to see the self-awareness of those in 

departmental leadership positions as self-awareness is one of the components of authentic 

leadership.  

 Focusing on job satisfaction and organizational commitment, research could be 

conducted to determine what actions faculty perceive need to happen in order to increase 

their job satisfaction and organizational commitment. 

 Future research could be conducted to see if departmental leaders desire to improve their 

leadership or if they already know what authentic leadership behaviors entail. 

Additionally, research could be conducted to determine how faculty members perceive 

use of authentic leadership behaviors and what behaviors they look for in their leaders 

specifically. 
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 Qualitative research could also be used in order to further explore the relationships 

between authentic leadership, job satisfaction, and organizational commitment. Future 

research efforts could be strengthened by employing additional collection methods such 

as observation or structured interviews. This would help in further understanding the 

specific attributes of job satisfaction and organizational commitment and how it relates to 

authentic leadership.  
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Appendix A 

North Carolina State University  
INFORMED CONSENT FORM for RESEARCH 

Title of Study: “Understanding influences of authentic leadership on job satisfaction and organizational 
commitment of faculty at land grant universities in the colleges of agriculture in the southeast region” 
 
Principal Investigator: Alyssa Degreenia    
Co-Investigators: Dr. Jacklyn Bruce, Dr. Jonathan Duggins, Dr. Wendy Warner, Dr. Koralalage Jayaratne 
    
What are some general things you should know about research studies? 
You are being asked to take part in a research study.  Your participation in this study is voluntary. You 
have the right to be a part of this study, to choose not to participate or to stop participating at any time 
without penalty.  The purpose of research studies is to gain a better understanding of a certain topic or 
issue.  
 
You are not guaranteed any personal benefits from being in a study. Research studies also may pose 
risks to those that participate. In this consent form you will find specific details about the research in which 
you are being asked to participate. If you do not understand something in this form it is your right to ask 
the researcher for clarification or more information. A copy of this consent form will be provided to you. If 
at any time you have questions about your participation, do not hesitate to contact the researcher(s) 
named above.  
 
What is the purpose of this study? 
The purpose of the study is to determine if any relationships exist between perceived authentic leadership 
of department heads in colleges of agriculture and job satisfaction and organizational commitment of 
tenured and tenure-accruing faculty in land-grant universities in the southeast region of the United States.  
The findings of this research could be used to understand the relationships between authentic leadership, 
organizational commitment, and job satisfaction. If these relationships are significant, they could be used 
to develop authentic leadership skills in university administrators via academic leadership programs. This 
could also be important for search committees when selecting department heads. Those who want to 
understand the impact of the department heads on the faculty well-being could also use these findings. 
The results from this study could also be used by other organizations that are interested in authentic 
leadership development 
 
What will happen if you take part in the study? 
If you agree to participate in this study, you will first receive an introductory email requesting that you take 
part in the study. The email will also contain a link to the initial survey. Your participation will consist of 
completing the online survey within a two week timeframe. You should not complete this survey while at 
work and you should use an incognito or privacy mode in your internet browser. You will receive several 
email reminders about the survey during this time period. Each survey should take no more than 10-15 
minutes to complete and this will be the extent of your obligations to the study. Your participation in this 
study will be anonymous.  
 
Risks and Benefits 
There are minimal risks associated with participation in this research. There are no direct benefits to your 
participation in the research. The indirect benefits are his study might help to develop leadership 
programs for department heads at land grant universities that might ultimately improve the well-being of 
faculty. The scientific community may also indirectly benefit from this research as it will help to add to the 
literature on authentic leadership and the authentic leadership inventory. 
 
Confidentiality 
The information in the study records will be kept confidential to the full extent allowed by law.  Data will be 
stored securely as password protected digital data files on university computers. No reference will be 
made in oral or written reports which could link you to the study or your responses. 



 

123 

Compensation  
You will not receive anything for participating in this study. 
 
What if you are a university employee? 
Participation in this study is not a requirement of your employment at, and your participation or lack 
thereof, will not affect your job.   
 
What if you have questions about this study? 
If you have questions at any time about the study itself or the procedures implemented in this study, you 
may contact the researcher, Alyssa Degreenia, Campus Box 7642, Raleigh, NC 27695, 
ardegree@ncsu.edu or 410-615-2467 
  
What if you have questions about your rights as a research participant? 
If you feel you have not been treated according to the descriptions in this form, or your rights as a 
participant in research have been violated during the course of this project, you may contact the NCSU 
IRB office via email at irb-coordinator@ncsu.edu or via phone at 1.919.515.8754 
 
Consent To Participate 
“I have read and understand the above information.  I have received a copy of this form.  I agree to 
participate in this study with the understanding that I may choose not to participate or to stop participating 
at any time without penalty or loss of benefits to which I am otherwise entitled.” 
 
Click yes to proceed/consent or no to leave the survey 
 
 

  

mailto:ardegree@ncsu.edu
mailto:irb-coordinator@ncsu.edu
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Appendix B  

 

Q1 Job Satisfaction Survey  

*Please read each of the following statements used to help determine your level of job 

satisfaction. For each statement, please select which rating best represents how you feel.  

***For the purpose of this study, please refer to your "supervisor" as your department head and 

the "organization" as your department. 
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Disagree 

Very 

Much  

Disagree 

Moderately  

Disagree 

Slightly  

Agree 

Slightly  

Agree 

Moderately  

Agree 

Very 

Much  

I believe I am 

being paid a fair 

amount for the 

work I do.  

o  o  o  o  o  o  

There is too little 

chance for 

promotion at my 

job.  

o  o  o  o  o  o  

My supervisor is 

quite competent 

in doing his/her 

job.   

o  o  o  o  o  o  

I am not 

satisfied with the 

benefits I 

receive.  

o  o  o  o  o  o  

When I do a 

good job, I 

receive the 

recognition for it 

that I should 

receive.   

o  o  o  o  o  o  

Many of our 

rules and 

procedures 

make doing a 

good job difficult. 

o  o  o  o  o  o  

I like the people 

I work with.  o  o  o  o  o  o  

I sometimes feel 

my job is 

meaningless.  
o  o  o  o  o  o  
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Communications 

seem good 

within this 

organization.   

o  o  o  o  o  o  

Raises are too 

few and far 

between.   
o  o  o  o  o  o  

Those who do 

well on the job 

stand a fair 

chance of being 

promoted.   

o  o  o  o  o  o  

My supervisor is 

unfair to me.  o  o  o  o  o  o  

The benefits we 

receive are as 

good as most 

other 

organizations 

offer.   

o  o  o  o  o  o  

I do not feel that 

the work I do is 

appreciated.   
o  o  o  o  o  o  

My efforts to do 

a good job are 

seldom blocked 

by red tape.   

o  o  o  o  o  o  

I find I have to 

work harder at 

my job because 

of the 

incompetence of 

people I work 

with.  

o  o  o  o  o  o  
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I like doing the 

things I do at 

work.  
o  o  o  o  o  o  

The goals of this 

organization are 

not clear to me.  
o  o  o  o  o  o  

I feel 

unappreciated 

by the 

organization 

when I think 

about what they 

pay me.  

o  o  o  o  o  o  

People get 

ahead as fast 

here as they do 

in other places.  

o  o  o  o  o  o  

My supervisor 

shows too little 

interest in the 

feelings of 

subordinates.   

o  o  o  o  o  o  

The benefit 

package we have 

is equitable.   
o  o  o  o  o  o  

There are few 

rewards for those 

who work here.  
o  o  o  o  o  o  

I have too much 

to do at work.  o  o  o  o  o  o  

I enjoy my 

coworkers.  o  o  o  o  o  o  
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I often feel that I 

do not know what 

is going on with 

the organization.  

o  o  o  o  o  o  

I feel a sense of 

pride in doing my 

job.  
o  o  o  o  o  o  

I feel satisfied 

with my chances 

for salary 

increases.   

o  o  o  o  o  o  

There are 

benefits we do 

not have which 

we should have.  

o  o  o  o  o  o  

I like my 

supervisor.  o  o  o  o  o  o  

I have too much 

paperwork.  o  o  o  o  o  o  

I don't feel my 

efforts are 

rewarded the way 

they should be.  

o  o  o  o  o  o  

I am satisfied 

with my chances 

for promotion.  
o  o  o  o  o  o  

There is too 

much bickering 

and fighting at 

work.  

o  o  o  o  o  o  

My job is 

enjoyable.   o  o  o  o  o  o  



 

129 

Work 

assignments are 

not fully 

explained.  

o  o  o  o  o  o  
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Organizational Commitment Questionnaire  

*Please read each of the following statements used to help determine your level of organizational 

commitment. For each statement, please select which rating best represents how you feel.  

***For the purpose of this study, please refer to your "supervisor" as your department head and 

the "organization" as your department. 
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Strong 

ly 

Disagree  

Moder 

ately  

Disagree  

Slight 

ly 

Disagree  

Neither 

agree  

nor 

disagree  

Slight 

ly 

Agree 

Moder 

ately  

Agree  

Strong 

ly  

Agree  

I am willing to put in 

a great deal of effort 

beyond that normally 

expected in order to 

help this organization 

be successful.  

o  o  o  o  o  o  o  

I talk up this 

organization to my 

friends as a great 

organization to work 

for.  

o  o  o  o  o  o  o  

I feel very little loyalty 

to this organization.  o  o  o  o  o  o  o  

I would accept 

almost any type of 

job assignment in 

order to keep 

working for this 

organization.  

o  o  o  o  o  o  o  

I find that my values 

and the organization's 

values are similar.  
o  o  o  o  o  o  o  

I am proud to tell 

others that I am part 

of this organization.  
o  o  o  o  o  o  o  

I could just as well be 

working for a different 

organization as long 

as the type of work 

was similar.  

o  o  o  o  o  o  o  
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This organization 

really inspires the 

very best in me in the 

way of job 

performance.   

o  o  o  o  o  o  o  

It would take very little 

change in my present 

circumstances to 

cause me to leave 

this organization.  

o  o  o  o  o  o  o  

I am extremely glad 

that I chose this 

organization to work 

for over others I was 

considering at the 

time I joined.  

o  o  o  o  o  o  o  

There's not too much 

to be gained by 

sticking with this 

organization 

indefinitely.  

o  o  o  o  o  o  o  

Often I find it difficult 

to agree with this 

organization's policies 

on important matters 

relating to its 

employees.  

o  o  o  o  o  o  o  

I really care about the 

fate of this 

organization.  
o  o  o  o  o  o  o  

For me this is the best 

of all possible 

organizations for 

which to work.  

o  o  o  o  o  o  o  
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Deciding to work for 

this organization was 

a definite mistake on 

my part.  

o  o  o  o  o  o  o  
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Authentic Leadership Inventory  

Please read each of the following statements used to help determine your level of perception of 

authentic leadership. For each statement, please select which rating best represents how you 
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feel. Please note that the term "leader"for purpose of the study, refers to your department head or 

chair. 
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Disagree 

Strongly  
Disagree  

Neither 

Agree or 

Disagree  

Agree  
Agree 

Strongly  

My leader 

clearly states 

what he/she 

means.  

o  o  o  o  o  

My leader 

shows 

consistency 

between 

his/her beliefs 

and actions.  

o  o  o  o  o  

My leader 

asks for ideas 

that challenge 

his/her core 

beliefs.  

o  o  o  o  o  

My leader 

describes 

accurately the 

way that 

others view 

his/her 

abilities.  

o  o  o  o  o  

My leader 

uses his/her 

core beliefs to 

make 

decisions.   

o  o  o  o  o  
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My leader 

carefully 

listens to 

alternative 

perspectives 

before 

reaching a 

conclusion.  

o  o  o  o  o  

My leader 

shows that 

he/she 

understands 

his/her 

strengths and 

weaknesses.  

o  o  o  o  o  

My leader 

openly share 

information 

with others.  

o  o  o  o  o  

My leader 

resists 

pressures on 

him/her to do 

things 

contrary to 

his/her 

beliefs.  

o  o  o  o  o  

My leader 

objectively 

analyzes 

relevant data 

before 

making a 

decision.   

o  o  o  o  o  
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My leader is 

clearly aware 

of the impact 

he/she has on 

others.  

o  o  o  o  o  

My leader 

expresses 

his/her ideas 

and thoughts 

clearly to 

others.   

o  o  o  o  o  

My leader is 

guided in 

his/her 

actions by 

internal moral 

standards.  

o  o  o  o  o  

My leader 

encourages 

others to 

voice 

opposing 

points of 

view.   

o  o  o  o  o  
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What is your current status at your university?  

o Instructor   

o Assistant Professor    

o Associate Professor    

o Professor   

o Other  ________________________________________________ 

 

 

 

 Are you employed with an "1862" or "1890" land-grant institution?  

*1862 land-grant universities were the original educational institutions established by the Morrill 

Act of 1862 to provide agricultural and technical education.  

*1890 land-grant universities were established by the Morrill Act of 1890, aimed at the former 

confederate states. They are a network of historically black colleges and universities dedicated to 

teaching, research, and extension. 

o 1862   

o 1890   

 

 

What is your status at your current university? 

o Tenured   

o Tenure Track   

o Non-tenure track   

o Other  ________________________________________________ 

 

 

 

How many years have you been employed with your university department?  

________________________________________________________________ 
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What is your primary appointment at your university? 

o Research   

o Extension   

o Teaching   

o Service    

o Other   ________________________________________________ 

 

 

 

Gender 

o Female   

o Male    

o Transgender Female   

o Transgender Male   

o Gender Variant/Non-Conforming   

o Not Listed  ________________________________________________ 

o Prefer Not to Answer   

 

 

 

Age 

________________________________________________________________ 
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How would you describe yourself? Check all that apply. 

o Non-Hispanic White or Euro-American   

o Black, Afro-Caribbean, or African American    

o Latino or Hispanic American   

o East Asian or Asian American    

o South Asian or Indian American    

o Middle Eastern or Arab American   

o Native American or Alaskan Native   

o Other   ________________________________________________ 

 

 

 

 


