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Introduction

One of the problems of organizations is the lack of trust between managers and employees. The lack of trust causes
the loss of the organization's resources and the failure to achieve its goals. Organizations need managers who become
leaders to build trust. Authentic leadership is an organizational leadership style that is based on the integrity of leaders in
the workplace. Trust, and in particular trust in leadership, is an essential and enduring component in the success of an
organization, and authentic leadership is defined as being trustworthy (Rog, 2021). Authentic leadership includes a
multifaceted process in which leaders seek to establish effective communication with employees based on trust (Sheikh
et al., 2022). When employees trust their leaders, they have fewer negative feelings leading to a better performance
(Anthony et al., 2021). According to Gardner and Schermerhorn (2019), authentic leadership has a significant impact on
positive organizational behaviors such as trust. One of the important factors in creating trust is the presence of authentic
leaders in the organization. This research is innovative because it studies charities and examines the element of trust,
which is one of the most important factors in choosing a charity. The objective of this research is whether authentic
leadership affects organizational trust or not.

Research Methodology

The current research is practical in terms of purpose, and in terms of the nature and method of data collection, it is
descriptive survey research of the field type. The statistical population of the study is 500 employees of charities in Isfahan
City in various fields such as healthcare, livelihood, empowerment, and marriage. This statistic was obtained by an inquiry
from the social affairs office of Isfahan governorate. The sample size was calculated as 217 people based on the table of
Karjesi and Morgan. The sampling approach in this research is the Convenience Sampling method. The questionnaire
covered 28 specific questions, in which the authentic leadership variables included four dimensions of self-awareness,
balanced processing, relational transparency in the relationship, and internalized moral perspective. The organizational
trust variable includes three dimensions horizontal, vertical, and institutional trust. Content and construct validity methods
were used to assess validity. In terms of construct validity, first-order confirmatory factor analysis in AMOS software
was implemented. The factor loadings of the questions were examined and the factor loadings of all questions were greater
than 0.5, so the construct validity was confirmed. Cronbach's alpha was used to measure reliability. Statistical analysis
was done by SPSS and AMOS software.

*Corresponding Author

Farrokhi, M., & Amiri, Z. (2023). The impact of authentic leadership on organizational trust of employees

(Case study: Isfahan charities). Journal of Endowment & Charity Studies, 1(2), 173-188.
https://doi.org/10.22108/ecs.2023.136900.1045

3115-7475 © The Author(s). Published by University of Isfahan

This is an open access article under the CC BY-NC 4.0 License (https://creativecommons.org/licenses/by-nc/4.0).

https://doi.org/10.22108/ecs.2023.136900.1045



https://doi.org/10.22108/ecs.2023.136900.1045
https://portal.issn.org/resource/ISSN/3115-7475
https://creativecommons.org/licenses/by-nc/4.0
https://doi.org/10.22108/ecs.2023.136900.1045
https://portal.issn.org/resource/ISSN/3115-7475
https://ecs.ui.ac.ir/?lang=en
mailto:Farokhi@ardakan.ac.ir
https://orcid.org/0009-0006-8526-3679

174 Journal of Endowment & Charity Studies, Vol.1, Issue.2, No.2, 2023

Research Findings

According to the findings, 75% of respondents were male in terms of demographic characteristics. In terms of
education, most of the respondents had a bachelor's degree, and in terms of work experience, most of the respondents had
more than 12 years of work experience. Kolmogorov-Smirnov test was used to check the normality. The data were normal.

Table 1: Test of normality

Variable Sig
Authentic leadership 0/37
Organizational Trust 0/31

The structural equation method was used to test the hypotheses, and the results are shown in Table 2.

Table 2: The result of the test of research hypotheses

Direction Beta CR Sig Result
Authentic leadership ----> Itis
Organizational Trust 0/66 5121 0/0001 confirmed.
Authentic leadership ----> Itis
horizontal trust 0/52 4165 0/0001 confirmed.
Authentic leadership ----> Itis
Vertical trust 0148 871 0/0001 confirmed.
Authentic leadership ----> Itis
institutional trust 0/39 2/57 0/0001 confirmed.

According to Table 2, since the value of the significance level in all hypotheses is less than 0.05 and the critical
value is greater than 1.96, the hypotheses are confirmed.

Discussion and conclusion

The results of the first hypothesis showed that authentic leadership has a positive and significant effect on
organizational trust. One of the most important tools for the success of charities is trust. Trust in charities is two-way, in
the sense that both benefactors and employees should trust charities. Since most charities are dependent on benefactors
for their activities, charities will face problems if benefactors do not trust them. The findings based on the second
hypothesis showed that authentic leadership has a positive and significant effect on employees' horizontal trust. The
results of the present study show that authentic leadership can increase the horizontal trust of employees. The key to
increasing horizontal trust is developing communication between individuals. A strong communication network can
increase people's awareness and consequently reduce conflicts and disputes. The findings based on the third hypothesis
showed that leadership has a positive and significant effect on employees' vertical trust. Vertical trust in charity
organizations can be interpreted as the trust of benefactors in managers and also the trust of employees in their higher
managers. The findings based on the fourth hypothesis showed that authentic leadership has a positive and meaningful
effect on the institutional trust of employees. Institutional trust is to assure the stakeholders about the goals and strategies
of the organization and attract their participation to cooperate in this field. To create transparency, the charity managers
are suggested to provide the financial performance of the charity to the public monthly. Also, charities should evaluate
their activities with the help of an auditor and publish the auditor's reports publicly.

Keywords
Authentic Leadership, Organizational Trust, Horizontal Trust, Vertical Trust, Institutional Trust, Charities

References

e Anthony, F., Gatling, B. & William F. (2021). The Authentic leadership qualities of business coaches and its
impact on coaching performance, Harrah College of Hotel Administration, University of Nevada, Las Vegas, USA.

e Rog, E. J. (2021). Managers and subordinates' perceptions about authentic leadership, subordinate outcomes,
and mediating mechanism, (Doctoral dissertation), University of Guelph.

e Sheikh, E., Watto, W. A., & Tunio, M. N. (2022). Impact of authentic leadership on organizational citizenship
behavior by using the mediating effect on psychological ownership. Etikonomi, 21(1): 89-102.

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

w el g iy Olallas
\/\/\—\V"up ‘\i"' «(*)&Lg: a)l.c.& «Y ojl.wﬁ: «\ 093

VEYORAY ks dsb VEVAY/Y sl s b

B9 Yl
(Olgdo! yb S p antllan 8 y90) OUSHI Slojlw Soial p fuo!l (S gy Wb wyy
Tty 9 (07 S e
Ol O o1 o elazl 5 L) pole U PV PP S P T A
Farokhi@ardakan.ac.ir
Ol Olgiole Slgiol Coly ol o 55,8 o 55500 dmngo g plo 03 S lslzad Y
Amiri.z6365@gmail.com

St slaa o QUL 53 O slaadljo el 5 0L Slasls sbozel y Jeod (550, sl Gl ) Ba b il 25,
a8 YWV oslaws oal il ¢85 318 e s oo Conle Ll g (63 slS ciua Bl 51 fags ul €l>,u'\ Olgol
by 51 Db b cpl s 10 oS Gl 05 3 Y Jals (sl s Ol 6 sas Ol gsay o i s3 (55 6505 B
Sl oo 5 A eslad o5l 2lss 5 alyome 2la) Sl aebla sy 2ls) oz Sl sl ) 03 Sl el esland s lskd
Ojlge 2315 e IAY AT 50) el (g en s sadl 5o sl OF Slie 45 U eslizd CuJ;L;wT Do asliia oLl s
slezel ((VA) il slazel ¢ Sloslw slazel aze gl O Jldie 5 (+/VA el 55,5 M a5 oV el 3 Cublis /YA
4 SPSS 22 slaslsle 55l o a5 3 Osas 5 esls Jelos sanss sl el s a (/A (g3l slazel 5 (CVE) (63 pas
2 deol s 3l lstan b OLSHIS Slol stazeld y Jeol (6 5un, dils 0L Laaed 3 0 g05 gl A el AMOS 22
63l slezel ool (s mny 5 3,03 (glsbine U OUS IS (65 see slazel ool (g o315 (g lsbune 5T OLS S a8 slazel

el IS 3L LSS

1Sl sy ol

a e ( Slole slezel ¢ ool (6 a8

J o ok 9
https://doi.org/10.22108/ecs.2023.136900.1045 \AAA-AVY «(Y) ) cas ot 0/

3115-7475© The Author(s). Published by University of Isfahan —® BY NG

This is an open access article under the CC BY-NC 4.0 License (https://creativecommons.org/licenses/by-nc/4.0)

https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045
https://portal.issn.org/resource/ISSN/3115-7475
https://creativecommons.org/licenses/by-nc/4.0)
https://doi.org/10.22108/ecs.2023.136900.1045
mailto:Farokhi@ardakan.ac.ir
https://orcid.org/0009-0006-8526-3679

\F'V¢(V)&lﬁc;kﬁﬂwue\ o),;m_ﬁs)fl,;ﬁ,;;wllu \\%4

o Ol 9 dordo-)

O;éL”JL;&AjQLA)'LNGt.ndf;é)&ﬁjlw:Lg;pl.sj,,;.wldtSJLijo\ﬂmm;wu}guoujugmj‘lv&i
35 (1Sl B (G, Lisd eas 4 LS &S Ll Glade 45k slazel sbwl gl bolesle 55 e OF Gilaal
St 2 Dol idl 5 (5 5 258 Ol 2 WL e 5l (S 5 S o Wl Olsle a5 8 5 (2 s
slezel 542 ‘QtSJS(_;LA)'L:;LﬁJ:W)'lQQQuJLNﬁ Coddgo (Sl 5 olisle byl jlaaney Ll o Olosla s
Oloslo 3 Shas s50gr 5 03500 (2l daaysa 2als Eol Olojla 5o slazel (VU sl 32y ool e 5 LT UL
OLS S Ll 0 o3l Ly (68 James 53 0oy Slis wly oS ol Jloslo culis S O ool (6,00 355 o
Spps dms bl San i o e a L Ol ilie L 3 Al B dls Jolize slazel Ul 355 Ol
el slazel sl Jos 4 oo

Olsle S 5 5 0Lle L slazel 4 305 Coanl glo3Il s 5550 ) o 0355 o dgnd Lol 33l Cor o Olasler 3 slazel
w0 sl Gl Glos yn s (g i o3 S IS (gl LS @ Wl oo O 4 slazel bt s jls Bl ) 58
3503 sgms (58 Jlenml il axdls slazel sS4 0LKea (5 Ll tel odd Jidd e B psgie G @ Olesl
Bl 5 (o5 ,0 ladl e (s @ oslazel (ol j5bas 5 slazel ((Lambert et al., 2020: 83) LS S 5 | ols,lS &S
Jle heol s, (ROg, 20210 18 ) 555 oo iy 25 slazel LB 5 5 Olgea ¢ fool (g ma, 5 Conl Obosle b ge o
Shaikh etal., 2022: ) tizes sbezel ulul p SUSS L 550 Lol bl Jlis @ Ol ea, OF 53 &5 sl g s g0l 5
S 3 Shee Slatins 5 A8 o 55 T 5 a8 e Slalesl L3l axdls slazel 355 Ol a4 QLSS &S Sl (01
(Anthony etal., 2021: 17) 1 dal = Wil

Gty 31 ol 5 slazel aile ¥ Sl e (glalis, 5 ool (500 (2019) ) 0y gm0 a5 i 8 Suie
Walumbwa et al., 2018: ) das o 1 1, OLS S slazel 55,05 58 08 ke (slasysliws by AST gl & Lol
(110

slazel slae 4 (s ,a, (Spisak et al., 2019: 430) 3 55 o Slojle Codbge 4 e 45 Ol e Jole S (S
Slad e (g sy 4 slael ol sba 5 slael (Agarwal et al., 2019: 25) ol S i s 5 e o550 gl 5 48 b oo
Sy el Dbl 53 ol O a5 52 5 slazel! ;lq;l\v.@_a Jolse 5l Sl Slesle cibge s SELb 5 s,
ole Slads Llamalr OIS - ol elaz 6Lﬁsol.<.iL; A SIS Olgol da sl (6 b A s S
el Olosl 53 slezel Eomy QLSS Sl sl oo 53 0o Jalye 5l Sl OS5 Shas 4 by ey
Jolss 5l Sty el ciils OUT 51 g re as Sledst Slanl Ol e 3L 2y LSS @ slezel Oljee 4 o
Caadl Gls ot gl o ool 51 asn ool 3l baa o 3 ool Oloen) 3525 2g oas Sleds 3 LIS 56
S s ot 5 OB Sl a3l s el 5 wligsoldl lacJled pbnil sl Laay st S
b el LT OUS 4 anly 55 b ot s Shes ol LT 5 S oy ot 4 sbazel gl Ot Jlaide (gla, oS
STAS 4 55 QLSS w355 Ao 0L i 0 lnl b ol s Shee sl 3lg 5 Oloslar o A ls oLk & ks

shols Sl ol 5 iagss b sl dalss 550 555 5 6 e 5 Shae 5 2 il anils slaxel 5 Ol 4 OLS S

1. Schermerhorn
2 Positive Organizational Behavior

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

WY L;,_.alg',;u_)',?}_;:qu/(oL«.ul,g,ldLag,,;:mJUa.a:)}»)otfjlfgbjbau:&lﬁyléﬂ),;‘l:wa

O | 44“]:;- ubﬁb\).} LA)}’ISL@ U’*’J:’("@)fds‘) JW‘W})}:&& 0N Lh‘l..»'ﬂ})bdswt 6)_51)3

w9 H Olwal-Y
SO audilito 1Y
Jwol & gy V)Y

w1y 050l 5 slazel bl Ola) 8 55 055 slazel B 5 55 Sbls ) 3l eslizad b A0l 85 o Jsams sbas Lol Ol ,n
S 3 I (e e (g 3T Il s S el (e sl Sl S el (5 T s
Slosle » 5l SIS Lol (505 6055 oS el ol 53 (g gl i pl b i ) Lol e Al - e U
S LS 0 Ko |y Ol e Lol 55 L aS dxees (631 31 Lol Of e, (Ribeiro et al., 2020: 201) 51> S o5 (glats
oy l iyt o OUSHIS (sl 50l 505500 e 32 eite Sl slomsl e g 5 gt oo LT s A, ol
55 sl Lal sy Al e o b opl 31 &S titeen T g0l 5 T g sl T i ek wslezel aSle ola S5y sl
Slsie st 5 .(Daniéls et al., 2019: 115) .S el ol ks, Al 5 8 Lo )3 B ke K sl G
e e 3l O3l slaclad > S i (gl 1y OLT 5 S S35 3950 Chnd 5 g8 Ll 3l 3 45 A al 3 1 ae
(Shaikh etal., 2022: 93) &S o 3 525 |5 ko 55 ool (S 085 el

3 edile gl 5l Colem b LT )l Laolesle Jigs i 5 (S Sl o315 3 (slataar 25 Ol s,
35 Olgear ool pa; (Ling etal., 2017: 56) Aotsw dal gt ol | Olosle ol 5 (SL o shae slag 1S g le
Walumbwa et al., 2018: ) .l .5 T i sler Jold Lol 6 (Adams, 2020: 5) 5 35 o i 25 slezel LG
Klas S 515 Jalte adlge ol imss ol 3 S (108

Sl sl il Glacins 5o 5l jased () wd 4 ol 50 53 SIS pspie S Olsea® aBTs
Shome bl 5 (e I 03 s ool Ol ol 555 Slasls,y 5 e a5l da s jles 4 Cond mme S5 5 o
w705l 2505, (Purwanto et al., 2021: 5) Lze S5 Lo 53 355 sl Sl mmer 5 DB 5 Cins LIS
i (Kulari, 2022: 16) 5505 oLl qeas S e sl LS s sleells s s Ol 3 Oslses lis
Cills 5 (S5588 KLY bl clid ol (5,8 wanad p80n 3 Cilims glaelSis @ ax 5 Sl O3l 251
,;juﬁuﬁaLoW1W%;;),:iu_,\,&;hsg,u S 3l bl woelal bl culis ol Slbls ) s

oS> (Gardner, 2021: 1122) .S o slowl e Jailgy 3o b opl 51 5 S o aseie sdgya |y 5 )G 5 Olulas|

1.Confidence

2. Optimism

3. Hope

4. Resilience

5. Self-Awarenes

6. Balanced Processing

7. Relational Transparency

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045
https://karboom.io/mag/articles/%D8%A7%D9%86%DA%AF%DB%8C%D8%B2%D9%87-%DA%86%DB%8C%D8%B3%D8%AA

\F~V‘(V)@1Lﬁo,u‘h,u4\ o),;m_ﬁs)fl,;ﬁ,;;wllu \VA

OlaglacIles 5 Caloal L1y Ol gla a1 Ol o, OF Cor g a0 48 el J 185 45 a5 (G s Ol Vo s pn 3
.(Chen & Sriphon, 2022: 33) s o Gudes

Sl dloisl-Y-1-¥

5,053 iledids alad o blses J s (5l 355 cOlas Sk oS 55 e i as o lizily, Sl G Ol e Talazel
Jlie b s 283 gla sl 48 gazes slazel 315,55 .(Nguyen et al., 2020: 3455) .. oot kb, b
Pasamehmetoglu et ) LS o osliial & sv ConBge 31 5 LS o (55l33 55wl prmtin slajliy 31 ol &Kol 0 s s
.@l., 2022: 121

335 oo g O e 5 a3l ciliien laes 8 OISen a5l 3131wl oS ol 3k ol (g2l Slesla slezed
e 3188 ol ooy b opl o3l am B35 oS Conl S53 sL SO Sl slazel (Novitasari et al., 2020: 5)
.(Srivastava et al., 2022: 9) Jowe, Aal 55 (55 4 el OIS

2l slizel (Yo7 +) 0llSan 5 8 63l 5 53 g0 o8l szl il Jaite Slojlu slezel g 55 aw [hassy cnl 3
BB S 0BT 5 S e slazel S o I LT L oS (9513 0 LSS oS ol (g (0180 @ slazsl) bl slazel
sl slazel 345 G gdle DLl a4 QLS IS O 55 45 ol (glam 55 (63 50 slazel) Gliw o 4 slazel 5 Sl o _Sliasl
Coale 4 slazel) (3l slezel 5 350 Lo QLSS s o5 S o Jor () 5b Las S a3 0L ke 4541 4 sl

(Nguyen et al., 2020: 3457) ol Olojlo ... 5 Jtls Ol 2 5 ilsd 5 g5l xal & OLS LIS slazel Ol 5 (Olo sl

R 5, A~ T
S el U Slesle (sg g 585 5 Jeol (s alaly i) Ol b hass 50 O0F) O 5 ule
o opl a2 S plal 0Ll s 5 5355 Sl OLuld ) Ol 3 &S (0Ll 5 a5 oolis 0o Slosle slezsl il
OLer 5 (S e a0l g e Dk, VL s cate Sl Slesluslazel 5 Javsie 5 Cte S Lol (g 0 & e
o Jeol §eps (b A IS s el Glesle (605,68 518, (5ledde Ol e b sy (VF)
slazel 5 Olss Cdhr ol (65 5 B s isls OLES iy ol ol isls plondl (a3l slazel 5 O,
L Slesle slazel 5 0y ot ¢ ool (5 pony ( IS Ssn o copiaman 3513 5525 (Solobas 5 pins adail ;) Slesle
A Ol b piasgy 53 (2022) T e Old 5 Sl )l sy Solsbas 5 aetes ddaly Sloile 5 40 5,
4 e Llg e Jool (o) S Ldow) a2 opl 4 O 5 S5 gl b 5 Blad Slole oblislJeol (5,
ol ot 4 (6 iy S () 5 sl O o 55 QLSS oy (Blad 5 =ty DbLS T o ol 5o 48 558 Oleslus 55 (55 ol
D3 s b cou 50 1, 0L, Salals S5 wile e sl s b 1 LIS e 4Kl esdle cOilid Lo

ool s s Sho Olse L1y iy (2021) oLSes 5 Snl das o (a5l 1) OLS,IS o slazel 5 das o

1. Internalized Moral Perspective
2. Trust
3. Jiang & Linjuan Men

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

V4 Gl i 5 P st ] (Olginol g glaas o tandllas 35 50) OUSS Slojlo slazel o Jouol (6 oy 5T s

Sl eslial Jals S50 68 oym & ol OF 5l (Sl gl sl il (5 S o0 5 Shas 2 01 6 5 IS 50nS Ol 1o
23 g Ol ide Ay g danls o S0k (S5 4 (8 5 Shas (Rl e oS il Lol (5, S8 S
S s ool Gt o ddals o pas )3 | Gl Sliisd 5 SGS ool 6 35 50 4l 4 sk ol
60k ke (S5l 5 it Slaal (5l e ol 5ty b S s 455 Aas e 0L 5 A4S e Rt
5 Slhes Sl 5 Slole den Sl can Sloslu slazel Wsls 0L 55 @l 55 (2021) ' olKen 5 J 5,108
wrolsle gl o Olsle s Sas lav 8| o Colgins Slosle s s L Sl slazel 550 LSS e
Gl 5 ol VL Slaolsle i 53 OLSLS 3 5 .5l 6 5 sl DS, S o i, ol s Slesle slazel oS
T (Krad o Glasl slazel mhaw 5 Wp3 o (o5l Jlrs a8 Olosl ol 53 QLS S o S 1y Slajla

J}';’Lio

wlo B 9

amenedal 5 e I3l 31311 Ol el (6 s 5L03 35 50 D! Sumer 5 (2008) "ol 55
g Ll LT el Ty 503800 L Sl 5 il (Son b slacli 51 o5 S ol Oy gl i) iils e
Sy ke 3l Bl Colda Sjles 5 Gsd 5 ot iy OS s Celed (Ol 4 Gres gl Z3ls I VL
b g ale g oy slie canllae cam Ll dob s Jous i b 4SS s AT 5 bt Ll Lol
3 425 O LSS (sl a5 dilodd al go S sl Tyl 15 Ls gt (S5 51 Sliss U3 ool O a5 L
et Bl LS ool O el 0 LT Sl 5 (5 ) S (S S ispled] o Ll 5 Ol 5 il S
58S ool Llas S k3 5 gl il laal U aBTs s 5 oea s 4 Olis st cliledds axlge S
dS e liiily,y Coag speh b Oljpr (Siba ool atle Lol 5wl Jloa, | 6l clladls e ol
LS te (gt w2 & Oliis 5 4l (SOl 355 S5 St 5 ible (oo laair Coon a2 53
Gl ool (o5 5545 5 e cpl 5 ST bilesls OLaS (ol Ve 0T Slojle 5 (653 S EE eyl
(Purwanto et al., 2021: 10) cowl (5 ,n 5 il slaas Jos S 2t b 5l oS 5 Olides 4t « &S

S i sl 0L (1999) T op i Sie Olosle s slazsl sl Jele i dias o OLES s oo
s Jes S el Ol pie o 3l s slazel i Slesla s ol e Slazel Sa b Gl o (g
Gl Qlosle Culb g s ol glil 51 S slazel (Levesque-Cote et al., 2018: 615) 1S [l glodd o i
L« Jeo! s, (Srivastava et al., 2022: 13) a8 sbazel gl 4 A1 55 o OLS S oS ol (63 3 2 Jeol G s
Ol », .(Novitasari et al., 2020: 8) .S luy Cows Oloslu cb..u 05 s shhe @ Ll e OLSHE s slazel sl

J":‘.’ 9 on.;)'Lw 6@)@) )l Ca.il»?- L L@JT .u\i)\b LAQLA)LW J\_}) &lb- 9 ;JJL ‘Qtt" CJUJ BE 6‘4:...“;-}.: u,ll.a.:

1. Leeetal
2 . Toor & Ofori
3. Levin

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

\F'V&V)&lﬁo)ud‘wuc\ o)j.zcﬂg_j:")}ﬂ‘)dij;:wb YA

Jeol sa, (Ling et al., 2017: 59) disy walys sl 1 Olosle by 5 (Sl coslas slass 8wl o
.(Adams, 2020: 12) 5 5% oo i a5 sbezel B 5 3 Ol pew

5 o Sl 25 and B Gl w5 Ll b

3,13 g,lslan 5 cote ;3G IS Jowe 53 DU, Slejlu sbeel p feol ) ) 40 b

45 sl 2l LIS s ol se sl Tl e 5 5 Sy DL i 658 o500 SOl 53
s Ol 5 b S 56 Olejle Ol sy 5 AL oS DU 5 Olesle Olpas o 53 51 slezel il 01,505 S
Dol 53 ool Oy S (KuUlar, 2022:20) 555 go 0liess 15 (ot slazsl Slatinns £ 3550 el el 2ls 355 bzl
BdSG (g i slazel sl 31T S o Joe Sodan JU3 55 355 slad 3 4 OUS,IS i oS S sl | slazel
o 03 S B slazel 3 gz g 5 sl QLS o slazel e (BLE1 s S a5 il il
S sbael Gl B s Jalad g slazel il plnil s (6 5 SO0, S5 & 1 55 slasls il QLSS U 55l
355 gtz onl Sleaas Llg e Jool (G, S Sl DS 3 Cudbge sl s e Jol S bl Ty 5 e S
Dy e gy p5 ans b (B sbauS @ a5 Ll ol «(Novitasari et al., 2020: 12)

313 §ylskan 5 ate 3G S Jowe 53 OUSLIS B slezel ool g, Y 4 b

53 b ge ol obie 51 SG slazel 45 ool (6 an s 50 0Ll 355 O pe 4 OLS S slazel Ol 40 (63 5as slezel
Sl B8le 51 OLS )8 el Sliws 35 43 S Cad VL Ol e s Sl oo 5 4 e 5 Sl Cule ;) e ls o ol
.(Shaikh et al., 2022: 96) 5,55 I 3 i Jlejle Bl Lais 5550 4 S L5 )3 LSS wilis La(g 8 pmenal 53 A3l
@230 dlazel sl LS o gnes ls page B Olesle b se 53 LSS &S g5 50l 4 a5 L Jool Ol
(Adams, 2020: 15) das o 5551 Slele Colial giss s 235 gl o 0BT 4 5 dS 5olsby Olejle 4 o 1 OLS IS
L oo GRS 4 (Sads Ol X3l andls sleel 355 Oy 4 Ols 5 3L (S ool (685 45 0L
Dyd e gl 5 and b (O sbaS @ a5 Ll ol «(Srivastava et al., 2022: 16)

05 olsbee 5 ot ;3G LIS s 3 OUSLIS (63508 slazsl y feol (50, Y 4 b

Lo ol s ol Gludl w055 55 Olsle glacula 53 Slail cole; 4l 3l sl Ol 4 olg slazel
S 313 53 (Sl Olasla s (golgs slezel ST (Daniéls et al., 2019: 118) 515 o ,Lal OUSIS 555 (6 oS w3
) A el xio Olaal 4 il Ol Cpamer 5 S s oS (g e AT bl gl sl al 5 Glaal &
552 Olesler slacaab 5 Lo al) 4 OLS IS 555 o el oS ol Jule Lol (s oa; .(Novitasari et al., 2020: 16
Alaaraj et al., 2018: ) ol vgo Olesle (sl 50 QLSS e Sk s 35w g Obosle Gue a8 sl anisls sl
Db e g 25 4 B Bsh sS4 5 L cnl L 429

505 ot 5 cote S LIS o 3 LSS 3l slazel 1 feol (525 6 4

Cﬁwla.l.m 43‘)\\ QJLQ.&JK.&)JJ:AJJ"..[ LSQMJJ.A cdﬁ@?—b%b—jbcwlfb

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

AN L_SJ_}‘“%)'}?}L;JP.M/<OL€—&J‘J€¢ZL§L§4{‘J’>’:Mb:)ﬁ)blﬁ)l{g‘.‘jl—»)w‘ﬁ&é‘é,})f;&JNJ‘,:

[ Jeol S H1 >[ Sboibo Sleief J

= . o,
dh\flsf’o’ o =
o515 uijb}:’:’ » ($3 305 Slazel
aaly, s cblaatd
SO PR H3——| 2l slezel
ol @j‘)b LP Lozel
©slg slax
H4—— >

OB rsshe Jde o) S
Figure 1. Conceptual model of research
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Table 1: Variables and number of questions and reliability
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Table 2- Demographic profile
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Table 3- Normality test
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Figure 2. The structural equation model of the first research hypothesis
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Table 4- Fit indices of the structural model of the first hypothesis
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Table 5: The result of the first research hypothesis test

e P e ol Ly o e

b e o/ /55 203 g olslas 5 ate 3G lesle slazel ool (5 e

Al sl eslanal Voo jled K5 )5 (g ltle SVslee Jue 51 gleslu sbazel slal 5 ol ‘5ﬂ.§)ﬁjtdi»>.t.«.w&‘ﬂ

oz /a8

r ! e5 ’/‘
SOpE \_/

B sl |

. «— €6 ;

52 S N
Slois 4H/ 9
BT

Slosle sbael bl ool 6 mns U gkl SVsles Je ¥ IS

d https://doi.org/10.22108/ecs.2023.136900.1045


https://doi.org/10.22108/ecs.2023.136900.1045

\F'V&V)&QO)ucVoJMA o)}.:m.f_j:i)}ﬁ‘}d.;jg’;wlb.c VA¥

Figure 3. Structural equation model of the influence of authentic leadership on dimensions of organizational
trust
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Table 6- Fit indices of the structural model of the influence of
authentic leadership on dimensions of organizational trust
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Table 7: The result of testing the hypotheses of the impact of authentic leadership
on the dimensions of organizational trust
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