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ABSTRACT

This study analyzed the effects of CEO's authentic leadership on job satisfaction and organiza-
tional performance in a fashion company, and the differences in the CEO's authentic leadership,
job satisfaction and organizational performance by the size of the companies. The study analyzed
responses collected from questionnaires filled out by 440 employees of fashion companies. The re-
sults of this study were as follows; First, the transparency, future orientation, self-awareness, bal-
anced process, and ethicality of CEO's authentic leadership positively influenced the wages or sys-
tem satisfaction. The CEO's transparency, future orientation, self-awareness, and ethicality positively
influenced job satisfaction. Also, the CEO's transparency, future orientation, self-awareness positively
influenced the working condition or environmental satisfaction. Second, the wages or system sat-
isfaction and working condition or environmental satisfaction of employees positively influenced the
management performance of fashion companies. And the wages or system satisfaction, job sat-
isfaction and working condition or environmental satisfaction of employees positively influenced the
new product performance and job performance. Third, the CEO's authentic leadership of fashion
companies positively influenced the management performance, and the CEO's transparency and fu-
ture orientation positively influenced the new product performance. In addition, the CEO's
self-awareness, balanced process and ethicality influenced the job performance. Fourth, there were
significant differences in the CEO's authentic leadership, job satisfaction, management performance
and new product performance by fashion companies' size. The results of this study will be useful
in successful business strategy and improving the performance of fashion companies.

Key words: authentic leadership(1784 215 4), fashion company(FA17]9),
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F4E&  Fotd A THPeus,  Wesche,
Streicher, Braun, & Frey, 2012). ¥4 g4
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{Table 1> Factor analysis and reliability analysis on authentic leadership

. Factor | Eigen |Cumulative|Cronbach’s
Factors Measured items .
loadings| value % a
My CEO knows to accept the employee’s loyalty comments. 857
My CEO respects the employee’s opinions. 761
My CEO admits his mistakes frankly. 707
My CEO has the flexibility to accept the employee’s opinions. | .623
Transpa-
rency My CEO makes even encouraged employee to claim the 615 4.612 21.962 933
opposite point of view. ’
My CEO expose even his own strengths and weaknesses to 576
his employees. ’
My CEO shares information openly with employees. 535
My CEO has the goal to be achieved within 5 to 10 years. 796
My CEO is committed to the continuous growth of the
. . 765
company, rather than pursuing short-term profits.
Futur My CEO has his own philosophy and suggests company 759
FUMIE  irection precisely. Y 337 | 42616 929
orientation
My CEO is encouraging employees with long-term goal and 756
vision. ’
My CEO decides what to do now to consider what will
. .660
happen in the future.
My CEO communicates clearly what he wants to say. .800
- My CEO express his feeling frankly. 753
Self : e 3494 | 59252 848
awareness |My CEO is well aware of his ability. 660
My CEO knows well how to evaluate him among employees. | .652
My CEO listen to various opinions of employees before 799
making decision. ’
Balanced : : — — 2199 | 69.724 761
process |My CEO analysis the relevant information with an objective 563
way before making decision. ’
My CEO acts and decides accordance with his own moral 699
values. ’
Ethicality My CEO doesn’t compromise his belief when he is forced to 575 1.729 77.955 839
work against his belief. o
My CEO is focused on ethical responsibility. 565
BOEA ABFF] B vehde Fol U@ wEE Bgoz TAHC ol YT
2 AR BEolg Y, 29 2= ATE 5
EERS W AT 4R B AR BE AT
AA7Y AYEe] ARuEe] g s h AW WEE IOz FHe Al A
%43 Aol (Table 9k o] e T A WFO SHom, 29 3= st A
20lo] E2HUT 29 1S FAre] FolAA, A 9 gk 2R, A 2k A8d A
Z o4 73], A%, AYe U)o Ae B gz, T8 B ek #A Sl diE UEx=
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THORE FAE 9o ERE 9 3 wE et Ao A= (Table 3)3 2ol 3719 8910
olg} Tk oI5 891 F WFLE 70.942% RS EEHAT 29 12 Ak miE A o, A
M, 7F 8]le] S du 2 Ak wE 2870 e B At 2749 A&EFHQ F7heE i 94
AE 2 W 3553, oFxd 2 3 ks ojmA] Aol et IS EstL Slof A
3283024 AN AA wEe] o] 7Y =% A AL, 89l 28 AE LS A% A
ot A2 Al @& Cronbach's aAlF+ S0 R&D T4, ANE Z2r A A8 &
da P AE T 929, AR A S 898, B9 APERAL ol @ 32 2T 3lo]
T2 8 34 wE 875EA lEgEe] =4 WdEAASR e sem, 29 32 ¢ dF
Lrebst) A s 43 drdd A 9 sdx ol
e T3S EFetr glo] AFAFE Stk

3) =234 ol 2919 F WETL 76343% 921, 7+ 2219
W7o A et 188G Qo W AR 3191 A4Eds 3014, AFA

(Table 2> Factor

analysis and reliability analysis on job satisfaction

Factors Measured items Fac.tor Eigen |Cumulative| Cronbach'’s
loadings| value % a
My company payroll system is adequate. .899
I am satisfied with the wage increases opportunities of 886
my company.
Wages or |l am satisfied with the promotion system of my company.| .859
system I am satisfied with the fair treatment and authorization 436 4909 | 28878 929
satisfaction [system of my company. .
I am satisfied on reasonable wage policy of my company.| .808
I am satisfied with the stable employment guarantee 649
system of my company. '
My job undertaken in my company is the one that I like.| .828
I feel the sense of worth and accomplishment through 794
my job. ’
Job itself |l have a sense of pride about my job. 765
satisfaction My job is helpful for my growth and development. 751 4144 53257 898
I am satisfied with my job generally. 745
I think that while performing my jobs improve my 703
competitiveness. ’
I am satisfied with the cleanliness, sanitary condition of 848
my company.
Working 1 amd satistﬁed tWi‘[hdthtehsmzoth :nd (‘:[ooperation between 79
condition or |my department and other departments. )
environmental |I am satisfied with the relationship with colleagues and 719 3.006 70.942 875
satisfaction [superiors of my company. '
I am satisfied with the work environment of my company.| .601
I am satisfied with the work load of my company. 505
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{Table 3> Factor and reliability analysis on organizational performance

. Factor | Eigen |Cumulative|Cronbach’s
Factors Measured items .
loadings| value % a
My company’s turnover is constantly increasing. .898
My company’s operating income is constantly increasing. .893
My company’s turnover is constantly increasing. .866
Management , - : 4819 | 26772 947
performance |My company's cash flow is improving constantly. .808
The reputation of my company is getting better constantly.| .803
New customer of my company is constantly increasing. 733
My company invests in R&D for a quick turnover of 853
new products. '
My company is actively engaged in marketing campaigns 853
.00
to promote new products.
My company is making efforts to secure raw and secondary 827
New materials required for development of new products. '
product - - - 4.623 52.457 946
performance My company is actively releasing new products to the S14
market.
My company is strengthening the research staff for
779
development of new products.
My company is actively doing the market research for 17
release of new products. ’
I think that I have the excellent work adaptability. 837
I have a high work-related knowledge and skill. .829
Job I produce the better result than CEQO’s expectation. 814
- 4.299 76.343 911
performance I do my job exactly right way without mistakes. 781
I achieve enough job performance in my company. 778
I have been a good evaluation for job performance. 775
3} 343024 ARAR Bwol M U A AR BE gAE 144 Adye BE 29
A EA Ao W2 Cronbach's aAlFE 494 o] &S A= AR veigt X84 #d
o 947, AFEA T 946, AT 9IIEA A= Ao BHA(B=339, t=8.187, p{(.001), 3HA(B
Fol =A JERTh =326, t=7.863, p.001), PIAAFA(B=117, t=
2.829, X.01), &8 (B=.110, t=2662, X.01), #
2. M7|e CEOS| ZIFA 2|C{Al0] obQl 2] (5=.093, t=2247, X05)¢ o0& IF
HSorsof 0|xE G 2 AL BE A(+)9 GRS MAL UYL,
o ; o i e A AREE 256%S8 wEA 4719 CBO
MEe= g Z] & e
o] RLE o] AHuLZFoe| plx Q&L BAIFL7
] 'l&e-q *1‘[“1_—[01] ]X]x_ S o= T':ﬁo]‘] Z‘]]L:_Oﬂ EHT:D’} ‘ﬂ'—z,:_‘::_ﬂ’ l;‘io}ﬁﬁ}‘l@'%:?}\\:}
o] = {];(«]H A o _g_c‘a_Q_E %AE;—’
A WY ATAY RAL FEATE L e g4 9se waAE 284 b
ARAEY 291 FEAFE sl FARLHL _
~ Zpolel A (B=324, t=7577, X.001), v]eRA A
AA SR, 2 A3 (Table 49 o] dF 2
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(B=244, t=5723, X.001), ¥ (L=177, t= =, Adsde] dAE TR sdAY A &
4136, £X.001), &2 (6=.112, t=2621, X.01)¢] 282 E AASL oiste Tl EeFs IF
oz ()9 L VAL AT, WA A® 27 9 870 @ 4959 DEHE} Folrl
ol 208%°lth. o A= HA7IY CEO7} o & 5 Aok
Ao EAE FESL AT & A ol oldel sk 144 2Ee] ARIHE ol
=55, 4718 A% A, H4dEFHY] 1 + 8ozt F7g M A7 (Seo, 20150 Wong
st #AE SAFAY FE EHAREE FAE & Laschinger, 2012)%} f-AFSE WEo A HI
5% A7e 0@ 4950 WA} BAS 4 Ao, AAAY AA5Y AFuIe] e
Uebdoh 28y 2442 AT A g o T ZA#3(Shin & Soh. 2015), ¥¥ 4 |4
g XA & YRS BFE CEO7}F o= T = (Choi & Lee, 2009: Hong, 2010) ¢ <38k o)
of AFHA ¥ AAFH oL FAFT AR S wre e Ble] 184 2uds oE At 9
Sty siA HPEe] AT BRI goiAlE A HA Fotthe dHelA 2 A7 Ade APdAF
e oz ¥ 4 vk o g,
x93 v dsiM e 184 2
tAel mE A S (B=2377, t=8915, pX001), F 3. IjM7|Y Zfle| ZR0tE0| ZEA Tt
B4 (=258, t=6.094, p(.001), AFeke1 4 (5=.093, 0= F&
£=2.206, ,X.05)¢ 22 AH(+)9] JF wAL
N7 ALl ARese] £H4He v)A
AAL, WA AL 24%2 vepge, way UF SRS T e T
AU CEOZF MaASAe euqe s o od vl skl ARUSE S 5
(Table 4> The effect of authentic leadership on job satisfaction
Dependent variable Independent variable Vel t F R
Transparency .339 8.187%**
Wages or Future orientation 117 2.829%*
system Self-awareness 093 2.247* 29.796%** 256
satisfaction Balanced process 326 7.863%**
Ethicality 110 2.662%*
Transparency 177 4.136%**
) Future orientation 244 5.723%%*
si(t)i: f;tcsgfn Self-awareness 324 7577 | 22826 | 208
Balanced process -.002 -.039
Ethicality 112 2.621%
Transparency 258 6.0947%**
Working condition  |Future orientation 377 8.915%**
or environmental Self-awareness .093 2.206* 25.058%** 224
satisfaction Balanced process 000 -.001
Ethicality 082 1.951

#0505, **pC 01, ***p 001
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d=

|o

$9 A8 o, 2720 ¥ 87 52 54 3
959 WEEE FAFE AGEA B
% % ek

AEAAT el e 2Fx2d 2 &7 T
(B=473, t=12.043, X.001 4

(=262, t=6.681, pK001), &
=186, t=4738, pX.001)9] <=2
S AL Ao, AA AHEo] 327% AUtk
A5l dieide AT A THE(6=.361,

).
)

s

AR E3]
oFEA 3 84 v AAFA I mAE 9
gelo]l 7Y =%, HF AA o] AR
o wAE FFHe] 7P wA dEheH, A
719 A5 FHFUEo] 545 AFEA Ao

D
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[\
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o
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-
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o
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(a)
[
2

o
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il
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Yatglks A AEe oozt gk

& CEO2| HEd 2[tidol

|
AR MBO| 0]RE A

A (B=.339. t=8.445, xX.001), Fr7 (5=.279.
£=6.963, p(001), F274(6=265 =659, <
001), 44 (B=.149, t=3.727, X.001), A}o}<12]
(f=133, t=3317, X019 =22 H(+)9] 9%
< HAL AR, AA EAEHE 30.3%C1AT

A3= 719 CEOS AAA #riiel =
TE AIYH moAE Ao 8T 5 9l

o AGEA el teliMs A (8= 380,

o

(Table 5> The effect of job satisfaction on organizational performance

Depep dent Independent variable yés t F R
variable
Wages or system satisfaction 442 10.744%%*
Management 7 7 e atistaction 031 764 51.534%* | 262
performance -
Working condition or environmental satisfaction 256 6.212%**
New Wages or system satisfaction .262 6.6817%*
product Job itself satisfaction 186 4.738%** 70.704%** 327
performance |Working condition or environmental satisfaction A73 12.043%%*
Wages or system satisfaction 097 2.203*
Job Job itself satisfaction 361 8.177*** 25.682%** 150
performance
Working condition or environmental satisfaction 102 2.309*

*pX.05, F** K001
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{Table 6> The effect of authentic leadership on organizational performance

Dependent variable Independent variable Vel t F R

Transparency 279 6.963%**
Future orientation 339 8.445%%*

Management performance |Self-awareness 133 3.317%* 37.649%%* 303
Balanced process 149 3.727F**
Ethicality 265 6.5997%**
Transparency 279 6.611%**
Future orientation .380 9.004**

New product performance |Self-awareness 028 663 25.476%%* 227
Balanced process -.052 -1.234
Ethicality -.034 -.805
Transparency 047 1.010
Future orientation .059 1.262

Job performance Self-awareness 155 3.319%* 5.086%** 055

Balanced process 118 2.535%
Ethicality 108 2.319*

p( .05, **p( 01, ***p( 001

t=9.004, pC(001), FHA(L=279, t=6611, X H dHde B Ao xes AT JEFS 1A

0D 202 Ao FFS PAT Aglon, = A%4 AP 43 4a 2o 297 Ao

AR AgEe 227%0100 AR el E

Aokl A (B=155, t=3319, p(01), &84 (6= 5. M7 2o WE CEOS &FY

118, £=2535, pX05), &4 (6=.108, t=2.319,
X059 wlz A(+)9 IFE AL AU
AA A8 55%% Yesth 538 AdE4
of theiMe viehAFAd FFHol A

%

oldel Ade FHA, ¥R, AR =

7S 184 A BYE]
Y59 4FAFIE =Udv & Wong & Las-
chinger(2012)¢] A9 v Axgon, A=
o 3 CEOS A=A ¥
HAS 243 A7 (Kim & Yang, 2015)7F 3

)
N
=)
r
N
jincs
1o
oX
k‘_l‘

2lcs, HPOHE W ZRN T Fo|

s719e] FRO WE CROS) 144 24,
A0S, 229 % ARYA AolE 48
7l 98l ANOVAE 2418 Asks (Table 73t
2 | WeldE CEOSl F@A(F=
9.508, X.001), WIEHAIZA (F=59.600, pX.001), =
oFI A (F=28443, X.001), ¥ (F=23444, X
001), A (F=16.781, X001) =polE& HS]
o /193 F271990 M) FA74e14 CEO
o R FAY 24 U ol o =
govl, F2/un FA719% dr1geA
vl A G Aotel el i Fitol o w9k
CEOS| vldhA g4 Aotale] e Hae of
AQNA 7P ERD, FRAS T, £A

P
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{(Table 7> The differences in authentic leadership, job satisfaction and organizational

companies’ size

performance by fashion

Large-size Mid-size Small-size
o company company company
Classification (n=37) (n=145) (n=258) o
M SD M SD M SD
Transparency 3.027° 720 3.428° 890 3.092° 723 9.508%**
Future orientation 4.054* 520 3.746° 751 3.063° 730 | 59.600%**
Authentic N N b —
leadership Self-awareness 3.743 515 3.679 .636 3.155 813 28.443
Balanced process 2.878° 938 3.590? .849 3.043° .800 23.444%**
Ethicality 3.261° 522 3.632° 741 3.198° 746 16.7817%%*
Wages or system satisfaction 2.617° 874 3.054% 968 2.804%° 674 6.589**
Job Job itself satisfaction 3.707° 749 3.660%° 730 3472° .588 4.996"*
satistaction Xiggi :r(l)tr;clhtslzgs?;ction 3514° | 733 | 3450° | 778 | 3.157° | 704 | 9452
o Management performance 3.2252 A72 3.489% 806 3.019° 842 15.753%**
Cijeg;ii:s::l New product performance 3.374% 889 | 3138 | 930 2.893° 842 7.049%*
Job performance 3.473 390 3.445 719 3.430 507 101
01, #** X001, a, b, c& scheffé H5Z I (a)b)c).
et Fa2 FA79AM 7 =keH, F47) H, 479 AT AFEAFHE P R
2 CEOS AAA uiel gk A4je] 71 < RoZ Yeyt
S 7otk ol/Fel AzelA CEO® A4 =i A%
AERrso] ojM e dF % Al U (F= E, 2AAANTE FANDA 19 AE v
6.589, ©X.01), A% AA w=(F=499%6, p(01), A EA vt vle] A7 i eR W
oFE2d 9 34 wE(F=9452, KX.001)N4 7] S FFFS B wet £4719¢ CEOELS
el wE Aol7b uEstth izl Hls) 4% gee] A disf olsfisty IPA =lH
SANGANA dF 2 Ax 9Fn 2FxY 2 e B3l AAdET AFoF & ¥ ol #
7 w9 wito] T BRI, FAVIYETE A A 7 HAEY AFuEd AR E
71gel A AR AA e tigk o] o Eokth =49 F de oS dIser & Aotk
T3 dF 2 AR v 22l 2 84 v
o AN AV BRT, AT A BES V. Z2 9 Hyo
H71dol A 7HE =skeh 2443 A AN
F(F=15.753, X.001), A¢542HF=7.049, X.01) 2 A= JA71Y CEOS AAA Y i
M 7R WE ZelE B, T4l AEurE g 2293 7k JEAAE Gobml
Ha) FA7IdelA FF e Hite] ¥ w%e EA A7IAel A ALES] AERtE 234
H, Fa7IQETE W79l AdEAA e £ Folzd 9l CEOZF AV Ade 34 ¢
ol H =3tk ti71ge] Ay AdE8ArE b HAe F8A4S el 719t Ee] & CEO
FESA, FANGES AAFAIA P = o] X784 Ui, AFwtE 5 24 Aol
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