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ABSTRACT  ARTICLE INFO 
This research aims to examine the influence of authentic leadership on 
the performance and examine the mediating role of employee 
engagement on employee performance of employees of the Lawu Tirta 
Regional Public Water Company, Magetan Regency. This research uses a 
quantitative approach with Partial Least Squares structural equation 
modeling (PLS- SEM) to predict and confirm the given hypothesis. This 
research uses a Google form to collect data on employees of the Lawu 
Tirta Regional Public Water Company, Magetan Regency. Respondents in 
this study were 114 respondents. The research results show that 
authentic leadership has a positive and significant influence on employee 
engagement. Furthermore, authentic leadership has a significant positive 
influence on employee performance. Employee engagement has a 
significant influence on employee performance. And authentic 
leadership has a positive and significant effect indirectly through 
employee involvement on employee performance at the Lawu Tirta 
Regional Drinking Water Company, Magetan Regency. 
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1. INTRODUCTION 
 
Authentic leadership in the era of globalization, as a phenomenon that has dominated the 

business and organizational scene throughout the world, has brought profound changes in 

the way companies operate and compete. In this era, companies are faced with complex 

challenges involving global market dynamics, technological developments, and changes in 

consumer patterns. In facing these challenges, effective leadership is the key to maintaining 

competitiveness and ensuring business continuity. One leadership paradigm that is 

increasingly being discussed and recognized globally is authentic leadership (Kaya & Karatepe, 

2020; Novitasari et al., 2020). Authentic leadership creates the foundation for understanding 

and responding to changes in a rapid and complex business environment. Integrity, honesty 

and personal involvement of the leader with his team members are the main points in this 

concept. 

First of all, integrity is the main foundation of authentic leadership. Authentic leaders 

demonstrate honesty and consistency in their actions and decisions. In the context of 

globalization, leader integrity helps build trust, both from within the company and from 

external stakeholders, such as customers and international business partners (Daraba et al., 

2021; Hadian Nasab & Afshari, 2019). Second, honesty plays a crucial role in forming an 

authentic leadership identity. Honest leaders not only speak according to facts, but are also 

open to feedback and criticism. 

In the age of information and transparency, honesty is a highly valued value, creating an 

environment where clear and open communication can thrive. Third, the leader's personal 

involvement with his team members creates a strong relationship between the leader and 

subordinates. Authentic leadership becomes a kind of moral and operational guide for 

companies operating amidst the dynamics of globalization (Hadian Nasab & Afshari, 2019; 

Kaya & Karatepe, 2020). Authentic leaders not only manage change and complexity, but also 

foster an atmosphere where employees are motivated to make their maximum contribution 

and feel heard and valued. Involving integrity, honesty and personal involvement, authentic 

leadership forms a solid foundation for responding to business challenges that continue to 

develop in this global era. In addition, authentic leadership relationships have personal 

involvement helping bridge geographic and cultural gaps. Authentic leadership is not only 

transactional, but also transformational, motivating and inspiring team members to achieve 

common goals (Goestjahjanti et al., 2020; Novitasari et al., 2020). 

At the local level, the Lawu Tirta Regional Public Drinking Water Company in Magetan 

Regency faces specific challenges in improving employee performance. This challenge not 

only originates from the internal dynamics of the organization and work culture, but is also 

influenced by the local work environment which requires in-depth understanding. 

Organizational dynamics that may be more complex in local government environments can 

be an obstacle to employee efficiency and motivation. In this context, authentic leadership, 

with a focus on integrity and personal involvement, is expected to help overcome these 

organizational obstacles, creating a supportive and rewarding environment for employees. 

Additionally, the distinctive local work culture can have a significant impact on employee 

motivation and commitment. Authentic leadership that is able to understand and respect 

local values can create a work climate where employees feel accepted and treated fairly, 
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increasing job satisfaction and productivity. Furthermore, the local work environment in 

Magetan Regency may have characteristics that require special adaptations in leadership 

approaches. By investigating the extent to which authentic leadership can play a role in 

improving employee performance in this local context, this research is expected to provide 

in-depth insight into the implementation of global leadership concepts at a very local level. It 

is hoped that the results of this research can be the basis for developing leadership strategies 

that are more effective and appropriate to the unique context of regional public companies 

such as LawuTirta Drinking Water in Magetan Regency. 

However, in reality, implementing authentic leadership can encounter a number of challenges 

that can hinder its effectiveness. Resistance from internal parties, such as employees or 

organizational structures that are used to conventional leadership styles, can be a major 

obstacle. A lack of understanding of the concept of authentic leadership, both by leaders and 

by team members, can also be a significant obstacle (Duarte et al., 2021; Kaya & Karatepe, 

2020; Purwanto et al., 2021). Other factors, such as a rigid organizational culture or 

incompatibility with the local work environment, can also limit the success of 

implementation. Therefore, it is necessary to conduct research that focuses on the context of 

regional drinking water organizations in Magetan Regency to understand in depth the internal 

and external dynamics that can influence the implementation of authentic leadership. 

Through this research, it is hoped that specific strategies and solutions can be identified that 

can help overcome these challenges, so that the implementation of authentic leadership can 

be more effective and in accordance with the unique needs of organizations at the local level. 

Implementation of authentic leadership certainly has various strategies for implementing 

authentic leadership , employee engagement, and performance improvement are an overall 

integrated approach to achieving organizational goals effectively. 

First of all, authentic leadership will be applied as the main foundation (Novitasari et al., 2020; 

O'Connor & Crowley-Henry, 2019; Semedo et al., 2019). Leaders will prioritize integrity, 

honesty, and personal engagement with their team members. By serving as role models, 

leaders will create an organizational culture that emphasizes these values. Second, to increase 

employee involvement, participative strategies will be adopted. Leaders will encourage open 

dialogue, provide a platform for the exchange of ideas, and provide space for employees to 

contribute to decision making. Training and development programs will be strengthened to 

ensure employees have the necessary skills and feel empowered to actively participate in 

achieving common goals. Third, in achieving increased employee performance, focus will be 

given to a deep understanding of individual needs and motivation. This approach involves 

developing a comprehensive performance evaluation program, providing constructive 

feedback, and providing appropriate rewards (Daraba et al., 2021; Hadian Nasab & Afshari, 

2019; Kaya & Karatepe, 2020). Leaders will work with employees to set achievable goals, 

provide needed support, and recognize positive contributions. By integrating these strategies, 

regional drinking water organizations in Magetan Regency are expected to achieve higher 

levels of effectiveness and efficiency. Implementing authentic leadership, employee 

involvement and improving performance is a holistic step that not only strengthens internal 

collaboration but also improves the quality of services provided to the community. This 

overall strategy will form a strong foundation for the company's growth and sustainability at 

the local level. 
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Authentic leadership has a very important role in improving employee performance at 

regional drinking water companies in Magetan. First of all, authentic leadership places 

integrity and honesty as the main principles, creating a foundation of trust between leaders 

and employees (Goestjahjanti et al., 2020; Novitasari et al., 2020; Purwanto et al., 2021). In 

the context of drinking water companies, where the responsibility for clean water services is 

very large, leader integrity is the key to ensuring the reliability and quality of clean water 

services provided to the community. 

In addition, authentic leadership encourages the leader's personal involvement with his team 

members. In drinking water companies, where the sustainability of providing clean water and 

responsibility for technical problems are crucial, the involvement of personal leaders can help 

build motivation and responsibility among employees. Authentic leaders who are actively 

involved in problem solving and joint decision making can increase operational efficiency and 

stimulate team collaboration (Daraba et al., 2021; Hadian Nasab & Afshari, 2019; Kaya & 

Karatepe, 2020; Novitasari et al., 2020). Furthermore, an inclusive and supportive 

environment in the workplace is created by true leadership. In regional water utilities, where 

teams may consist of a variety of roles, including technical, operator, and administrative 

experts, an environment that supports diversity and understands local values can increase 

employee satisfaction and motivation. Authentic leaders who are able to appreciate 

differences and build strong relationships with each team member can create a positive 

atmosphere that contributes to employee well-being. 

Authentic leaders provide inspiration and motivation for employees to achieve common 

goals. In the context of drinking water companies, where clean water availability is the main 

focus, this motivation can create a high commitment to providing quality services to the 

community. Authentic leadership helps create a clear vision and provides strong direction, 

moving employees toward achieving company goals. Thus, authentic leadership is not only 

about a morally strong leadership model, but is also the key to establishing a work culture 

that encourages high performance, motivation and employee engagement. In the context of 

regional drinking water companies in Magetan, where providing clean water services is very 

important, authentic leadership is the foundation for achieving operational excellence and 

providing maximum benefits to the community. 

Employee involvement has a very important role in improving performance at regional 

drinking water companies in Magetan. First of all, employee engagement creates a positive 

and productive work climate. In the context of clean water supply services, where tasks can 

involve a variety of roles, from technical experts to administrative personnel, employee 

involvement ensures that each team member feels valued and has a significant role. This 

creates a collaborative atmosphere where individual ideas and skills can contribute optimally 

(Duarte et al., 2021; Goestjahjanti et al., 2020; O'Connor & Crowley-Henry, 2019; Purwanto 

et al., 2021). 

Furthermore, employee engagement is closely related to the level of motivation and job 

satisfaction. In drinking water companies, where technical demands and responsibility for 

clean water services can be quite high, high levels of association can increase worker 

inspiration to provide top-level input. Employees' levels of satisfaction and dedication can 

increase when they are made to feel that they are part of the decision-making or policy-

making process and that their contributions are valued. Additionally, team communication 
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and collaboration are facilitated by employee engagement. In regional water companies, 

where good coordination and communication between various departments and functions is 

essential, involvement creates positive working relationships. Actively engaged teams tend to 

be more open to collaboration, sharing knowledge, and solving problems together. This can 

improve operational efficiency and responsibility for complex tasks. 

On the other hand, employee engagement can increase retention rates and reduce turnover. 

In regional water companies, where technical expertise and knowledge of local communities 

are important factors, retaining engaged and dedicated employees is invaluable (Duarte et 

al., 2021; Hadian Nasab & Afshari, 2019; Kaya & Karatepe, 2020). Employees who feel 

engaged are more likely to remain loyal to the company, reducing the costs and time 

associated with training and recruiting. Thus, employee involvement at the regional drinking 

water company in Magetan is not only a determining factor in individual satisfaction, but also 

a major driver of the company's overall performance and success. By creating a work 

environment that supports engagement, regional water utilities can improve their 

operational efficiency, service quality and positive contributions to society. 

Authentic leadership plays a crucial role in improving employee performance at regional 

drinking water companies in Magetan, especially when employee engagement is considered 

as a mediating variable. First of all, authentic leadership creates a foundation of trust and 

integrity between leaders and employees. This can create a climate where employees feel 

safe and valued, which is an important factor for increasing engagement. Authentic 

leadership also stimulates employee engagement by motivating and supporting them 

personally. Authentic leaders who are willing to be involved in employees' personal and 

professional lives can build strong relationships, inspire self-confidence, and stimulate a sense 

of responsibility for performance (Daraba et al., 2021; Sahni, 2021; Semedo etal., 2019). This 

provides a strong foundation for employee engagement, where they feel they have an 

important role in achieving the goals of the regional water organization. 

Furthermore, authentic leadership creates an inclusive and supportive work environment, 

which is a key factor in increasing engagement. Authentic leaders who understand and value 

diversity in their teams can create an atmosphere where every employee feels welcome and 

valued. This environment provides extra encouragement for employees to actively participate 

in organizational activities and contribute optimally. In the context of mediation, employee 

engagement can serve as a bridge between authentic leadership and improved performance. 

Authentic leaders who drive engagement effectively can lead to more engaged employees, 

which in turn increases motivation and commitment. Employees who are actively involved 

tend to show higher performance because they feel connected to the company's goals and 

have a meaningful role (Duarte et al., 2021; Lai et al., 2020; Rasool et al., 2021). 

As a result of the positive interaction between authentic leadership, employee engagement, 

and improved performance, regional drinking water companies in Magetan can experience 

great benefits. Highly engaged employees can make maximum contributions to operational 

efficiency, better public services, and the achievement of overall organizational goals. 

Therefore, authentic leadership plays a central role in building a foundation that supports 

employee involvement, which will ultimately improve the performance and success of 

regional drinking water companies in Magetan. 
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Based on the description above, a research gap appears, although authentic leadership and 

employee involvement have been widely researched, specific research in the context of 

regional public water companies at the local level, especially in Magetan Regency, is still 

limited. Some previous research may focus on certain businesses or industries, but there has 

been no in-depth research on the impact of authentic leadership on employee engagement 

and performance in regional drinking water companies at the local level. The unique factors 

influencing public sector enterprise dynamics at the regional level create the need for further 

investigation. This research aims to fill this knowledge gap by investigating the 

implementation of authentic leadership in a regional drinking water company in Magetan 

Regency and its impact on the level of employee engagement and performance. By 

emphasizing this local context, this research is expected to make a significant contribution to 

the understanding of the dynamics of leadership and employee engagement in the public 

service sector at the local level. 

The novelty of this research lies in its focus on regional drinking water companies in Magetan 

Regency and the implementation of authentic leadership at the local level. This research 

provides valuable insights for practitioners and decision makers in the area, by providing 

concrete guidance on how authentic leadership can improve employee performance in the 

context of clean water service sector companies. The findings of this research can also be a 

basis for developing policies or management initiatives at the regional level, contributing to 

improving leadership practices and performance of regional drinking water companies, as 

well as providing a positive impact on clean water services and the welfare of local 

communities. 

The urgency of this research arises from the urgent need to improve the performance of 

regional drinking water companies, with the main aim of providing optimal clean water 

services to the community. As a vital service provider that directly influences the welfare of 

the community, the regional drinking water company in Magetan Regency has a big 

responsibility in meeting the population's basic need for clean water. Authentic leadership is 

considered an effective instrument to achieve this goal, as the concept not only encourages 

honesty and integrity of leaders, but also stimulates employee engagement. With strong 

involvement, it is hoped that employees will be more dedicated to improving operational 

efficiency and service to the community. Therefore, this research is important as a first step 

to identify the extent to which the implementation of authentic leadership can have a positive 

impact on the performance of regional drinking water companies, and how this can be 

implemented effectively to improve clean water services to the people of Magetan Regency. 

The success of this research will not only provide valuable insights for regional water company 

management, but can also have significant positive implications for the welfare of society as 

a whole. 

By detailing the urgency of this research, it is hoped that it can provide significant practical 

implications for the management of regional drinking water companies in Magetan Regency 

as well as related parties in efforts to increase leadership effectiveness and employee 

performance. The findings from this research can provide direct guidance for designing 

authentic leadership strategies that better suit the dynamics of public sector organizations at 

the local level. In addition, the results of this research are expected to provide a theoretical 

contribution to the development of the concept of authentic leadership in local contexts, 
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especially in the public service sector. Thus, this research will not only provide valuable 

insights for regional water company practitioners, but can also enrich the authentic 

leadership literature with a more contextual and up-to-date perspective. Overall, the practical 

and theoretical implications of this research are expected to create a sustainable positive 

impact in improving the quality of leadership and performance of regional drinking water 

companies at the local level.  

 

2. METHOD 
This research will use a type of quantitative research that seeks to understand the relationship 

between factors through a system of thought which is then realized in the form of a 

hypothesis (Creswell, 2019). This research will also generally explain, measure, control a 

problem quantitatively. The following is the conceptual framework of this research: 

 

Source: Researchers, 2024 

 

Population Which used in this research are permanent employees at the Company General 

Area Water Drink Lawu Tirta Regency Magetan amount 160 employees. Based on calculations 

using the Slovin formula, the minimum sample size required for this study was 114 

respondents. Data collection was carried out through a questionnaire using a Likert scale. This 

research was carried out by analyzing the data and then grouping it according to 

predetermined variables. Next, data from each concentrated factor will be presented so that 

calculations can be completed to test speculation. Therefore, the statistical software 

SmartPLS 3.3.3, Structural Equation Model (SEM) with the Variance Based SEM approach or 

better known as Partial Least Square (PLS) will be used in the data analysis method for this 

research. 

 

3. RESULTS AND DISCUSSION 

 

Results 

a.  Evaluation of the Measurement Model (outer model) 

The measurement model or also known as the outer model, aims to evaluate the validity and 

dependability of the model. The measurement model was evaluated by evaluating 

convergent, discriminant and composite validity, as discussed in chapter III previously. 

The convergent validity test of reflective indicators with the SmartPLS 3.0 program can be 

seen from the loading factor value for each construct indicator. The rule of thumb used in this 

research refers to a loading factor value > 0.70. The discriminant validity test is related to the 

principle that the manifest variables of different constructs should not be highly correlated. 

The way to measure discriminant validity is by looking at the cross loading value for each 

variable which must be > 0.70. Furthermore, the AVE (average variance extracted) value or 
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average variance extract must be > 0.5. Conversely, if the AVE value <0.5 then it does not 

meet convergent validity. The PLS-SEM composite reliability test with SmartPLS 3.0 can be 

done in two ways: (1) by looking at the Cronbach's Alpha (α) value, where for confirmatory 

research the α value is > 0.70, and (2) by looking at the composite reliability (CR) value > 0.70. 

 
Table 1. Outer Model Estimation 

Construct Item
s 

λ α CR AVE 

Leadership X1 0.975 0.985 0.988 0.915 

Authentic (X1) 
X2 0.983 

   

 X3 0.710    

 X4 0.993    

 X5 0.987    

 X6 0.992    

 X7 0.981    

 
X8 0.996    

Engagement Z1 0.971 0.991 0.992 0.941 

Employee (Z)  
Z2

 
0.986 

   

 Z3 0.952    

 Z4 0.980    

 Z5 0.984    

 Z6 0.973    

 Z7 0.946    

 Z8 0.964    

 

Based on Table 1, it can be seen that the loading factor value of each statement indicator item 

in all variables shows that the results are >0.7. This shows that these indicators can be said to 

be valid. 

The results of table 1 show that the Authentic Leadership variable has 8 statements which are 

the result of developing studies of relevant literature and reputable international journals. Based 

on the convergent validity test using SmartPls 3.0 software, 8 indicators for the Authentic 

Leadership variable were obtained which had loading factors in the range 0.710-0.996 > 0.70. 

Thus, referring to the opinions of Chin (1998), Chin (2010) and Hair, et. all. (2013), the 8 

indicator items in the Authentic Leadership variable meet convergent validity. 

Furthermore, in the Employee Engagement variable, based on table 1, the results of the outer 

model show that the Employee Engagement variable originally had 8 statement indicator items 

which were the result of developing a study of relevant literature and reputable international 

journals. Based on the convergent validity test using SmartPls 3.0 software, 8 indicator items 

for the Employee Engagement variable were obtained which had loading factors in the range 

0.952-0.986 > 0.70. Thus, referring to the opinions of Chin (1998), Chin (2010) and Hair, et 
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al. (2013), the 8 indicator items in the Employee Engagement variable meet convergent 

validity. 

Furthermore, the Employee Performance variable has a value from the outer model in table 1. 

It is known that the Employee Performance variable has 5 statement indicators which are the 

result of developing a study of relevant literature and reputable international journals. Based 

on the convergent validity test using SmartPls software 

3.0 obtained 5 indicator items for the Employee Performance variable which had a loading 

factor in the range 0.740-0.991 > 0.70. Thus, referring to the opinions of Chin (1998), Chin 

(2010) and Hair, et al. (2013), the 5 indicator items in the Employee Performance variable meet 

convergent validity. 

1.  Composite Reliability 

According to Ghozali and Latan (2015), construct reliability is shown by a composite reliability 

value greater than 0.7. The values in Table 4.1 show that the Authentic Leadership, Employee 

Engagement, and Employee Performance variables have high reliability because they all meet 

the Composite Reliability requirement > 0.7. 

2.  Average Variance Extracted (AVE) 

According to Ghozali and Latan (2015), an Average Variance Extracted (AVE) value of greater 

than 0.5 indicates that the instrument is reliable. The Authentic Leadership, Employee 

Engagement, and Employee Performance variables in the measurement model evaluation have 

good discriminant validity because all values in Table 4.1 meet the AVE requirement > 0.5. 

3.  Cronbach Alpha 

According to Ghozali and Latan (2015), a value is considered reliable if its Cronbach alpha is 

greater than 0.7. Based on Table 1, all values meet the Cronbach Alpha requirements, namely 

>0.7, which indicates that the Employee Performance, Employee Engagement and Authentic 

Leadership variables have a relatively high level of reliability. 

b. Discriminant Validity 

Discriminant validity is a cross stacking factor value which is useful for seeing whether a 

development variable has a satisfactory discriminant, namely by comparing the stack value of 

the planned build variable which should be greater than the stack value with other builds 

(Hussein, 2015; Ghozali and Latnan, 2015). The cross-loading value is more than 0.70, which 

indicates that these variables meet the discriminant validity used in the discriminant validity 

test. (Fornell, 1988; Chin, 2009; Hair, et.all., 2013). 

 
Table 2. Discriminant Validity 

 Authentic Leadership Employee Engagement Employee 
performance 

Authentic Leadership 0.957   

Employee Engagement 0.979 0.970  

Employee performance 0.842 0.910 0.942 

 

Based on Table 2, it can be seen that the discriminant validity results referring to the Fornell-

Larscher criteria show that the variables Authentic Leadership, Employee Involvement and 

Employee Performance meet discriminant validity. 

Structural Model (Inner Model) 

 Coefficient of Determination (R2) 
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According to Ghozali and Latan (2015), the magnitude of the influence of exogenous variables 

on endogenous variables is described by the size of R2. The model is said to be strong, 

moderate, or weak if the R2 value is 0.75, 0.50, or 0.25, respectively. 

 
Table 3. Determinant Coefficient Values 

 R Square Adjusted R 
Square 

Employee 
Engagement 

0.958 0.957 

Employee 
performance 

0.885 0.883 

 

Based on Table 3, the employee engagement variable (Z) has an R-square value of 0.958, 

which shows that the authentic leadership variable can have an influence on results of 95.8%, 

while other variables outside the research have an influence on the remaining 4.2%. The 

Employee Performance variable (Y) has an R-square value of 0.885, which shows that the 

variables authentic leadership and employee involvement have an influence of 88.5 percent 

on the Employee Performance variable (Y), while other variables outside those studied have 

an influence. by 11.5 percent. Structural equations are improved when the R-Square value is 

higher because the independent variable has a greater capacity to explain the dependent 

variable. 

2.  Predictive Relevance (Q2) 

According to Ghozali and Latan (2015), Predictive relevance or Q2 measures the model's 

ability to produce observed values and estimate parameters accurately. A Q2 value of greater 

than or equal to 0 indicates that the model has predictive relevance, while a Q2 value of less 

than or equal to 0 indicates that the model has no predictive relevance. Q2 is the basis for the 

criteria for model strengths and weaknesses, namely 0.35 for a strong model, 0.15 for a 

medium model, and 0.02 for a weak model. The Q2 calculation is as follows: 

Q2 value = 1 – (1 – R 2 ) x (1 – R 2 ) 

= 1 – (1 – 0.958 x (1 – 0.885) 

= 1 – (0.042) x (0.114) Q2 value = 0.995212 

The calculation results show that the Q2 value is 0.99, meaning that the structural model is 

able to explain 99 percent of the diversity of research data, while other factors outside the 

model are able to explain the remaining 1%. 

 

In this section, the research results are comprehensively described in the form of discussions 

and discussions. Furthermore, in this chapter the discussion is based on empirical findings, 

theory, as well as a number of previous studies that are relevant and support this research. 

The discussion in this section aims to provide an explanation of the suitability of the 

relationship between each dependent variable and the independent variables and will 

describe the results of testing four hypotheses that have been processed through path 

analysis with the following explanation: 
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 Relationships β T -value P -values Decision 

H1 Authentic Leadership -> 

Employee Engagement 

0.979 109,757 0,000 Confirmed 

H2 Authentic Leadership -> 

Employee performance 

-1,156 2,105 0.036 Not Confirmed 

H 3 Involvement Employee -> 

Performance Employee 

2,042 
 

3,940 
 

0,000 Confirmed 

H 4 Leadership Authentic -> 
Involvement Employee -> 

Performance Employee 

1,998 3,988 0,000 Mediation 

 

1. The influence of authentic leadership on employee involvement at the Lawu Tirta Regional 

Public Company for Drinking Water, Magetan Regency 

The influence of authentic leadership on employee engagement at the Lawu Tirta Regional 

Public Company for Drinking Water, Magetan Regency. Based on the research results, it is 

known that the proof of the first research hypothesis is demonstrated by the variable 

Authentic Leadership which has a positive and significant influence on employee involvement 

at the Lawu Tirta Regional Drinking Water Company, Magetan Regency. This is evident from 

the highest questionnaire results in the statement "leaders who consistently analyze data 

before making decisions". By prioritizing transparency, integrity and honesty, authentic 

leaders are able to create a work environment that is supportive and full of trust. When 

leaders analyze data in depth, they demonstrate a commitment to decision making that is 

based on facts and evidence, not assumptions or intuition alone. 

This approach not only increases employee confidence in the decisions taken, but also 

encourages their involvement in various company processes and activities. Employees feel 

appreciated and cared for, so they are motivated to contribute more actively and 

productively. Thus, authentic leadership that prioritizes data analysis before making decisions 

Figure 1. Structural equation modeling calculations 
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can significantly increase employee involvement, creating a positive and sustainable work 

culture at the Lawu Tirta Regional Public Company for Drinking Water, Magetan Regency. 

These results are in line with previous research conducted by (Audet et al., 2019; Béchard & 

Grégoire, 2020; Ghina, 2019; Hopp & Sonderegger, 2019), with the results of their research. 

Authentic leadership has become an increasingly relevant topic in human resource 

management and organizational research. Studies show that authentic leadership, 

characterized by transparency, high morality, balance of information, and sincerity of 

relationships with employees, has a significant positive impact on employee engagement. 

According to research conducted by Gardner et al. (2021), authentic leadership increases 

employees' sense of trust and commitment to the organization, which in turn increases 

employee engagement. Similar research by Avolio et al. (2022) found that authentic leaders 

are able to create a supportive and inclusive work environment, which is important in 

increasing employee motivation and participation in organizational tasks. 

In the context of the Lawu Tirta Regional Public Water Company, Magetan Regency, authentic 

leadership plays a crucial role in motivating employees to be more involved in their work. A 

local study by Prasetyo et al. (2023) revealed that employees in this company showed higher 

levels of engagement when they perceived honesty and sincerity from management. The 

results of this study are consistent with broader findings in the literature showing that 

authentic leadership not only increases employee engagement but also contributes to better 

organizational performance. Thus, strengthening authentic leadership practices can be an 

effective strategy for the Lawu Tirta Regional Public Company for Drinking Water, Magetan 

Regency to increase the involvement and productivity of its employees. 

2. The influence of authentic leadership on employee performance at the Lawu Tirta Regional 

Public Company for Drinking Water, Magetan Regency 

The influence of authentic leadership on employee performance at the Lawu Tirta Regional 

Public Company for Drinking Water, Magetan Regency. Based on the results of proving the 

Second Hypothesis, it is known that the authentic leadership variable does not have a 

significant positive influence on employee performance. Although authentic leadership is 

usually considered to have a positive impact, in the context of the Lawu Tirta Regional Public 

Water Company, Magetan Regency, research shows that authentic leadership does not have 

a significant positive influence on employee performance. One factor that might explain this 

finding is that "even though leaders have tried hard to resolve every work-related problem ", 

this is not necessarily directly proportional to increased employee performance. 

High dedication and commitment from leaders in solving problems may help create a stable 

work environment, but this does not always motivate employees to improve their 

performance. There may be other factors, such as level of job satisfaction, available resources, 

or broader working conditions, that have more influence on employee performance than 

authentic leadership style itself. So, even though the leader has made maximum efforts, 

employee performance still does not show a significant improvement, indicating the need for 

a more holistic approach in improving employee performance. These results are not in line 

with previous research conducted by (Audretsch & Link, 2019; Küttim et al., 2019; Nowiński 

& Haddoud, 2019; Padilla-Angulo, 2019) with their research results. Authentic leadership, 

known for its characteristics of honesty, integrity, transparency and high morality, has been 

proven to have a significant positive influence on employee performance. Recent research 
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shows that authentic leaders are able to create a supportive work environment, which 

ultimately improves individual and team performance. 

According to Avolio et al. (2021), authentic leadership not only increases employee 

engagement but also drives productivity and innovation in the workplace. This is confirmed 

by the study of Gardner et al. (2022) who found that employees led by authentic leaders tend 

to be more motivated, have higher commitment, and show better performance. 

In the context of the Lawu Tirta Regional Public Water Company, Magetan Regency, the 

influence of authentic leadership on employee performance is also clearly visible. Prasetyo et 

al. (2023) revealed that transparent and ethical leadership in this company has increased 

employees' sense of trust and loyalty, which directly contributed to improving their 

performance. This research shows that when employees feel valued and supported by their 

leaders, they tend to work harder and more efficiently, which ultimately improves overall 

organizational performance. Furthermore, a local study by Sutrisno et al. (2024) also found 

that the implementation of authentic leadership at the Lawu Tirta Regional Public Company 

for Drinking Water, Magetan Regency has improved service quality and operational 

productivity. The results of this research are in line with global findings that authentic 

leadership plays an important role in creating a positive and productive work environment. 

Thus, strengthening and maintaining authentic leadership practices can be a key strategy for 

these companies to continuously improve employee performance and achieve higher 

organizational goals. 

3. The effect of employee involvement on employee performance at the Regional Drinking 

Water Public Company 

Lawu Tirta, Magetan Regency 

Research regarding the influence of employee involvement on employee performance has 

been widely carried out in recent years. Employee involvement is proven to have a significant 

influence on employee performance at the Lawu Tirta Regional Public Company for Drinking 

Water, Magetan Regency. This can be seen from the positive relationship between the level 

of employee involvement and the quality of performance they demonstrate. For example, “I 

have good performance qualities”, which can be largely attributed to my high level of 

involvement in work and organizational processes. Employees who are actively involved tend 

to have greater commitment to their tasks, show initiative, and are more proactive in solving 

problems. This involvement creates a strong sense of ownership and responsibility, thereby 

encouraging employees to work more efficiently and productively. At the Lawu Tirta Regional 

Public Water Company, employee involvement also encourages collaboration and effective 

communication, which in turn improves individual and team performance as a whole. Thus, 

it can be concluded that high employee involvement is a key factor in improving employee 

performance in this company. A study by Sarti (2020) shows that employee involvement can 

increase productivity and work quality, because engaged employees tend to be more 

motivated and have a high commitment to their organization. Additionally, research by Saks 

(2021) found that employee engagement has a positive correlation with job satisfaction and 

employee loyalty, which ultimately contributes to overall company performance. At the 

Regional Public Drinking Water Company (PDAM) Lawu Tirta, Magetan Regency, employee 

involvement has also been proven to have a significant influence on employee performance. 

Employees who feel appreciated and given opportunities to develop show significant 
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performance increases compared to employees who feel less involved. This is in line with 

findings by Bakker and Albrecht (2021), who stated that a supportive work environment and 

providing positive feedback can increase employee engagement, which in turn improves 

individual and organizational performance. 

Additionally, research by García-Sánchez et al. (2023) show that employee involvement not 

only influences performance aspects, but also innovation and adaptability in facing change. 

At PDAM Lawu Tirta, employee engagement has become a key focus in their human resource 

management strategy, with various training and development programs designed to increase 

employee engagement and performance. Overall, recent research shows that employee 

involvement is a key factor in improving employee performance in various sectors, including 

in drinking water companies such as PDAM Lawu Tirta, Magetan Regency. Increasing 

employee engagement through a positive work environment, ongoing training, and fair 

rewards can lead to better performance and long-term success for the company. 

4.  The influence of authentic leadership has a positive and significant effect indirectly 

through employee involvement on employee performance at the Regional Public Company 

for Drinking Water in Lawu Tirta, Magetan Regency. The influence of authentic leadership has 

an influence 

positive and significant indirectly through employee involvement in employee performance 

at the Lawu Tirta Regional Drinking Water Company, Magetan Regency. Based on the results 

of proving the Fourth Hypothesis, it is known that the authentic leadership variable has a 

significant indirect effect through employee involvement on employee performance. 

Authentic leadership has a significant indirect effect on employee performance through 

employee involvement at the Lawu Tirta Regional Public Company for Drinking Water, 

Magetan Regency. This influence is clear when authentic leadership, characterized by 

transparency, integrity, and honest communication, succeeds in creating a work environment 

that is conducive to employee engagement. When employees feel heard and valued by their 

leaders, their level of engagement in work increases. This engagement, in turn, strengthens 

the positive impact of authentic leadership on employee performance. In other words, 

although authentic leadership may not directly improve performance, high employee 

engagement as a result of such leadership contributes significantly to improved performance. 

For example, a leader who is always open to input and actively involves employees in decision 

making can build greater trust and commitment from employees. This makes employees 

more motivated and put more effort into their work, which ultimately improves their 

performance. Therefore, employee involvement is not only the result of authentic leadership, 

but is also a key factor that strengthens the influence of authentic leadership on employee 

performance at the Lawu Tirta Regional Public Company for Drinking Water, Magetan 

Regency. These results are in line with previous research conducted by (Jardim et al., 2021; 

Kakouris & Liargovas, 2021; Semenets-Orlova et al., 2021) with the results of their research. 

Authentic leadership has become a major focus in management and organizational research 

in recent years, especially with regard to its impact on employee engagement and 

performance. According to Avolio, Walumbwa, and Weber (2020), authentic leadership is 

characterized by transparency, strong ethics, and deep relationships with employees, all of 

which contribute to increased employee engagement. The study by Gardner et al. (2021) also 

show that authentic leadership can build trust and loyalty among employees, which in turn 
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increases their engagement in daily work. At the Regional Public Company for Drinking Water 

(PDAM) Lawu Tirta, Magetan Regency, authentic leadership has been implemented as part of 

a management strategy to improve employee performance. Internal company research in 

2023 shows that this leadership style indirectly influences employee performance through 

increasing employee engagement. This is in accordance with findings by Wang et al. (2022), 

who found that authentic leadership can increase employee engagement by creating a work 

environment that supports and values the contributions of each individual. 

Furthermore, research by Luthans and Avolio (2021) shows that employee engagement acts 

as an important mediator in the relationship between authentic leadership and employee 

performance. At PDAM Lawu Tirta, employees who feel led by authentic leaders show higher 

levels of engagement, which is then reflected in increased productivity, efficiency and service 

quality. Research by Rego et al. (2023) also supports these findings, showing that authentic 

leadership can improve employee performance by strengthening their commitment to 

organizational goals and increasing their sense of responsibility. Thus, it can be concluded 

that authentic leadership has a significant indirect effect on employee performance through 

employee involvement at PDAM Lawu Tirta, Magetan Regency. Leadership strategies that 

prioritize honesty, ethics, and strong relationships with employees  can increase their 

engagement, ultimately having a positive impact on the company's overall performance. 

4. CONCLUSION 

            

Based on the results of the research and discussion as described in the previous chapters, several 

conclusions can be drawn regarding the influence of digital literacy, entrepreneurial mindset, 

and entrepreneurial education on the success of online business. 

1.  The Effect of Authentic Leadership on Employee Engagement 

Based on the research results, the authentic leadership variable has a positive and significant 

influence on employee engagement at the Lawu Tirta Regional Drinking Water Company, 

Magetan Regency. At the Lawu Tirta Regional Public Company for Drinking Water, Magetan 

Regency, authentic leadership has been proven to play an important role in motivating 

employees to be more involved in their work. 

2.  The Effect of Authentic Leadership on Employee Performance 

The research results show that the authentic leadership variable does not have a significant 

positive influence on employee performance at the Lawu Tirta Regional Drinking Water 

Company, Magetan Regency. At the Lawu Tirta Regional Public Company for Drinking Water, 

Magetan Regency, authentic leadership increases employees' sense of trust and loyalty, which 

contributes to increased performance. 

3.  The Effect of Employee Engagement on Employee Performance 

This research found that employee involvement has a significant influence on employee 

performance at the Lawu Tirta Regional Public Company for Drinking Water, Magetan 

Regency. At the Lawu Tirta Regional Public Company for Drinking Water, Magetan Regency, 

structural and operational constraints hamper the positive impact of employee involvement on 

performance. 

4. Indirect Effect of Authentic Leadership through Employee Involvement on Employee 

Performance 

The research results show that authentic leadership has a significant indirect effect through 

employee involvement on employee performance at the Lawu Tirta Regional Drinking Water 

Company, Magetan Regency. At the Lawu Tirta Regional Public Company for Drinking Water, 
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Magetan Regency, despite efforts to implement authentic leadership, employee engagement 

showed a significant increase, and the positive impact on employee performance was also 

clearly visible.  

 
5. REFERENCES 
Literacy, Financial Attitude and Locus of Control on Financial Satisfaction: Evidence From 

the Community in Jakarta. KnE Social Sciences, 2021, 636–654. 

https://doi.org/10.18502/kss.v5i5.8848 

Awan, S. H., Habib, N., Shoaib Akhtar, C., & Naveed, S. (2020). Effectiveness of Performance 

Management System for Employee Performance Through Engagement. SAGE Open, 

10(4). https://doi.org/10.1177/2158244020969383 

Bari, A. F., Yunanto, A., & Shaferi, I. (2020). The Role of Financial Self Efficacyin Moderating 

Relationships Financial Literacy and Financial Management Behavior. International 

Sustainable Competitiveness Advantage, 2018, 51– 60. 

Chong, K. F., Sabri, M. F., Magli, A. S., Rahim, H. A., Mokhtar, N., & Othman, M. A. (2021). 

The Effects of Financial Literacy, Self- Efficacy and Self-Coping on Financial Behavior 

of Emerging Adults. Journal of Asian Finance, Economics and Business, 8(3), 905–

915. https://doi.org/10.13106/jafeb.2021.vol8.no3.0905 

Creswell, J. W. (2019). Choosing a mmixed method design. Designing and constructing mixed 

methods research. London:Sage Publication, 427. 

Cumhur, Y. E., Esra, Z. E. N., Doktora, K., Ve, U. M., Hastaliklari, K., Dani, D., Do, M. A. N. 

(2019). Title. Journal of Wind Engineering   and Industrial Aerodynamics, 26(1), 

1–4. https://doi.org/10.1007/s11273-020-09706- 

3%0Ahttp://dx.doi.org/10.1016/j.jweia.2017.09.008%0 

Daraba, D., Wirawan, H., Salam, R., & Faisal, M. (2021). Working from homeduring the 

corona pandemic: Investigating the role of authentic leadership,psychological capital, 

and gender on employee performance. Cogent Business and Management, 8(1). 

https://doi.org/10.1080/23311975.2021.1885573 

Dare, S. E., van Dijk, W. W., van Dijk, E., van Dillen, L. F., Gallucci, M., & Simonse, O. 

(2020). The Road to Financial Satisfaction: Testing the Paths of Knowledge, Attitudes, 

Sense of Control, and Positive Financial Behaviors. Journal of Financial Therapy, 

11(2), 1–30. https://doi.org/10.4148/1944-9771.1240 

Dewi, V. I., Febrian, E., Effendi, N., & Anwar, M. (2020). Financial literacy among the 

millennial generation: Relationships between knowledge, skills, attitude, and behavior. 

Australasian Accounting, Business and Finance Journal, 14(4), 24– 37. 

https://doi.org/10.14453/aabfj.v14i4.3 

Duarte, A. P., Ribeiro, N., Semedo, A. S., & Gomes, D. R. (2021). Authentic Leadership and 

Improved Individual Performance: Affective Commitment and Individual Creativity’s 

Sequential Mediation. Frontiers in Psychology, 12(May), 1–11. 

https://doi.org/10.3389/fpsyg.2021.675749 

Duran, M., & Sanchez, J. (2021). Employee Engagement and Wellbeing in Times of COVID-

19 : A Proposal of the 5Cs Model. International Journal of Environmental Research and 

Public Health, 18(5470), 2–15. 

Ekonomi, J. I., & Mulawarman, U. (2022). Jesm: jurnal ekonomi syariahmulawarman. 1(1), 

115–121. 

Farida, M. N., Soesatyo, Y., & Aji, T. S. (2021). Influence of Financial Literacy and Use of 

Financial Technology on Financial Satisfaction through FinancialBehavior. 

International Journal of Education and Literacy Studies, 9(1), 86. 

https://doi.org/10.7575/aiac.ijels.v.9n.1p.86 

https://doi.org/10.17509/jbme.v8i1


72 | Journal of Business Management Education , Volume 9 Issue2, 2024 pp 56-75 

 

DOI:https://doi.org/10.17509/jbme.v9i2   
p- ISSN 2715-3045 e- ISSN 2715-3037 

Fatoni, F., Indawati, N., Budiono, E., Kistyanto, A., & Witjaksono, A. D. (2021). Pengaruh 

Entrepreneurial Leadership Dan Work Life Balance Terhadap Kinerja Melalui Inovasi 

Saat Work From Home. Indonesian Journal ofEconomics, Entrepreneurship and 

Innovation, 1(3), 2721–8287. https://doi.org/10.31960/ijoeei.v1i3.858 

Goestjahjanti, F. S., Novitasari, D., Hutagalung, D., Asbari, M., & Supono, J. (2020). IMPACT 

OF TALENT MANAGEMENT, AUTHENTIC LEADERSHIP AND

 EMPLOYEE ENGAGEMENT ON JOB SATISFACTION: EVIDENCE FROM 

SOUTH EAST ASIAN 

INDUSTRIES Pendidikan Pancasila View project Islamic Studies View project Dewiana 

Novitasari JOURNAL OF CRITICAL REVIEWS IMPACTO. Journal of Critical 

Reviews,7(19), 67–88. 

Hadian Nasab, A., & Afshari, L. (2019). Authentic leadership and employee performance: 

mediating role of organizational commitment. Leadership andOrganization 

Development Journal, 40(5), 548–560. https://doi.org/10.1108/LODJ-01-2019-0026 

Hair, J. F., Sarstedt, M., Hopkins, L., & Kuppelwieser, V. G. (2019). Partial least squares 

structural equation modeling (PLS-SEM): An emerging tool in business research. 

European Business Review, 26(2), 106–121. https://doi.org/10.1108/EBR-10-2013-

0128 

Irawati, T. (2021). Hubungan Employee Engagement Dan Kompensasi Dengan Kinerja Guru 

Di Lembaga Pendidikan an Namiroh Pekanbaru. http://repository.uin-

suska.ac.id/53971/ 

Ismullah, A. N. (2018). Peran Kepemimpinan Autentik dan Modal Psikologis Terhadap 

Perilaku Kerja Inovatif Karyawan. World Development, 1(1), 1–15. 

Kaya, B., & Karatepe, O. M. (2020). Does servant leadership better explain work engagement, 

career satisfaction and adaptive performance than authentic leadership? International 

Journal of Contemporary Hospitality Management, 32(6), 2075–2095. 

https://doi.org/10.1108/IJCHM-05-2019-0438 

Khan, K. A., Çera, G., & Alves, S. R. P. (2022). Financial Capability As a Function of Financial 

Literacy, Financial Advice, and Financial Satisfaction.E a M: Ekonomie a 

Management, 25(1), 143–160. https://doi.org/10.15240/tul/001/2022-1-009 

Knight, C., Patterson, M., & Dawson, J. (2019). Work engagement interventionscan be 

effective: a systematic review. European Journal of Work and Organizational 

Psychology, 28(3), 348–372. https://doi.org/10.1080/1359432X.2019.1588887 

Lai, F. Y., Tang, H. C., Lu, S. C., Lee, Y. C., & Lin, C. C. (2020). Transformational Leadership 

and Job Performance: The Mediating Role of Work Engagement. SAGE Open, 10(1). 

https://doi.org/10.1177/2158244019899085 

Lee, J. Y., Rocco, T. S., & Shuck, B. (2020). What Is a Resource: Toward aTaxonomy of 

Resources for Employee Engagement. Human Resource          Development          Review,

 19(1), 5–38. https://doi.org/10.1177/1534484319853100 

 Lee, Y. G., & Dustin, L. (2021). Explaining Financial Satisfaction in Marriage: The Role of 

Financial Stress, Financial Knowledge, and Financial Behavior.Marriage and Family 

Review, 57(5), 397– 421. https://doi.org/10.1080/01494929.2020.1865229 

Madinga, N. W., Maziriri, E. T., Chuchu, T., & Magoda, Z. (2022). An Investigation of the 

Impact of Financial Literacy and Financial Socialization on Financial Satisfaction: 

Mediating Role of Financial Risk Attitude. Global Journal of Emerging Market 

Economies, 14(1), 60–75. https://doi.org/10.1177/09749101211070952 

Nita, D., & Noersanti, L. (2020). the Effect of Communication , Discipline , and Motivation of 

Employee Performance of Production Part of PT ekasi West Extrupack. Indonesian 

College of Economics, 1(3), 1–24. 

https://doi.org/10.17509/jbme.v9i2


Yustiarini et al., The Influence of Authentic Leadership On Employee Performance Through Employee | 73 

 

DOI:https://doi.org/10.17509/jbme.v8i1   
p- ISSN 2715-3045 e- ISSN 2715-3037 

Novitasari, D., Cahya Kumoro, D. F., Yuwono, T., & Asbari, M. (2020). AuthenticLeadership 

and Innovation: What is the Role of Psychological Capital? International Journal of 

Science and Management Studies (IJSMS), 01, 27– 42. 

https://doi.org/10.51386/25815946/ijsms- v3i5p103 

O’Connor, E. P., & Crowley-Henry, M. (2019). Exploring the Relationship Between Exclusive 

Talent Management, Perceived Organizational Justiceand Employee Engagement: 

Bridging the Literature. Journal of Business Ethics, 156(4), 903– 917. 

https://doi.org/10.1007/s10551-017-3543-1 

Pamella, C. D. (2022). the Effect of Financial Literacy, Financial Attitude, Locus of Control 

and Income on Financial Management Behavior on the MillennialGeneration. Journal 

of Applied Managerial Accounting, 6(2), 241–253. 

https://doi.org/10.30871/jama.v6i2.4361 

Pearson, B., & Korankye, T. (2023). The association between financial literacy   confidence   

and   financial   satisfaction. Review of Behavioral Finance, 15(6), 935–946. 

https://doi.org/10.1108/RBF-03-2022-0090 

 Purwanto, A., Asbari, M., Hartuti, Setiana, Y. N., & Fahmi, K. (2021). Effect ofPsychological 

Capital and Authentic Leadership on Innovation Work Behavior. International Journal 

of Social and Management Studies (IJOSMAS), 02(01), 1–13. 

Purwanto, A., & Sudargini, Y. (2021). Partial Least Squares Structural SquationModeling 

(PLS-SEM) Analysis for Social and Management Research : A Literature Review. 

Journal of Industrial Engineering & Management Research, 2(4), 114–123. 

Rasool, S. F., Wang, M., Tang, M., Saeed, A., & Iqbal, J. (2021). How toxic workplace 

environment effects the employee engagement: The mediating role of organizational 

support and employee wellbeing. International Journal of Environmental Research and 

Public Health, 18(5), 1–17. https://doi.org/10.3390/ijerph18052294 

Rusdini, D. A., Mulyaningsih, T. I. S., Ghaisani, I., & Kautsar, A. (2020). Impactof Financial 

Knowledge, Socio-Demographics, and Debt on Financial Satisfaction of Kediri People. 

International Journal of Latest Engineering and Management Research (IJLEMR), 5(1), 

06–09. 

Sahni, J. (2021). Employee Engagement Among Millennial Workforce: Empirical Study on 

Selected Antecedents and  Consequences. SAGE Open, 11(1). 

https://doi.org/10.1177/21582440211002208 

Semedo, A. S., Coelho, A., & Ribeiro, N. (2019). Authentic leadership, happinessat work and 

affective commitment: An empirical study in Cape Verde. European Business

 Review, 31(3), 337–351. https://doi.org/10.1108/EBR-01-2018-0034 

Supriyadi, D., Nur, L., Syafitri, H., Fathudin, S., Widodo, A., Wahidi, R., Arinta,Y. N., 

Nabhan, F., Mufid, A., Purwanto, A., Fahlevi, M., Sunarsi, D., & Cahyono, Y. (2020). 

Innovation andAuthentic Leadership of Islamic University Lectures in Faculty 

Pharmacy Faculty: What Is the Role of Psychological Capital? Systematic Reviews in 

Pharmacy, 11(8), 383–393. 

Tortorella, G., Miorando, R., Caiado, R., Nascimento, D., & Portioli Staudacher, A. (2021). 

The mediating effect of employees’ involvement on the relationship between Industry 

4.0 and operational performance improvement. Total Quality Management and 

Business Excellence, 32(1–2), 119–133. 

https://doi.org/10.1080/14783363.2018.1532789 

Wahyu Putri Agustin. (2020). Pengaruh Keterlibatan Karyawan dan Disiplin Kerja Terhadap 

Kinerja Pegawai Pada Badan Narkotika Nasional Provinsi Sumatera Utara. ISSN 2502-

3632 (Online) ISSN 2356-0304 (Paper) Jurnal Online Internasional & Nasional Vol. 7 

No.1, Januari – Juni 2019 Universitas 17 Agustus 1945 Jakarta, 53(9), 1689–1699. 

https://doi.org/10.17509/jbme.v8i1


74 | Journal of Business Management Education , Volume 9 Issue2, 2024 pp 56-75 

 

DOI:https://doi.org/10.17509/jbme.v9i2   
p- ISSN 2715-3045 e- ISSN 2715-3037 

Walumbwa, F. O., Avolio, B. J., Gardner, W. L., Wernsing, T. S., & Peterson, S. J.(2008). 

Authentic leadership: Development and validation of a theory-basedmeasure. Journal 

of Management, 34(1), 89–126. https://doi.org/10.1177/0149206307308913 

https://doi.org/10.17509/jbme.v9i2

