
Abstract 
This study was conducted to identify the structural relationship of authentic leadership, organizational communication, 
organizational effectiveness, and psychological capital among “520” office workers at the government offices, public 
enterprises, and companies in D metropolitan city. First, as the result of analysis, there was a significant positive correlation 
between the sub-regions of organizational effectiveness, authentic leadership, psychological capital, and organizational 
communication. Second, it was found that authentic leadership influenced on the organizational effectiveness, and 
organizational communication had a significant influence on the psychological capital and organizational effectiveness. 
Then, psychological capital affected the organizational effectiveness.
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1. Introduction

In rapidly changing social environment, an organization 
not only tries to maintain the existence and to strengthen 
the competence of organizational members for growth, 
but it also puts efforts into various aspects for the man-
agement and development of human resources. In terms 
of organizational behavior, such efforts can be largely 
divided into three1. At the organizational level, organi-
zational effectiveness refers to the efforts for improving 
the job satisfaction and organizational commitment for 
achieving the goals of the organization. In terms of the 
group, efforts for managing the communication and con-
flict are needed, and at the individual level, efforts and 
attempts for improving the personal habits, education, 
and ability for the employees are needed.First, organi-
zational effectiveness at the level of organization is a

measure for the performances of organization, and 
it is a concept that indicates the effectiveness of the 
organization2.A typical indicator that measures the orga-
nizational effectiveness is a pleasant, enjoyable, positive 
emotional job satisfaction3 gained from the experience 
through their jobs according to individual attitudes, val-
ues, and beliefs. The organizational commitment4, which 
can be called as a tendency to work continuously in the 
current organization, as well as willingness and affection5 
for providing energy and loyalty to the organization by 
the organizational members. Such organizational effec-
tiveness is widely utilized as a variable for predicting 
the performance of the organization. Therefore, orga-
nizational effectiveness shows different performances 
according to the degree of willingness, efforts, and unity 
of organization's management and members. Especially, 
an emotional state and mutual harmony of leaders and
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2. Methods

members can be described as a prerequisite for effective 
organizational management. In recently years, as one of 
the methods for improving the performance and com-
petitiveness of organization, an authentic leadership that 
emphasized the moral aspect is being spotlighted6. Such 
authentic leadership is recognized as goodwill and trust 
in the members, and it promotes strengthening of the 
positive mental competence and self-development of the 
members7. As a result, in conjunction with psychological 
capital, it is a new approach that is closely related to the 
job satisfaction and organizational commitment. 
Furthermore, an importance of communication has been 
intensified, which has become a popular topic during the 
recent years, due to a complex structure of organization. 
Organizational communication is an interaction between 
the members of the organization within the various 
levels for achieving the goals of the organization while 
performing a joint project. It is defined as the process of 
meeting the individual needs8. As such, the organization 
is always exposed to the communication environment9, 
and smooth organizational communication lies at the 
center of ongoing efforts for sustainable development and 
growth of organization. Cognitive and emotional satisfac-
tion of members on the organizational communication 
is emerging as a major factor for having a positive effect 
on job satisfaction10 and organizational commitment11. 
However, due to the changes in the communication envi-
ronment and considering that all members are the subject 
of communication, a realistic approach considering their 
thoughts and emotional state is needed. In other words, 
for the development of the organization, not just a com-
munication for improving the performance but a positive 
emotional communication between members must be 
balanced and harmonized12. 
In addition, psychological capital can be seen as efforts 
and attempts of organizational members in individual 
aspect. Psychological capital, which is drawing attention 
as a new paradigm in the recent human resource develop-
ment, has been identified not just as a variety of complex 
and positive mental state of individuals13 which improves 
the physical and mental health but also as a factor that 
helps the performance of the group14. Thus, active stud-
ies are being conducted in academia and in the field. 
Such psychological capital can be seen as a top concept 
which integrates the four individual competencies such as 
hope, optimism, self-efficacy, and resiliency. It is known 
through many studies that humans perceive the given 

situation and problems differently according to the past 
experience and emotional state. If a person has positive 
mental state, he or she tends to think optimistically about 
the future when facing a negative situation and tries to 
find a better way. Such positive psychological competen-
cies have shown to directly influence the job satisfaction 
and organizational commitment, in association with the 
attitude and behavior of organizational members. But, it 
also has shown to cause indirect influences15.
A positive emotional state of the members is utilized as 
the source of specific energy of the organization, in order 
to maintain and secure the competitiveness. A smooth 
communication culture within the organization con-
tributes to creating a healthy organization by improving 
the effectiveness of the organization. It is considered 
that such factors are gripped like a gear enabling a vir-
tuous cycle of affecting one another, and as a result, it 
improves the job satisfaction and organizational com-
mitment. However, although studies on the relationship 
between psychological capital, authentic leadership, job 
satisfaction, and organizational commitment16 are tak-
ing place, sophisticated results which can be applied to 
various organizations were not drawn. The studies deal-
ing with the comprehensive relationship on the authentic 
leadership, organizational communication, psychological 
capital, and organizational effectiveness in terms of orga-
nizational behavior is still inadequate.
Therefore, this study was conducted to provide a policy 
materials required for achieving effective organizational 
goals by improving the job satisfaction and organiza-
tional commitment. Furthermore, it aimed to provide 
strategies for developing the human resources through 
communication management, by identifying the 
structural relationship between authentic leadership, 
organizational communication, organizational effective-
ness, and psychological capital perceived by the workers.

2.1 Research Model

Study results indicated that authentic leadership has a 
positive effect on organizational effectiveness17, organiza-
tional communication have a significant positive effect on 
organizational effectiveness18, and psychological capital 
have a statistically significant relationship with organiza-
tional effectiveness19. 
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Such results have continuously been reported domesti-
cally and in overseas. Meanwhile, organization having a 
smooth communication has higher organizational effec-
tiveness, and reasonable and open communication has 
significant and positive effect on self-efficacy20. Based on 
these previous studies, a research model was set as shown 
in Figure 1.

Figure 1. Research model.

2.2 Participants and Data Collection

This study has performed with the purposive sampling 
targeting “520” workers working at government offices, 
public enterprises, and companies in D Metropolitan 
city. The individual characteristics of the surveyed par-
ticipants are as follows. For gender, females accounted 
for 50.8% and males accounted for 49.2%. For age, 50.2% 
were in their 30s, which was the highest. For the level of 
education, college graduates accounted for 49.8%, gradu-
ate school graduates accounted for 22.5%, junior college 
graduates accounted for 16.5%, and the high school grad-
uates or below accounted for 11.2%. 
This study has collected its data using a questionnaire 
targeting the workers working at the government offices, 
public enterprises, and companies of D Metropolitan 
City; the participants approved the survey cooperation. 
The purpose of the study was explained to the partici-
pants, and the questionnaire was directly completed by 
the participants and collected by the researchers. The data 
was collect from July 1, 2014 to July 31, 2014 over a period 
of one month.

2.3 Survey Tools

2.3.1 Authentic Leadership

To measure the authentic leadership 'The Authentic 
Leadership Inventory (ALI)' scale was used, which was 
developed by Linda and Chester21 and modified by Ku22. 
The questionnaire was composed of 16 questions to fit the 
subjects. This scale measures the degree of leadership of 

the direct superior, perceived by the staff. It was measured 
based on the 4 sub-regions as follows: self-awareness, 
relational transparency, internalized moral perspective, 
and balanced information processing. For the measure-
ment, 5-point Likert scale (1=not at all, 5 = strongly 
agree) was used and the higher score indicated higher 
perceived leadership of their direct superior. The follow-
ings are the reliability of each sub-region found by using 
Cronbach's α: self-awareness “0.850”, relational transpar-
ency“0.860”, internalized moral perspective“0.865”, and 
balanced information processing“0.897”.

2.3.2 Organizational Communication

Organizational communication scale combined 9 
questions for organizational communicationand 5 ques-
tions for organizational culture at Samsung Economic 
Research Institute12.  The scale consists of 10 questions 
and 3 sub-regions as follows: 3 questions for business 
communication, 3 questions for creative communication, 
and 4 questions for emotional communication. For mea-
surement, 5-point Likert scale (1=not at all, 5=strongly 
agree) was used. For reliability, business communication 
had Cronbach's α=“0.721”, creative communication had 
“0.692”, and emotional communication had “0.818”.
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2.3.3 Organizational Effectiveness

Organizational effectiveness scale consists of 9 questions 
on the job satisfaction and 8 questions on the organiza-
tional commitment. The scales used for job satisfaction 
were developed by Cook and Wall23 and revised by Na24, 
and developed by Warr and Routledge25 and revised by 
Han26. It was partially modified and supplemented. 
The scale on organizational commitment used 8 questions 
related to psychological immersion, by Jung27, among the 
24 questions of Allen and Meyer28. All questions regard-
ing organizational effectiveness were measured by 5-point 
Likert scale (1=not at all, 5=strongly agree). The reliabil-
ity of job satisfaction was Cronbach's α=“0.868” and the 
organizational commitment was Cronbach's α=“0.899”.

2.3.4 Psychological Capital

The scale of psychological capital consists of 24 questions 
from 'Psychological Capital Questionnaire: PCQ' used 
in the study of Lee and Choi29, which was developed by 
Luthans30. The scale consists of 4 sub-regions such as hope, 
optimism, self-efficacy, and resiliency. Each question used 
5-point Likert scale from 1=not at all to 5=strongly agree. 
Reliability for each region was measured by Cronbach's 
α as follows: hope “0.803”, optimism “0.606”, self-efficacy 
“0.810”, and resiliency“0.715”.

2.4  Data Analysis

Data were analyzed by using SPSS PC+ Win. 21.0 and 
Amos 21.0. For the statistical analysis, descriptive sta-
tistics, reliability analysis, correlation analysis, mean 
comparison analysis, and structural equation modeling 
were applied. 

3. Results

3.1  Correlation Analysis and Descriptive 
Statistics
Pearson’s correlation analysis was conducted to identify 
the correlation between variables, and the results are 
shown in Table 1. There was a significant positive correla-
tion between sub-regions of organizational effectiveness, 
authentic leadership, psychological capital, and organiza-
tional communication. 

3.2  Validating Test of Modified Model
After validating the research model, the goodness of fit 
index was found which indicates the overall fitness of the 
model. It was determined that χ2 value was “375.936” 
(df=59), TLI= “0.916”, CIF=“0.936”, and RMSEA=“0.102”; 
and it was found to be dissatisfying. Thus, the model was 
partially modified through MI modification indices. 
Among the error variance, that exceeds modified index 
value of “10”31, it was modified by connecting with the 
covariance path between the error terms which can be 
explained theoretically.
As a result of modifying the model, the χ2 value in the 
goodness of fit index was “240.716” (df=56), TLI=“0.948”, 
CIF=“0.963”, and RMSEA=“0.080” as seen in Table 2. 
It was confirmed that the modified model was much 
improved than the previous research model, in all good-
ness of fit indices. Therefore, this study has selected the 
modified model as the final research model. Verification 
results of modified model and each path coefficient are 
proposed in Figure 2 and Table 3. Verification results for 
each path are as follows.
The authentic leadership of the superior had a signifi-
cant influence on organizational effectiveness, which was 
found to be statistically significant (β=0.238, p<0.001). 
The organizational communication was found to have 
a significant influence on each of psychological capi-
tal (β=0.300, p<0.001) and organizational effectiveness 
(β=0.442, p<0.001). The psychological capital was found 
to have a significant influence on organizational effective-
ness (β=0.464, p<0.001); but unlike the research model, 
authentic leadership did not have a significant influence 
on psychological capital.

4. Discussion and Conclusion

First, between the sub-regions of organizational effec-
tiveness, authentic leadership, psychological capital, and 
organizational communication all had a significant posi-
tive correlation. Along with the study32 indicating that 
higher satisfaction of organizational communication 
leads to higher organizational commitment, our results 
are in the same context as the previous study33. The results 
indicate that communication and organizational commu-
nication had a significant positive correlation between job 
satisfactions. Our results are also within the same flow as 
the previous study results, which indicated
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