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Abstract  Authentic leadership emphasizes not only increases of production and profits but also establishment
of morals and authentic in organizational management. In modern management theories, traditional so-called
pseudo-leadership, which focuses on maximizing financial profits, are gradually diminishing as the importance
of authentic leadership are widely accepted in various organizations. However, a few researches have focused
on organizational outcome produced by authentic leadership. In this research, the relationship between authentic
leadership and organizational commitment is examined in an endeavor to present the direction of
leadership-related researches. Results include: first, the reliabilities of survey tools for authentic leadership, job
commitment and organizational commitment were excellent using Cronbach’s alpha; second, relationships
between authentic leadership, job commitment and organizational commitment indicated positive correlations
showing statistical significance in job commitment and organizational commitment; and finally, the relationship
between job commitment and organizational commitment were positive by regression analysis.
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