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Abstract- although theories have increased our understanding of effective leadership, they do not explicitly deal 
with the role of ethics and trust. Authentic leadership is proposed to complete the picture of leadership theories. 
The primary quality produced by authentic leadership is trust. However, there has been little empirical research on 
authentic leadership, since most previous studies related to contemporary leadership focused on the issues of 
charismatic and transformational leadership or the comparison of transformational and transactional leadership 
effect. The current study intends to integrate transformational and authentic leadership into the research 
framework to explore how they influence employee’s affective commitment and job performance through the 
mechanism of three kinds of trust (cognitive trust in manager, affective trust in manager, and perceived being 
trusted). It also aims to compare the different effect of transformational and authentic leadership, other than to 
examine the relationships among focal constructs. A self-reported survey was conducted. Employees of an 
organization were asked to rate the leader’s behavior, his or her trust in leader, one’s perception of being trusted, 
affective commitment to their organization and his or her own job performance. In addition, leaders were also 
asked to rate their own behaviors to recheck leadership evaluation by their subordinates. The measurement scales 
are referred to previous works which have been validated, and be modified according to our research context. 155 
valid questionnaires in total were used to analysis. Descriptive statistics, reliability analysis and validity analysis, 
CFA, and regression analysis were conducted to test the research hypothesis. The result of this study shows that 
(1) both transformational leadership and authentic leadership have positive and significant effect on  cognitive 
trust and affective trust (2) transformational leadership have positive and significant effect on subordinate’s 
perception of being trusted but authentic leadership does not (3) cognitive trust and affective trust have positive 
and significant effect on affective commitment but subordinate’s perception of being trusted does not (4) affective 
commitment has positive and significant effect on job performance. The findings of this research confirm the 
effect of leadership style on employee’s trust, affective commitment and job performance, and to clarify the 
mechanism of trust. The managerial implications of the findings will also be provided. 
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I. INTRODUCTION 
 
Businesses face many managerial challenges and 
leaders play an important role in the future 
development organization, because leadership style is 
critical to promote organization’s performance. 
Transformational leadership affect the organization is 
very much in the previous literature. However, in 
recent years, authentic leadership began to be 
suggested such as thatDrucker [1] 
predicted that the leadership of the new management 
trend of the future society must emphasize the 
authentic of the competent. Relevant to leadership 
research has shown that how a leader acts and 
communicates with his followers during a challenging 
period can create the foundation of trust in the leader 
in the future[2] 
and that implies trust can increase mutual cooperation 
[3] so that the process of cooperation will be more 
efficient [4]. 
Over the past, many leadership styles often explore the 
impact of trust and commitment and past literature 
shows that employees of the organization or 

manager’s trust will enhance employee commitment 
to the organization [5]. 
Besides, trust also related to performance outcomes, 
such as satisfaction, retention, commitment, 
organizational citizenship behavior, and performance 
[6].Hence, trust in the organization has become an 
important issue[7]. 
In the past, researches related to subordinate’s 
perceived trust from leader are few, but in recent 
years, subordinate’s perceived trust began to be 
suggested by many academics. So explore the 
organization’s trust should be compare with 
subordinate trust in leader and subordinates perceived 
trust in the analysis seems more complete. Job 
performance is the most important thing in human 
resource management. Employee recognition and 
commitment to the organization related to the 
organization and employee dedication degree [8]. 
Allen and Meyer [9] identified affective commitment 
is an ideas of members of the organization recognize 
and like the company, willingness and desire to stay in 
the organization and this kind of employees’ attitude 
should be related to the leadership style and trust. 
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Therefore, when studying how employee performance 
influenced by leadership style, affective commitment 
should be an important intermediate variable through 
exploring different leadership styles how to affect trust 
and affective commitment. According to the research 
background and motivation, the main research 
objective will be examining the impact of 
transformational leadership and authentic leadership 
on trust, affective commitment and job performance. 
 
II. LITERATURE REVIEW AND RESEARCH 
HYPOTHESES 
 
The transformational leadership involves leadership 
that clearly presents common goals and values, and the 
encouraging cooperation[10]. In addition, in 
transformational leadership, leaders expect high-level 
performance by employees, and respect employee 
feelings and needs, encouraging employees to 
deliberate optimal solutions and innovation in their 
work. In the past, studies indicated that 
transformational leadership helps employees trust in 
their supervisors. The transformational leadership 
positively affects trust[11]. Whitmore [12] discussed 
the influences of transformational leadership, leaders’ 
integrity, and organizational justice on trust. 
Therefore, this study pointed out that there was a 
positive influence of transformational leadership on 
trust (cognitive, affective trust and perception of being 
trusted). Therefore, this study proposes H1, H2, and 
H3. 
H1: Transformational leadership has a positive effect 
on cognitive trust. 
H2: Transformational leadership has a positive effect 
on affective trust. 
H3: Transformational leadership has a positive effect 
on perceived being trusted. 
Gardner et al. [13] also proposed that authenticity 
includes personal experiences (values, thoughts, 
emotions, and beliefs) and consistency between 
external actions and internal true self (having 
behaviors consistent with thoughts and beliefs. A 
highly authentic leader knows his self-values well, 
trusts his abilities, and lives up his word, so that others 
can feel like they have the same values, abilities, and 
knowledge as the leader [14]. Mayer et al. [15] pointed 
out that the best way to find out if a group or an 
organization would have more or less trust is to 
consider the personal quality of the trusted (leader). If 
the leader has good quality and sufficient leading 
abilities, this organization must be full of trust. 
Therefore, this study proposes H4, H5, and H6. 
H4: Authentic leadership has a positive effect on 
cognitive trust. 
H5: Authentic leadership has a positive effect on 
affective trust. 
H6: Authentic leadership has a positive effect on 
perceived being trusted. 
Lewis and Weigert [16] believed that there are three 
constructs of trust: cognition, affection, and behavior. 

Affective trust is the dependence and emotional 
attachment produced when managers and employees 
engage in close interpersonal interactions originating 
in personal emotional connections and feelings. In the 
early period, leaders will utilize some authorized duty 
and share information to test trust of followers 
[17].According to [18], trust has a positive impact on 
organizational commitment. Hon and Lu [19] 
confirmed this, noting that cognitive trust positively 
affects organizational commitment. According to 
McAllister [20], affective trust is develops 
interactively between management and employees 
over time. In particular, interpersonal relationships 
create mutual dependence and emotional attachment. 
Perry [21] confirmed that employee trust in managers 
correlates positively to affective organizational 
commitment. Yang and Mossholder [5] agreed that 
affective trust in supervisors and their management 
was important to such commitment, and Ladebo [22] 
further verified this conclusion. Therefore, this study 
proposes H7, H8, and H9. 
H7: Cognitive trust has a positive effect on affective 
commitment. 
H8: Affective trust has a positive effect on affective 
commitment. 
H9: Perceived being trusted has a positive effect on 
affective commitment. 
Allen and Meyer [9] categorized organizational 
commitment into continuance commitment, affective 
commitment, and normative commitment. 
Continuance commitment is the commitment of 
staying in an organization made because of 
recognizing the cost of leaving that organization. 
Affective commitment means members of an 
organization are willing and wish to stay and serve in 
the organization. Normative commitment addresses 
loyalty to an organization. Organizational 
commitment has always been considered as an 
indicator to predict employees’ behaviors and job 
performances [23]. Employees’ identification with 
and commitment to their organization are related to 
their degrees of devotion to the organization [8] and 
are helpful in efficient utilization of manpower. 
Affective commitment refers to employee agreement 
with organizational goals and values and the 
willingness to help fulfill those goals. Therefore, this 
study concluded that the dependence between 
managers and employees and emotional attachment 
may cause employees to feel a sense of responsibility 
to the organization, agreed with the organization’s 
goals and values, to help achieve the organization’s 
goals, and continue to work in the organization. 
Therefore, this study proposes H10. 
H10: Affective commitment has a positive effect on 
job performance. 
 
III. RESEARCH METHOD 
 
A. Data collection 
The data is collected from an international safety 
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certificate company in Taiwan. One hundred and 
eighty copies of questionnaires were delivered and 
160 copies were returned, of which 155 are valid, and 
the effective response rate was 96.88%, including 29 
copies from leaders, as well as 126 from employees, 
and a total of 29 group paired data. 
 
B. Definition and measurement  
There are several constructs in this study, and these 
items are measured by five point Likert scales ranging 
from strongly disagree (1) to strongly agree (5). This 
study defines transformational leadership is the leader 
give subordinates a sense of confidence, a feeling of 
conceit and respected; clearly communicate the 
organization’s goals, vision; enhance subordinates 
intelligence, give his subordinates  individualized care. 
In the guidance of transformational leadership, 
subordinates will be converted their own interests into 
the higher ideals that pursuit of organization’s vision 
Bass [24].Transformational leadership referencedwith 
a total of 21 questions[10]. This study based on the 
researches of [25], define authentic leadership as 
“those who are deeply aware of how they think and 
behave and are perceived by others as being aware of 
their own and others” values perspectives, moral 
perspectives, knowledge, and ability; and who are 
confident, hopeful, optimistic, resilient, and of high 
moral character to leader their own subordinates”. 
Authentic leadership referenced [26] with a total of 17 
questions. This study respectively analysis leadership 
between the leader and subordinates. [5] categorized 
trust as cognitive trust and affective trust. This study, 
defined cognitive trust as the employee created trust 
based on leader’s professional knowledge, abilities 
and skills, a trust from others dependence and 
reliability. Affective trust is defined as create trust 
based on caring, friendship and other subjective 
affective cognition between employees and their 
supervisor, because emotion combine to create trust 
[20].Questionnaire items of Trust were adopted from 
[20] interpersonal trust (both cognitive and affective) 
with a total of 10 questions. This study based on the 
researches of [27] and [28], defines perception of trust 
as “subordinates perceive leaders empower and share 
information with others, so as to determine the level of 
trust”. The items of this study used in the construct of 
perception of trust were adapted from [27] with a total 
of 4 questions. This study define that affective 
commitment represents organizational commitment, 
and affective commitment refers to members of the 
organization like and identify organizations, 
willingness and desire to stay in organization [9]. 
Organizational commitment referenced [9] affective 
measurement, with a total of 6 questions. This study 
defines job performance as the person complete 
requirements, expectations, and demands of 
formalizing role which organization delivery. 
Furthermore, the behavior results or behavior 
generated the benefits are job performance 
[29].(Campbell, Mchenry, and Wise, 1990). Job 

performance referenced [30] measurement, with a 
total of 5 questions. 
 
C. Reliability and validity analysis 
Cronbach’s α is adapted as the index of reliability to 
test the scale internal consistency. [31] suggested that 
Cronbach’s α value of 0.7 as high reliability, but scale 
needed to be modified if the value is lower than 0.6. 
The Cronbach’s α value of constructs of the scale all 
above 0.7, this shows the present research has good 
reliability suggested by [31]. Fit analysis of this study 
is the reference [32] proposed the measurement model 
fit indicators.  In the convergent validity, according to 
[33] suggest, the composite reliability (CR) were more 
than 0.7, while the average variance extracted (AVE) 
were more than 0.5, represents having convergence 
validity. Each construct composite reliability are 
greater than 0.7, and the average variance extracted are 
greater than 0.5, which means that a good convergent 
validity.Discriminant validity of this study is the use 
of confidence intervals France, in the establishment of 
the correlation coefficient between the dimensions of 
the confidence interval, if not contain one, that is 
perfectly correlated, then the difference between the 
dimensions of validity [34]. In this study, particularly 
exogenous variables and endogenous variables for 
examination, the results show either endogenous 
variables or exogenous variables, which do not contain 
a confidence interval, so represents the difference 
between the various dimensions validity. 
The results show an absolute fit test, the exogenous 
variables CMIN / DF = 1.649, less than 3.0 standard 
indicators; adaptation level indicators GFI = 0.72, 
sub-standard; square root of the average error of 
approximation RMSEA = 0.072, less than 0.08 of the 
applicable with standards. Endogenous variables 
CMIN / DF = 1.74, less than 3.0 standard indicators; 
adaptation level indicators GFI = 0.787, sub-standard; 
square root mean error of approximation RMSEA = 
0.077, less than 0.08 of the adaptation criteria. It can 
be seen, the present study fit well. 
 
IV. DATA ANALYSIS AND RESEARCH 
RESULT 
 
This study use SPSS 18.0 statistical software to 
perform regression analysis to verify whether the 
assumptions of this study were established. First, this 
study use cognitive trust as the dependent variable, 
transformational leadership and authentic leadership 
as the independent variable for regression analysis. 
Adjusted R-squared is 0.741. The results show both 
transformational leadership (β = 0.224; t = 1.907) and 
authentic leadership(β = 0.579; t = 5.240)have 
significant impact on the cognitive trust. Second, 
setting the affective trust as the dependent variables, 
transformational leadership and authentic leadership 
as the independent variable for regression analysis, the 
adjusted R-squared is 0.685. The result show 
bothtransformational leadership (β = 0.598; t = 4.931) 
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and authentic leadership trust (β = 0.249; t = 2.053), 
have a significant impact on affective trust.Third, 
perceived to be trusted as dependent variable, 
transformational leadership and authentic leadership 
as the independent variable for regression analysis, the 
adjusted R-squared is 0.377. The results show 
transformational leadership (β = 0.400; t = 2.348) has 
significant impact on perceived to be trusted but 
authentic leadership (β = 0.235; t = 1.380) not.About 
the relationship between trusts (cognitive trust, 
emotional trust and perceived to be trusted) and 
affective commitment is tested by regression analysis 
and the adjusted R-squared is 0.333. The results show 
cognitive trust (β = 0.222; t = 1.879) and authentic 
trust (β = 0.305; t = 2.328) have significant impact on 
affective commitment but perceived to be trusted(β = 
0.134; t = 1.423) not. 
Finally, about the relationship between the job 
performance and affective commitment,the adjusted 
R-squared is 0.157. The result shows that affective 
commitment (β = 0.404; t = 4.923) has a significant 
impacton job performance. 
 
V. DISCUSSION, ONCLUSION AND 
 MANAGEMENT IMPLICATIONS 
 
A. Discussion 
From above results, we can find that transformational 
leadership has a significant positive effect on 
cognitive trust, affective trust and perceived to be 
trusted. This finding is similar to [10],[11],and [35] 
and confirms the transformational leadership 
positively influences the trust. Hypothesis H1, H2, and 
H3 are supported. The result shows that authentic 
leadership has significant positive effect on the 
cognitive trust and affective trust. This result is 
consistent with [36]. In other words, if leaders who 
exhibit authentic leadership, then subordinates will be 
more trust in their leaders. Hence, hypothesis H4 and 
H5 are supported. Howeverauthentic leadership has no 
significant impact on perceived to be trusted, so H6 is 
unsupported. The results of this study indicate 
cognitive trust and affective trust have a significant 
and positive effect on affective commitment. This 
finding is consistent with [18] 
that trust has a positive impact on organizational 
commitment. Reference [19] also confirmed this and 
noted that cognitive trust positively affects 
organizational commitment. Perry [21] 
confirmed that employee trust in managers correlates 
positivelyto affective organizational commitment. 
Hence, hypothesis H7 and H8 are supported. However, 
subordinate’s perceived trust has no positive effect on 
affective commitment.So H9 is unsupported. 
Although some scholars pointed out that subordinate’s 
perceived trust influences subordinate’s behavior and 
will influence subordinate’s job performance and 
OCB(Organizational Citizenship Behavior)compared 
to subordinate’s trust to the leader[37] . Perhaps in this 
professional certificate company, subordinate’s 

perceived trust is not so important for affective 
commitment. The results of this study indicate that 
affective commitment has a significant effect on job 
performance. This is similar to study found by many 
scholars that high organizational commitment 
employeehas higher job performance than lower 
organizational commitment employee [38] and [39]. 
Hence, hypothesis H10 is supported. 
 
CONCLUSION 
 
In the past, there were not many researches from the 
viewpoint of authentic leadership to examine 
subordinates’ trust, organizational commitment and 
behavior outcomes. From the viewpoint of 
transformational leadership and authentic leadership, 
this study examines subordinates’ trust, affective 
commitment and job performance. This study has 
confirmed that transformational leadership has 
positive effect on cognitive trust, affective trust and 
subordinate’s perceived trust, and authentic leadership 
has positive effect on cognitive trust and affective trust 
but authentic leadership doesn’t have positive effect 
on subordinates’ perceived trust.Future research may 
include other possible moderators into the framework 
to conduct empirical study.  In addition, this study has 
confirmed that cognitive trust and affective trust has 
positive effect on affective commitment; subordinates 
perceived trust doesn’t have positive effect on 
affective commitment. This is different from past 
research.We also verified that affective commitment 
has positive impact on job performance. Generally, 
this study has confirmed that different leaderships 
have different effects on trust, different trusts have 
different effects on affective commitment and the 
affective commitment have impacton the job 
performance. 
 
B. Management implications  
Faced with the harsh competitive environment and the 
topic of how to bring a good performance for the 
organization, the impact of the organization's leader 
behavior has been subject to considerable importance. 
Results from this study found that the organization 
transformational leadership and authentic leadership 
to subordinates are very important, because 
subordinates will have more confidence in the leader 
by leaders’ transformational leadership. That is, when 
the leader displays the transformational leadership 
behavior such as subordinate having a clear goal, 
having a good example by leader, having perceived 
respect and having the future planto stimulate the 
performance et al., the trust of employees will increase. 
And also subordinate increases the trust by leader’s 
authentic leadership. When employees and leaders to 
share job-related problems, or leader will take the 
initiative to care about employees or leader will seek 
feedback to improve interactions with others et al., to 
show leader’s authentic and employees feel 
comfortable, then the employee’s affective trust will 
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increase. When employee’s trust increases, the 
affective commitment will increase, and therefore 
work harder to improve performance. 
In addition, we can also learn from the analysis of 
leaders and employees.The leader for himself 
perceived leadership style and staff perceived 
leadership style is not the same. The results 
showedthat the scores of leader himself 
perceivedleadership were relatively high, butthe 
scores of employee’s perceived leader’s leadership 
style were relatively low. According to the theory of 
contingency approach[40] that defines effective 
leadership based on leadership style and maturity of 
follower(s), so we can say that followerswill actand 
make decisionbased on perception, not based on the 
facts themselves. In other words, leaders must pay 
more attention to make employee perceive their 
leadership style which leaders want to show. 
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