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Abstract This study aims to verify the mediation effect of flourish and the moderated mediation effect of
authentic leadership in the effect of the perception of organizational justice of private university employee on
organizational commitment, thereby providing practical implications to HRD officials. The results of the study
are as follows. First, organizational justice had a positive effect on organizational commitment. Second, flourish
positively mediated the relationship between organizational justice and organizational commitment. Third,
authentic leadership played a moderated mediating role that strengthened the effect of organizational justice on
organizational commitment via flourish. The higher the level of organizational members’ perception of their
superiors’ authentic leadership, the greater the effect of organizational justice on flourish, which provided
implications that the development of authentic leadership can be a factor that enhances employee’s
organizational commitment.
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and Moderated Mediation Effect of Authentic Leadership
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<Fig. 1> Research model
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Table 1. Correlation Analysis

Variables 1 2 3 4
1. Organizational Justice 1
2. Flourish 270" 1
3. Authentic Leadership 579 297 1

4. Organizational
Commitment

M 2.875 3616 3462 2.987
SD 743 571 688 635

.359™ 226" 161 1

Table 2. Convergent Validity

Standard
Variables Factor t se | AVE| CR
Loading
DJ1 918 - -
DJ2 943 39438 026
DJ3 904 34774 029
DJ4 773 24250 035
DJ5 97 25755 032
PJ1 781 - -
Organiza- PJ2 857 21670 051
tional 705 | 875
Justice PJ4 198 19.828"* 047
PJ5 868 22.014™ 048
1 N - -
1J2 828 21.220™" 048
1J3 937 24989 047
1J4 920 24.396™" 047
15 876 22847 049
FL1 751 - -
FL2| 736 16594 062
FL3| 59 13.366™" 058
FL4| 655 14678 053
FL5| 772 17456 053
FL6| 721 16.241 061
FL7| 633 14.152" 051
Flowish |l % . | 75 | 89
PE2| 582 14.040"" 057
PE3| 873 23713™ 044
PE4| 622 15191 051
PE5| 792 20,714 046
PE6| 842 22.540™" 044
PE7| 756 19441 046
PE8| 717 18138 046
PE9| 577 13892 052
SAll 836 - -
SAZ 89 20.012" 060
SA3 839 20737 060
SA4 531 20244 063
MP] .84 - -
fg;gs:gt}lsp MP4 520 12508 09 | sy | o8
MPY 651 16.616™" 043
MP4 694 18109 041
IP1 714 - -
P2 808 18163 066
IP3 902 20269 067
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P4 862 19.397 063
RTI 733 - -

RT4 .85 25748 042
RT§ 84 23537 044
RT4 8665 12.803™ 048
ACll 623 - -

ACY] HA 11.388™ 077
AC3 608 12.316™" .090
AC4 813 15392 .090
ACY .89 16.493™ 089

AC 805 15.948™ 086
Organiza- | AV 902 16.526™" 092

gg‘fmhi ccy 658 - - | 531 | 734
ment CCe 723 | 13415 | 080

ccr o815 | 421 | 02

cc8 6% | 13051 | 076

NCZ 6% - -

NC4A 637 | 13483 | 0%

NC3 693 | 13514 | 07

NC6 738 | 14247 | 079
<001

FREE 24 Az} Table 37} o] A% 21

AAAG7E AVE it 2o} drdepgdier) st gl

Table 3. Discriminant Validity

Variables 1 2 3 4
1. Organizational Justice (.705)
2. Flourish 073 (.753)
3. Authentic Leadership 336 038 (.851)
Coorganzationdl 120 | o1 | 02 | (58D

#=#p<0l, (AVE)

N,
Ho
ol
£
5)
g
<
I
5'%
4]
g
o
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o

Agoto] Al %‘4 A= Fig. 2, Fig 3,
2
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Authentic Leadership

5402+
2754

#p<.05, *¥p<.001
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Fig. 2 Statistical model of conditional indirect effect
of Authentic Leadership
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o S Leadership | Effect | SE t LLCI | ULCI
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Coeff| SH t Coeff K t
Dircct effect
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v Effect se t LLCI ULCI
(Organizational 07 | 08| 258 20 | 779" 275 036 7729 205 345
Jistice) Conditional Indirect effect
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(Authentic 210 | 02| 498 Leadership
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