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Abstract
This research takes up the concept of authenticity as a criterion variable for theology of the
workplace analysis, a domain which explores employment parameters in light of religious
teaching on the social question at national, organizational or firm-specific levels. Following a
review of the concept in Western culture, philosophy, and management studies, Religious
Society of Friends (Quaker) and Roman Catholic social teachings are investigated for positively
correlative data to help develop the criterion variable. From the literature review of concept and
historical data in both traditions, it becomes possible to specify employment relations parameters
between the indirect and direct employer and employees in a manner that will ensure working
conditions consistent with these traditions, substantially enhancing the prospect of authenticity in
employment relations. This theology of the workplace analysis should complement and support
corporate social responsibility, management spirituality, authentic leadership / authentic
follower, and other secular research by offering a research methods bridge between empirically
grounded theology and secular studies, with the common goal of improving workplace and
enterprise function for competitive and sustainable enterprise, organization, and national

outcomes.
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Authenticity in Employment Relations: A Theology of the Workplace Analysis

This paper reviews literature to develop and apply authenticity as the criterion variable
for theology of the workplace analysis. The practical and normative good in workplace relations
will be indicated by correlatives derived from “the social question” in Roman Catholic and
Religious Society of Friends (Quaker) social teaching (RCST/QST). We first review authenticity
in Western philosophy, culture, management research, epistemology and theology. Then,
authenticity conditions from RCST and QST are derived and discussed.

Authenticity has long been a term of interest in Western history, philosophy, and culture.
As these two examples show, it turns up in surprising places, explicitly or implicitly. The U.S.
Republican Party (GOP) primary in Wyoming presently finds Liz Cheney in a bitter contest
against a GOP colleague and friend of her father, the former Vice-President. Her electoral
viability is in question because she mostly grew up out of state. Joseph Milczewski, a state GOP
strategist, observed, “Authenticity has always been the biggest attribute you can have in
Wyoming. If you don’t come across as authentic, these ranchers in Niobrara County and
Converse County, they’ll smell it a million miles away” (Sullivan & Tumulty, 2013).
Authenticity is implicitly at issue for Duquesne University. In 2012, this Roman Catholic
university sought to prevent adjunct instructor union certification elections on the religious
freedom grounds of being a “church—operated school” and, thus, exempt from U.S. labor law
(Oppenheimer, 2012). Yet, as RCST offers over a century of unequivocal support for employees’
rights to organize and bargain collectively, how can this educational institution claim Roman

Catholic authenticity in respect to social teaching when pursuing a legal subterfuge?
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The concept of authenticity is particularly important and empirically useful for
employment analysis from both secular and theological perspectives. It may well serve as a
correlative, bridging standard, uniting these domains with research on corporate social
responsibility and sustainability studies. A theology of the workplace specifies “the institutional
and institutionalized features that variously enable or constrain managerial prerogative and
employee participation within worksite, firm, organization, sector, region, or national political
economy in light of religious doctrine” (Tackney, 2012, p. 106).* Accordingly, this exploration
of authenticity as the criterion variable for theology of the workplace research is offered to
support and complement the variety of studies being done under Management Spirituality and
Religion Division auspices of the Academy of Management. The Division aims at “the study of
the relationship and relevance of spirituality and religion in management and organizations”
(Management and Spirituality Division, 2013). Specification of a criterion variable for an
empirical theology of the workplace will aid theology, advance Divisional methods, and
exemplify the 2014 Conference theme: “The Power of Words.” Our interest is in the power of
one word, authenticity, and it’s utility to empirically ground theological investigation of
employment relations (Academy of Management Conference, 2013).

The goal of this paper is specification of empirically verifiable employment conditions
that ensure or enhance the prospect of authentic employment circumstances as indicated by
RCST/QST. This theology of the workplace aims to be “a disciplinary analysis (that) may offer
useful guidance in regard to ensuring authenticity in employment relations even, and particularly,

in contexts of religious pluralism and secularity” (Tackney, 2012, p. 115). Empirical clarification

! The path to a theology of the workplace domain analysis comes from comparative reflection on Japan’s
postwar industrial relations features in employment law (Kettler & Tackney, 1997; Tackney, 1995). There
is also a curious workplace re-evangelization implicit in the export of Japanese management practice to
the U.S. in regard to employment protection and participation possibilities (Tackney, 2009a).
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of authenticity as a potentially compelling criterion or predictor variable is needed. 2 Theological
studies to date have examined general theories of economics and market, but there is hardly any
detailed linkage to labor market conditions or industrial relations research (Cosden, 2004; Finn,
2006; Martin, 2008; Volf, 2001). In a word, theology has a lot of catching up to do.?

The labor market has at least three unique features. The first is crucial and insufficiently
appreciated in extant theological studies of ethics and the market; the labor power being
exchanged in contractual relations “is embodied in a human being” (Kaufman & Hotchkiss,
1997). Other features include the long-term nature of employment relationships, the sheer variety
of workers and jobs, and asymmetries in information and labor mobility. It is the embodied
nature of labor power that uniquely structures labor market analysis.

Ironically, religious social teachings, particularly the RCST corpus, engage such fields in
detail: from objective/subjective dimensions of the employee’s productivity to the social ecology
responsibilities of the direct and indirect employers. Industrial relations scholars study the web of
rules governing employment relations (Dunlop, 1958; Dunlop, 1993; Kaufman, 2004); those
interested in a theology of the workplace study how authenticity in employment can be enhanced
(or restricted) by these same web of rules, or employment parameters, at various analytical

levels, in light of religious social teaching.

Method
This paper combines theory development with data analysis. The first step is a thorough

review of authenticity in Western culture, management, philosophy, and employment studies for

% | am grateful to a Department colleague for raising a question about the meaning and significance of
“authenticity” for theology of the workplace analysis in an earlier paper on the subject, discussed at a
November 2012 Department research cluster session.

® For management spirituality or heroic leadership, see by way of example, (Benefiel, 2013; Lowney,
2003).
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conceptual mapping. Second, we review QST and RCST data sources for correlations and further
specifics about the criterion variable. Two Figures will present what is known prior to the
QST/RCST data analysis and then what can be inferred for criterion variable content specifics
from the two traditions that were explored.

Insofar as this analysis is theological, there is a normative component; we seek to

operationalize workplace authenticity. Thus, we are specifying a criterion variable, not a

dependent variable. Criterion variables are common in social science when threshold or expected
performance is assessed, such as academic success in studies (Jagacinski & Flach, 2003).

Theology of the workplace analysis differs in method from management spirituality
studies. The latter seeks “a framework of organizational values evidenced in the culture that
promotes employees’ experience oOf transcendence through the work process, facilitating their
sense of being connected to others in a way that provides feelings of completeness and joy”
(Giacalone & Jurkiewicz, 2003, p. 13). This conceptualization admits of normative, positive
expectations. Yet, the two methods are distinct and complementary. Management spirituality
studies prescind from official religious teaching or doctrine.* In contrast, a theology of the
workplace embraces social teaching doctrine as an historically important source, but sees it as
one blade of analysis that also requires the data of history, nation, culture, which impact
authenticity prospects for workplace relations (Lonergan, 1971).

And what of contemporary theological method itself? Theology “mediates between a
cultural matrix and the significance and role of a religion in that matrix” (Lonergan, 1971,
Kindle Location, KL: 146). Theological reflection occurs in the interface between ever-to-be-

renewed religious thought and evident, emergent, cultural patterns (Melchin, 1988). Culture is

* The Handbook of Workplace Spirituality and Organizational Practice has but six references to “theology”
in 500 pages, only one of which occurs in the text, the rest are title citations (Giacalone & Jurkiewicz,
2003).
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readily defined as “the set of meanings and values that informs a way of life”” (Lonergan, Op.
cit., KL 149). Lonergan wrote, “When culture is conceived empirically, theology is known to be
an ongoing process, and then one writes on its method” (Lonergan, 1971, KL: 152). Doran noted
that the question of the situation is a crucial source for theologizing. He wrote, “The situation
which a theology addresses is as much a source of theology as are the data provided by Christian
tradition” (Doran, 1990, p. 8).°
Criterion Variable Data: Authenticity

Authentic is the adjectival form of authenticity, a noun indicating that something is as
claimed — an authentic signature — or genuine. Common definitions include conforming to
reality, being real, and, in consequence, worthy of trust or belief. A routine etymological search
indicates this English word is related to French (authentique), Latin (authenticus), and Ancient
Greek av0evtikodc (authentikos, “principal, genuine”). First definitions concern document or
other item genuineness, which do imply human judgment. Authenticity, in reference to the
quality of a life or society, or an inner sentiment, is more complex, albeit intuitively grasped at
the level of common sense. It is a noun with the peculiar quality of inherently posing a question.

In 399 B.C.E., Socrates spoke of self-examination, as noted in the title, while facing a
death sentence for corrupting the minds of youth and impiety. Socrates refused to “mind my own
business” and took up “goodness and all the other subjects about which you hear me talking”
(Hamilton & Cairns, 1961). Socrates left no written record; the power of his words comes to us

through his students, Plato and Xenophon, and his satiric treatment at the hands of playwright

® This research effort should also enhance recent steps towards a theology of social grace; “so the
presence of grace can be acknowledged also at the levels of cultural and societal values with an impact on
vital values” (Doran, 2011, p. 14). See also (Doran, 2010; Doran, 1990).


http://en.wiktionary.org/wiki/authenticus#Latin
http://en.wikipedia.org/wiki/Ancient_Greek_language
http://en.wikipedia.org/wiki/Ancient_Greek_language
http://en.wiktionary.org/w/index.php?title=%CE%B1%E1%BD%90%CE%B8%CE%B5%CE%BD%CF%84%CE%B9%CE%BA%CF%8C%CF%82&action=edit&redlink=1
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Avristophanes. Pre-Socratic philosophers raised compelling questions, but the history of self-
examination for philosophy and citizenship can be directly traced to Socrates.

Augustine of Hippo brought a new dimension to the examined life in The Confessions

(397-8 C.E). His examined life included conversion to Christianity (Augustine of Hippo, 1991).
Through the Confessions, we witness an effort to reconcile Christian faith with the search for
truth as known within a Neo-Platonian tradition (O'Connell, 1989). Augustine saw the
institutional church as proxy, drawing two conclusions. First, the Christian church is superior to
the state. Second, this church should infuse secular society with its better virtues.

Trilling explained in Sincerity and Authenticity that sincerity was the dominant concern

of the reflective life over a 400 year span (Trilling, 1971).° Sincerity entered the English
language from Latin early in the sixteenth century. It is “the avoidance of being false to any man
through being true to oneself,” but this state “of personal existence is not to be attained without
the most arduous effort” (Ibid., p.6). Authenticity, in contrast, suggests “a more strenuous moral
experience than ‘sincerity’ does, a more exigent conception of the self and of what being true to
it consists in, a wider reference to the universe and man’s place in it, and a less acceptant and
genial view of the social circumstances of life” (Ibid., p. 11).

Saren Kierkegaard’s writings marked a shift in concern from pietistic sincerity to
authenticity. In an August 1, 1835 journal, he wrote of seeking “a truth which is truth for me, to
find the idea for which I am willing to live and die” (Kierkegaard, 2007, p.19). In contrast to
Augustine, Kierkegaard was driven to this in no small part by disillusionment with institutional
Christianity itself. His writings serve “as a sort of temporary scaffolding to be abandoned once it
has served its purpose, namely, to evoke and inspire readers to live authentic lives and to do so

intensely ‘without regrets’ (Golomb, 1995, p. 36).

® He does not precisely specify this span.
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This authenticity involves “a kind of correlation between the ‘what’ of commitment and
the ‘how’ of committing oneself” (Golomb, 1995, p. 62). As St. Amour wrote, “Kierkegaard
realized that a culture enamoured by abstract and impersonal systems is liable to depreciate the
task of striving to become a self” (St. Amour, 2002, p. 90). Furthermore, “...Kierkegaard hoped
that individuals would humbly return to themselves and strive to appropriate authentic
potentialities latent within the apparent poverty of the neglected subject” (Ibid., p. 92). By the
time of Nietzsche, Golomb reported various dimensions of congruence in reference to
authenticity; “Authenticity denotes, among other things, a state of integrity between the
innermost self and its external manifestations, whatever their form and content” (Golomb, 1995,
p. 79).

In the first half of the 20™ Century, authenticity was taken up by Buber and Heidegger.
Buber wrote, “Man can do justice to the relation with God in which he has come to share only if
he realizes God anew in the world according to his strength and to the measure of each day. In
this lies the only authentic assurance of continuity” (Buber, 2000). Buber extended his
intersubjective analysis to community, constituted by a circle formed of “men’s relations with
their true Thou, the radial lines that proceed from all the points of the I to the Centre” (Ibid., p.
108). However, “It is not the periphery, the community, that comes first, but the radii, the
common quality of relation with the Centre. This alone guarantees the authentic existence of the
community” (Ibid., pp. 109).

In Heidegger’s 1927 publication of Being and Time, “the importance of authenticity (the

conversio vitae) resides in the need to provide a foundation for fundamental ontology — the
question of Being” (Braman, 2008, KL 180). Through Heidegger, ‘Dasein,” which translates to

“there-being,” entered the English language. In this regard, Richardson wrote that Heidegger,
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never defines explicitly what he means by “authenticity,” but he offers the following
ingredients for a definition: There-being is its own potentiality; as its own potentiality, it
can “choose” itself in its own Being, i.e., “assume” itself; it can also “lose” itself, or rest
in only an apparent assumption of itself. It There being achieves itself, it is authentic
(eigentlich); if it fails to achieve itself, it is inauthentic (uneigentlich). Hence, both
authenticity and inauthenticity are fundamental modes of Being (Seinsmodi) and have
their basis in the fact that There-being, as existential, is a to-be-achieved-There
(Richardson, 2003, p. 50).

Tracing developments in 20™ century existential authors, such as Camus and Sartre, Golomb
wrote, “Authenticity, we saw, is best forged and revealed in ‘boundary’ or extreme existential
situations. Yet such circumstances presuppose a social context” (Golomb, 1995, p. 201).

Adorno, in The Jargon of Authenticity, took on Buber’s I-thou relation no less than

Heidegger’s Dasein and more, all for a critical perspective concerning what such scholarship
appeared to accomplish. Of Buber, Adorno wrote, “nothing natural has gone through death
without metamorphosis. Buber errs because his approach over elevates the dynamism of
mortality into the sphere of immortality” (Adorno, 1973, p. 17). Heidegger, in turn, “instituted
authenticity against the they and against small talk....But he did not foresee that what he named
authentic, once become word, would grow toward the same exchange-society anonymity against
which Sein und Zeit rebelled” (Ibid., pp. 17 — 18).

Adorno used Walter Benjamin’s notion of “aura” to explain the jargon of authenticity. He
wrote, “As words that are sacred without sacred content, as frozen emanations, the terms of the
jargon of authenticity are products of the disintegration of the aura” (Ibid., p. 10). The Adorno
critique of jargon was not limited to philosophers; “Innumerable real-life people speak it, from
the student who in his exam lets himself go on about authentic encounter, to the bishop’s press

secretary...” (Ibid., p. 19). Adorno summarized his position as follows; “Philosophical banality

10
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is generated when that magical participation in the absolute is ascribed to the general concept — a
participation which gives the lie to that concept’s conceivability” (Ibid., p. 51).’

In 1968, Amitai Etzioni published The Active Society (Etzioni, 1968). He claimed that a

radical transformation of technologies associated with communications, knowledge, and energy
began after World War Il. We see “continued increase in the efficacy of the technology of
production which poses a growing challenge to the primacy of the values these means are
supposed to serve” (Ibid., p. vii). How would society retain mastery over these technologies?
Central to this goal is an active orientation to society by individuals, which has three
components: the self-conscious actor, one or more goals to which the actor is committed, and
“access to the levers (or power) that allow resetting of the social code” (Ibid., p. 4). Etzioni
focused on employment issues, for which, “authenticity exists where responsivesness exists and
is experienced as such” (Ibid., p. 620). Inauthenticity then becomes a subset of alienation. It is
specified as a relation, institution, or society giving “the appearance of responsiveness while the
underlying condition is alienating” (Ibid., p. 619). Not limited to business, inauthenticity may
also become prevalent in labor unions, when these cease to authentically respond.

Rounding out the past century on this subject, Charles Taylor published The Ethics of
Authenticity in 1992 (Braman, 2008; Taylor, 1992). He identified three issues of ‘malaise’ in
modern society: individualism, the primacy of instrumental reason, and a political concern about
the consequences of the first two. He proposed authenticity as a moral remedy to the lack of a
deeper discourse in society, this due to a disingenuous liberal relativism in culture regarding the
notion of what genuinely constitutes “a good life”. Recalling the elusiveness of Dasein, Taylor

wrote, “The result is an extraordinary inarticulacy about one of the constitutive ideals of modern

"We will see this ironic quality of authenticity jargon echo later in the “authenticity paradox” of CEO
leadership portrayals (Guthey & Jackson, 2005)

11
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culture...” (Ibid., p. 18). Taylor’s agenda requires three assents. First, that authenticity is a valid
ideal. Second, that ideals and practical conformity can be reasonably argued. Third, that
argumentation can make a difference.

Comparative employment doctrine, authentic leadership and employment relations

studies

We can address the last theme first, for two reasons. First, employment relations are at
the heart of this research agenda. Second, there does not seem to be any prior research that
directly takes up the term authenticity in respect to employment relations or employment
contract law, at least not in respect to authenticity as a criterion variable.

However, as we are exploring employment relations and their national parameters, we
should consider the U.S. employment contract and “American exceptionalism.” This is because
the management literature, which takes up authenticity - particularly in respect to leadership
studies — is often focused upon and derives from the U.S. employment context.

According to the National Conference of State Legislators, America “is but one of a
handful of countries where employment is predominantly at-will. Most countries throughout the
world allow employers to dismiss employees only for just cause” (National Conference of State
Legislators, 2013). The U.S. is, in fact, the “world’s only major employment-at-will
jurisdiction,” with certain federal statutory restrictions against discrimination and one particular
state’s rather remarkable legislative exception (Pitchford, 2005; White & Case Law Firm,
September 2011). While employment at will is treated as a rule or doctrine, it functionally
reflects a sheer absence of policy. Thus, only Montana has opted to fill this absence, having
established just cause dismissal protections in 1987 state legislation (National Conference of

State Legislators, op. cit).

12
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The legal ground of U.S. employment at-will is the 1877 text by Horace Gray Wood,
written in respect to servant claims regarding length of employment (Wood, 1877). The decisive
passage is this;

With us the rule is inflexible, that a general or indefinite hiring is prima facie a hiring at

will, and if the servant seeks to make it out a yearly hiring, the burden is upon him to

establish it by proof...It is an indefinite hiring and is determinable at the will of either
party, and in this respect there is no distinction between domestic and other servants

(Ibid., p. 272).

Feinman cited an 1870 text by James Schouler, Domestic Relations, in which master

servant law as it was developing in the U.S. at that time was extended to corporate employees
“as servant by analogy” (Feinman, 1976, p. 123). Despite a serious of citation errors in Woods’
text that were necessary supports for his conclusion, all of which are famously known to be
wrong today, this judicial principle — this “absence” — diffused throughout legal precedent in the
United States and remains institutionalized legal practice. Except, that is, for Montana.

Yet, in consequence, the American employment relation persists in modeling a master-
servant analogy in which the employer purchases the total product of the worker, who has no
residual or more intrinsic right to the product of her/his labor power. Feinman wrote,
“Employment at will is the ultimate guarantor of the capitalist’s authority over the worker.” He
continued, “If employees could be dismissed on a moment’s notice, obviously they could not
claim a voice in the determination of the conditions of work or the use of the product of their
labor” (Ibid., p. 132-3).2

In what other ways does American exceptionalism change employment relations? The
‘at-will” employment premise effectively eliminates legal grounds for participatory voice in
managerial prerogative: a second-dimension consequence. Through different ways and means,

employees in other nations frequently have formal voice in managerial prerogative (Rogers &

& We will later see this is completely at odds with both QST and RCST, particularly the latter.

13
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Streeck, 1995). In the E.U, works councils exist beside labor unions, mandated by legislation
(Blanpain, 1998; Union, 1994). In Japan, “management councils” co-exist with labor unions,
with council role and function determined by collective bargaining agreements (Tackney & Sato,
2012; Tackney, 2001). The historical development of these institutions was noted by Streeck in
1995;

Today the remarkable fact of the almost universal establishment of works councils after

1945 in otherwise very different national contexts, as an integral part of a worldwide

recasting of the political economy of capitalism after the economic and political

catastrophes of the interwar period, is largely forgotten” (Streeck, 1995, p. 313).

A review of authenticity in management studies, particularly given the ironic feature of
American exceptionalism, can usefully begin in light of a philosophical thread linking
authenticity to the aesthetic experience. Let us consider organizational emphasis on authenticity
in executive portraits. It may be far afield from employment relations, but the research speaks to
corporate perceptions of increased need for “presence, visibility and authenticity” (Guthey &
Jackson, 2005, p. 1058). Guthey and Jackson wrote, “visual presence has functioned as a
traditionally accepted prerequisite for authenticity” (Ibid.). The authors explored the particular
and peculiar challenge of such portraiture. There is the legal person of the disembodied
corporation; there is the human CEO. Photographic efforts to reconcile these facts become ever
more expensive, and authenticity more elusive. The authors capture the countervailing tensions
in what they characterize as the “authenticity paradox” of portrait effort and actualization.

A similar paradox of authenticity may be at work in leadership studies: the more
authenticity in leadership is asserted in the American context, given the master-servant
analogous contract law grounding, the more elusive it may become. Freeman and Auster refer to

the “Problem of Authenticity” (Freeman & Auster, 2011); “how we know our values or whether

our values are realizable through action” (p. 7). The authors characterize being authentic as “an

14
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ongoing process of conversation that starts with perceived values, but also involves one’s
history, relationship with others, and aspiration” (p. 2). While calling for sensitivity to the poetic
self, there is no prescription for employment contract authenticity. The Freeman and Auster text
calls attention to definitional weaknesses in management studies of authenticity, but also
manifests a few of their own. Values, for example, seem ill defined as “preferences”.

Authentic leadership is a recent development (Northouse, 2013). It is less formally or less
well-defined than other leadership approaches (trait, skills, style, situational, psychodynamic),
leadership theories (contingency, path-goal, leader-member exchange) or leadership types
(transformational, servant, team). Upheavals in “society” are cited to explain the increased
interest (Gardner, Cogliser, Davis, & Dickens, 2011; Northouse, 2013).™° Scholars appear
motivated to find the ‘root” of positive forms of leadership — and believe authenticity is a
defining quality (Avolio & Gardner, 2005). Northouse reports authentic leadership definitions
reflect intrapersonal, interpersonal, or developmental perspectives. Precursors can be found in
transformational leadership research (Bass, 1985; Burns, 1978; Northouse, 2013). Psychology,
particularly humanistic psychology, is a remote inspiration (Erikson, 1950; Maslow, 1968).

Intrapersonal definitions of authentic leadership look to characteristics of the individual
for qualities that evidence authenticity: self-knowledge, genuineness, and a sense of conviction.
Life course and meaning may contribute. The interpersonal approach examines relational

interactions between leader and followers (Eagly, 2005). The developmental path sees

® The authors do not specify with whom this ‘conversation’ occurs: an internal dialogue like Kierkegaard,
or a more complex discourse between public, private self and one’s working colleagues and environment?
% Here, both cited texts referenced exclusively U.S. events: Enron and WorldCom corporate scandals,
2009 global banking crisis (largely, if not entirely, U.S. in origin due to Federal Reserve policy changes
under Alan Greenspan), and the 9/11 terrorist attacks. This is not to challenge the merit of their claims,
only to observe their context as emergent patterns in culture.

15
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authenticity as a refinable quality, including self-awareness, one’s moral perspective, balanced
processing, and relational transparency (Avolio & Gardner, 2005).

Northouse distinguished practical and theoretical literature on authentic leadership. Terry
offers an Authentic Action wheel with fulfillment at the center, surrounded by segmented inner
and outer circles where the inner circle item points to the next outer circle item in a practical
graphic: mission > meaning > existence > resources > structure > power (Terry, 1993). George
attempts to fill out the presumptive elements of apprehending the “good” in Terry’s action-
oriented approach. In 2007, he defined 21 century authentic leaders as those “who bring people
together around a shared mission and values and empower them to lead, in order to serve their
customers while creating value for all their stakeholders” (George, 2013, p. 12). Five key factors
are linked to developmental qualities: purpose / passion, values / behavior, relationships /
connectedness, self-discipline /consistency, and heart / compassion (George, 2004).

To summarize current theoretical components of authentic leadership, four key items are
empirically important: self-awareness, an internalized moral perspective, balanced processing,
and relational transparency (Walumbwa, Avolio, Gardner, Wernsing, & Peterson, 2008). The
Walumbwa et al. study is notable for its multinational data sources: China, Kenya, and the
United States. These authors defined authentic leadership as

a pattern of leader behavior that draws upon and promotes both positive psychological

capacities and a positive ethical climate, to foster greater self/awareness, an internalized

moral perspective, balanced processing of information, and relational transparency on the

part of the leaders working with followers, fostering positive self/development (Ibid., p.

94).

Authentic leader research prompted authentic follower studies. A 2010 paper reported a

“positive link between authentic leadership and follower work engagement as well as follower

OCB (organizational citizenship behavior) (