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The Effect of Railway Corporation Leadership of Middle Manager Employees' on
Empowerment and Innovative Behavior
kS

Jak Hwang-Bo

Abstract This paper empirically analyzed the effect that the leadership of middle managers had on empowerment and
innovative behavior, as measured by employees of a domestic railway corporation. The results demonstrate that transac-
tional leadership had a positive effect on both empowerment and innovative behavior. However, transformational leadership
did not exhibit immediate effects on innovative behavior. In addition, it was also found that empowerment completely medi-
ated the relationship between transformational leadership and innovative behavior. Therefore, the results of this study imply
that the leadership of middle managers in a railway corporation is an important influential factor which causes innovative
behavior in employees. Specifically, to induce voluntary innovative behaviors in employees through transformational lead-
ership, utilizing empowerment to instill a right to make decisions through the delegation of the right is a very important fac-
tor.

Keywords : Transactional leadership, Transformational leadership, Empowerment, Innovative behavior
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Fig. 1. Research model and hypothesis.
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4.1 ZACHARIL| QAR SHEE EY
£ Aol Holgh EAAIAF HEO| Q1PEAH EAL Table 13} 2t

Table 1. Characteristics of the respondents.

Variable Frequency Percentage
Man 298 97.1
Gender
Women 9 29
Public 188 61.2
A form of enterprise
Private 119 38.8
Strategy & support 63 20.5
Type of occupation Marketing 48 15.6
Technical 196 63.8
Under assistant manager 241 78.5
Position Manager 56 18.2
Deputy general manager 10 33
Under 5~10 years 175 57.0
Under 10~15 years 39 12.7
Years of service
Under 15~20 years 48 15.6
Above 20 years 45 14.7
Total 307 100.0
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Fol WA, F 7HA] oY A
of FAlol 0501 =2 AAFE e AA N, duHE U g, AIEE 2
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Table 2. Exploratory factor analysis, results of the confirmatory factor analysis and verification of the results for reliability.
Factor loading Concept Mean
Factor Measurement Items reliability |dispersion [Cronbach’s o
F1 F2 F3 F4
(CR) (AVE)
Diversity of superior's problem solving view .793 .065 219 .109
Whether a superior reviews critical opinion relating
.767 .059 321 .019
to work
jor's level of considering th 1, ethical
Superior's level of considering the moral, ethica 731 102 406 176
Transforma- | result
tional heth i h f .886 .650 .875
_ Whe 'er a su_perlo_r presents a new method o 200 105 013 360
leadership | resolving a given issue
heth i icat t his/h
Whe _er a superior commun_lca.es about his/her 697 182 005 1%
most important value and principle
Superior' ication about and ion fi
u'peflors communication al ou. .an pz.15510n f)r 678 13 050 340
principle and value surely requiring being realized
Whether t i rt knowled fi
cther to acquire expert knowledge necessary for| .o e o 156
duty performance
The level of exerting infl the decision of
e level of exerting influence on the decision o 139 738 379 067
duty performance method
Empowerment| Self confidence in their own duty performance 117 712 .046 242 916 .692 193
The level of decision-making relating to duty
.166 .709 307 .051
performance
The level of influence on carrying out the
.044 .556 387 -.001
company's work
Whether to be active in accepting an innovative
. 218 278 .736 202
work technique
Innovative . - -
K Whether it is natural to accept innovation .163 115 716 288 .892 679 826
behavior
Whether to be active in developing an innovative
. .091 324 .693 247
idea
Whether a superior rewards my effort 298 .030 213 783
Superior's level of attention to what I lack in 324 .200 .100 .660
Transactional
.| Superior's level of interest in me 148 | 176 | 276 | .650 .899 749 805
leadership
heth ior sh i fi
Whether a superlcfr shows an obvious reward for 268 012 437 503
my duty accomplishment
Characteristic value 3.621 | 2.778 | 2.568 | 2.532
Variance ratio(%) 20.118 | 15.434 | 14.265 | 14.065
Cumulative variance ratio(%) 20.118 | 35.553 | 49.818 | 63.883

Suitability of model: ¥*=297.529(df=98, p=.000), x’=/df(Q)=3.036, RMR=.028, GFI=.887, IFI=.911, TLI=.890 CFI=.910, RMSEA=.082

Table 3. Correlation matrix among the concepts in the study.

. . Standard Transactional Transformational Innovative
Classification Average . . . Empowerment .
deviation leadership leadership behavior
Transactional leadership 3.40 .61 1
Transformational leadership 3.81 .59 700" 1
Empowerment 3.75 53 402" 406" 1
Innovative behavior 3.45 64 619" 558" 692" 1

#x%p<0.001
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ALEEG o] LA QTIAE AR T] ¢oto] LRHYA] HEEA(SEM: Structure Equation Model)2 AA|5}c) 4 2
o] A= x2=297‘529(df=98, p<0.001), Xz/df(Q)=3.036, RMR=0.028, GFI=0.887, IFI=0.911, TLI=0.890, CFI=0.910, RMSEA=
0.082% Z¥7} UePgtth. GFIF TLIZF 0.90f tha mjH|SIR|gE Aetad o s At7HdE dEshrlole A F27t gle A= gl
Elon, AWy A4yl Fig 29 2t}

Transactional
Leadership
.348

231 (t=3:890===)

(t=2.172%) \
\

.433 Innovative
-

- -
.244 .139 -=--"
(t=2.362%) - = = (t=1.659)

oD~
Leadership
% Standardized coefficient: Solid line(—): Significant path, Dotted line(-->): Insignificant path

Fig. 2. Research model of verification results.

432 HAFIIEe| AHB

B Qo] AuAE ATk theat 2ok & 7 A FolA i AEAR, Vs SR Hoew, Vs 7)ZEs.
AR e ket 2.

A, 7 19) AT, WA AEeadr|d FuRelRe] Add elgale SAe) S8Ee Agden fejua 4ol

ofaFEEES] A4:=0348, 3,890, p<0.001)& A= Ao Lhepdr). meb A7 1 AR H e

7, 714 20) AZAT, AEee|Y F0elRe) WY uAe BAge) SAaEe] Aados olu
ore Ao LeRIThEES} Al4=0.139, -1.659, p>0.05). wiebq A77HA 2% 7|ZkEglc,

AR, 714 30) A% At AEed7|q) FelAe] Add PriAle FAe] AmeivEe] golulgt (e A} A
220231, 22172, p<0.05)2 WAL Ao repdrh. by A7 3 AA|E gl

A, 71 40] A% AT, AEead/]] F0uelRe) WEd 2H e BAe) dutlsd] Sejuld Aol daarzs) A
S=0244, £2362, p<0.05)S WA= Ao Uehgh. Weby Arb 4 AX|Ec

A, A1 se| dEAT, ARedrly SnmeRe] Quguse FAgde) #Ad golngt Aol st A4

Table 4. Hypothesis of the verification results

. Nonstandard Standard Standardization t Hypothesis
Hypothesis . . p . .
coefficient error coefficient (C.R) verification
. Transactional Innovative .
Hypothesis 1 . - . 440 113 348 3.890 | .000 Adoption
leadership behavior
Transf tional I ti
Hypothesis 2 | oiormational ) fnnovatve 165 099 139 1659 | 097 |  Rejection
leadership behavior
. Transactional .
Hypothesis 3 . — | Empowerment .166 .076 231 2.172 | .030 Adoption
leadership
. Transformational .
Hypothesis 4 . — | Empowerment .164 .070 244 2362 | .018 Adoption
leadership
. Innovative .
Hypothesis 5 Empowerment - . 765 127 433 6.044 | .000 Adoption
behavior
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Table 5. Verification with regard to mediated effect of empowerment.

Each indirect Hypothesis
Hypothesis Course Sobel Test p yP .
effect verification
. Transactional Innovative .

Hypothesis 6 . — | Empowerment | — . .100 2.053 .040 Adoption
leadership behavior
Transformational Innovative

Hypothesis 7 . — | Empowerment | — . .106 2.185 .029 Adoption
leadership behavior

Table 6. Research model of the goodness of fit comparative result.

/df
Model XZ df P X(ZQ) RMR GFI IFI TLI CFI RMSEA
Research model 297.529 98 .000 3.036 .028 .887, 911 .890 910 .082
Perfect parameter model 350.642 100 .000 3.506 .047 871 .888 .865 .887 .091
Partial parameter model 300.176 99 .000 3.032 .028 .886 910 .890 910 .081

=0.433, t=6.044, p<0.01)& v|X|= ALE Uyt weby A7H 5= AR =SS 7 1~59] ASZ2T= Table 49F it}

ANA, 7Hd 6o HFAM, AHH o4 — ASNYHUE — FAPF AR tigt IHHANGEESIAF=0.100)=
7=2.053(p<0.05)°.& foJu|gt Aog Yepsitt. waka SR AE juide TAREY] Al AH 9 duted
E9 ui7l| FFE T mAl= Aer yeh fEAes wiriEE o 4 Qo] M 62 FEA o= XA HSI

AFA, 71 79 ASAT, HEE 2oy — ATAUE — FAg59 ﬁi«l H AN EZSA=0.106)= Z=2.185(p<0.05)

2 fFouet Aoz Yehgth tebd SRk HEE 2o SAEYEY galdlEel ARFos 9 AR gL,

HAAUES] w75 FafARt Faldso] Fa& nAe Aoz Usht 7] 2& & 4= Qlof, 7Hd 72 AR =SS AE5d=
Table 59} Zt}.

Ao R ARG ARG S 7He] By 3w vluE o 2 AAtE] AgstaAE Mt REgS was) Bk W
A AR e HE A o] Haldlgo] AHY R JIFE X AEE AAT ARt 2 Army 7he] A
= v Ay, RE HgEoA B dpugo] $aiglon, f BAF tigk Ao] A% AufolNE Foldt ﬂol% Kol Ao
2 UERH(AP=53.113, Adf=2, p<.05), & dAmgo] ebduj7jmdge] vja] L4=3t Aog BALQr) thgos o
HAFYEo] AHA 0T ke njXe ARE AAS REufrgte] Malw vm Ay = my7ie] Matrl A9 u|LElgn

7k

o

pal

P SAR] tit Ao] HE AollM= foj Aol Bolx] foHA=2.647, Adf-1, p>.05), R0
TARR] ARt et HFEF o] AR Y kO] A v]al BI= Table 63 L.

5. 48 H AlAKY

2 Aol AW AEeF7I90l T & 30798 R HRERARE Foto] olEe] AYshe el 2lue]
Aldgol mAe Y YuiHES] uavE A5 or BAson, Avl= okl gt
AR, A=F719 SAREC] AEshe SRR ARA el

© Awgd BARIEY HaAEel] H(+e Fake v
B2, ol 7|Ee] W=7 ST AN elEidle] 28 FHUSY AAWES o|Tojuhy AYAA 4% &

A9 AL gl
S, A9 e WEE euAe A egrd FAEY YutuEe] B e S AL, ol AH 2
53 gl BRI FueAES A el We euiy o Fue P .
A, AEe9719 FAUES dSIREL AW H(He FES AL, ol YuHE B FAASA BRI

& F3 YUl FolAw BAFEE Fueter] FTHHOR 28T AL ot

9, A2 Blee nuEs REoR q s WeE ue druEg e st SREe) J3E v
A AR ekt ol Awed|d FueARE A ez Wey Blay Bl Beske o 5 don, £ 3
s= 0

A B LI AYAAE 257] AL FAUE A riEst SABFe) TR 2010 & S Yok
weby AFETE FEshE, AEedr|gel A4 Jhs WA e TR |YETe) dnE e



1]
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i

B2tziEInte] 2|Cho] BARISO| YLITESt SABS| Olxl= X8
StRAMTE5| =07 X182 K65 (2015 12%) 61

591 29T Wl A0l AR qHsiolor ek ol Sl Aelel LRos A YL vhgon
HAROR WA el 2E SIS W el wast. 1% ste] 250] FAUSS] SUBES ool
of A BARRIOT ARAAGE T Aok, ER FADTAL ARSIUS B GAYT] ol YI=S] 24
29l 2ol WRTFE st ek

ShAlEl £ gl AR AR /KT ik, ALY FARREC] F@ste FeAe) e 159 Aot A
22 091, 2RF 5 choRh Tk Q150 o) GRS W 4 glo] AskvES St JEAge Holrt AT 4
= gleh. TRlm Aol B9 A1 G Helst) Qelon® FheTelA o2 Helstel wa ¢l Bash olck.

T QAR Mg Bestel ATk B WARS FEa] I MRS AESe] ok, HEe Y FAAE
o] XA SAAE S BT A4 Axe] FaF ATATEC] AN 4 A Ao o).

= 7
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