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The Effect of Team Feedback Environment on
Thriving at Work and Team Commitment
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Abstract This study analyzed the effect of team feedback environment on feedback-seeking behavior, and further
explored how feedback-seeking behavior led to the feeling of thriving at work and team commitment. Also, we
examined the moderating effect of self-efficacy on the relationship between team feedback environment and
feedback-seeking behavior. Using survey data from 201 workers employed in various industries in Korea, we found
that team feedback environment was positively related to feedback-seeking behavior, and that the relationship was
moderated by self-efficacy. In addition, feedback-seeking behavior was positively associated with the feeling of
thriving at work and team commitment. The result suggests the importance of feedback-seeking behavior in improving
performance as well as work attitude and energy. The result also emphasizes the critical role that team feedback
environment plays, and the need to find ways to nurture the environment that fosters feedback seeking and giving.
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Fig. 1. Research Model
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Table 1. Sample characteristics

Spec. Respondents Percentage

Male 97 48.3

Gender Female 104 51.7
High School dip 32 15.9
Education |College dip 39 19.4
levels  |University dip 116 57.7
graduate school dip 14 7.0

20’s 93 46.3

30’s 75 373

Age 40’s 19 9.5
50’s 11 5.5

60’s 3 1.5

Work  |Regular worker 116 57.7
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Captain 54 269 utility 3 678
position Manager 24 119 utility 4 661
Team leader 4 2.0 monitoring 1 767
Section chief above 3 1.5 Factor 6. monitoring 2 656
Sales 42 20.9 Feedback-se monitoring 3 .822 3747
Work  |Support staff 69 34.3 eking monitoring 4 .802 ’
department |[R&D 38 18.9 (Monitoring) monitoring 5 619
Tech support staff 21 104 monitoring 6 636
1 bel 33 16.4
year DTow Factor 7. inquiry 1 .863
Work 1-2 years 40 19.9 Feedback- 1.858
]y
° 2-3 years 32 15.9 seeking S ’
period X inquiry 2 735
3-4 years 32 15.9 (Inquiry)
4 years above 64 31.8 self-efficacy 1 767
All 201 100.0 self-efficacy 2 125
Factor 8. self-efficacy 3 743 4142
Self-efficacy |  self-efficacy 4 .868 ’
XI-I 20| Alg|AT C-I'A‘I _,_A‘l
3.2 ol dEidnt B self-efficacy 5 790
Ao AHeE Z2A T Bl R} AlFEE o)) self-efficacy 6 .706
- - KMO: .837, Bartlett Chi-square: 4278.863 (p<.001)
‘14 O]'oq E]—/qu —1 —g—l—]%@l% }\E]}\]iL 1:’4 )‘\—]El—t‘:— %)ﬁ‘% o} Total cumulative: 70.513%
QL BeH QTS AAF 7 Fhe AR B
& OA) ANSIT 28], BAA RARAE FRE  AdSE neld QRAREEs w2 2435
A](principal component analysis)ol 2|3+ ¥ 02 A A] o] A E37] 98] flo 22 Ros BAS
aHdaL, A2 A Y (varimax) WAE AFESE AAISHSATE Table 3014 B Wkl o] af-gh 1 o4
o owA | e 8, v RdE, Alasd o e selew PEn QTR 4350
of tigh #F HA% 2®A] AR Table 2014 B A" F 5 QRJAAAF 0.6 ooz HAjslo] Wi
nie} o] Slfidl(eigenvalue)o] 1 o2l a2l g7/HE 3 AiEH o] WA HeERsiT
et | vlsu 8 1135, d= 2% 63
2 g5 1320 A & 72 MfES =48 Table 3. Exploratory factor analyses
f?}%%-% E’_—‘:r _9_?_];51 Xﬂ%k 0.6 0]}2} = QZHE]O‘] ﬂ—/,: Factor Measurement items | Factor loadings | Eigen value
1 7]}@@ ——,LT,‘i—o] 5 ?:5_ 74 o= UrE]— commitment 1 .632
commitment 2 782
Fa;tor L commitment 3 821
cam
. commitment 4 .807 4.491
Explor factor 1 commitmen -
Table 2. Exploratory factor analyses t commitment S e
Factor Measurement items | Factor loadings | Eigen value comm%tmcnt 6 856
Feedback_reliability] 639 commitment 7 817
Factor 1. | Feedback reliability 54 Factor 2. :Z:E:g ; z;;
Feedback 2 3108 Thriving e : 3.144
quality & | Feedback quality 1 793 ’ (learning) learning 3 856
reliability | Feedback quality 2 815 learning 4 802
Feedback quality 3 685 Factor 3. energy 1 817
context | .649 Thriving 2 817 1.695
(energy) energy .
Factor 2. context 2 .857 -
Feedback context 3 818 3.632 ?M? '8ggi Bame;tl gj;‘(;sq“arez 1528471 (p=001)
context context 4 318 otal cumulative: 71.770%
context 5 .683
Factor 3. positive 1 755 A=
= 70| Alajn H A
Positive positive 2 782 2.544 33 ﬁTE '—I‘_l C’J‘:h':l?“ =
feedback positive 3 733 FQ WIS ANHAS BAIS A7= Table 49
Factor 4. negative 1 750
: - 1o}, A Al AJo 2271 9= Ao
Negative negative 2 764 2.316 ZED}' Oﬂ—ﬁ]‘rﬂ' .80 ] o ‘l Eﬂ‘l‘ﬂ' AT Zi—i Eo]’
feedback negative 3 .697 D}%%’*}‘\j@,ﬂ —?—3317]' e Ao=Z ﬂ'%E]EL HeEs 7
Factor 5. utility 1 611 - - - =L
S »e0s o #7e YR A AFTHEe) Bk s
. utility 2 790 ' oy
utlty ! A% A 5 v,
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Table 4. Mean, standard deviations, and correlations v FEgalEo]l JRAAdEE I d+)e WA}
Variables Moan | SD. |1 2 3 7 A AolgtaL o5 7Hd 33, © &9 FHH
1. Team feedback| ., | 5 7} A& Aolgkal d&3 71 45 A5t S48
environment - N - . -
2. Feedback-seeking| o | 0 | e 3|AEAES AT oldl Frtsle] T=u s
behaivor ) ) ) o wiylgE A5k wivlas A5 ‘}[29]01] u}
3. Self-efficaacy | 3.71 | .60 |.476** | 416** 21 (Step 1) BRI Fo o] v A= Japo] §
4, Thriving at work | 3.62 | .58 |.388%*| .172% | 356%* N T o0
5. Team commitent| 3.82 | .58 | 522%% | 204%% | 437%% | 400+ oJ8kaL, (Step 2) HHR7E w7 Al vA = o]
N = 201, *p<05, *p<.0l froJ sk, (Step 3) wIZRT7E &Pl v X &= JF
o] o3k, (Step 4) MINHFE SAPE o SHAF
3.4 7AS Za} 7} FERg] WX E ggko] Al AL Sksfjriof gtk
g gewl o] mmw 23 Ed ok+)9] dFS Table 62| Axtol] o, | v=u} shgo] A%
D4 eleks A 1 BFe] 9 A SRy HEEE 407 pR00DF B EI(E= 499, pe00na T
& ANET 18] EANSE, 28k | w=w N TEEFelsslen], il AgeAel | )
74 F7h593, BHATE Table 59 Model 1o = TACH A= FrAEe] VIS FEATE eI
Ueht ook 19 940 BAusne wage O] AT (6282, psoon. = o) s
W 2l AgEe (ssudo, 2udel g sjmw  BEREE=203, pOnCHE 33 B EUE=248,
ane FUBS W Aweel e Shane, g PIODCK 990 VAR FEAF felstaond, o
S sa sew 2rgEe] Wl EAgew ¢ o1 o A=Y FTAEE FANE welw | o=
S5l et (-2, peoon, M 10] A, A FEME AUS FI sow e (A7
AR ALINE AFa] 99 iAA g BEHH: BI85, poOOLs T ERE: B24T9, pe.00l).
H7A24S AN, AT Table 59 Model 2o b EH] T s FETE v EA7}
et sltk § ssu @ A asge) guag 000 el slem e (5113, pel0). 4
e BUH 5 4w A4 Aol Srhsjglon, HSE 34T AL AE FTHEE A
AR BAR O FolabA heht (BL60T, pos) T AR S Ao Wl
74 2% AA =Y Table 6. Mediation analyses
(DV: Thriving at work, team commitment)
Table 5. Regression analyses Step 1 Step 3 Step 4
(DV: Feedback-seeking behavior) B (t-value) B (t-value) B (t-value)
Model 1 Model 2 Variable |-y, T]iz\:m Dv: T]iz\:m DV: lee\:m
Variable B (t-value) B (t-value) Thriving | commitm Thrivin | ¢ mmitm Thriving | commitm
step 1 step 2 step 1 step 2 ent g ent ent
-.032 023 013 021 002 | -005 | -067 | -084 | -004 | -007
Gender | (_478) (.364) (212) (:344) Gender | 032) | (080) | -975) | (-1.251) | (-058) | (-114)
Ao 100 073 057 045 150% | 057 | a74* | 076 | 154% | 050
N (1.407) (1.075) (:847) (:675) A | 2285) | (866) | (2337) | (1.03D) | (22000 | (764)
Work 325%x | 260kHr 211 2114 Work | -208%* | 063 | -201% | 072 | -228% | .039
period (4.557) (3.917) (3.004) (3.040) period |(-2.952) | (.949) |[(-2.576)| (937) | (-3.121) | (.560)
Team Team
feedback 312%#% 203%* -529 feedback | 407#** | 499k 383k | 47gnkx
environmen (4.773) (3.135) (-1.616) environm | (6.071) | (7.891) (5.415) | (7.231)
t (a) ent
Self-effi 215%* -880
eye(b])cac (2.886) (-1.868) F Zeeiﬁiz 205 | 24| 075 ) L3
o 607 b (2.743) | (3.400) | (1.031) | (1.738)
(2.353) adjusted
adjusted R’ 129 216 244 261 R’ A77 266 059 089 178 273
Fovalue | 10.860%** | 14.740%%* | 13.899%%* | 12.775%%* Fvalue | 11.773% | 37.171%% | 4 118%* | 5 875%%* | 9. 634%%+ | 26,040%+

N = 201, *p<.05, **p<01, ***p<.001
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