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Abstract The purpose of this study is to identify Hierarchical Culture of construction enterprises, Empowerment,
and Organizational Effectiveness through empirical research. To perform this study, we carried out a survey
targeting executives of construction companies in Seoul, metropolitan area, and non-metropolitan area. For
analyzing, SPSS Statistical Techniques, Reliability analysis, Factor analysis, Multiple Regression analysis were
used. The results of the study are as follows. First, the Hierarchy of the Culture affects significantly positive
(+) on Organizational Effectiveness. Second, Hierarchical Culture affects the significantly positive (+) to the
Empowerment. Third, Hierarchies and Cultural Empowerment was found to significantly affect the positive (+)
on Organizational Effectiveness. Based on the conclusions, Hierarchical Culture of the domestic construction
industry has a significant impact on Self-determination and the goal of consciousness among employees. In
addition, this is helpful in Job Performance and Organizational Commitment.

Key Words : Hierarchical Cultural, Empowerment, Organization Effectiveness, Organizational Commitment, Job
Performance, Self-determination
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(Table 1) Factor Analysis

Item Factor common
1 2 3 4 5 6 7 factor

objective consciousness 1 783 129 -.087 137 .100 150 128 705
objective consciousness 3 768 181 -162 242 173 145 076 764
objective consciousness 2 742 202 -.049 187 128 160 144 725
objective consciousness 5 634 161 -.061 305 132 173 160 597
objective consciousness 4 583 452 -.103 121 127 111 067 603
Responsibility 4 165 819 -.032 137 146 038 062 745
Responsibility 1 202 776 025 129 166 123 070 707
Responsibility 5 228 758 -.106 073 084 -.009 263 720
Responsibility 2 138 744 .007 115 240 173 -.191 709
Turnover Intention 2 025 -112 857 -.260 004 014 -.024 816
Turnover Intention 1 -013 012 322 -.120 -.057 007 -.144 715
Turnover Intention 3 -.169 -.029 792 -.032 -.039 009 -.039 661
Turnove Intention 6 -192 009 790 -.161 -.140 -021 -.092 715
Organizational commitment 3 .268 144 -.189 771 145 127 115 774
Organizational commitment 2 460 113 -.193 730 112 126 034 824
Organizational commitment 1 548 106 -.101 666 123 049 -.103 794
Organizational commitment 5 138 147 -.283 654 237 085 339 727
Organizational commitment 4 148 262 -.251 621 166 115 358 708
Selfdetermination 3 189 129 -.007 051 388 -.037 071 351
Selfdetermination 2 263 211 -.128 111 769 -.041 .09 746
Selfdetermination 4 -.064 058 -.060 218 748 -.009 153 642
Selfdetermination 1 210 325 -.081 104 716 -.030 010 636
Hierarchical culture 4 102 060 025 052 008 802 179 693
Hierarchical Culture 3 095 086 -.148 -021 049 748 249 663
Hierarchical Culture 5 239 044 136 183 -051 736 -123 671
Hierarchical culture 2 098 108 -.002 109 -174 664 -.261 573
Performance 1 .209 044 -197 197 205 094 0.729 706
Performance 2 405 196 -141 283 135 -024 569 645
Figen Value 3.773 3.140 3.077 3.009 2.909 2419 1.558 19.885
Variance explained 13474 11.213 10.990 10.746 10.389 8640 5565

Cumulative variance 13474 24,686 35676 46.423 56.812 65.452 71.017

Confident coefficient 0.867 0.881 0.85 0.854 0.872 0.783 0.722

. Objective - Turnover |Organizational | Selfdetermin | Hierarchical | Achievem
variable : Responsibility | . R R R
CONSCIoUSness mtention | commitment ation Culture ent

Kaiser-Meyer—-Olkin Measure = .881

Bartlett's Test of Sphericity Approx. Chi-square =3720.777

p=0.000 #p<.05, #*p<.01, ***+p<.001
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(Table 2) Demographic Characteristics of the Respondents

group frequency percentage (%) cumulatw(eo Ap)ercentage
d man 189 83.6 836
gender woman 37 164 100.0
20's 36 159 159
30's A 41.6 575
aee 40's 56 243 823
50's and over 40 177 100.0
marital status married 144 63.7 63.7
single 82 36.3 100.0
high school diploma 14 6.2 6.2
education College graduates 63 279 34.1
4yr uni. graduates 123 544 835
Graduate school + 26 115 100.0
Less than 1 year 27 119 119
working vears 1 - 5 years 70 31.0 429
5 - 10 years 67 29.6 726
Over 10 years 62 274 100.0
occupations managerial position 58 25.7 257
tech worker 168 74.3 100.0
none 7 34.1 34.1
experience of 1-2 times 93 41.2 75.2
turnover 3-4 times 48 21.2 96.5
over 5 times 8 35 100.0
Finance/Accounting 31 13.7 13.7
HR/General Affairs 26 115 252
working department Sales 5% 26 478
Research Development S5} 42.0 89.8
Manufacturing 23 102 100.0

Materials/ Purchasing 0.0 0.0

staff 40 17.7 177
assistant manager 62 274 45.1
. manager 51 22.6 67.7
position deputy general manager 21 9.3 77.0
general manager 33 146 91.6
director 19 84 100.0
Less than 5 billion 47 20.8 20.8
sales 5 - 10 billion 36 159 36.7
10-30 hillion 44 195 56.2
More than 30 billion 99 438 100.0
Less than 50 84 37.2 37.2
number of 50 - 100 47 20.8 58.0
employees 100 - 300 47 20.8 78.8
More than 300 48 21.2 100.0
< W 2,500,000 82 36.3 36.3
W 2,500,000 - 3,000,000 47 20.8 57.1
Monthly income W 3,000,000-4,000,000 50 22.1 79.2
W 4,000,000-5,000,000 20 8.8 83.1
> ¥ 5,000,000 27 119 100.0
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3.5 EY 9| ME=AHS

B AP NFRE ASE HH o7 R
H % Cronbach's AlphaZl&E ©]-838t9 ). gnky o=z
o] AF7F 06040l H HwA AFET} =& AoE B
I e, B AFdAE <Table 1>oA4 ¢ o] RE
49| Cronbach's AlphaZlg=7}F 080 2.2 LrelLY Al
=7 ok

3.6 A7CiYol £Y

ATdlde] AL e 5SS A, dF, A&
58 g, A o|AA Y, A, A9, vlE
TE, T3 7 4 M9 &5 522 FiEste] Yol

A
T} 1 A3 <Table 2> ¢} Zo] @4 0]1897(83.6%),
AoI3T(164%), € 200) 367(159%), 300) 947
(41.6%), 40tN5678(24.8%), 50t o]/ 409 (17.7%) .=
epg

4. ATAD Y =0

JAREE SPNFE 2AFEA0 VA= 9ol
e ARE, ATHAE, o4ows FEusE 7
7o) B89 2412 AABklT Ea shelwee] 1
A Gyl vid BEA, A, A124HS B
MR 7o) thEsARAS AAlsgon], QA
E7b 2AREA WA G SR dugu
E7b 2AF A vIAE Gl thste] thE8ARA
& AN A3k ofehe] L} ol hehdnt

P A1 ZHN010), “8ARIQ009), ©PHFHA006), Chow(2002)
9 AFANE ARshe Aoz HRITH11,12,1820].

(Table 3) Effect of Hierarchical Culture on
Organizational Effectiveness

dependent

2
variable B B ¢ F R
_ Job 39 | 255 | 425 | 18215 | 07
involvement
Performance | 176 | .162 2.453" 6.018" 026
trmover |- | o4 | -551 303 001
intention

P<0.05, “P<0.01, “"P<0.001

ofe) ws} o] AT BxelAs Aiztel §
A9l Ao FFE MAE Aoz et A7)
AR RO GBe vAE Ao e
o.<Table 4> 0|28 A AZHH L AL @ 24
FEE R Bl W A% 33 AgaA

Az S1AIREE] o) f Wl A= AztHTh
A= AFA (2014), 3 E (2009), TomasW. Malone
2004 Y dFAIAE AN AR HAHh

o

(Table 4) Effect of Hierarchical culture to the

Empowerment
depepdent B g ¢ F R
variable
objective | o) | a7 | sos | s2776™ | 128
consclousness
responsibility | .224 | 225 3.461" 11.979" 051
self-determinati | _ g | oy | 553 1% 001

on
*P<0.05, “P<001, "P<0.001

4.3 A2zt utIHET =XIRSH0l| OIX|

= o5t
- O
ol Holl ofstH Ex AP x| AAE L A FES]
I ARG E ()] FEgFS nR= Ao el
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(Table 5) the effect of Hierarchical culture and Empowerment to the Organizational Effectiveness.

indepfsndent depepdent B s ¢ F R?
variable variable
hierarchical culture 095 080 1.497
objective . - .
consciousness | Job Involvement 289 5 8588 51.357™ 482
responsibility 041 034 564
self-determination 19 201 3541
hierarchical culture 018 016 270
objective -
consciousness performance A12 Al 57 25.862"" 319
responsibility 013 012 177
self-determination 206 234 3.602""
hierarchical culture 054 042 599
objective -
consciousness | turnover intention 308 262 ~3.153 5.304™" 088
responsibility 067 052 647
selfdetermination -128 -123 -1.636

P<0.05, “P<0.01, "P<0.001

H2-132.776%* Empowerment
H2-211.979*

H2-30.125

H3-151.357**
H3-2 25.862***
= Objective H3-35.304*

consciousness

= Responsibility Organization

S - Effectiveness
= Self—determination

Hierarchical = Jobperformance

Culture

= Organizational
commitment

H1-118.275%*
H1-26.018*
H1-30.303

= Turnover intention

[Fig. 2] Relation between variables

5. 07 S 1}

AAEEE Qo HES] uiAERTt ZAFEA

=AER wE AA7RE golry] 98] Baron
and Kenny(1986)2] A-tH21]el <3k vizjay} AAS
AAEFSAT

5.1 fIAIEEet ZXEZHe
o7 ote| A
AAES 7 22 EY e vA=
EZF ] & ZIbE
Kenny(1986)9] w7 &7} %
2 AASE 1A &
E9] a9l i o)2)a} Azt fojg dFqFS F
Aog Yehgt) ARSI =575 BxoAd

Q3Fo] obhinh 2eAl A= SRusel SAR
= o

e
H
)
)
[m
1o

Sl sl Azt
ol 7] 9l8] Baron and
A4S AAskTh i E S

HHad SAEs= oA

il

i

l

0 Ho X oF Mo N 2y rff
oty
)
N

o Hf
[o
)
B{il
BN o
a»
e o
jin/
o
i
(o3
Ny
-,
PN
)
il
jin

d mlo

71 03290014 0.0%= A4shs Aoz Ve Hx9
212 SIARE S 24 &Sl P A= Gl tiste] ¢
7lehs Ao R YeRT) Sobel testd Al Ae HxX
JA19] 23k (z= 4741, p = 0.000) 0] 22 wj7/) &3}+=
Aol AY7te] 23k (z = 532, p = 593) o|a A4
Qe o] z3ke(z = -.339, 7)ol 27 /) EoteE ¥]Ho
# o]},

Journal of Digital Convergence | 123



A==t

YupeiPte U FEQEN0 0/

(Table 6) Mediating Effects of empowerment

hierarchy between culture and
organizational commitment(1)
step 1 step 2 step 3
Job  |Responsibi| Self-deter |Organizational | Organizational
perfomance| ity mination |commitment|commitment
Hierarch
ical 391" 224 -.029 329" 095
cultural
Job
perform 589
ance
Respons
ibility o
Self-det
erminati 195"
on
F 32.776™" | 11.979™ 125 18275 51.357"
R? 128 .051 .001 075 432

5.2 IARstet MRMFHTZI0| AntYHED]
NS Ttel 2%
W EsHE ek 1eAeA = 23
SEEEEREBEFOEFSREE DR K
& 9P F= Aoz vehde AARI} F25
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(Table 7) Mediating Effects of empowerment

hierarchy between culture and
organizational commitment(2)
step 1 step 2 step 3
Job Responsib|Self-dete| Organizational | Organizational
performence|  ility  |rmination| commitment | commitment
Hierarc
hical 391 204" -.029 176" 018
cultural
Job
perform 412
ance
Respons
ibility 03
Self-det
erminati 206"
on
F 32.776™ | 119797 | 125 25.862"" 25.862""
R? 128 051 001 026 319

(Table 8) Mediating Effects of empowerment

hierarchy between culture and
organizational commitment(3)
step 1 step 2 step 3
Job Responsib |Self-dete | Organizational | Organizational
paformance|  ility  |rmination| commitment | commitment
Hierarch
ical 391" 224" -.029 47 054
cultural
Job
perform 308™
ance
Respons
ibility 067
Self-det
erminati 128™
on
F 327767 | 11.979™ | 125 .303 5.304™"
R? 128 051 001 001 088
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