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Relationship between the leadership style and organizational effectiveness
Job crafting mediation effect

Sang-Young Lee*, Hae-Sool Yang™*

Abstract

In this paper, we propose the role of job crafting in the relationship between leadership and
organizational effectiveness in voluntarily carrying out each member’s assigned tasks. This study
surveyed the manufacturing, construction, service industries in Seoul and Gyeonggi province,
identified the type of leadership they recognized, and empirically analyzed the organizational
effectiveness of leadership. The purpose of this paper is to grasp the types of leadership
acknowledged by the industry of manufacturing, construction, and service, and also to empirically
analyze the organizational effectiveness of the leadership. The study measures the organizational
effectiveness in terms of the job satisfaction, organizational commitment, and organizational
citizenship behavior while classifying the leadership into coaching leadership, transformational
leadership, and sensible leadership. In addition, the strictness of the analysis is imposed by estimating
the simple least square model and ranking probit model. The results of the least square model is
summarized as the following. Regardless of the different defining terms of organizational
effectiveness, transformational leadership was shown to have the greatest organizational effectiveness.
Sensible leadership positively effected job satisfaction whereas coaching leadership positively effected
job satisfaction and organizational effectiveness. Compared to transformational leadership and coaching
leadership, the impact of the sensible leadership was very much limited. The result of the ranking
probit model is summarized as the following. First, sensible leadership had a positive impact on the
member’s job satisfaction and organizational commitment. Second, regarding the organizational
citizenship behavior, coaching leadership showed greater impact than transformational leadership. This
results contradicts the results from the simple least square model. If similar studies were to be
conducted in the future, two models and the results must be compared. Third, as the leadership
score increases by 1 point, there is greater possibility of having more than 4 points for all job
satisfaction, organizational commitment, organizational citizenship behavior. Lastly, the analysis proves

that job crafting has the mediation effect between the leadership and organizational effectiveness.

» Keyword: leadership, organizational effectiveness, causality relation, simple least square model,
ranking probit model

[. Introduction

g AubEQl Al BRE B 7gjEe] olg  w& A gVl ofgAl sk V9E AEH R A% I

RNk B T

e First Author : Sang-Young Lee, Corresponding Author : Hae-Sool Yang
*Sang-Young Lee (costmanlsy@naver.com) Graduate Student, Hoseo Graduate School of Venture.
**Hae-Sool Yang (hsyang@hoseo.edu) Professor, Hoseo Graduate School of Venture.

* Received: 2017. 09. 04, Revised: 2017. 09. 16, Accepted: 2017. 10. 19.



168 Journal of The Korea Society of Computer and Information

A Wz A7 gigk dlg
A7) S M & &Aoo R *é%}oh 91—5— 71?3 1
a8 & V1YEe] divkselt). upebA o °d‘:°ﬂ
g8l = oA ek & ot glom, 9 A ofFele
Brstal 44s } AN Tl el disf Lol Hart gl
o} 7199 TA7I9L 719de] A g Aol o5 7]
ol A7t JrTEJE S Wol Holgkom, 7|9]e] a7
gzke] eJabAA el ol 1Ee] ZHA A i EyAdel oE)
AR et opu e} mgjArgl o] Aol = B dE
A SA4719) Had Akl guas 7
gk A9 9 o w&% Ao g

LEd VIdE 7144

;2

X

ol W] A% & Vi"]
A% A3 Yk 2o
o] Qo I
ww ERCI

$ r

s
7o) tq Aol 9)31 AA
%

2L:
N
£}
A
o
K
—

o
N
2
1o
RV
nj
>,
o rle
BN
M
>
[™
oox — I o i

EOM] 8= 9l [2]

Burns[3]¢} Bass[5]& #1884 fuis staAs
¥ dHoR IFAZ ’ = A8t gtk
Yukl[4]2 984 S FE e digh 2lue] d&golgte
SHo A FEAE FYrt 4 31, 4, T8N &4
= olejg Ztf7} FolAF
AZLTF AAA @t La)
gk Aot 44 59 7] =

Fole FolA AL o] 27 %i*é‘“ﬂ FEFE X
A e 249 fa4 Z
AN 5] AAol o
o5 79 AL WA

o

DR

Ir

X,

flo

N
-

]11 JHU
=
olN
B
il
1o,
offt
N
Tr

=2

Ut o &

BSE,O?&,

3—‘.:
ll-F
9o =
w
i
Jju
ofN

B oo S X
N

i
=
e

L=
B

BN

X

g

jins

2N
N
Ho
fol
ox it r
-5
5 32
o =
o
o, =

nj
m
o flo
ol
i
iy
[

A7t ge e 3l
3 frla el o

@9 19804 the] Thsk st ol ke el
wssbgol A 547 A4 Aee) A4 o EEe o2}
HEe euA o2z shelzvt AU, A 4
E eud, wsielud, ) ARy, $44ad g, of

% EA Sl Aol

197090 T4 93 okl A Ago= AgH7)E Po
H11), Bk Hoojok BelAE Aejol A o] Ha gl
e el uke mFeeiAlelt. mFeEAlel 2147 B9 F
2 AAFES FAHOR FERE ot v} ALY #
Al dhal AT AQFoZH FHNE AN ESES FTA
7 % glow], 240] F7ehe 2ARY, ATNH, 2N
Age] FAA FEAS BE 5 ) WEel12].

Ao YA ARA B BANFe) FPgHoE B
S gl BARAS AL 716 4B AN G2

7:144. Zz],] )

= = ) q]o}og/q 24894
elt}. Dulewicz & Higgs[13]+&=
AaAe Z47o] 4 Ffdel ofjugt

hud = AT

Rk obel oW gl AFeH z3stoll A geFH o] FstEaL of
stE=AE et Adeude] ads SdE A 5 3
= S 7190l AlME & Zart dvka st

Ae7HA da-g Aule ) HagddAe] Huad 244
AT WA B de A AAE Alesr] Hg
FEA gRlemA S s sl g A v
ZAagh Aot 7|EATIN = dH-Fd L] udaAd
LMX(Leader-Member Exchange)¢} UH7H; el gk A7}

7

Y71 A, wEE 2y w, T
3} 2AGEA T} BEE wjEse oﬂ? v &3t *MOM.
wEbA] B Ao s WEA o, 2Auy, 1
OA Y 24484 4 Al tafA] gropr izt 0}‘11 -1 t*
REEEEE E | A aTE 7HA 3 Aol s
FalRaAt gk &, 24 guie] FALENA 2
Hegol digk 7oizhs welEA,
al

CEEETD
o
=

oﬂ
_%

oN =2
ofs

]

oY,

7

il
jinss
>
1n
=
I
e
o
>

BN
Lo
Ac)
nj
>
o
2
u
=
1=
o,
o
i
g
o2
o
mio
N

PN
o
ol
oX,
=
2
g
o2
o
tlo
=)
FTF
N
o
=
2
1o
Hd
L

=
i
i)
ol
Qo
&
Y
ol
i

[l. Theoretical background

]
Bass[5]9} Burns[3]9] o]2%4 wl
Hie] 74 80E& AAEGIT ofd wEH WEA 4
Fhe]z=nf, A AL A=, EA wE o
= 13 2 5S
31 g tﬂﬂi‘j& ‘?:’%Tjr 7}5‘] A 1237 s glo]
o S

JUES A, 2 zom AuA e
£ 399 rﬂ@ ﬂw 990 $S F o9 £ Ay
4 A9 oFE Fal Y2 L )

Sgase Al 2419 3
A elaigiet. I FECIEE

2HUAS T armA AR7uel
N, S, B ARSI A, A5



Relationship between the leadership style and

organizational effectiveness : Job crafting mediation effect 169

o=

o Wt AN Z FARES BAZE o8 AL A 53
I

ofof ah=A]

g

L BEE AYEa Fasolof s, BEE 44

sha ol AWshs AL luath, B4, e Ao 4

A5o] A Qi A% el D - AES A4

e FE 2L wat AR, SRk FHU] £aF

Qo] Astel ol YA o Hheke v spgolut. vt

Ao PAE 24 edst FAY Aol FRH A
WA FHekn HA A ATk BEol,

Goleman, et al.[17]2 74 guAs A4l Wi 149
olgft T AAe AdstaL S5 e ste] I AEt
o Az e #A HolA SAY JFHE BAkshs A
A EslEE A sHeR Aojstar, IR Aol
=& (Self-Awareness) , At7]¥%2]5#(Self- management),
ag]ar AF3)A 2k ] AR A 145 #(Social awareness), 1
2]3 #4 #2]%5 2 (Relationship management) &2 4744
el AT WA Aol e e ] Axzrh 2}

el 4R olaala, Aale] Aol ERlelA HAE JEe

ofgishz sEoR Aosta, A|HeTHE st Al
A e, 2 FAT 5 9le v o Y= R
AL BAS gAH o MokgeluA sk s oR Aofsta
Q. ARSI Q1A e Ee golde] Aol Sl o
el s e A9 walst S, TS A9lst
= e ezt BRlel A& ofsleta Efjle] Al o)
Sated A = gle sHOR Aofsha qlow, 3 el
He TAdEel FHEAe 9FEE e, dedla
E AAAE st delehe

3 992 Bk BANA ¢

N
N)
i)
nj
>
K
RN N
»
o
fol
oX,
2
o,
o)
X
=2
=
&14
>
rlr
bst=)
rlo
e
-
X

FEA) F2 wol AHEHE WE 4w

] 0|27 =

PN

N
>
g,
o2t
offt
o
s}
-
¢
—
©

0}

(LR

I

o
>
o,
il
o ~
k4

e oox
2

o sl
oM AAHZ A
A9 & ‘(Pleasurable or Positive Emotional
State)' 2A1 71| A5} AF-AE F7HA AF A E
Ackar gejeqitt

2 o]
1w

=3l Constance, N. A. & Becker, J.J[21]% ZFutEo]

A4 wkgolung FAYEC] Aol Ao digh FrleA

g53k=  fHstn AL BHeR AHosiglon,
A

Schermerhone[23]2 AA19] Ao djgte] g7 E=
Ao g vy 1A dEE 2o o9 2 Z
WS Ho Foe] JdoEA metslE e AdelH, T
o|Y e A &ollA B2 AT/ P 3l

ZAEQL Ao AMA 22 B3 e AR EQoR

=l z

LR, A 247 L) A A Ao

g wd A S HE S A didEE o9
3 AL 18 E 9n|dlit). Mathieu and Zajac[24]8 2
E9 disiA BEA EQF A Yo TS Q)

B EA 592 TRl AT ARAE e 2
&Eo] 27 7HAE Ffe 24T FAHYORA A&AH 0
5

28t aL s A gkolth Arkd EY-e A4
to] 229 TAQoRN A HE
. 9k, Meyer and Allen [2

ol

[y TR B TG R S
o
)
rlo
BN
X
i
jins

ATk 2] 44 A
o, A S AEA =Y o] IR BRESIE B4
Qe 223} A ke @AM A o ZElel A
A FAoEA 22 F GAZHE 2t Aolth AA A &S
o] & AL 223 AN | AS Ztar Q7] wlE
o 24 &5, 229 712, 24 Ui 4l Fo| e 23
749 2ok =A vehddh A 292 94 o577
ATt Sl A 22 die] HAMe w=8E& vkl = Al
A ZZo] Fojgt s FAF Fsr] S8 AT
o2 offgho] =A Yehe 22 U WiAlA 7hx| o] §
AE) A&A EYS 2AE ug W 2 5 9l o]
gk Fezk, o] A¥7ksAd T8 nEe 944 7]3H8-¢
MdorA A A&EHor Foyn 3= Agor IE

' 4 o]}

Organ[261€ AN AT tal 71d2] A3, Z, $Ate]
AN, At A el thal FEALQ Fal, oy JTE
29 glol AAaa, A7gaol v 27, Srsle) ek Wi
52 Fool Al BI71E A o B9 ST

X,
>
g
0_?‘;,‘4
ofr

1o gf
ay Mo
o>
N
N
fitl
ol
lo
_0|L
2
£
P
2
N
N
Sl
o,
o,
Dorfe N
N
»
>
=)

of thal] R/gAA 7} BT, EA,
4] &= s A, 25 Bdste] A FES §

2 ZAA
o] Tl 7HX] 24 FAET o, doAd, o
A, A, AA Aol 28].

-
oL
Ho
2

[0

I

Ol

offl
o
[o3
2
i
k)
=
ol
1o
o
32
=
=
ol
)
o
il
B

=)
o
T &

[» L i
Bl Ny M odo
)
e
Rloroofy mt ot -

o rg

{a

o

==

[

g 2T we A grqfo] ARkl A=

T A [29] BEAS | 2AA A} F
ol ek AE2Ate vigoR P24 S 5

A 2E st AdA 2uade] avke vl

F39 HuAe T ARl A(+) IF

rejo] 271 Weld el 94 )

=

o

X

4

[o - J& o

= &
18 e gt
2 ok

T
k)
3L
)

& g Qi vy wed, 4 g
B9 e 9] PAAS 248 VAL P
ARG FEUFE 2ABYS, BPEFE WY

At AdA 2
AR, S5dE 1L
A%

A7 e



Theoretical background

Measurement of research and variables

1.

Journal of The Korea Society of Computer and Information

ole}. olsh el WEH 2r 4ol

}

170

P EBTTORE RS TSI R T TEXILITT OTHALTR T E T o ® ooy do
EERORTHOAR DT o Ny pTRERE CUBR g Ty LR ok
FERAT M g TN g X g PER WAy, A m N E gy o T oo
o T w OB o X A RE s NS~ sl H B8R - .
S e BRI TR Sv B woHgE EEHE O EEBRRZ gD 0B
o W T = -5 ol = T X ) T o NP oy = T2 T o T o= g M o
meﬂzﬂoammmwmwﬁwkw?mg Mw,ﬁap%ﬂ TR ww@ﬂéwgaw&mﬁmfoﬂ
pra P PR FENST el FERETL oE P s X egDeT ) vy
_ — - o < ; H T DS 2 3 )
,_|6ru NI N RN ydﬂ 1 0t ‘lrjlm.#rj O# 1 Jo z.:: UT_ X - <H . jo© :.L = ﬁe]_lﬂ‘ﬁ .i ~ —< O AH‘mW ,i —
AT o XN g Tl By g = mE T B o N e T - N
e R Tr Tl kgt POARENT 255 wRgpiesicealx
— =0 ] - oz 83 —
W%M%%gﬂ%ﬁﬂﬂwﬁyﬂ%w T g it Aoi@%%mﬁwummg%%
- Lo S - ™ e RN | o N 0 N A
PR R E s edw TR0 SE O RAY SHTED SRR N Y
mwmwmwur.ﬂmw@,%@mﬁ%@r%me& SirF e e T A Mwwﬂiﬂﬂﬂ%%%%ﬂw
; o - Tm = ! S oy <R o] ! R —_
FrPehTERE e oo T S ¢ TR SRley PEL® w0 ¢ Fo
RETE SR BTRLETE L Cepes LR E 2T (rZafaneEy
TRPRT GTF® = L AR e N RSy S B ook
Q%W9aﬁummﬂo,1%M@r%.ﬁrﬂwaﬂ,m.mdﬁim%% RN R T IC R R R
aﬁ@Q@ZT%@MELEmmﬂwﬂgmM%wm%%wmo.%mﬁﬂwmﬂo%%mw_z_ﬁ%ﬂﬂ%ﬂﬂﬂ
INO o R T - —_— ; = ‘_Ll\l T
PR e o I T - - - T T I e IR i T T O I ol (R .
ST RS R S A - v ol S N [ T A N i
" o T T o8 .A,mwlﬂ‘lyllﬂﬂm = = Jlo o ol — X 2 TR 2 W o S
aaﬁmﬂﬂ%mngﬂ,ﬂi%num%W%wrmﬂrw%wrWﬂ,ﬂmwﬂourmmﬁ%ﬂr.ﬂ%zW%%%Mﬂﬁrﬁﬂ.?%
BT PR N o p P i w Y idi s IV e Mpma 85 PR PR 4oy
ToORSBPRFAOTIFIRPETRTITT RXIT LT mBEREET WpaTNWETTSST DT
wraommﬂ%ao - B K ﬂﬂmﬂ?%ﬂ ﬂﬁ%moﬂ mmmmﬂ__zﬁﬂm X = efﬂ_fﬂﬂ.@]ﬂm%
ok B w1 W B0 NERF <= RCR ™ iy N o B e K N o ° of Xy W B W g,
S o £ e T - & = B30 o d o — 7 5o
o = 1o ol & om oz il ; 0 il 1o
BAZE LS RIPL B5PoaE Fooor HpopZiZel ZTIERSTLRY
TeE ool O R ﬁmrﬁﬂ?%ﬂrcﬂuﬁ%ma ﬂ@%z%%%%% éﬂ@frﬂﬂﬂﬁﬂ
M TN N mo g0 Fe R A o) Koo m o w B og O gy K& O
Bl , - R L o 5 — =% BE o
e =3 ERc S i RCRC = o nhom@-wbioawzﬁ_ﬂmﬂml CRRE I TGl
dw@.g ,&omu Wﬂov HM?WWQWO%HWBﬂWmh ﬂ%i%ﬁow;oomn qum[u%n_ﬂﬂ%qﬂm
K 2 o= [ ! — o S Ee;o,_wx_._ — O _ = [ o
= R go B o m T L Mo _ o oy I o © = W o = 75 2 i
idefer fof RIZZzeizZesiE ERoxgslC ERivzall
KA SR T 8 A kS bW e Cn FE MR o 2 ETS n oy
peraee PhE LT CREETSg Y ETROFLEIl Fxdkizly
o Ee oy T g o B ooy W T E + i T 2T A maagpn NP F M e 8
ST p =T W I B R I B I B o R A iy
Eﬂlmoﬂ%ﬂdr.ﬂAmmur.mw&éﬂwo%mwi1“EM@r%ﬁoxﬂﬂﬂﬂﬁﬂ%%ﬂ%ﬂrmkﬂﬂ
i I S B S A S - o= o BooE 00X g W = g XOBEP R, = o 5w = g = oy o% 9
Ex ,mW]o«_/TﬂFQ_ﬂvuﬂﬁ]ﬁAT#ﬂ_‘EoﬂB — iy XL oy = :‘_‘WOHTZ]LE
B/ B o = N o o ) & X° I~ = o) oy ® M o 0 ~— o <oy . = N
R L Rt IS E M ISR E LA FELE IS S i aa e &
no ,lq - <a = H 53 ny %o TS o e iod = H| on G T NI o — N X oo 4
mobfmu_cmﬂmﬁﬂﬂﬁl%ﬂ.%i;;%?%Mﬂﬂ%%7u:wmlﬂﬂﬂiﬂﬂfwwrao._oa‘_ﬁixﬂ__ﬁo
— oy 2 e —m - —= ol X O o~ g ﬁ<\|;oﬂ2 [N ‘.Irx_ll‘lrwq m _‘I
MR R T A -t RSl o S R S R R S e R
IR S ol B EI - g N I A -~ o T T omon BN
aomoﬂe X m T o
T NG e R T T S T M B T AR I SR B iy
T adrs TR MR g pplipgegdlagrpee @ Vagsg ™0 pmgpleggp®F
of I o rfn T OF o Ao o MoK w R o S MR e SRCIRIKS o Hoo) U T oMo T RE W T R RE X F T



Relationship between the leadership style and

organizational effectiveness : Job crafting mediation effect 171
t}, a2z F adzge uads @Zs7] 98] Spss  Table 2. Sample composition
230 /\]"Q‘O]'o:l ?5— (::]él Egg% 7&1%6—}.%\3]‘;}' Less 3105 510 10 More
than 3 0 0 than 10 Sum
yrs yrs
yrs yrs
2. Research model male 50 31 123 69 272
o]/\o]_g] ]g;g },:4 = o:]?- x}gg HH%} og R ?ﬂ_?‘cﬂ]/ﬂl“: female 1 52 51 9 123
CIE DellA Bz upe o] 2jriAl 93t 22 Fade] Sum (15.4) (21.0) (44.1) (19.5) | (100.0)
= golglu 7 sZglo] uggE selsluz) 54
AE SRS & A =gl alEste Slskad s, e | s | w0e | % | s
ol g8l 24 a4 SElAE 248, 2ANUYE, 4
- _ N male 37 71 107 57 272
TS S8R Al SHMFRAE WEA 2 female 7 50 52 14 123
HA, 44 Ui, 24 FHugdeR Hol 9ow, wiif MR Sum 44 121 159 71 395
= A g zgo] MAEY (11.1%) (30.6) (40.3) (18.0) (100.0)
. ) ) upper
s:g;\ College Universit than
graduat Y Graduat Sum
graduat o5 graduat o
Transiormational Organizational e e
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Table 1. Hypotheses
H1-1 Transformational leadership will have a significant impact on organizational commitment.
H1-2 Transformational leadership will have a significant impact on job satisfaction.
H1-3 | Transformational leadership will have a significant impact on organizational citizenship behavior.
' H2-1 Coaching leadership will have a significant impact on organizational commitment.
Leadership . . . L ) ) .
Type H2-2 Coaching leadership will have a significant effect on job satisfaction.
o H2-3 Coaching leadership will have a significant impact on organizational citizenship behavior.
H3-1 Emotional leadership will have a significant impact on organizational commitment.
H3-2 Emotional leadership will have a significant impact on job satisfaction.
H3-3 Emotional leadership will have a significant impact on organizational citizenship behavior.
H4-1 Job crafting will have a significant impact on organizational commitment.
Job Crafting H4-2 Job crafting will have a significant impact on job satisfaction.
H4-3 Job crafting will have a significant impact on organizational citizenship behavior.
Mediatin H5-1 Organizational commitment will increase as job—crafting increases due to CEO leadership.
offoct 9 H5-2 Job satisfaction will increase as the job crafting effect increases due to CEO leadership.
H5-3 Organizational citizenship behaviors will increase if the job crafting effect is increased due to CEO leadership.

IV. Results
1. Technical statistics
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Table 4. Determinants of organizational effectiveness
Simple least squares model Rank Probit model
o Organizational o Organizational
‘JOb . Organlzlatlonal Citizenship Job Satisfaction Orgamzlanonal Citizenship
Satisfaction Commitment Behavior Commitment Behavior
Coaching 0.153(***) 0.126 0.105 0.150(*) 0.134(*) 0.114
Leadership (0.078) (0.107) (0.078) (0.078) (0.079) (0.079)
Transformational 0.236(***) 0.230(**) 0.197(*) 0.251(x**) 0.213 (%) 0.197(*x%*)
Leadership (0.0575) (0.104) (0.107) (0.073) (0.073) (0.073)
Emotional 0.146(*) 0.062 0.193(*xx*) 0.181(*x) 0.074 0.210(***)
Leadership (0.079) (0.081) (0.073) (0.072) (0.072) (0.072)
0.164 0.313(*x*) -0.040 0.169 0.343(*x*) —-0.050
sex (0.099) (0.101) (0.099) (0.105) (0.105) (0.104)
0.359(***) 0.259(**) 0.171(*) 0.386(***) 0.281(*x*) 0.184(*)
Duration of service (0.099) (0.105) (0.099) (0.105) (0.105) (0.104)
1.795(%*x) 2.347 (%) 2.670(*x*) - - -
Constant term (0.273) (0.281) (0.306)
Simple least squares model Rank Probit model
L Organizational o Organizational
.JOb . Orgamz.anonal Citizenship Job Satisfaction Orgamz‘anonal Citizenship
Satisfaction Commitment : Commitment ;
Behavior Behavior
Conditioned R 2 0.316 0.222 0.255 = - -
F value 24.09 16.21 15.97 - - -
- - - 154.46 100.70 115.54
XZ value
specimen size 395 395 395 395 395 395

= 1 Significant at 10% significance level, *x: Significant at 5% significance level, ***: Significant at 1% significance level
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Table 5. Marginal Effect of Leadership

Job Satisfaction Organizational Commitment Organizational Citizenship Behavior
Coaching Transforma Emotion Coaching Transforma Emotion Coaching Transforma Emotion
tive tive tive

-0.04 -0.10 -0.06

1 (0.07) 0.06 0.05 (0.23) 0.15 0.05 (0.17) 0.11 0.12
-0.20 -0.27 -0.11

2 (0.56) -0.34 -0.25 (0.89) —-0.43 -0.15 (0.38) -0.19 -0.20
—1.06* -0.59 —-0.38

3 (10.85) =177 x%x% -1.28 (13.98) —0.94** -0.33 (11.30) —0.66** —0.71 %%
2.13* 2.45% 1.60

4 (19.62) 3.57*%* 1.43%* (22.02) 3.89% %= 1.35 (11.48) 2.75%* 2.93% %%
1.18% 2.36+ 0.52

5 (24.14) 1.98*xx 2.83%* (9.42) 1.55%x* 0.54 (19.01) 0.90%* 0.96**

= . Significant at 10% significance level, **. Significant at 5% significance level, **=*: Significant at 1% significance level
Table 6. Comparison of Simple least squares model and Rank Probit model

Simple least squares model Rank Probit model
Job Satisfaction Jo.b Civic action Job Satisfaction Jo.b Civic action
Commitment Commitment
Coaching 15.5% - 21.6% 16.9% -
Leadership
Transformational 23.8% 23.0% 19.7% 36.04% 26.8% 18.7%
Leadership
Emotional 14.6% - 19.3% 26.08% - 20.0%
Leadership
table 7. Leadership(A) — Job Crafting(B) — Organizational Commitment=(C)
Mediating effect(1)
Independent Regression 2 Meet
variable analysis R F B ! VIF condition
B=A 0.307 5.164 0.415 7.633 *** 1.106 satisfy
C=A 0.147 2.043 0.254 4.382 *** 1.103 satisfy
Leader .
ship C=B 0.193 2.915 0.363 5.824 *** 1.174 satisfy
0.143 2.174 ** 1.365 satisfy
C=B+A 0.215 2.997
0.296 4.421 *** 1.444 satisfy
csgﬁirsisesr:?(r;) 0.425 cggﬁ‘:(e;fesr:ﬁg) 0.421 Partial
Sobel Z=4.712(p<001) L
Standard mediation
0.055 Standard error(Sb) 0.073
error(Sa)

+ . Significant at 10% significance level, **. Significant at 5% significance level, ***: Significant at 1% significance level
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TAE BT ik @ Fuiide] AN JFS vA|=
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table 8. Leadership(A) — Job Crafting(B) — Job Satisfaction(C) Mediating effect(2)

Independent Regression 2 Meet
variable analysis R F B t VIF condition
B=A 0.271 4.297 0.274 5 112 ok 1.121 satisfy
C=A 0.201 2.251 0.194 3.977 *** 1.109 satisfy
Leader )
ship C=B 0.194 2.814 0.316 4.214 okx 1.114 satisfy
0.121 2.171 * 1.231 satisfy
C=B+A 0.237 3.017
0.193 3.297 *** 1.379 satisfy
Reglrelssmn 0.315 Reglrelssmn 0.316 )
coefficient(a) coefficient(b) Partial
Sobel Z=4.712(p<001) L
Standard 0.052 Standard 0.029 mediation
error(Sa) ) error(Sb) )
= Significant at 10% significance level, **: Significant at 5% significance level, **x: Significant at 1% significance level
table 9. Leadership(A) — Job Crafting(B) — Job Satisfaction(C)
Mediating effect(3)
Independen Regression 9 Meet
t variable analysis R F B t VIF condition
B=A 0.103 3.111 0.122 3.112 kx 1.043 satisfy
C=A 0.132 1.977 0.172 1.973 ** 1.019 satisfy
Leader .
ship C=B 0.167 2.322 0.152 2.921 ** 1.122 satisfy
0.109 1.997 ok 1.155 satisfy
C=B+A 0.115 2.312
0.144 2.191 ** 1.203 satisfy
Regression 0.194 Regression 0.212 .
coefficient(a) coefficient(b) Partial
Sobel Z=4.712(p<001) L
Standard Standard mediation
0.042 0.031
error(Sa) error(Sb)

= . Significant at 10% significance level, *: Significant at 5% significance level, ***: Significant at 1% significance level
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