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Abstract

Purpose: The purpose of this study examines the mediatiifigcte of clan leadership in the relationship betwdwgerarchy culture and
organizational commitment. Most previous researciuged on the relationship between organizationali@tind organizational performance or
organizational culture and job satisfaction. Theref@neempirical studies that focus on organizationaheutment data because it is difficult to
collect in many cases of export-driven small and nmadsized enterprises. However, this research measuessiegf commitment, continuance
commitment, and normative commitment differentlaritprevious research, which is mostly focused orhibearchy culture, clan leadership,
and organizational commitment measuremeR&search design, data, methodologyConceptual research model is based on the stoflies
Cameron and Quinn (2011), and Gungor and Sahin (20h8)model is designed with three constructs sucheaarbhy culture, organizational
commitment, and clan leadership. The monitor cultureé coordinator culture are as proxy for the hierareiityi®. The affective commitment,
continuance commitment, and normative commitmentaar@roxy for the organizational commitment. And als® facilitator leadership and
mentor leadership are as proxy for the clan leader8aiged on three hundred cases such as export-drivedhastd medium sized enterprises
(SMEs), this study verify the hypothesis. Hypothesas analyzed with the structural equation modelRegults In case of export-driven small
and medium sized enterprises (SMEs), clan leadershg asca mediator in the relationship between hieraothtyre and organizational
commitment. In case of export-driven small and medsized enterprises (SMEs) with high organizatiosahmitment, clan leadership acts as a
mediator in the relationship between hierarchy caltand organizational commitment. In case of exportedrismall and medium sized
enterprises (SMEs) with low organizational commitmetan leadership did not act as a mediator inrétetionship between hierarchy culture
and organizational commitmern@onclusions By controlling for the mediating effect of clanluwe, this study have improved the academic
contributions as well as policy and practical imations through empirical study of clan leadership #ffect organizational commitment in the
fields of hierarchy culture. In addition, this syusheans that the mediating effects on the variatifietan leadership were examined.

Keywords : Hierarchy Culture, Clan leadership, Organizationain@itment, Export-Driven Small and Medium Sized Entsgsi(SMES),
Structured Equation Modeling (SEM)
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Table 3. Explored Factor Analysis Results for OrganizaticBommitment

A HH% of variance)0f| Cliot Z0tE 2, X|5H

=
AE 2 2280% N 2 213%2 24t

A0S 20| lon, ZEEY 2019 5t9|Relel HA| 2AHEHH2
T041%2 ZAZ E|QiCt OFX|Ioz =XI=ZQl Qolo| AlRjMe 2
HMH SR0| 091 XEH S 087, A = 086 = lZ|d

Items Continuancecommitment | Affective commitment Normative commitment
It would be too costly for me to leave my orgarimamnow. 0.83 0.02 0.04
Too much in my life would l_)e Q|srupted if | decidedeave 0.82 0.09 0.10
my organization now.
It would be very hard for me to leave my organatiight 077 0.07 0.15
now, even if | wanted to.

| feel that | have very few 9pt|_ons to considewleg this 0.76 0.15 0.05
organization.

Right now staying with my organization is mattemeftessity| 075 0.10 0.09

as much desire.
I really feel as if this organization's problems ary own. 0.10 _0.91 0.04
I think that | coulq ea_lsny become as _attachedmﬂaaer 0.16 0.76 0.12
organization as | am to this one.

| would be very happy to spgnd_the rest of my aanéh this 017 0.75 0.05
organization.

| enjoy discussing about m?; organization with peapltside 0.13 071 0.07

| do feel like 'part of the familiy' at my organtizan. 0.11 _0.70 0.05
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Jumping from organizatipn to organization does satail 0.03 0.04 0.82
ethical to me.
| was taught to believe in th_e va_lue of remainiogal to one 0.01 0.12 0.81
organization.
| think that people these days move from compargptapany 0.04 0.18 0.79
too often.
| do believe that a perosrgg nr?Zl;sﬁtoz;I\./vays be loyais®r her 0.12 0.09 0.63
Things were b(_ette( in the days when_people stayedé 0.19 0.07 59
organization for most of their careers. -
Eigenvalue 3.82 3.42 3.32
% of variance 25.47 22.80 22.13
Cumulative % 25.47 48.27 70.40
Cronbach's alpha 0.87 0.91 0.86
422 goIX QQI=M Za}
= TN mMAlSH +EFEY S40|Ye TR 2EMY e S = S Lott Z QYiF= XIS TSI IAL
ZAESPE RS0 O[Xl= S0 gt AA2HS A SR, 1H Q0lFM B Mol HIHX|e= Chait
Doz AZB| To| HOIN QQIEMe USICL BOIM  arp - so7209 HEMBIAIA (NF) = 984 AICHEBIX|A RA) = 969
20IEM2 FYH+EC| UTETERt EMH-Se] HEEEEE mMoymsix|ss @) = 984 E{7{ - 20|A X[ (TL) = 968, H|mESHX|4
ASOIUCE USEEEE 4240 S8t HMEE 20t 2 () = 93 08 LIERJT) MM IRy XMitp £27|F2 go
2YANF=RE B, HHEEEE ATt SENEE MBsin QojA Eokst o2 TSIt
TN e FHsIn U KIS BAUTH K golEMg
Table 4: Discrimitive Validity Results for Organizational GQure, Clan Leadership, and Organizational Commitime
Iltems Factor loading| AVE C.R SMC
The organization is a very controlled and struadyiace. 0.88
The glue that holds the organization together iging smooth. 0.84
The management style is characterized by'sfecdréyrmloyment, conformity, predictability, 0.80
stability.
The glue that holds the organization togetherrim#d rules and policies. 0.77
0.82 12.40 0.53
The organization emphasizes permanence and stabilit 0.87
The organization defines success on the basidicieaty. 0.83
The organization emphasizes efficiency and control. 0.80
The leadership is generally considered to _exempﬁi}fdinating, organizing, or smooth-running 0.78
efficiency.
The organization is a very personal and faclitating 0.92
The glue that holds the organization togetheryalty and mutural trust. 0.84
The management style is characterized by teamworisensus, and participation. 0.83
The glue that holds the organization together mradment runs high. 0.76
The organization emphasizes human development. 0.83 0.79 15.04 063
The organization defines success on the basisofwerk, employee commitment, and concern for 0.75
people
The organization emphasizes high trust and paatiicip persist. 0.73
The leadership is generally considered to exempiiéntoring, or nurturing 0.66
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It would be too costly for me to leave my organmanow. 0.83
Too much in my life would be disrupted if | decideedeave my organization now. 0.82
It would be very hard for me to leave my organatiight now, even if | wanted to. 0.77
| feel that | have very few options to considewrleg this organization. 0.76
Right now staying with my organization is mattemnefcessity as much desire. 0.75
| really feel as if this organization's problems ary own. 0.91
I think that | could easily become as attachecdhimttzer organization as | am to this one. 0.76
I would be very happy to spend the rest of my qanéth this organization. 0.75 0.76 7.45 0.25
| enjoy discussing about my organization with peapitside it. 0.71
I do feel like 'part of the familiy' at my organtizan. 0.70
Jumping from organization to organization does satail ethical to me. 0.82
| was taught to believe in the value of remainioygal to one organization. 0.81
| think that people these days move from compargptopany too often. 0.79
| do believe that a person must always be loy&ismr her organization. 0.63
Things were better in the days when people stayedé organization for most of their careers| 0.59
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Table 5: Result for Structured Equation Modeling in Orgatizaal Commitment All Group
Hypoth-esis Observation variables Paths Observation variables Estimate S.E. C.R. p
H1 Clan leadership — Organizational culture 0.447 0.044 10.138 0:000
H2 Organizational commitment — Clan leadership 0.353 0.041 8.527 0:600
H3 Organizational commitment — Organizational culture 0.317 0.037 8.657 07000
Note: *** : p<0.01, ** : p<0.05, * : p<0.10.
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Figure 2: Test of Mediation Effect Using Sobel Test
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