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When and How does Leader Feedback Promote Employee
Creative Problem-solving Behavior? A Three-way
Interaction Model of Employee Feedback Acceptance and
Task Complexity

Suk Bong Choi'

Korea University

ABSTRACT

Purpose: This paper investigates the effects of leader feedback on employee creative problem-solving
behavior. It also explores the relevant conditions that maximize the above relationship from the psychological
trait and task nature perspectives. Specifically we examine how employee feedback acceptance and task
complexity moderate the relationship between leader’s feedback behavior on follower creative problem-solv-
ing behavior. Finally the three-way interaction among leader’s feedback behavior, employee feedback accept—
ance and task complexity is analyzed for the best conditions to maximize the positive effect of leader’s feed—
back on creative problem solving behavior.

Methods: This paper used a cross—sectional design with questionnaires administered to 411 employees work-
ing in Korean manufacturing and service firms. It applied a hierarchical regression analysis to test the hypothe-
sized relationships including three-way interaction effect among leader’s feedback behavior, follower feed-
back acceptance and task complexity on follower creative problem-solving behavior.

Results: The empirical results of the paper indicated that the leader feedback behavior had enhanced employee
creative problem—-solving behavior. It was also found that follower feedback acceptance and task complexity
positively moderated the relationship between leader’s feedback and follower problem solving behavior. In

addition, the test of three—way interaction effects also revealed that the higher the levels of both employee
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feedback acceptance and task complexity, the greater the positive effect of leader feedback behavior on
employee creative problem solving behavior.

Conclusion: This paper contributes to the leadership and creativity literatures by identifying the role of leader’s
behavior enhancing employee creative problem-solving behavior and the specific conditions strengthening

the positive effect of leader feedback behavior on employee creative problem-solving behavior.

Key Words: Leader feedback; Employee feedback acceptance; Task complexity; Creative problem-solv—

ing behavior
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Figure 1. Hypothesized research model.
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Table 1. Means, standard deviations, correlations, and reliabilities.

Variables Mean | SD 1 2 3 4 5 6 7 8 9
1. | Gender 0.07 | 0.26 -
2. Age 39.89 | 8.90 .035 -
3. | Tenure 14.26 | 6.67 | .060 |.782™"| -
4. | Education level 13.91 | 1.11 | -.029 |.187"| .139™ -
5. | Position 2.27 | 0.81 .024 | .690™" | .627" | .355™" -
6. | Leaders' feedback 3.73 | 0.50 | -.041| .012 | .037 | -.060 | -.010 | (.830)
7.|Feedback acceptance | 3.62 | 0.60 |- .086| -.073 | -.048 | .015 | .025 |.239""| (.860)
8. | Task complexity 3.56 | 0.75 | =.080 | .115" | .127" |.166%*|.270™" | .052 |.201""| (.823)
9. gfjﬁ;ebggvli;“_ 356 | 048 | .027 | .153" |.184"" | 123+ | 238" | .200"" | .180™ | 291" | (.894)

Note: N=411; *P<0.05; #+P<0.01, *++P<0.001(two-tailed test)
Values in parentheses along the diagonal are Cronbach’s alphas

B Ao A= g7 @B X (Confirmatory factor analysis, CFA)S 3] 229 143} eldAl
Sk FAA R fue] yew e 8 A B4 o) EAld e om FAE ek RS
2 Aol A AlQker 4891 Bz wlarglet. A Avh= < 2> AAEISITE Al 4 891 B C
(x*= 327.147, df=215, CFI=0.974, TLI=0.969, RMSEA=0.036)% We}stom x*(Chi square) | ~ES E3)
H /PRl 4 921 mEle] ThE figk Blof vls| ek B AYPEE HoFlon® b fgAo] Fr 9]
oh gk B Aol E Y ARRbl FHE 2] B AEAE 85 U HAE Al7IeH &
< g g} wepba] Al A T A Aers Harman's single factor analysisE 2 A3+ tHPodsakoff, MacKenzie,
ee and Podsakoff, 2003). #4127}, 71 B2 AW S 24X sh= 3 WA 8219] AiEe] 21.9%= veht 54

P A Qe A FRAE g Aoz BRI,

—

a7

Table 2. Model fit statistics for measurement models.

Model x2(df) CFI | TLI | RMR |RMSEA| Ax2(df)
Theoretical 4-factor model (FB, FA, TC, CPS) 327.147 (215)| .974 | .969 | .023 | .036
3-factor model (FB, FA & TC, CPS) 788.768 (218)|.867 | .846 | .058 | .080 461.621(3)™
2-factor model (FB & FA & TC, CPS) 1549.096 (220)[ .690 | .644 | .071 | .121 1221.949(5)™
1-factor model 2167.874 (221)| .547 | .481|.082 | .147 1840.727(6)™

Note: FB= Leaders' feedback, FA=Feedback acceptance, TC=Task complexity, CPS=Creative problem-solving behavior;
“* p<0.001

4.3 7Hdd%

7S AFs7] Y8l AAIA 3 HEAS A AR THBaron and Kenny, 1986). £ A3= <3E 3> AA A
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oo wA, ZuA B ey dd Al ofv] el ARgE A, 9, S5, wSETE, A o AT
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o] ol AN ol H(+)9 AFS A Aolghe 7H 19 BAZAIE 2El 204 FH A AL 9eo]
UERATHB=0.204, p<0.001). wehA 714 10] A 9]t}

7Hd 2,349 HEAE FAEHAE Ao fste] Bt TSt WeE ARete] 2AadE F48githAiken
and West, 1991). 7Hd 29} 714 35 A53817] 98] <3t 3>9] Bd 4904 247}e] 452835 Fsisint w44

3}, elele) = w=u) o) 45 A4 Fold BANE Pl T JFL AL o vekwt
CH(B=0.189, p<0.001). &, elrle] sj=uist 452 Bdyo) 43 g9 =ak FolH BANE G5 FHH
S v A= Aoz YEFFTHBE=0.148, p<0.01). <% 2>9} <T§ 3> y=) 583} 25 Exdo] 2d g3
S =438 Aot} <1¥ 2>} <Y 3>ollAM e} o] v=w sgap AN B4Ado] 747t 2 FEd ), FelA
A A FE o]l e mokAle As ST ¢ vk whEhA 7Hd 29} 73] AA] Hodt
npAero w2, 7R 45 BAsl] flal o] vew vow) =8 AN ik o] 3aE) e A EaS Tt
A, 2 SellM 3x4a FeA 2 FofA EAlA el 340 IS vAE Aow YEHTHE
=0.181, p<0.00D), Tet 2H g5 EA8ter <19 4>04] g1 4= 9%, F= =83} 27 Hi3do] F =
< o, 2] geo] Foja FAA el mA= dFol 7P F A ow yepwth webA 7 47F A4 ¥
At}
Table 3. Hierarchical regression for creative problem—solving behavior.
Creative problem-solving behavior
Model 1 Model 2 Model 3 Model 4 Model 5
Gender .020 .029 .053 048 .052
Age -.093 -.089 -.041 012 .020
Tenure 116 .100 .096 .067 .084
Education level .050 .063 .046 .053 .058
Position 2117 215" 129 .097 .073
FB 204" .168™ 1727 .153™
FA .099" .052 .054
TC 217 197 .165™
FB X FA 189" 1627
FB X TC 148" .158™
FA X TC 051 .000
FB X FA X TC 181
R? .064 105 .164 .232 .260
R? change 0417 .059™ .068™ 028"

Note: N=411; FB=Leaders' feedback, FA=Feedback acceptance, TC=Task complexity
xP<0.05; *+P<0.01, *#+P<0.001
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Figure 2. The moderating effect of feedback acceptance on the relationship between leaders' feedback and
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Figure 4. Three—way interaction effect of leaders' feedback, feedback acceptance and task complexity on
creative problem—solving behavior.

r2
-
rir
o
1o
oX,
B
s
i
g2
rir
1o
r>
o
to
illy
T
~N
s
Ao
B
dpx
)
olf
ot
oX
o
i=)
o
N
=
ih<)
-
fo
[~
Ak
ol mx
2
X
_‘_1‘
M mo
> 1ok

>

>
L
iy
3
o
B
P
=
BN
XN g
gy
rﬁ
lo
o
(o3
2
F-{NU i
e
on M
Og{:‘a
offt
e
k)
=
1-4 1
m
tjo
=)
+
9
i
in}
<y
-1 1E ox

)
)
-
=2
=
e
ojd
ox!
4
o
offt
N
il
4
Moo O
ol
I3
gk
N frtl
)
0
10 1=
il rum‘
f Of
© o
N ol
0
2
o
i)
(ot
offt
=

ol
=
£
1z

ol
=
o,
oX

Nt

=)
EIN' _1‘:0 ﬁ Fl[‘

3
ol o2
rir dio oot fo

© -

K )

= o
ot

Mrow
o
il

nj
&
[t
=
o,
ofN
hind
o
lo
)
lo
Mo g
N
%
i
o2,
off
=2
=
rlr
of
o
o
1%
ob

32
o
oo
o,
ul
)
-
= e ¢
4
=
ot
_orlr‘
rir
>,
ol
r fo
rO
o
fru
o\
2
rie,
(o3
o &
=
4
o
o
krl
o
)
-
J
2]
oX,
tlo
o
N,
M
1%
i
o
fru
N
Y
o,

#
, 4 TH A ok Ao A TAE A Aes Bu Aol eludgele] A3 &
Asto] 2] yewo] FAA ol el A5 o' rHatgith Eek elu ol w8 At RS
gyl 7o oA A, g, AAAE ddste] sk 241 o A }”“er(

M= 2014, Jung, Kang, and Choi, 2022; Lee, Kang, and Choi, 2022). ZLejv} 7| @Al A o]zt 4
g aglolet 3 e ANl oA EAENA Aol dst AFATE AR FFeGied], ©

51 0

A, A8 Aol A vl

ro
o

o

o

fr
r—?l“ B pe
L

K
o,
Hr

O
)
i
Mo 12

Gl
>
ol\

£ _4
BN
>

FPE
o r&

4
-G

n)

o,

Fow 71E Al Zofsisinh 24, elu et oA Gatel w3k A AN 2] s
19 o)A gl ol2e e St o 2o #d A B o] 2 g whAlllA,
vi=wo] F4A g3t Sdiste s Ao aR e v g @59} 25 3 e 249
Trgska ASEA e R duAdt ol Aol wE 7= A

AgolA e dEe] SA4 AaE rEete U FE g A s D*e Z7d gl el J
o(Herrman and Felfe, 2014, Kim and Park, 2022; Jung et al., 2022; Lee et al., 2022; Son, Song, and Lee,

2

o & r*o L/ &)
o

m\m
ozi
ol
ol
2
.,
SZ
=
ro
re
-
rir
ot
inj
i)
o,
2
o2,

ol

ofy
s
Py
=2
=

ol
o)



SRS

A, 2l o

EEEECE

]

A
i

ko)
psl

PR ESE

I3

|

tet =4, ol

3}o

A4 w22 204 2y 9

o
A&

e

o]
th=

]

s A4 2y
oA

k=

=

ol 2tlS

QNAE B A

<

s

SR

A
)

1
.

A
]

[e}

fLN

i=]
<
T

]
Al

sol 24 3

3}
=

<]

o] 9]
5

]

T
find

o] T2
< 287t v o

788 J Korean Soc Qual Manag \ol. 50, No. 4: 777-792, December 2022

2022), 2 o
=

kel

ARE Best ek

ey

e

w

"o

il

B

"

aie}

o}, Yol 5

5]

<)

gt Fele] FoH LA A

87F Stk ok F

%

12, o

S

|
=

5)
=

=

=

7kel AE aAlE AdE

9

s

=]

Aol A =9

48

] @7l

Q7

il

il

& Al = =

pi

fu

A

S Bl =R KERE e S
k)

R
5.2 939

¥ A7237} 74

44

il

X
N

o

il

o
°

Aol M=

5
T

]_

Azt B4, B Aol ARRE HolE7F =y 714

e

2012).

12 7}

P54l 9
[

RLe

=
&

5k
=
P

o= 7tjEt). of

1

xel
=

bob. ohA o 2, B ol

stelek. 3l

S

A2 @sol Wt
[e)

shol A

[<)

o] ]
[e)
< 74

=]

s

o}
wH A7 A7 Be

i

Hh
=

1=

Ry

I~ = A=}
W4 SAE

Qo4 the

lack 18y the
o} 7]e] 9

9|

=<3

o)

AlZE Siet. whebA Azke] wistel] whe} 2ju 9

ol 771

PO AR, 3 el A ghea Ak
EEEREEU R S

i
3

9
pid

0|

gl

A3 glek, wheka] 3

L
L

}_

=
©

=

A el s=ula) god g4 82

Al

#o] 4

o}

ol

Mg A%

A AR AP A]



When and How does Leader Feedback Promote Employee Creative Problem—solving Behavior? A Three—way Interaction Model
of Employee Feedback Acceptance and Task Complexity 789

REFERENCES

Aiken, L. S. and West, S. G. 1991. Multiple Regression: Testing and Interpreting Interactions. Newbury Park, London:
Sage.

Amabile, T. M. 1988. A Model of Creativity and Innovation in Organizations. Research in Organizational Behavior
10(1):123-167.

Arad, S., Hanson, M. A., and Schneider, R. J. 1997. A Framework for the Study of Relationships between
Organizational Characteristics and Organizational Innovation. The Journal of Creative Behavior 31(1):42-58.

Atwater, L. and Carmeli, A. 2009. Leader-member Exchange, Feelings of Energy, and Involvement in Creative Work.
The Leadership Quarterly 20(3):264-275.

Audia, P. G. and Locke, E. A. 2003. Benefiting from Negative Feedback. Human Resource Management Review
13(4):631-646.

Baron, R. M. and Kenny, D. A. 1986. The Moderator-mediator Variable Distinction in Social Psychological Research:
Conceptual, Strategic, and Statistical Considerations. Journal of Personality and Social Psychology
51(6):1173-1182.

Bono, J. E. and Colbert, A. E. 2005. Understanding Responses to Multi-source Feedback: The Role of Core Self-
evaluations. Personnel Psychology 58(1):171-203.

Brislin, R. W. 1980. Translation and Content Analysis of Oral and Written Materials. Methodology 389-444.

Campbell, D. J. 1988. Task Complexity: A Review and Analysis. Academy of Management Review 13(1):40-52.

Campbell, D. J. 1991. Goal Levels, Complex Tasks, and Strategy Development: A Review and Analysis. Human
Performance 4(1):1-31.
Carmeli, A., Gelbard, R., and Reiter-Palmon, R. 2013. Leadership, Creative Problem-solving Capacity, and Creative
Performance: The Importance of Knowledge Sharing. Human Resource Management 52(1):95-121.
Chung-Yan, G. A., and Butler, A. M. 2011. Proactive Personality in the Context of Job Complexity. Canadian Journal
of Behavioural Science/Revue Canadienne des Sciences du Comportement 43:279-286.

Coelho, F., Augusto, M., and Lages, L. F. 2011. Contextual Factors and the Creativity of Frontline Employees:
The Mediating Effects of Role Stress and Intrinsic Motivation. Journal of Retailing 87(1):31-45.

Dean Jr, J. W. and Snell, S. A. 1991. Integrated Manufacturing and Job Design: Moderating Effects of Organizational
Inertia. Academy of Management Journal 34(4):776-804.

Dodd, N. G. and Ganster, D. C. 1996. The Interactive Effects of Variety, Autonomy, and Feedback on Attitudes
and Performance. Journal of Organizational Behavior 17(4):329-347.

Dyne, L. V., Ang, S., and Botero, 1. C. 2003. Conceptualizing Employee Silence and Employee Voice as
Multidimensional Constructs. Journal of Management Studies 40(6):1359-1392.

Eisenberger, R. and Cameron, J. 1996. Detrimental Effects of Reward: Reality or Myth?. American Psychologist
51(11):1153.

Eva, N., Meacham, H., Newman, A., Schwarz, G., and Tham, T. L. 2019. Is Coworker Feedback More Important
than Supervisor Feedback for Increasing Innovative Behavior?. Human Resource Management 58(4):383-396.

Gong, T. and Choi, J. N. 2016. Effects of Task Complexity on Creative Customer Behavior. European Journal of
Marketing 50(5/6):1003-1023.

Heo, Myungsook and Cheon, Myunjoong 2014. An Empirical Study on the Relationships among Leader's Feedback,
Positive Psychological Capital, and Personal Creativity: The Moderating Role of Negative Feedback



790 J Korean Soc Qual Manag \ol. 50, No. 4: 777-792, December 2022

Acceptance. Korean Journal of Business Administration 27(10):1531-1562.

Herrmann, D. & Felfe, J. 2014. Effects of leadership style, creativity technique and personal initiative on employee
creativity. British Journal of Management 25(2):209-227.

Humphrey, S. E., Nahrgang, J. D., and Morgeson, F. P. 2007. Integrating Motivational, Social, and Contextual Work
Design Features: A Meta—analytic Summary and Theoretical Extension of the Work Design Literature. Journal
of Applied Psychology 92(5):1332-1356.

Hunter, S. T., Bedell, K. E., and Mumford, M. D. 2007. Climate for Creativity: A Quantitative Review. Creativity
Research Journal 19(1):69-90.

ligen, D. R., Fisher, C. D., and Taylor, M. S. 1979. Consequences of Individual Feedback on Behavior in Organizations.
Journal of Applied Psychology 64(4):349-371.

Jaworski, B. J. and Kohli, A. K. 1991. Supervisory Feedback: Alternative Types and Their Impact on Salespeople's
Performance and Satisfaction. Journal of Marketing Research 28(2):190-201.

Jung, D. I. 2001. Transformational and Transactional Leadership and Their Effects on Creativity in Groups. Creativity
Research Journal 13(2):185-195.

Jung, K. B., Kang, S. W., and Choi, S. B. 2020. Empowering Leadership, Risk-taking Behavior, and Employees’
Commitment to Organizational Change: The Mediated Moderating Role of Task Complexity. Sustainability
12(6):2340.

Jung, K. B., Kang, S. W., and Choi, S. B. 2022. Paradoxical Leadership and Involvement in Creative Task via Creative
Self-Efficacy: A Moderated Mediation Role of Task Complexity. Behavioral Sciences 12(10), 377.
Kappes, A., Singmann, H., and Oettingen, G. 2012. Mental Contrasting Instigates Goal Pursuit by Linking Obstacles

of Reality with Instrumental Behavior. Journal of Experimental Social Psychology 48(4):811-818.

Kim, J. and Park, K. 2008. A Study on Determinants of Feedback Acceptance & its Consequences in Multi-Source
Feedback System. Korean Management Review 37(4):661-6809.

Kim, M. J. and Park, J. 2022. "A Study on the Effect of Supervisor's Coaching Leadership on Positive Psychological
Capital and Organizational Commitment of Organizational Members", Journal of Korean Society of Quality
Management 50(1):91-104.

Ko, S. and Ko, E. 2004. Predictors of Feedback Acceptance. Korean Journal of Human Resources Development
6(2):21-44.

Kohn, M.L. and Schooler, C. 1983. Work and Personality. Norwood, NJ: Ablex Publishing.

Larson Jr, J. R. 1989. The Dynamic Interplay between Employees' Feedback—seeking Strategies and Supervisors'
Delivery of Performance Feedback. Academy of Management Review 14(3):408-422.

Lazarus, R. S. 1991, Emotion and Adaptation. New York: Oxford University Press.

Lee, W. R, Choi, S. B., and Kang, S. W. 2021. How Leaders’ Positive Feedback Influences Employees’ Innovative
Behavior: The Mediating Role of Voice Behavior and Job Autonomy. Sustainability 13(4):1901.

Lee, W. R., Kang, S. W., and Choi, S. B. 2022. Abusive Supervision and Employee’s Creative Performance: A Serial
Mediation Model of Relational Conflict and Employee Silence. Behavioral Sciences 12(5), 156.

Li, D., Luo, J., and Huang, L. 2012. A Study on the Relationship between Supervisor's Feedback and Employees'
Creativity: The Mediating Effect of Psychological Capital. Software Engineering and Service Science (ICSESS),
2012 IEEE 3rd International Conference. pp. 669-672.

London, M. 2003. Job Feedback: Giving, Seeking, and Using Feedback for Performance Improvement. Mahwabh,
NJ: Psychology Press.

McGrath, J.E. and Berdahl, J.L.; Arrow, H. 1995. Traits, Expectations, Culture, and Clout: The Dynamics of Diversity
in Work Groups. In S. E. Jackson & M. N. Ruderman (Eds), Diversity in Work Teams: Research Paradigms



When and How does Leader Feedback Promote Employee Creative Problem—solving Behavior? A Three—way Interaction Model
of Employee Feedback Acceptance and Task Complexity 791

for a Changing Workplace. Washington, DC: American Psychological Association. pp. 17-45.

Moss, S. E. and Martinko, M. J. 1998. The Effects of Performance Attributions and Outcome Dependence on Leader
Feedback Behavior Following Poor Subordinate Performance. Journal of Organizational Behavior

19(3):259-274.

Nunnally, J. C. and Bernstein, 1. H. 1994. Psychometric Theory. New York: McGraw-Hill.

Offermann, L. R. and Hellmann, P. S. 1996. Leadership Behavior and Subordinate Stress: A 360" View. Journal
of Occupational Health Psychology 1(4):382-390.

Pinder, C. C. and Harlos, K. P. 2001. Employee Silence: Quiescence and Acquiescence as Responses to Perceived

Injustice. Research in Personnel and Human Resources Management 20:331-369.

Podsakoff, N. P., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. 2003. Common Method Biases in Behavioral
Research: A Critical Review of the Literature and Recommended Remedies. Journal of Applied Psychology
88(5):879-903.

Podsakoff, P. M. and Farh, J. L. 1989. Effects of Feedback Sign and Credibility on Goal Setting and Task Performance.
Organizational Behavior and Human Decision Processes 44(1):45-67.

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. 2012. Sources of Method Bias in Social Science Research
and Recommendations on How to Control It. Annual Review of Psychology 63(1):539-569.

Prue, D. M. and Fairbank, J. A. 1981. Performance Feedback in Organizational Behavior Management: A Review.
Journal of Organizational Behavior Management 3(1):1-16.

Schwenk, C. R. 1988. Effects of Devil's Advocacy on Escalating Commitment. Human Relations 41(10):769-782.

Shalley, C. E., Gilson, L. L., and Blum, T. C. 2009. Interactive Effects of Growth Need Strength, Work Context,
and Job Complexity on Self-reported Creative Performance. Academy of Management Journal 52(3):489-505.

Shalley, C. E., Zhou, J., and Oldham, G. R. 2004. The Effects of Personal and Contextual Characteristics on Creativity:
Where Should We Go from Here?. Journal of Management 30(6):933-958.

Shin, S. J. and Zhou, J. 2007. When is Educational Specialization Heterogeneity Related to Creativity in Research
and Development Teams? Transformational Leadership as a Moderator. Journal of Applied Psychology
92(6):1709-1721.

Son, J., Song, T. G., and Lee, K. J. 2022. A Study on the Effects of Authentic Leadership on Job Satisfaction and
Organizational Citizenship Behavior: Focus on Military Organization Behavior, Journal of Korean Society of
Quality Management 46(3): 569-592.

Steers, R. M. 1977. Antecedents and Outcomes of Organizational Commitment. Administrative Science Quarterly
22(1):46-56.

Yuan, F. and Woodman, R. W. 2010. Innovative Behavior in the Workplace: The Role of Performance and Image
Outcome Expectations. Academy of Management Journal 53(2):323-342.

Zeffane, R. M. and Gul, F. A. 1993. The Effects of Task Characteristics and Sub—unit Structure on Dimensions
of Information Processing. Information Processing & Management 29(6):703-7109.

AR

A AATR (KISDD),
2 g R o s
% o R

Research Policy,

H4% % ARvhekL (University of London)olX] Ae vAEI91 2 A5aha, Ans
AREAR FHYUE, S 258 AR WAl el
AH Folth, F8 AT Lok 2HH, HNYF

Corporate Governance: an International Review, Asia Paaﬁc Journal of Management, Personnel



792

J Korean Soc Qual Manag \ol. 50, No. 4: 777—-792, December 2022

Review, Journal of Happiness Studies, Creativity Research Journal, 73 <3
AT Sl AAR B Qi



