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Abstract This study analysis the effects of the relationship between LMX and affiliation-OCB, challenge-OCB
which is voluntary behavior of organizational members. For this study, the effect of LMX on AOCB and COCB,
as well as the mediating effect of AOCB behavior, the moderating role of toxic leadership, were analyzed. The
results of studies are as follows. First, LMX had a positive effect on AOCB and COCB, respectively. Second,
AOCB has a mediating-effect between LMX and COCB. and Third, toxic leadership confirmed the moderating-
effect between LMX and AOCB, and finally the moderated-mediating-effect through AOCB in the relationship
between LMX and COCB. Therefore, it was analyzed that the quality of the relationship between leader and
member in the organization is an important factor in expanding the positive and voluntary behavior of members
in the organization. In addition, since toxic leadership weakens positive and voluntary civic behavior for
organizational members, it suggests the need for strategy to overcome toxic leadership for an efficient
organization management.
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Note. Frequency means ‘Number of samples’, Ratio means ‘%’
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(Table 2) Exploratory factor analysis

Ref. Index Frequency % TL5 795 686
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(Table 3) Centralized validity verification results

Variable M.V. Fac.tor Communality | Cronbach’s a
loading

LMX1 772 639
LMX2 730 653
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cocB2 187 674
COCB3 856 770
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AOCB2 866 NGS)
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AOCB4 718 591
TL1 784 694
Toxic TL2 745 611

. 939
Leadership | T13 744 630
TLA 762 669

Variable MYV Standardized | Standard o | cr |AVE
factor load error
LMX1 14 339
LMX2 732 443 ok
LMX 873 | 635
LMX3 877 237 ok
LMX4 790 396 ok
COCB2 757 353
COCB3 8349 246 sokok
COCB 894 | 680
COCB4 798 323 ok
COCB5 794 284 sk
AOCB1 73 304
AOCB2 91 255 ok
AOCB 861 | .609
AOCB3 732 391 ok
AOCB4 681 AT5 | e
i TL1 803 525
TOXIC- 910 | 503
Leadership | ~ Tr.2 709 604 | s
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Varskible MV Standardized | Standard b | CR |AVE
factor load error

TL3 48 542 |

TiA 71 587 | e

TL5 830 483 st

i TL6 848 482 ok
Le:;j(l)e):schjp TL7 763 3 - 910 | 503

TL8 694 713 o

TL9 763 00| s

TL10 774 657 | s

Note. ##xp<.001

a3 BEERES BAS 2t T
o] AVES] Alw<t gkt BaAs ghs A= n
AVE®] AlH< grol daASe guct 2 49 i
ElGA] slRE AZd= WS ALEEY

4>¢] Aslsh o] WHEtYEsL St

(Table 4) Discriminant validity verification results

RMSEA=0.053 vteh} 23L& Agsirta s

o
2

e

1], , [H3]9] HdW g&aAE A
-‘H%H Process Macro9] [Model4]&

% . % 1
gahen, BAABE <Table 657 2k,

=~

(Table 6) Direct Effect on each variables results

Path B SE t(p) LLCI | uLCI
IMXo | 1276 | 0493 | 191481sxx | 0305 | 2247
AOCB R?=.0215, F=6.6869+
IMX— | 2070 | 044 | asosses | o | 3142
COCB RP=.1843, F=34.3442+
AOCB | 357 | 0667 | 63064k | 250 | 4689
CcocB R?=1843, F=34.3442sx

Variable AOCB COCB LMX TL
AOCB 780
COCB 403 825
LMX 169 297 797
TL 143 -.028 -.569 709

Note. Gray Cell' is AVE" Root-Square. TL : Toxic Leadership

T8 R¥-A3 % (Model Fit) 2 A58ttt 23

S Eo 71 9le) ¥&w<= ‘TLI+TL?, ‘TL3+
ags FEA AR § A
#& <Table 5>9 2t}

(Table 5) Model Fit analysis results

CMIN df X/df D CFI

Reference <30 <05 =90

Value 374.952 200 1.875 .000 958
RFI NFI IFI TLI RMSEA

Reference >90 >90 > 90 > 90 <.08

Value 902 915 958 952 053

XY/dfghe 18755 YERN I, pi 0.05 v 9o & 7]
o FAH AT AFEE ddslr] $% A4+ RFI
=0.902, NFI=0.915, IFI=0.958, TLI=0.952, CFI=0.958,
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Note. ##p<.01 ##+p<.001, 95% CI(Confidence Interval) bootstrap :
20,000,

Vel As A3, [HIIY 59 LMX9 5
4 COCB9] 4%, %% ClIlA = 05 E3HshA]
2, sAMeR frolstaltt. 2ea [H2] =
LMX¢} w74 AOCBE] 74, 95% CIolAM 05 =3
a4 gomw W folskglon, [H3le] 4, vl
H4 AOCBSE S5 14 COCBe] 741, 9% CI WollA]
0% EghehA| dgtonz, o3k Ao % yepyitt uf
ehA] [H1], [H2], [H3]2 5% A== vt

uth && of
rH; o Jp
d e E

0(

4.4.2 WSt 2=
vl g ate] it H5S Yal Process Macro
[Model 4]2 #2413 A3}= <Table 7>°]t}.

{Table 7) Mediating Effects of AOCB in ‘LMX—COCB’

Effect type B SE t(P) LLCI ULCI

Total E. 2626 0619 |5.0652##x| 1606 3647

Direct E. 2170 0494 | 439585 | 1199 3142

Effect type B SE Boot. LLCI | Boot. ULCI

Indirect E. 0456 237 0048 0975

Note. ##xp<.001, 95% CI(Confidence Interval)
Note. ##p<.01 *#xp<001, 95% CI, path : LMX — AOCB — COCB
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w4 23E T AHast
o} oolu] Wi EHE Bt 7
%, 95% Boot CIoIA 0& %35
W AOCB= wiZl& 37t Qlvhar
[H4l= =& =] vt

r\l
1:01’
4;
L
m
=
32

3 =3 A
2SS 5429 4(TL)o] LMX<9F AOCBS] 4
AANA 2H 737}t 94 Process Macro [Model 7]

< E3) A4 [Model 71 2859 183 24
A v EE AS57] 93 Process Macro®] +41 %
TJolth, A AdE= <Table 8>3 #t}

(Table 8) Moderate effects of AOCB on LMX with TL

2.600 2723 4.8565 .0000 1620 3827

2.800 .2490 44870 .0000 1398 3583

3.000 2258 4.0128 .0001 1150 3365

3.200 2025 34733 .0006 0878 3172

3400 1792 29146 0038 0582 .3002

3.600 1559 2.3748 0182 0267 2801

3.7622 1370 1.9678 .0500 .0000 .2141

3.800 1326 1.8778 0614 -.0064 2716
4.000 1093 14338 1526 -.0407 2594
4.200 0861 1.0444 2972 -.0761 2482
4400 0628 1057 4809 -1123 2379
4.600 .039% 4121 6806 -.1491 2281
4.800 0162 1575 8750 -.1865 2189
5.000 -.0071 -.0640 9490 -.2242 2101

AOCB B SIE t(p) LLCI ULCI
LMX 5750 1322 | 43485k | 3148 8352
TL. 5703 1441 | 39582k | 2868 8538
Int. -.1164 0431 [-2.70221%|  -2012 -.0316

R*=.0981, F=10.9864++x

Note. Int.: TMX*TL’, ##p<01 #:p<001, 95% CI, path : (LMXx
TL) — AOCB

LMXQ]' E}Hg]lj Al (TL)Q,] )\]—
A= 95% CIAM 0%
4.3485, o] =H&+2 0.001 O]ﬁ}O]Ei FAA
stttk wekA SAgevid e 2AE AT ASE AT
adal EAYYAY 2dayet ##E3k Johnson-
Neyman 2] 9 9 (Significant Region)< <Table 9>¢}
ol Vel 4 it

(Table 9) Moderator values defining J-N significance
region

TL B t p LLCI ULCI
1.000 4586 48341 .0000 219 6453
1.200 4353 49454 .0000 2621 6085
1.400 4120 5.0545 .0000 2516 5724
1.600 3887 51534 .0000 2403 5372
1.800 3655 5.2293 .0000 2219 5030
2.000 3422 5.2633 .0000 2142 4701
2.200 3189 5.2303 .0000 1989 4389
2400 2956 51023 .0000 1816 4096

Note. ‘Gray Cel is the critical value of Threshold of statistical
significance on Toxic Leadership, 95% CI(Confidence Interval)

SHEA] ST dig SR ES 1

T3 T <Table 9> wad A2 HA <
Fo] 376227 o3kl FgelME ST E A
Z37} gtttk Johnson-Neyman GraphE &
tol, St 2 ad g fod s 7HH
°2 TAI3M <Fig. 2.>9 2t} B gz e] 24
o] Y& (2020)[54]¢] AA-mjaz TS o] &3l

173314 5]

O

1o~
T
L=

BN oo

o=
j=5
H
o
ol

ol

O

-020 Region of .
-0.25 significance

030

035

0.40

045

-0.50 —Effect

-0.55 - - -95% Cl lower limit

-0.60 «+eee- 95% Cl upper limit

Conditional moderated effect defining J-N significance region (LMX*TL)

-0.65 -

PR B BN N NN B W oW @ A A A A
5 N @ N © N @ N o N @ N © N @w N ©°
S8 & &§ &« 8 & & w & w & & & w & & 8

Answering Level of ‘TOXIC Leadership(TL)"

(Fig. 2) Johnson—Neyman 95% CI| Graph in
(LMX*TL—AOCB)
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4.4.4 ZHE st HAS

Process Macro [Model7]& o]-&3tod S 2]tj4] 9]

244 Wi 23E A8H T Hayes(2013)[55]; ©13
AQR015)[56] ‘e i/ EstE T4 Ad7|F
£ M (Index of moderated mediation)®|2}aL 483t}
webx 249w EdE AFetr] 98 MIATE
T3 <Table 10>%} 2t}

(Table 10) Toxic Leadesihp’ moderated mediation
effect

Var. ML Boot. SE | Boot. LLCI | Boot. ULCI

TL -.0416 0202 -.0844 -.0048

Note. MLL: Moderated mediation Index, 95% CI(Confidence Interval),
(path: (LMX*TL) — AOCB — COCB)

<Table 10>2] Aol &Jatw, 95% Boot. Clell 0%
r3hekA] ofystnz, SA vl 2dd vihast
gelo] H3Utk MIAFE -04162.% 0] oh7] v
AT Y] 2AE v Rk SRlE
MIAFe] F37F Soolug, SAejuqe =4
w7} &3k= AOCBE] wiZl&3ts ¢3hr)7]= W
o= 28HS & itk webA [HelS A= it

1
4

=)

Y

I
2

ﬂ.,

445 SIS AZQOE

ASNHA AF7Hd 1S ATNE 29k s <Table
11>3 2o A &skel [Hi], [H2], [H3]e AgE

31, AOCBS] w73l [HAI7F A= Sicy, ek =
oA 24 a9l (5] 2 249 vi/l2s9l [He]
I s h=

(Table 11) Research Hypothesis’ results summary

No. path Eff. type Rs.
[H1] LMX — COCB Direct (0]
[H2] LMX — AOCB Direct 0]
[H3] AOCB — COCB Direct 0
[H4] LMX — AOCB — COCB Mediate O
[H5] (LMX*TL) — AOCB Moderate 0]
[H6] | (LMX+TL) — AOCB — COCB |Moderate-Mediation| O
Note. (LMX*TL) : “Interaction term , Rs.. means “, O: ‘Accept’, X:

‘Reject’
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5. Aol Zuh, AARED StA|
5.1. g79| Zn}
BATE WL 4 - B SAAES W
A

o7 LMX¢F 2244 R18E(A0CB, COCB) #HA| ol 4]
Z22 4o 24 oA BAA/ =14 BAE kot
sl om SAgEH Aol LMXS AOCB2] o &3-7 o
A Z2d a7} A, LMX9F COCB] o gA ol A
=gt 4ol AOCBS] WiA&#E st tH’c‘s}
of At olof digk E AT Ane vt 2
t}. R A LMX(Leader Member Exchange)$} =44
g 2AANYS(COCB)= 344U GaA ol
, LMXol| digt #ARA s 224 AR5 (A0CB)
A JRFUAR BAHRA. o] dak= UAE
71 FAAE O ® g LMXeH AOCB9
£ #2493 Mohamed, Amjad & Fauzia(2018)
A x) g}, ek T (2022)[57]9] AT
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