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Abstract

Purpose - The purpose of this study is to reveal the effect of a High Performance Work
System(HWPS) on research performance. In addition, this study examines the mediation effect of
Innovation Commitment(IC) and the moderated mediation effect of Perceived Organizational
Support(POS), and seeks to reveal the antecedents and boundary variables that affect research
performance.

Design/methodology/approach - The level of analysis is at the individual level. A survey was
collected from researchers at government-funded research institutes in the Daejeon and Sejong areas.
265 questionnaires were used in the final statistical analysis. Confirmatory factor analysis was
performed using the AMOS 21. Correlation analysis, regression analysis, and bootstrapping by
Process Macro were performed using the SPSS 19.

Findings - As a result of the study, HWPS has a positive effect on IC, and IC has a positive effect
on research performance. Through this results, it was found that IC mediates the relationship
between the HPWS and research performance. In addition, POS positively moderated the mediating
effect of HPWS on research performance through IC.

Research implications or Originality - First, IC can be increased through a HPWS. Second, the effect
of the HWPS on individual research performance through IC provides implications that the HWPS
can be effectively applied not only to general companies but also to research organizations. Third,
the boundary effect of POS was revealed. Fourth, research performance was measured through
objective quantitative indicators rather than subjective.
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e/ A7k e A9, B, U, §7, 45l S AEE F83ke] OECD 3574 7
of 20209 FeL7 e el A5 ST 202249 B F87148 4 JBAFE OECD 357)
S} 3ol 1A 52 e £AS AASALHAAA o, 2022), Telh ATAL T4 Fo4Ll S,
A7 Qlzmebe] 24 2 sholdl AN B A ATelE BEa, 20228 ANFE FES 1191
T, AT 198 SOL B 59 UGS EIIT 2592 Aide (U o, 202, 53,
Selube} FAFHIE 20219 715 oF 1022 Slo] S AvHE 1A RS o) Hels)e] $gslal
8, 20221221, SR A Bk o) AIS] AR 01E A0 0 87 A1 8 A
5ol Wasid,
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= a]lo] #3t AFEo] Wol Y=Y, AFAv (2
F - o]FF, 2018), EAATA & 7]7_ TR, 2014), AEE G899 2 S5 - AT
4, 2013), A7H] AhA(Hz Y S - AAS, 2011), AFJAEH AT - v S, 2013), AT I3,
ZA oM YEYIFH] - Asd - 22|, 2015; o34 - AAT - IAAE, 2021), 713 Hd
BEFE - AFE - ol71F, 2017) T vhekst A7t wol o|FAMtH(¥Ed, 2014).

Zeu FAARE S ATdHe] AYaioR Bl A7 28 BA Yrk(Alshaikhmubarak, Da
Camara and Baruch, 2020). A|57FA]2] 3783} l=zpedade] Azl 43 A7= oiFE Wzt 7142
AT JHEA - A, 2003)eF ARG (EAS - oA |NE - o] F Y, 2017), 22Ake] A (Alfes,
Veld and Flirstenberg, 2021) 58 thdes H?‘fH sioh a2y 7)Y A9 AgFos o
T2 A2 7Hkete] ZkAE A&, Q] e 22Y ARt =F, BaA 2 53 59 x4
Arte 2 JrtdtE A@MEE, 2014) So| AFHR] 45 FaAEE 71‘”4# 25 54 9 84 A
83 Fol vl vt wetA] £ AFdA= olEdt Aolg S5 S8 gk A HE tide R
/3% ARz AFHE A=rF AFVR FAAY] ATl mA e e AR A G
A A5 vl o] ArHe] A ARt 71gF e AAE 2 Qlolx T3 wAUSE 94
= 4°§ oA vt AF7HY A FAdH FAH AE vfgo R g =F, BHilA,
= © 2 Yeh}r] wjFel(LAdF - o], 2018), T3 HA A ojefst A& ‘?vl%‘i??} Ao]
M‘ﬂolﬁ st 2 A7t aAFREGA IR A7 Abol] BAIE FalEYe] v
FalEgdoldt, Z2A7L 714 AA A 95 Y3 AEHoE ARG =
LEH(Tsai and Yen, 2020). A1&E9o] 2 22xk= 25530 i3] £AE 212

& Adste] At LRl AFAES vHeo] 2AWEE i;‘]?ﬂ'ﬂ N2 oz ZAE ) 4d3)e
BthH(Scott and Bruce, 1994). Meyer and Herscovitch(2001)& &< (commitment)-2- 7j¢lo] 3}t
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go ol & 9. Gebd SR sfelel 42 S 2ol 84 ashbd B asewy
B e METHAET - AE, 2004 AFS - o), 2012), 37k Thie] 77k wATARg Al

I 71485 Atele] BAlCNA =Y ﬁeé us)7] fla =a] gAIvH(Fragoso, Chambel and
Castanheira, 2021; Macky and Boxall, 2007, Farndale, Hope-Hailey and Kelliher, 2011;
Messersmith et al., 2011; Nielsen et al., 2011; Zhang et al., 2022), I4Z2 A =83 FAES]
Atole] BAE é_‘%fﬂ ATES WA e webd 2 dTelMe IRt A asl S A7 Abo] el
FAEe 9B Avinag g,

TEAELS ZF0 gl QlAete &l web FAA o] AdstHrg ofsta 4 Stk whebA
c2Ate] o] fFg AA Al AAZ Y7174 o] AL A stel lejA BA 231E el
AL w9 Fa3ttHConway and Coyle-Shapiro, 2012), 32 | 273 A Afo]o] FA 4

[e) [e]
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A AAZZ(boundary condition)?] ¥&S AHE Hart ot 53], B AT A AFZTAE
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Melel ozkiint olyzl 22 o] Y= FQdlr] wio|tk, Conway and Coyle-Shapiro(2012)= A2
2} FleraAlsh 2Ael 45 Aleloe] 2AFANL ] 2ARANE TR, 2AFAANE TR
7} XEhe 220l ZRAY AL 7HA] A Ak, 22k de] #AE Hole Akoltt
(Eisenberger et al., 1986). A}5]7 m#to]Z(Blau, 1964)¢] #ol B, 227} Q2sh= 235
A2 Z2Ae] FYS A ATTHR olold Holtt, ool & AFelxe 2AFANA ] 2da
AEE o B DT 2ET FAEY, ATATR ojofA= AAY A 23E WAt gt
£ AFeME AREA A7 258k 22AES e R JiRle] QIXehs AR YA =E
| A7l wXE S AFEHIL gt FU ARGAYRE 224 Atoldl= 129 Zpolrt
s ok, AR GAI 22 Z2AE Q1A Bl Ao vyl Y] Wi, o] HF
z}ol7} AAtAlTte) v X S AWM E Ao| F23(Jiang and Messersmith, 2018), &= o] A3}
7 ARASR UERIA e kvl 4% hpAle] sl 4] Astel Ue AE 2t
I g JuEET - 9, 2013). wEbA] A7Rke] Z2F o tigh ?14]o] ofulgh JFES nAE=A
AHE Fart Jdon, olgst HAS Zka B A7e a2 o] HAEUE AX ATl
v AFHE gRla RuAl g}, ek, A dAUE SollA 2HFU1A ] 2dEAE B3 A
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. o2 wWiAT A 27
R ERE S RED

71949] BAZ ot thgtolut AT FAE A AGAaL k. AFTIEE AL AT
I vgo R xo] AEstal =7} B 7|Yo 2R ] B AdE won JeAdstE Saf wdst
I =83kaL Qv AFTIdeA e AFAke] AFAIHTE 22 AHR oo vE AFAe] HE
Y& 23 848t & & grhLlewicka, 2013), AMORF A= 7] AF} 579 Fa4E&
Azt ok, dd 2o oshd nAdFAd A2~ (High Performance Work Systems)e 24}2]
2 (abilities)S 7]-$-3 57](motivation) & F-oI&t1 7|3](opportunities) S Zthste] 47& Eoln
22 Y AUAE #FEsE 98e st (Appelbaum et al., 2000; Jiang and Liu, 2015).

3G | 2EL thefst A e s FAEY th(Delery and Doty, 1996). ojwgt 7iE
7¥o] Egt]ojol s=Ao e AXH e giAIwH(Jiang and Messersmith, 2018), thAlZ o2
& 2L 7S] T2 xEn, 2lEe A, FHe g™, IS AAREIL, A6k
HAF, 38t ARFH Solg. #HE AFE AyEy, Hong et al.(2017)3 Wang and
Schultz(2010)&= A%, WSFH, J¥ B, NS, ARFRE 3R 28-S S48
Beltran-Martin et al (2017)& X4 A, A7grt, AFoer B o b EAR S 58 I3sFY e
1, (He, Gu and Liu, 2018)& A&, i&EH, U ol5A4, 182t 5 &N 71H& 283311, Edgar,
Zhang and Blaker(2020)2 AMOZ Y-S 7Hto g WHEFH A/, 189k, oJAPEA FHo] Seo
7IHE X338, Tang et al . (2017)& AEF R, BAAE, B8Ed, 494571, 343 5 5
7S E3bsleltt, olelgt A dATE A =R o] 222 He nX= &t #4ls THA
tH(Guest, 2017; Jensen, Patel and Messersmith, 2013; Jiang et al., 2017; Kehoe and Collins,
2017; A7S - A28 - AFQl, 2012; AN - 253, 2019; YA, 2014; 42 - o]F Y, 20155
TS - o)A - o]FY, 2017), ol= S| BET} TRl At S L, AT A AARE
o]of#]7] wlEZolch, ol WAUZE AEH mto|Zo g HdHE = rh(Blau, 1964). AF3]E wgho]
22 Gouldner(1960)2] &84 (reciprocity)dll 7|wkstar izl 7igle] 2o zRE e gtow
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5o)49) Hm} YFOE WY Zolhn AHH). i Sol, 2EAp) 2HoRNE WAEU FAE
W gtha Az, Aale] A2 delsta FAAYleE e Soha sl Hu 24
BFo) Bgo] Ht But FES YT oltt. Teme DARAYA2DL Fo) 22l T
QRS P A Fashv, AFAE] FolHolw HAHe ATE AWY 5 U AU
FE Aol Basich N7 sl Ehenrooth et al Q020)E IAKAYAA lfo] 22

Aol A7 &7, Qo] So| J&gS Tt ¥y, Ananthram et al. (2018)2 3143z A| 2] o]
Ao &S 74, Kehoe and Collins(2017)= ZEIAA LA 7} 22 & o FAA] IS
o Ssic)., Tk AdRolNE DA Re 28 &k Qe Zhang et al.(2022)2
FEAFE ] A&l #EFe] A8 aL, Fragoso, Chambel and Castanheira (2021)2 #21E 2]
AEYxE 7t J&S T
Tl E dARGAI =R 1] Bz #gF AT Wol M= AV - A% -
(2012)2 477K 71§91 4037 ] 224 e R v5iis o L dd=gdr 2ol ill
 PEE AL QS B, AXT - 255(2019)v= DRI HGA2HS A5k
o ARFste] 4o MEe] 2HESY A 3HY T8 A rlAE EFHE 4 J%Eﬁﬁ‘r el
(2014)£ ARG =] T 2 AT AN 1A Wi EE ASs A, dHAEA
o] F71FAE 2t AT S - 015 (2015)2 LEYJIAALHEIF B g

N

MAE EE 2HEYo] D e Wi

2 ool T MATAGAsE iR el AN 1%, B B ¥ ol 7PEelt
A% Sol, n8ergAe 71Qe] el FRsA 2Ad] Wad QA AemA 24 FAUTe] 18
WA s A m st 2ae] R0z, Jge] BEIPHE wAs) Frhd SEA: e

Az 5 2] Y8l s AY BelslsiA] fholx "ok(Staufenbiel and Konig, 2010), whaha] L2}
= 384 PFos 2o vl EYsta 2Ho] Yk ERE I HE A&H s =g ot}
AT71Ee] i AEL FoJH] AFE Al s WAl F717F DA Aot} dAstaL TGS
Ak 48 B3 d7F dE JAAE Mdste A © T 249 FoAS ot (Amabile, 1988;
Woodman, Sawyer and Griffin, 1993). o|2igt Hell &3 70l thE FAHALET ] 35288 F3llA
A& 2A=E dbol oo olx|A ©h(McLeod and Lobel, 1992; Pelled, Eisenhart and Xin,
1999). WSFHL oAl AlaLe] F7F W F Fde ARAFS AsrIE 7185 Algste F2Ate
A2 71ES 7Fate 4 uh(Jiang et al., 2012; Lau and Ngo, 2004). L3, thekst #gda) x2S
a3t = sfole] QX E wAZITk(Perkins, 1986; Shalley and Gilson, 2004). B ##el= 2247}
Al 228w AFY B AES T F UAEE TolFe ARE oulshd, 2EE dF dHdAlE
240 A Axolxt d2 AdelAle 3+ ‘?:L% Z2e Yo 2 AAEA(HAST - HEA, 2010;
A4S - o], 2015). A9 FE dxleelAl ] HA2 1Y) abel @ HItE Tt ZEAEL
N2 34 Aol 3t FES 27 "ok ey ZgelA FH3F Fo AR ddd 288
UEE =t ZEAES AAY R tS 294 F A8 Aot EEFAL ZEA A 2HE
o7 FoRE AdF 9 BE AL ouslH(Rosenbloom, 1996), A izl A Y, AFAF A,
A B2 Ax, 77 AR, 53] A9, F¥h 29 Fo] TFHL o)+ A F ZEXRAE Hash=
BxA Fao Z2AE] AHoR 27 & Qv os 248k, +00E gR, FU)Hd 3
] B Toll J3S mHtH(Artz, 2010). 3k, BEFAL2 7]9e] S22t sk Ao R Q12 H o]
TP A B 2HEY :L@;g FEHE VZTHEAS - o5, 2015). ol 7|9l BeEA
7 2 AL U 3715 970 AL JA9S ekt Hixmd 93-S v AYS S

theol e dgatart,
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e

BT AT Afols] B

A5 Fislo] el sl 2 nhe ATl fARFE s F2gle] el A
(entity)d = YA 6EE(behawlor)%l TE d5S T8I o B0, 2AEYL 24 A
lo] zh= of 2 Al Talr|= ARk 220 gol A} ke PF 22 Ao PFoRE ol
< Jokar sk}, Herscovitch and Meyer(2002)+= 9H4 A5 8gste] 2214 319 (commitment

to organizational change)o]gli= 7'dell &&3}d o, Z2 o] H3lx|#|(support) FFS =3}7]
JaliE 2ABYRT 2adsEdol o Eddolgn FAs s,

SUEGE s} 2o ol SPOR o £ Ak AU TG LS 18 43
9l w=2g o)A BT B2EH ike] Felaks WEolth Weh ATATE olSFe Hole 2HE
o] B = Ao},

dol &

YAl PF2 FAS B PEE WSl wet BAeE vhdst BAIE s dsh, 243 7iQle] X&7t

o2 YA3}7] Y3t Hieto 2 L £33 AR Jqk(Bhatti et al,,

2020; Tsai and Yen, 2020), g7l Z2x}= A2 ofo|t]o]E A|Fdt ZTEA2E /A O}E:]“
oEE 7ty Qlon olE F3] 329 A F23 IS nIh(Aryee et al., 2012). Scott and
Bruce(1994)= gAlsgd5o] theAle] #8& AA dofds = }”4/‘1, A2, ofolr]oje} s AR <]
v, A QFE«] SAE Adv L FEA, L2 A 5350}7] AsAe AXFH 7=,
—1%‘:01] gk FEe TR} o] ool ghe ), gt 72}9]7%0] Ao 2 A 73], B
o AY 5 gl= ,]z]sﬂr AFFF7E dofof apn] =22 2pd o] A A&Ade] glofof gkrt(Scott and
Bruce, 1994). %Al A5s 2R FAd5S dovl= AHAR] Hee FrEYolzta & & Aok
(Tsai, Yen, Huang and Huang, 2007). Z2u} o]2fg Fadolx E73tal FAEd e d7+=
Ao g BEEYPH(Tsai and Yen, 2020),

s212Ql0l2, BRAY} 71ge) HAH B S8 915 ASHoR A wAE FASE AL
43kcH(Tsai and Yen, 2020). AMZ2 A =Hst dAs= S Tolste HEE 7H 223E
AN JEAIGE =A JeEldti(Walumbwa, Cropanzano and Hartnell, 2009), o]23F 242
4 577k 3 ARe AL WA Folely] WRolT Be sk SA 22As) 43 Aol
FAE 93] JAHGong, Huang and Farh, 2009; Guan et al., 2019). $J¢} 22 =g|25E &<
I A= A+ AV AS Ao =3 g9 rHES AAHE Y

2

0

<

H2 sja8qe adsl 3942 9%

o

w1 golct.

nAFHRYA 2F o] ‘EdutaE Faf AT S dFS Frhe A7 wel =t
(Ananthram et al., 2018; Edgar, Zhang and Blaker, 2020; He, Gu and Liu, 2018; %A1, 2017).
o8 Eol, Edgar et al. 2020/ AMOZSHY AN 2do] Z2Ae] Aol gste] 390l FF2
oL 39len, Jiang, Wang and Zhao(2012)i= 52] 1067 710& dide 2 l=xieiztele} o
3 3] BAZ A% ATse] IS o] 2RAe] Fol gt THH BAE 23 gon ol
| TG A =" A Atolo] BAIE mi7ieHS BT Ananthram et al. (2018)2 @ejol 27t
=& R 2E2Ae] 28T Ao 93-S Fual 319t} He, Gu and Liu(2018)¢] dA-ollA H&
Sl M o] agatgalaglo] TRl FolF] o] TAA] JFE FE ALE Ykt Bhati
et al.(2020)2 AAALHREA =T} ANFHE B3 8T FHEA JFS F3L, Farrukh etl
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al, (2022)& dFAda =gl o] Z2A4 AEHARE A FAld Tl 3 IS FiL I8
Elysi=

U] AFE AHEWA, $4E - 15320112 AR HA T F2A] AQRE-S B8l Hal
Zaghe BoFdok Al - 0]AA(2009)2] AFolME 1247 JFx A= FFH, A
HaA e 3GAA JEFS vH L, AEH(2012)= EYF JAREd o] AFdd e 'l R 24F
£ B3l | Aogel 344 FFS FE Aom et #4E - oA Wk - o]FU(2017)2 LEY
AAxLH7E 22U dijlLEE Wi lE 22449 AL @ flel 39 S vt glon,
FANH(2017)2 7HEEBHAIE JAIT A AHE FAA BT AL HE I ARG T =]
el e8] FEFE F IS Bt

AR A8 dATe nAFLGAI =" A A1 Abold] olES AR Fe WTE A=Y X
of A3FeH(Fragoso, Chambel and Castanheira,, 2021; Kehoe and Collins, 2017; Zhang et
al., 2022), 22EYL2 7ol AFE A5 F e fﬁﬁﬂ"] WHFR AAE3] o3 7|17 A7F=HAA
ATF7IRAA 9] e 718 AFEF Aoldo] JTHALATF - o]FF, 2018), AP AF-llA 9 "éJJr—E
T2 oS FEE e 7IYS ez AT 2y FA dF7)Ee oS HTbeE %—L‘%O]‘/}
HiA 55 BIA AAE SHIHIAAF - o], 2018; WEd, 2014; H3 Y - HAE

18

Jo ok of
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2011), olefgh Aol oz Qs wdAF YAl =gl o] AT el m& FA o gk 7lo] Jé 6}5}
YAEYLS FAilo] tigk EYozA F2 oot @.*J"éﬂrﬂl sl SAR JFS HAE AR
dHA UAZAART - AEF, 2004), FolAe ATdFet D% #AVE Advk(iang, Whang and
Zhao, 2012), wghA] LAFAGA| 2R A3 Atole] BAIE ¥e]7] fliAe B IS
A RE Aol Fedlth, ¢of 2o =gE v e M 13 M 28 Egste] e e e
ARkt

H3 gilsde 2833 d 2" 3 A745 Atel& wiZfigh Aot

4 ZAFAAN] 2AEH}

ZAZTARIA L ZEA} Q1AEhE A o] 2E2ALe] FHE 7HA] Al Azt ZEAke] diel #A
< HolE F=olck(Eisenberger et al., 1986). 22 FU2L Jdid oz P 44S i 7]

=7

ol (Eisenberger et al., 2002), Z2AE0] AFAY& A AHsl= Ao A, 3, 222
55 B4 FHFoE Bo|A ®rh(Kurtessis et al,, 2017; Rhoades and Eisenberger 2002).
threl ATl 2ATAA] 245 2w Atols] BAGNN 2AEAS 27 e Wit
(Cheng and O-Yang, 2018; Diliello, Houghton and Dawley, 2011; Erdogan and Enders, 2007;
Ott, Haun and Binnewies, 2019). Ott, Haun and Binnewies(2019)& A<l F-Ad#o] A7|a%
& AX ARG nlAe AN 2AFT U2 0] TAHZHRI Ao} dFEHAE Zretha TGS
1], Cheng and O-Yang(2018)2 #a#|ZTe3} Holy ZRut=Eo] AA7} 2250129 =11 WS
we} 2ok kit Diliello, Houghton and Dawley(2011)& A7 &5 743 ol o] BAloA 23]
TAolroe] FAZAC ZHERAIH ASS FAIA, Erdogan and Enders(2007)& LMX(Leader
Member Exchange)o} 25437}, 2555 Alole] #AIE AT A0 0] 402 At T3

o

£ AT A1 wBolE(Blau, 19609 Wk 2AFAUAS] 2AEAE Wi G
e ATINNE 20 S 2RARE 2] 4 E02 2% A2 Hob I e
7H4d Aeleh(Cheng and O-Yang, 2018). 158 Ael2el A9 &olA Ee A7lasae 27 =i

o

(Kurtessis et al., 2017), Aol that Feig glol et Feldol L Ha4el AES i 4 Iz
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Agde Foon ofojtjols AEsle #9171 & FMA M2 Al=7t 7Fsdtth(Zacher and
Winter, 2011). o]2lgh 2|70 tigh A5 2ol T8H2 Qs 22 LdRYPA= o] &l
e EHS 2skd Aot
ZATANA e AEHl A LRt ofyg} ], 7&, otoltle] T EEHQl AA7A T3t
(Eisenberger et al., 1986). W&t =& ZAFHUAAE 71 222 © B A4YS A 9eAY
& g S Aot} ol2jdk ZRARE wAdFEGAEH o] AlEshs Aoy 7l 55 T Wol 28%
o FAEdel MAe Byt FohE Aot} AYATE A7), A7dE, EHA F
HEFE AT #A U & Baska gltk(Hochwarter et al., 2006
, 20185 Hzod - HAF - AR, 2011). v, ZAFARIAS WA e 2EA=
FE0 7 uAgHdal=e] HAlEYd vXle a7t WA vehd Aoltt, whiaka 3
g AAI =" o] Bl vXE BE Al ZoR Sty v 7 48 HA
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Az 12 el A1 BAE AF R SlF =4E
A& 7H FEARE AT LTS Al g

< 520 GAEUS 94T Aol o|FA okl
L5, AR AA = M HAlEdS A ATAdTR o]0
A= AR 2A5AUA Y] i vl wiet Bdtke] A7) EEb Alom o3 5 Slrt webA
7Hd 33 7HE 49 =EE FEete]l 2dE vivlES 7R 55 AASITH(EAE - 4157, 20106).

Fig. 1. Research Model
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m., o+ =24

2l A 9 Al Ao $As o] FA & AL HEAY FF &
AT7|HY] ATHE WFOoR AERAE AT A7 R 23HE SHEAs 18, AF
ol A

@, mEEd, HAR, BT, Aol g AN AT 3dze] ATAAL AEEAE
5ol 2astalt. 2 o A E9 ae PRAAAAT, PREEHAAT A, 2FU4

7o) A AT, PG AT ol
W AEAZ Asleln 26580 22

mlm

DP = 31270 A l% Wl Zsl g0

2. Hiro] Ao 9 &4

£ AdFdAe 23R gAlEE S iR 2 RE S48 L ol #EAEe] 4% Aee

ALE A o7} ghed=|o] AR, el B=E ol3)alr] flaixl= 7iRle] oA EA Q1Xst=717}
t] $438}7] wj&o|ck(Nishii and Wright, 2008), walr 8w 4=0] "’“44'3}‘?3’*]*@]9— LG
Ase A, n&E, A, B4 571A] ALE Edete] A7t 4534 F 20709 A& Prb’lo
2 O o] SA4Arh. 8t gk 54 £33 Delery and Doty(1996),] ATE HEeR
‘97 FARs AU7A] a1go] BAEe k" Fo| 4 o, Awy w&FEHL Snell and
Dean(1992)] Aol AME-E 3-8 ZFaste] Ade “9-Esile A 9S Awsy] 93 Be Atk
F3t).” 5 ) Betoz EH3la wsFEAL “$u| Al A oA UnkHoln] TEAHQ wHEZR
= —%"’éf&")rf ToE T8k ¥k, Q;ﬂ%ﬂ] 9 5L F45 - o]FH(2015)9] 4 23
5t AE E1 A7 AA DA £ F Bedste S5kt B gid 24 £

Ao 52 = A HAE A JJ‘:]'.” T YN TR FAst e, BT g

2] FAte] BFA 2 TF A9 vnd u S 5o ) Fgow 245

Fw

r°1' ro mlo

=4 7gke o
Act.
5331]3?%‘1)4% 227} 2skeE 232o] @Ak FdS 7HA] Al sk S2Ake] Aol &

S Hol= AHEolth(Eisenberger et al., 1986). ¥ I += Eisenberger et al.(1986)2] 8&3
2 A7l 7—‘4 g 7 s *}%0}"3@ dE 4, 2 A dEdA g o] wEZhe #4l
ZHAIL ek Ze Ee] EFE vt

FAeg2 I=ATE 7199 4049 A TH% Al A&HH oz AR =¥E FAse AS
W3H(Tsai and Yen, 2020). 2 AT HalEYE &4317] 913l Tsai et al.(2007)2] Aol 4
AREE HES 2 AT ”ﬂoﬂ S 4 B Eg]ro}‘ﬂ AHEERITh FAIEYS EalHel ofoltolE
o R Agetels =93t 3Ake] Eals —ZI‘EO]'E%L =] A’ Fofsta Whe izl dget
9 7les Wdety] flste] =geitt.” 5o o] 7k AR dEoR St

%o d7vt JATAFE AAH o7 24317] YA =83 Yk(Brown and Svenson, 1988). %14
T uES(2013)2 VIeR, = BF, SR AFATE SAS . 14T - ol&F(2018)E =
SCl=% s, 53] AFE, U%EH - AT - o]71%(2017)2 =8 58 AFE SHE. ?i:r""ﬂ
A= *453 Aol BFd wFe] ATIE SRAL WY S319 w, BalK, 53] 8R4t

At 3d7re) AL FAlstA ARSI dlE B, A 33 =5 11, B 131, 53] 131013
o S_E S8kt ek FEHT] QTS F F AS A0 AdEE WEE Y, v, EE
ojsl, MAL, WAL, HFE FAWMFE EFFSFAT

tlo ofN m>

|
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v, a7 23

1 Age] 2

7] 913l &l 89l #4, AZ|=(Cronbach's o Al 24) 48 skt 7HE A5S f8) Jad
Al A, FHEA, Process Macrog &85 FEXEHY £45 AAI53).

FEO| oFEATH EAL vy 2l FAL 19978(75.10%), o4 669 (24.90%)0]H, o]
200l 30™(11.32%), 30t 1697(63.77%), 40th 607 (22.64%), S0t} 68 (2.27%)o|ct, WS 3

& 6378(23.77%), HA} 15178(56.98%), H¥HAb 5178(19.25%)01R o™, AFe ATFLF 97
(36.60%), AAATHLF 12374(40.42%), FJATLF 458 (16.98%)°Att. A7 F+= 202
(76.23%), AT-ALZHEE= 6378(23.77%) 2 JEFHTH
ATl AF-E SR o] Aol HekA] A y] S 23} #elA g9lRAE AAEFE. (Table
1)e #8904 98 Ao|t}, RMSEAS A-$ 0.060]8t01H =23 ZH3twr}
-

of. o rlo fr

o
N

3]

H .

o zA Agelata & 4 gltk(Bentler, 1990; Tucker and Lewis, 1973). &4 A3}, B A7 5§ 9]
Z%

1 H

ohul ATk A~ E o] HFEAlESgho] 0,466 2 HAZE] 0,500 9k n]x]A] <
Uehot, gaE8de 224599142 0.772, 0.6530.8 Z4zF Yehgt), =3 mE AR i g
A ko] 0501402 UERton /MG RE 3 0,88 A3lEHs B gHE BN 7|Fe =319
7] el A7 Aol el Fatg FA & AR Akt w5 sd Al = = (construct reliability)
9} Cronbach’s o BE WA 0.8 ooz Yeht} W AeE 3uskgiot

Table 1. Result of Confirmatory Factor Analysis

Standardized Coefficient Average
Variables Variance Egﬂ:tb:lﬁ(t:t Cronbach’s a
2nd Order 1st Order Extracted y
empsecul 0.502
Job empsecu?2 0.481
. 0.598
Security empsecu3 0.927
empsecud 0.685
sell 0.632
. sel3 0.837
Hiring 0.779
High sel4 0.914
Perform-a sel5 0.858
nee getr1 0.843 466 812 910
Lok tr2 0.809
etr; .
System Training 0.703 g
getr3 0.695
getrd 0.613
retirement 0.641
. retirement2 0.767
Retirement 0639
Mgmt : retirement3 0.930

retirement4 0.899
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benefit1 0.886
. benefit2 0.949
Benefit 0.682 .

benefit3 0.923

benefit4 0.497

icl 0917

. . ic2 0.959
Innovation Commitment . 71 931 934

ic3 0.786

ic4 0.841

pos1 0.693

pos2 0.793

pos3 0.820

Perceived

Organizational Support pos4 0.862 653 929 931

posb 0.847

posé 0.832

pos7 0.800

24 w7o] PR (discriminant validity) A5 93] Z4RF o] FAMAe] 58 Zolbrbun
B AT A 2R BYAFES wwatech, of WS HEeY 132 s Bol AgEn
sl W) Fe htolth(Ronkkd and Cho, 2022). (Table 2)oll4 2= His) o], Aol AIRkeh
B3 =, TR LD S DEAA, A, BEEY, W22, BelFAe) 5714 APEel 39 1A
El
1

n )

ot rr 0

o

1oz PAeka, HAEYT ZAFANNE 42t FAEcloz AT 22 B4 2RH(BAg)]
FAFEst g w hebdeh, &, 280101} 190102 T3 naut 22 Ade] eld 320
4 we APEE ndow Buggye duddn ¢ & oo

a

| 7

O

-

Table 2. Fit Statistics from Measurement Model Comparison

Models x2(d.f) x2/d.f p-value GFI CFI IFI TLI RMSEA
Research Model"” 773.05(421) 1.84 .000 843 941 942 935 .056
Proposed Model A?  1407.80(423) 333 .000 756 835 837 819 094
Proposed Model BY  831.58(423) 1.97 .000 833 932 932 925 060
Proposed Model C* 1188.53(423) 2.81 .000 741 872 873 859 .083
Proposed Model D 1468.58(424) 3.46 .000 749 826 827 .809 097

1) 3-factor Model : HPWS, IC, POS
2) 2-factor Model : HPWS, IC+P0OS
3) 2-factor Model : HPWS+PQOS, IC
4) 2-factor Model : HPWS+IC, POS
5) 1-factor Model : HPWS+IC+P0OS
HPWS: High Performance Work System, IC: Innovation Commitment, POS: Perceived Organizational Support

W ZF #AE gefstr] Hsf (Table 3) o o] A £4E& AAshld. 8 WS Aol

AR E AR, A A 289 22F904 0.69(p <0.01), 32124 0.29(p <002 v}
haton, 24591 2ol 0.42(p<0,01)% b},
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Table 3. Descriptive Statistics and Correlations

Variables Mean sd 1 2 3 4 5 6 7 8 9
1.Sex .75 43
2.Age 3591 559 .30
3.Education 3.95 .66 .09 40"
4 Fellow .46 50 A7 22" 20"
5.Senior Fellow A7 .38 -.04 45" .09 —-.42"
6.Job(Research) .76 43 .05 .07 .39 16" —-15"
7.HPWS 3.02 b3 .10 -.10 -.08 -.00 =17 -.15"
8.POS 2.96 73 M -.10 -.05 -.09 .09 -.06 .69™
9.IC 3.42 .68 -.05 .05 A7 =12 e A3 28" 427
10.Performance 442 6.8 .04 .07 .39 R -.02 29" -.04" .03 22"

" p<0.05 " p<0.01

2. V7% 2

372G A 2=E 7 Qﬂ%‘?ﬂ], AT Abole] BAE AR {8 AN S AAE At FAM
FEE Y, Yol, 38, AFE TS M 12 AR =R o] FalEYd A= 3AA<
F3E CdEsk 7Pdoln, 7 2 YalE ] °4?‘*J)r°ﬂ v 344 ZAE oS8 7ot} (Table
4) o] B3 14 ARG =5l o] FAlEYl vX& EFe b=0.44, p<0.012 YElen, 23
2004 galEdo] AFAdTd rXE B9 b=1.90, p<0.012 Yepste}, webA 7k 13 714 2=
AA = AT, 71 32 DAARFGAI =T AT Atole] BAE FAEYe] AT AL oS
7P oltt, o] 7Hd2 Hayes(2015)914 A A&k Process MacroZ ARgsle] AZ=ekqdc), g Wale
FEXEHE 28 AR ufddd T A4 7HES whESA] ghole H& o] itk (Hayes,
2013). % A= (Table 5) ¢ #t}, (bdaHe A7) 79290, 21=73ke] sfekata) AJetgk
Atole] 0 E3Fstal YA ghol SAFSRE fromsittal & & Qlvt. wEba] 74 32 A A=Y

7 4 ARG 2R o] HAEYd HXe BRE AT A 0] FAHoE 2HT AL HdF
Els 7]"“0]‘4 z2d8Ie] HAFE F3A SHds 9} ZAHTE FHoto] JE283S THEIL o] & (Table
4)9] By 3o FYatit. 582 71E HFE FIA wEoXl Holy] widd @S 2
sl S’Jr D}Z—'—'—H "ﬂmultmolhneanty) Txﬂﬂ dAs lsAo] =), ulabd F W2 gt
(mean centering)dle] 8ol FU3FA 2, 2 A3} VIF(Variance Inflation Factor)7} 2 o]s= veEh}
344 EAE v A2 Adstt. HE Ayvs B, Jeagake] s|AASE 0.27, p-values
0.01 oJ3t= veht 3849 =dadr} e AL Yeht 7 45 AAHT. &, 331G A2=H
o] FAEY A= A ZEAT ZATURINE =/ AAEFE O 83yt =] JEhdtle A%
olt}, olejet A¥E a#=za FHT Ao] (Fig. 2)olr},

7Hd 5 AA RS FHEQ A AHEE 23 wlad spd oy, mAdHRIdA 2 H o]
HAEYS WiZlR stod A7 mle A5 A FAI o] 28T Aolgte Mol ol& HF
3171 9l8l Process MacroZ &34tk (Table 6) & 5_7&]3?%{]“0] 247y +18FHUA}, P, - 1859
2 4 oo g & e] =7]oltk, Hayes(2015)= +185FHA e} - Hxkel Z3437] 2|7k FAH LS
2 Foulglr] AFss 24 vzl a3 R #E(Index of Moderated Medlanon):—% AXBFR[TE. (Table
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5 AR E A

Table 4. Results of Regression

Model 1 Model 2 Model 3
pv | Innovation Commitment Research Performance Innovation Commitment
v coef s.e coef s.e coef s.e
Constant 1357 0.40 -10.07" 4,05 257" 0.30
Sex -0.14 0.10 0.67 0.98 -0.18 0.09
Age 0.00 0.01 -0.16 0.10 0.00 0.01
Education 0.14 0.07 449" 0.66 0.14 0.07
Fellow -0.15 0.10 1.14 0.98 -0.10 0.09
Senior Fellow 0.23 0.15 0.60 1.47 0.20 0.14
Job(Research) 0.28™ 0.10 2.01 1.02 0.26™ 0.10
HPWS(a) 0.44™ 0.07 -0.79 0.79 0.07 0.10
IC 1.90™ 0.62
POS(b) 0.38™ 0.07
ab 0.27" 0.08
F 8.00™ 8.68™ 11.85™
R? 0.179 0.213 0.295
AR? 0.037" 0.082"
"p <005 Tp <001
Table 5. Result of Mediation Effect
Mediator Index SE(Boot) LLCI ULCI
Innovation Commitment 792 .340 265 1.597
Table 6. Result of Indirect Effects
rxgéfra‘t’;r Effect Boot SE LLCI uLc
-1 sd -732 -370 293 -.982 .200
Mean .000 .007 228 -.403 545
+1 sd 732 .384 281 -.030 1.063
Table 7. Index of Moderated Mediation
Mediator Index SE(Boot) LLCI ULCI
Innovation Commitment 515 .240 A31 1.063
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Fig. 2. Moderating Effect of Perceived Organizational Support
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2 d7E aAAFFYGAIE" o] A7 7H FARA ATAdTtel WX & YAEYS] miz
ZAZANN o] 2HaFE AT ETE AT Ade] AXHL v 2o AR, 2RI 2E S
Y95 =Y F Avhe Holtt, FAEYS dFAEe] UL ald #AlE 2t A2 Ao
THshE HEE FESEE T AT AR oot} et A77IH AFAEY HFAE =017
gt 9150 wol AAIFAG(TAET - udS, 2013; AT - o]FF, 2018), LT HA2=HS
ﬁaﬂﬁ‘ﬂﬁ’ﬁ_ “vﬂ% AT AY ok A7 A slY AR oflet ST YA E dFE
F7] g7 PAEYS Pt 291 w3l AL a3 oulrt k.
=5, “VHJ,]-Z}OJ)\]/\E‘:] 7Wdol 7196lA AlZHE17] wlEl(Appelbaum et al,, 2000), 71¢S e
2 g A7t oiFReld oy thekdt ke 2A o2 A7yt EE T (Combs et al., 2006; Jiang
and Messersmith, 2018), Zzv} G77]|8S tio g 3 A7E AhfFer RES Holgth, B dFo|
Al 2ARZAA =T o] FAEYES AA TR ATt RAE AARE I A2 LAY =

o] Uwkr|gunt o} dfzAox EFHo HEH 5 Qe AAPEE AFTEL o)

AR, AFdatel Myalo FHAES AASAthE Holth, Be A A7yt 2287 274
I Apole] FAl] 2HE FAoY B AT} Zo] FEHHST) VR AEA T} AF o] thE Aedle
ZAEQJo g I g5 SAstE ol glo] 7L ok whehx] ATl digk LAg do] 7hsdt
HAEQS Agalon B Zd ooyt Itk & 4 Stk BYe] dutnygo Ny AH i
de gz e s iol% 21442l glxolth(Tsai and Yen, 2020), £ —_MW A e
EAol vh= H33 A3 ale AAste] Bdd) AT Atole] BAE AU BElthe HollA 29
7} Stk

9, ZATAN ] AATAE Bolche ol 245 el Ass) uedel WA

Aol 2AFANA e 2EFHt AFEHAE, ole HAH Heg el oM Fag #el
ANBRLE 29 et Wd ko] 9lev(Shalley and Gilson, 2004 Perry-Smith, 2006), Z2]oj|A]
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AFSHE e A% AA ALe vge
A, ATFTE FRA 21e] opd A sl

fu
5
>
k1
il
e
4
X0,
N
R=)
Hr
o
K9

AFARE T3 A= Holoh, S
TEUTFE TS A9 SAETE T3 Y S s Hd T A el (common meth-
od bias)7} AT 7hsAde] Folzleh, & A= FEHF] A7 EHE dvbHel Likert A=} obd
=, BiA, 58135 5 A AYARE Tl ol Holg &o)7] flsiA =8ttt 2Hele
BTt FEAE FYs] vl SRl Tk EAE FF ATolME TEUTe] 54

AR& Lefsior & slolt,

PRAEte R AT Al Rell A o) bRt dalaRl S g FEshs Alo] ARle] Autel S A<
FFE = Bk ok, Yoprt =7k BAHAE Egol E ¢ &S AL v =7 B4
HAep7IEHAdHAE Tof AR S & uf ApAte] A S, =t 53] 5o] WT ARE
EoloHl AR e £ AoVl wieltt, webA AT B Fe] TN E ATl
YT 7Y E o7 el A, AFAE Sol ATelzetet vEef 27 o] A8Aw
AR 22 HAdS dejehs Q= FRoE AR #AE T1elor & Aol

b &2 AR Beha, B 7 vt 22 RS 2 gloh, aAdHel Al A e
ahel TARAE EH R AR X3 AV At & Aol e] e lEAkRels 89l
3, AT A, wEEd, HAEY, BT 57}?4& A N Ae] Evhs AR A
Zepgltt, ol FF A7 FlM MEAR] A=) B A]eF AUA| B & AHE, A E
z9 Ade AR JTY F ole 2E A B 2 A7 2 Aold ofgd] =&,
HuA, 58745 42 e, FF dTdrE olf Wl e Zzte] ads AuE g
Ee 2 P8k wel W Jhewitehe] ARk o Augk gt d e AzbE

# A7 UiA B AE A AR 2 APV SARE g R ATE sdste] 229
dwkste]l SIS 2L 9low, ol5 SH3P] flaf FF vkt Ve TG Hoh A AFE
F7E glew, |l BAIE Ees] sp7] f1fk 7] T A7 BRF eI ok # e 2AgEe
Rl g Har g Al g o] ATk AARIAIAl vIAl= &bl thal A vh3l7] wlell HLM(Hierarchical
Linear Model)@®j o] theEio] Agsht & A7die 24d F29 228 dHsA 23 4
o olffE dubslARA S B /HE A, FF ATl RS S8 "
A5g 77 2 leR A7k

N o ox
o
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