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A Study on the Analysis of Necessary Information to Explore the
Employees’ Teamwork Behavior
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ABSTRACT

Recently, the importance of HR analytics for data-based decision-making in establishing and operating an effective human resource
management system for companies is increasing. In addition, there is growing inferest in the effect of employees’ perceptions of
organizational justice on positive organizational behavior. Therefore, in this study, among the various factors affecting feamwork
behavior, we analyzed the impact on tfeamwork behavior such as perception of organizational justice and organizational culture.
Organizational justice has a significant impact on the formation of members’ affitudes, but its meaning may vary depending on the
organizational context. In this study, we divided organizational justice info four types (procedural, distributive, interpersonal, and
informational faimess) and confired their impact on teamwork behavior. In addition, organizational culture was divided into hierarchy
culture and innovation culture, and how fo regulate these relationships was examined. To analyze these relationships, individual-level
data collected from 657 people at domestic companies were used for analysis. According to the analysis results, in a hierarchical
culture, procedural justice and information justice had a positive influence on teamwork behavior through the mediating process of
job safisfaction, and in an innovative culture, interpersonal justice and information justice had a positive influence on teamwork
behavior through job satisfaction. It was confimed to have a (+) effect. These research results provide implications for people
management by indicating that, although organizational justice is important to members and organizations, it may be perceived
differenfly and have different meanings depending on the organizational context. Through the use of the information presented in this
study, we will provide value that can effectively and efficiently implement a company’s human resource management system.
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(Figure 1) Research Model

;]g

Ao E SERRICE 23] 4

o
M N
=y
I =
W

ur

oF

]
to}, "9 38
2

=]
=
g
9]

o
A7HA FFE FeA AR
1%

o] A

3l =
o
=

Aol Pgoz[14], ol

oA

o
K

</

3
)
jolis

d(backup) AF, 2574, 2lvA 3 94

2]
o

47 e, A

ojn

o

FATE 12} ZAb]

A 8]

=
°

AEEL!

9]

o g

3787313c)

Bl

A=}
n

57873120)

3L
[}
|

].
3 EejAdFell m

b

(1o)&

29

7H 1c~4e. A

olJ

A
476(72.5%), 74 181"(27.5%) o™, <

w

ehd

dETE (loE3

o wet 249 W ERE U
1

i A157)

3
%

Bt 392 Ao,

/(4c)7

o

A

O

Mo

s

/(3o

o

A

%O

o 3%

)

+87(20)

o I8 FFFEA21%)°19T, T ¥
A7 B2 AFS aF(621%) S & UEsth

Awel T3t

L
L

o WA

7He 1d~4d. A9l (1dEA2473/Qd)E 578 7d/(3d)

85

ol



bal
4o
10

m
Ho
U
02
o
=2
i
mjo

4o
o

el
fo
0
i
ol
=
=)
=
St
re
4

& Colquitt[5]9] A+5 F2 st FAS AT A5
4 HUHA ] A tiek 6 (719 A 3
7t A9 A ARE b5, dFE, AR TSR
T 5 tHCronbach’ s @=911), Tl ZAAL BAF A3
o 3 FAANE = 5TL2E A5 tHa=949). T
1 F AL ARaLe] thg-1ka]o) thEk 558k (a=.950)3 23

) ARl i PR AR A5 AR
AT 4R YO R T

2 o

o7 ZAATHe=88). AT ZHESRIAS

Cameron} Quinn[12]°] 7|@st 2273} H7tE ol A A

AF RIER THS F, 2R 490 e
] Z 7}

o] T YA 78, 2) 4]
o 4

QL

¥

Tﬂ’:‘Oo

©

ofN
o > 2
o Moo

2 ol
o N
94‘\2@
ox oo
Ho ¥ g =

off
i
AC)
oy
BN
3{1‘1
~
Mo
o
ol
o
N
)
>,
fil
U
Mz

1

ol
o
£

>~
ol
oo

ol
ol
R

=4
AA T3 0] 8
0.6 ©]’e] e Ueido] & AfedA ALgE Wy
Agge] =2 ZAoF AdsiAth #lxa9l
(Conformatory Factor Analysis: CFA)S S3}o] 4
o] AFAE FASATHE 1).
EAWERE 7Y TR AF, AE A9
I8 dA) A AFAre A 233 7170
Ao, wd 2434

i
[«
>,
it}
b
M
2
i)
i3
e
)
27
A
foby
ro
1>
o
O
>

G
i
i
fu)
)
32
&
fu
rfu
I
ol
mO
o
X,

bodoalt > .

e 2 1o N

A )
F ° T
ASE AHREA Fe 34 F3 oA W
Iz AT

ey il

oft o
2

it ofN o%

I
Mo
X
ih)
B

4.1 7|=SH & AREH B4

A AR AT ES] VZEAEA S AR &
A& AAISFATHE 2). FEEFA vl 7k 233448
FTEHF "BAY T THARJA AAIAE YA
&zt r=25 p<001; &8 r=24. p<001; TN r=47

p<.001; HHE r=49 p<.001). AT 3 HAZ 814

2~ 2= =
Hee 7 A st B 344
%

(1) =old 20IFA Ao}
(Table 1) Results of Confirmatory Factor Analysis
X & T CHA  AIC RMSEA
889 19258 637 938 944 2133.77 056
78290 22799 644 923 929 2473.92 062
682 51232 650 .790 806  5305.22 102
5891 67189 655 718 737 6890.88 110
49921 79834 659 662 683 8147.37 130
329 90804 662 613 635 923843 139
2892 97276 664 584 607 9881.55 144
1891 111114 665 49 547 1133941 136

) N= 657, CFl = Comparative Fit Idex; TLI = Tucker-Lewis Index;
AIC = Akaike Iformation Citerion;
RMSEA = Root Mean Square of Error of Approximation.
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(Table 2) Results of Descriptive Statistics and Correlations
Variables Mean S.D 1 2 3 4 5 6 7 8 9 10 11 12 13
1 71 400 189
2. AF 28 14 157
3. Y 2 4 - 267
4. 9% 3917 666 -177 407 05
5. A& 717 1204 68 -100 26 -11" 797
6. A7)zt 34 202 -4 -09 -01 100 137
7. AAFHA 369 2 -06 B 177 08 -147 -2
8. HulFAA 382 B -6 06 15 -127 -167 -04 84
9. tiAFAA 451 100 07 03 4 -02 -03 -09 46 47
10. BRZAA 424 98 oM 07 157 -06 -10 -06 53 51 81
11. YA 446 75 0B 11" o7 03 -0 2 407 397 6l 65
12. HAIE3R14 415 93 -4 01 09 0 -0 0 5 50 & 74 7n
13. A5 454 8 -4 07 06 15 120 04 307 260 400 427 47 467
14 B339 %F 48 69 -3 06 M 06 05 01 25 247 477 497 597 497 &7
) " p< 05, p<0l, T p<00l; N=657
(E 3) &7EA ZoH(PROCESS Model 7): IAIRa}0lAlo| =HME| ofyjEn}
(Table 3) Moderated Mediation of Hierarchical Culture
W 2| o= ERELES
29 1: AAFAA 5¥ 2 2HZRN 5¥ 3 UUF3FN Y 4 FRIAY By 5 RS
714 -00(.02) -00(.02) -01(.02) -01(.02) -01(01)
A -04(.03) -03(.03) -03(03) -03(.03) 02(02)
Al 01(.07) 01(.07) 02(.07) 02(.07) -04(.05)
A 01(.01) 01(.01) 01(.01) 01(.01) -00(.01)
o477k 01(.01) 01(.01) 01(.01) 01(.01) .00(.00)
dejriebe 24713 01(.02) 01(.02) 01(.02) 01(.02) .00(.01)
A2EAA 12(.06) 11(.06) 12(.06) 13(.06)° -06(.04)
Rl 34 -03(.06) -02(.06) -03(.06) -03(.06) -00(.04)
HFAA 10(.05) 10(.05) .10(.05) 11(.05) 09(.04)”
ARETAA 14(.06) 14(.06)" 15(.06)° 14(.06)" 15047
AAESRIA 30(.06) " 29(.06) " 28(.06)"" 29(.06)
HAF A AE3 11(04) "
£l FA A <A =5} .08(.03)"
WS AA LS .04(.03)
BRZG <A RS} 07(.03)°
AR 39(.03)
R 27 26 26 27 47
F 19.71™ 1930” 1895 1943” 51.23"
3 ] FAE pse) . p< 05,7 p<01, T p<.001
sk OlE{Ll MESHE| (2533%) 87
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(Table 4) Moderated Mediation of Hierarchical Culture
g ARRE ERERES
e a3 27 EulEAEY EY 8 UU3AE 0 B¥ o FEFHY  BY 10 JFUS
714 .00(.02) .00(.02) .00(.02) .00(.01) -01(.01)
A5 -01(.03) -00(.03) -00(.03) -00(03) 02(.02)
x .02(.07) 02(.07) 02(.07) .02(.07) -04(.05)
A 01(.01) 01(01) .01(.01) .01(.01) -00(.01)
o573 .01(.01) .01(.01) 01(.01) 01(.01) .00(.00)
gejriote 473t .01(.02) 01(.02) 01(.02) 01(.02) .00(.01)
A5 .10(.06) .09(.06) 11(.06) 12(.06) -06(.04)
T4 -.05(.06). -04(.06) -.05(.06) -05(.06) -00(.04)
A ETHA .13(.05) .14(.05) .16(.05) .14(.05) .09(.04)
L 08(.06) 07(.06) 07(06) 08(.06) _ 15(04)
SAlEsHelA 28(.05) .28(.05) .26(.05) 27(.05)
AR AA T3 .05(.03)
Tl 37 g < 9| Al 3} 04(.03) .
A3 xS AT} .05(.03) .
B3 A 3t .08(.03) .
2 Bz .39(.03)
R .27“-; .274&4 .274&4 .28“-; .474&4
F 19.81 19.71 19.90 2045 51.23
F) E 9 FAE pse)fhY. T p< 05,7 p<01, " p<.001; N=657
@ 4, p= 07, p<05)7e] Foz-g3o] FoIF AR
Ehgte e atdatel g FHESSIAES] 208 6
a9 23, A5H 0w AATANH HRTHA 4F o D
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sgugel AEnsd oy AHate AT .
Pl 3R folatA Ry ATHAT AHFHA 15 -
& frola vetgth 4EAgae A9 tgA  owdATE | e g T
B(EF 8, f= .05, p<.05)F FEIHLET 9, = .08, (22)
p<ODEE HAEB} A she) HEALEATL H(+)e) E} . a
7Ffrold Ao E AT wabA 71 3bsh 71 4b 554 ——ow HAE
= AHsAL, 7HE 1b9 2b= 71AH AT wA R R —m g HAEE
Aunizd @ JI44ENE 2ATED 4529 £
_ o4
% 77 29 19 39 T SlElth AR I I
3} ARSI HEALENIY 20K AR N
-—————*
914 f70] WY HasEd dele AATHYC 25
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sel4o] £ £79 Aol AATHHOE A A b
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37879 A-oll=(T1HE 2b) SIAIRSE 14fo] el (2b)
AU =& o ARFAHA 237t feeA SukskeE A (3% 2) 2|F2E=0]| Cigh =ASH AN} fAIZSeIA el A=At
02 45ALY UF FHFENES ] 2AY & 8&7}
) A A ATHE 5). (Figure 2) Interaction Effects of Organzational Justice
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(% 5) Z=Es Rl ME ZASHEA

=]

W&ol e 7Hd Te~dedt 71 1d~4del
(A8} 28 10(542 23} 24)<
AR "3 A 2HE Y
3 5: B=.39, p<.001; =& 10: B= .39, p<.001).
5 7HEas ASA3E 63 & 7)0lM 23
AEstete] A5 a-ga st misfEsel A5
g3 5ol 4TS v = 2E8E s
TA730lA
el 9lojA]

<
HERAY £

n

>

I
ic)
fd
oX
z

oAl vEld A& EAstth wek SIAIE s
ek 2289 mi7fasts 7H Ic, 2¢, 1281 4c7) A€ E

o, eI thek 24

R, 7H 3= 7)17HE %
d A AL, 7H 1d, 2d, 3d=

g W) Ee FH
29

5. Bl ¢ FE

L EEECEE ROERIEE RSB
H9< 53 gAAWEA JFL A E B el o
ofeliAl STk ol Slal 2HTAH A4S W) A
#3902 PR, 299 dgecony 2R
(A%, AR 949 24

1%
i)
X
i

ZETYMOINT HPOHE B0 ToieR 24E Zot

(Table 5) The conditional effect of organizational culture type on the relationship between perceived

organizational justice and job satisfaction
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(Table 6) Conditional Indirect Effect of the Moderator Variable (Hierarchical culture) on the Dependent Variable
(Teamwork Behavior)
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(Table 7) Conditional Indirect Effect of the Moderator Variable (Innovative culture) on the Dependent Variable
(Teamwork Behavior)
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