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Feedback behavior is key factor for developing an individual and team’s competitive advantage. Therefore,
organizational members need to focus on proactive feedback activities to improve individual and team
performance. This study conducted a multi- level analysis to find out the antecedent and consequence of
feedback behavior. At the team level, the relationship of the feedback climate of the team was investigated
in the relationship between authentic leadership and the creative performance of the team. At the
individual level, the effect of feedback behavior was examined in the relationship between radical candor
and in-role & extra-role performance. The 81 teams (328 employees) were chosen from employees of 42
companies in South Korea. Our empirical analysis confirmed at the team level, that the feedback climate
of the team partially mediated the relationship between authentic leadership and the team creative
performance. Meanwhile, at the individual level, it was observed that the feedback behavior was fully
mediated the relationship between radical candor and in-role & extra-role performance. Based on the
research results, theoretical and practical implications were presented.
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A4 oS FEE AR =odta thFe
o)L F&(Avolio, 1999)3l 3t=d|, o3 *
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7w 7o 4= gle Fews EA) AT
& Aoz 7 4 ot oy e g &2
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H71s F8t= Aol it Ashford, 1986). ©]
A3 - P& ANle] A e] dFAQ AR A
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011

1971: Winne & Butler, 1994), 3 =2 33}
= E7]i1_ %ﬁ%%ﬁ 0]1,]. /H;Jrﬂ:/\]-% HSH y]EH_H
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3, At A e E gAE =T o
At (Moeller, Robinson, 2010).
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et al.(2016)¢] AFATAE 44 4ol
GHBEAGOL 4T 9 271 A5 RA0IE 3
o 9L A Ao Yo SaREATE
FAAE 4% il A5l YL} 980l 7
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Bee TR/ 249 F dve Zelv A 7
ol & ]
= = =2

EREERRIEE)
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g g JE 52 &olotA st A i 4t
ol 384 &S AL, Afrmd e FEE
W FRezte] WA AR s Seta F4 L9
717V @871l 2t AjQle Aol & Holu F
2 o &3t #io] SEH o Ao r Al 4
ok #AE gAT, "olu 8o A I =
Eol2ge ddl F7HQ A4S sl 2 Aotk

Aot 22 =ost A8 A 2FE EdE v
I 22 7HdE A

M 6 | Fed FEE A fuia 9

El
W - 973t 2] #AE wifE Aol

2.7 ™M Ell:'lﬁl, EX|5F Xlojn}p odshy . @A T}

ARG A S B A, 220 59
A

7} obd FE 3 AlF|Enksie] Alo] opd AA e} 2
& A Fzo #- (Luthans & Avolio, 2003)

Korean Management Review Vol.51 Issue.4, August 2022



A Multi-Level Analysis of the Impact of Authentic Leadership and Radical Candor on Team and Individual Performance: The Mediating Role of Feedback Behavior and Team Feedback Climate

= T2 93, £4% AAdL O] dkely A
ol A5AQ HEE Agets FAl 259 44
o on Az #e Wl HoFE AoR vy
I iloleks o] F 77 A-sH dEE ol E
9 & @etth(Mharapara & Staniland, 2020;

Scott, 2017). XA ey £33 Fdo
AR 542 A% el o tge &
%ﬂga» oh;]. 7H(ﬂ°] 4] © al o

— =

[e]
o
7 A% AmaE AT wz-ﬂra 33

mo, M
N
N
olr
oX
-5

(Mharapara, & Stanﬂand, 2020; Shute, 2008).
olg]gt FgelA F=wlS A Fste Zﬂix}ﬂ 2%
A& 7 a glohd e “thr i
ot ko R FAE g Q4stan
2 Wae) A48 o, za@ A4
Tole FRY e 2 EXE &
A sk 71 9= AR =

# %
£494 4392 /1A A=d 27 9%
2 A

Fretal 8193 (De Stobbeleir, Ashford, &
Buyens, 2011; Fedor, Rensvold & Adams,
1992: Kim & Moon, 2019: Kim & Han, 2018),
Few 24 2 g gig Als|A ek sz g

$2 A3 5 9t 799 2doE 4R

Korean Management Review Vol.51 Issue.4, August 2022

(Brinko, 1993: Fedor, Rensvold, & Adams,
1992). 934 A $43 4L L84 A
AL 7 EAE 7 vk A 2lgde
TAAES tjeket oA S Wol5ols T84T, T

A 9 =go] Agket 2t
9

SAY O U dH S

e AYAE Avsta Jdth(Hoch et al., 2018:
Luthans & Avolio, 2003). 18]a AFA 2H

He P9 B9 Jelstn 4T} 1952
o A998 - 84 S A3 74
Ago] A2 gt 27 S AHBAE B4
e 399 549 /M3 Ut meb] 054 o
HAe 8 PN AREE BE Wl B
NIEE AN AQS ATEE BAIYE F
o437 4% ) Aol FHA 9L A Ao
2 a8 B8, 134 J94e oldg Agol
U AQA B e Yo FER A5 7}

A BEUG Y WAL Ad 3199 98 o @

— 1
ol 2719 Aolth. ol AHo] e el v

ngste e AYd RS e 2d4dy ¢4
(Eisenberger et al., 2004: Umphress, Bingham

&
3k

Mitchell, 2010)e]y 2lE 2 FE W Ao of
A, 2AAN, 2429 22 LMX &3

(Graen, & Uhl-Bien, 1995)% &3] 719& o
zi;'Lx_io] ZAR=N - A== /‘zsgs}ﬂ] }401 ﬁj,].xqoi ol

6’1—

ST 'Eo=e T

W9 43 Eelt 394 AnE 2 2

o= aﬂzzﬂ— 3}

1111



Jae-Geum Jeong * Suk Bong Choi

ok %Al o

1

I3
o

afof

9

A99E A4

B!
N
3
ﬂo
Mo

o
Gy
R~
o
ca
4

o] 954 ok

deE 24 ) A

=

=

39 tHKwon & Kang,

2% =94 AT A4
o

2010: Organ, 1997). wehA

A4 2luade] =94 71 71Eelv

o 7H<]

ujA BT e g3z olold shsA
ro) 43}

[e]

}:E

@

15

(e}
[¢]

o oEl N = Yehdtin
2012; Lin et al.,

34

« i
PN

i
F71 o=

g

st

)

A7t A1

3L

[¢)

EECE

L

19} 2aAske] A} F9

A

=

1
.

P& 4 Atk (Scott, 2015). AFAQ =W g

of tigh A%

&l

= st

o]

)
T
=

=<
W

UTHBannister, 1986: Ilgen, Fisher, & Taylor,

Aol

[ig
=

uj7h et Aolct.

Aot

mH7A

=
=2
=

=

]

=

w Al Al 7 2ol

[e)

o3t ko] BA

o3t el A

i

T

g Thel] FH A JeFS v
(Figure 1)

a3

=

_]

&
U

|

R
=

A
e

H=

©

AR 2154
HEvd 2o

L

AE ol ehiA

L

o4 vzECD 2

L]
éL
ZF

e

=

d 0]

S

ZIEEREES

b gt of

hud

)

AZA S A3
A}, ol @ A=Y FrFolt ATYEL AR
HE dehte 43 29

k9

©

|

e ool i@ 23 AU Bl A

o

e 7)o A F
MRS

g Ao,
140

%

43 =
9]

>

1979: Wergin, Mason, & Munson, 1976). &

A& 571 4

A=A
=

Z]

J_:NO
;O.#

ol

)i

i
jant

=
N
o
=
)
=y

T 7
=

7ol

Korean Management Review Vol.51 Issue.4, August 2022

7

)
2l

1 0H7<

19
i

15014
to] Sgel o

o

A

[¢]

s

A

1112



A Multi-Level Analysis of the Impact of Authentic Leadership and Radical Candor on Team and Individual Performance: The Mediating Role of Feedback Behavior and Team Feedback Climate

Group level (Level 2)
Y
DEA 2E > o mew = > o] Zox A
\ \4 4
SR A > IOEY HE > g -2 1t
Individual level (Level 1)
(Figure 1) 917 2%
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so] #F 81719 (328%) 9] dlo|HE A&t
FZ dolele 3o BN A3 Az 7)E o
9 agla W b 2 Aelrt gleo R BE fof
HE B AR 2F ARE 81H €Y
£ 39l Ao THeR LA

o
__E
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W (SD=1.13)°|t}. SHA
5}A £ % (Table 1)l A=A

A X W3 Aol 47 68.6%% 31.4%
2 U, d9E 2xE 3007} 30.2% = 7
Bk, 200 22.1%, 409 26.2%, 50t} 20.6%,
60th o]%e] 0.9%= Uetstth. gl FXe &
o] 57.9%= 7V Bka, 1% o|ey} 11.9%, A
TUE 22.0%, HAF 7.0%, DA 1.2% 22 Y
Ehgtt. 247)72 1t 81.771€(SD=95.48)0]
Aow Ha e/MEFH H 4000744 1EA

TxE o] et aela sl (") ol o] 24
712 Bt 59. 702 (SD=80.32)c|AeH &
6NEHE HF 4010L74A 124 BEH o] Y}

ST AFE PR Al 48,292 7 Bol U

v, el 16.2%, 3% 13.1%, 933 2433
o]Ao] 22 3%2 Ve E3 REAoRL
e 8 (A2 0] 55.3%2 14 Bkm, 994

(A" /M8 2) 14.0%, AZAAE) 13.7%,
R&D (A &3] )119/ 71e} 6.1% % JebgTh

3.2.1 134 v

217479 24l Luthans & Avolio(2003)
271 ZeE $743¢ Walumbwa et al.(2008)
o U2 Aokl WHstE =94 #3, 3
g ArAE, A FHEAE A7) Y 3
AEA s A &8 F47E olEA Y
a1 28 fue P FASs A UL
2 st 34 d=e W
(2008)°] 7|itatar 7153+ Authentic Leadership
Questionnaire(ALQ) & AHE3FATE. Akl <12 (4

1o 1o

o

2]

L4

rulo

Walumbwa et al.
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T i Az 2 JAE T4 SHAE
g 2 225 68.6 68.6
14 103 31.4 100.0
201 75 22.1 21.1
301 98 30.2 52.3
U] 40 84 26.2 78.5
50T 66 20.6 99.1
60t o] 3 0.9 100.0
BZo|3} 39 11.9 11.9
AR Z 72 22.0 33.8
3] S 190 57.9 91.8
A 23 7.0 98.8
upA} 4 1.2 100.0
6~60714 197 61.4 61.4
sy 61~12079 56 17.4 78.8
121~18071€ 26 8.1 96.9
18171€ o 42 13.1 100.0
6~61712 236 73.5 73.5
9 2ez 61~120719 46 14.3 88.0
121~18074€ 15 4.7 92.3
181749 o] 24 75 100.0
A (A7) 159 48 5 48 5
49 e (7)) 53 16.2 64.6
B 4&(* o) 43 13.1 7.7
3-BA% 5 73 22.3 100.0
%a (AH2) 178 55.3 54.3
A (mHA R /A H] ) 46 14.0 68.3
4n =4 Az () 45 13.7 82.0
R&D (&4 39 11.9 93.9
e 20 6.1 100.0
KL 328

Ach

n

rr

2 :
f [‘Z ok,
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g4 el &l 37 = 39 (Leroy et al.,
2015). 4l A1&d &9 dz 27914l &
3 T (U 2H) e tE AFEE] ARle

-
2
H‘l

1115



Jae-Geum Jeong * Suk Bong Choi

ol

=

L ox,
ol

o,

5}

Ol

[ex
;e

=

(e 2Y) e ARle] &
SHAl ettt ot} WiAjst
“U(ue 2d) & Aldd g%l
Aele (e Bd) = ARl
3 gto|tt 14 (A9
J8hH7HA gAE 5 A
w7 ug 43y g9 g%
A Z A4 (Cronbach alpha)E .943% YepT.

¢

Ay ruNS o ob
o
o b
i
‘\:“ 2
— <]
B e r{c
oo
N r1r =
ot o
0.
N m
o\

-
[o
An)

g

]
-
)
>
2
(@a]
o

(vh

ol
il
>~
>
ofo
_O‘L
xQ
o
Ha
oo

3.2.2 9 J=

& =
g PFs A Aol PR
Cummlngs
< g 78
0] el A Xﬂii ”er°ﬂ e A d ot
24, A BHE AlFete dsold & 5 U
(Larson, 1984). & 1704 3] =u) 3350 il
o] BRE 24 A AEEA =83}, Ao
AR BHAE Y8 gEgs AFete =Y 9%
o7 ot Iy o] e APA T
A Ab&-(Ashford, 1986: Callister, Kramer, &
Turban, 1999)3 & 3= 24 5o F 714
AEQl BUHY 32¥, FddF 3vds st
At = AT E Pelgrim et al.(2014)7}¢
WSk AR 1270 B8 5 B Aol S5t
17 ot Xﬂ%sﬁ%oﬂ = 4 dES At

gdon, gy 9 E3Eo] AAld7] ATee B=
o o]k o /\]x] 780]— Atk AE T d=

RUEF S e el ARYRE G 99
#3 BREY vws) Brhloln, sYdFoRE
e sl A7gad gl FReie qene
FAT oItk F=H AF FFE o] AHE)

rr
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o 7H A A3 EelS gk A ﬂﬁﬂ (Cronbach
= 74, PP = 856, A

3.2.3 99l el 43}

T MEL 83 ofolto & FEdte A
o]t} (Amabile, 1988: Oldham & Cummings,
1996 :Lﬂj_y 761—,];@ o}o]r,]o}h 7<L/\ J,} OQ/H 0
dQ 7o 33 UtHZhou & George, 2001).
Lq.a].H HA1e= zl/\]/\aq. L8 /Ho] Jd= o].o]q
o1& FEA dhe =HYTE PolH HHe A
osta © FAYEC] Aplo] &3k E‘«] FoH =

George(2001) & #oA A¥= %76'3} 7] ﬁOH Scott
& Bruce(1994)7} AH&-3 370 3
Yz 1070 352 AEA st
A7 o2

}\]._9_6]— 137H o el D _/l:Z _ﬁ_x ] ;Gzﬂ- ], _l‘ﬂ_
B FAsle] Algsidith AR 7o Y He &
2EAE g8 Az WS Akt "$e g
< S 918 AEaL 783t ofoltjo] & Zho}
Aot e A 2E ofolto & A A|st AT}
gt} "Golth. #ek 7F A A3 Fels 93 Al
# A4 (Cronbach alpha)& .952% YEgTE

3.2.4 €48 44

%238 219 (radical candor)< Scott(2015)¢
g]—g;H ]o%ﬂ]uﬂoi 7Ho];<4 Jq./\h,} x];dx% q]alo]
ge F 7 842 FAH Y dA) AL T
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A e A R
£ Ao Boea, ) %@}(mﬂa B4 4
4 U 4) Agsigon gan Pt B2,
%w 2k BA9 AU AS 59 of

g f e 2RIdA FoIx 44 A5 o
e gy FF3AN7I=A 242 T, 98 ¢
e AL AR a7 ARRE of ARk 27
2 R B0l He F7H P FHe F
ATH(Chun, Cho, & Sosik, 2016). ¥ A&
AT A A FAA R FoAH AR 979 F
0 24 9 55 AT AT 9o FH g5 =
H2E 98 O - o A2 FYsiget. 4 i - 9
Az 2Re Qg ) Ao A o e B3 =
Aate] ARgetglon, Ad i Ao Bk S
Williams & Anderson(1991)¢] 7|3t 6714 &

ol Becker & Kernan(2003)¢] 52| tigh 174
s Frlele T £goz #4389 tH Chun,
Cho, & Sosik, 2016). 9 ] A7} 542 Chun,
Cho, & Sosik(2016) % Hui, Law, & Chen
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(1999)0] g=9] 34 Weta) 354
T3 A5E OCB 1571 3570
ole}g¢] 3, 44 3, A BLAl 3
3, MBS 3) o= 57K ekl el 1570 &=
< WeHEA A3 (Hoffman et al., 2007)4] H
Fxol AA 4*0“QL Add 0CB84&e 7H
et AR B & (Chun, Cho, & Sosik,

o

Fhete
bl 2
3.t

ol
ro

PN
N < TR

2016). °] T & Oq"TL SAe A 9 35S
Agade, dg ) Ao B AE B v
e9d QnE A drag’, Ye 494 2

ol #g AE T v 2R FEF A @
Bl Aetes wedh, Ue € A v

3268 F

g, | : TR
T MY dEw YFs 3 dFE ARSY
g FE el 34 dde ° gus " 7ol
o, ° gre A tel Brkete= sl "
ALE Aol Qljsta Qe © Ee 2y el
Brketes ot @ 2o HeE AHHE B
€ BT A Bt $9AE PiH Aggregation)
St BHd ASe Tl AHEolFE Bdesl
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EANGE AN5ET § FFOR Yol 24
et AAsE W £4% 49, = 9%
A% - 94 BAdE AAEHE Tk 4
¥ Aue SAsn £ dsus 43 3
Oz Ao e A BAE o gt
93t ool ARG - 24 AP AelolA] ok
4% AA) $130] (Breaugh, 2006), 9%
& ol gAH Wz ARH D Qo] FAHY

TH(Amabile et al., 1996: Janssen, 2001). 43
oAl AL 1, A& 022 gn|adste] B4
A AR, w9, ' aE M ABA 2
oA, g FE "o AofA A3} EAd =
gel A7)9 "M 9 2&7]7hE BANTRE ALE
A TH(Choi et al., 2017: Lee et al., 2017).
ol trE B A 1F SAo] o] dFe 1|
A 7FsAs wAle] Yot (Judge & Ferris,
1993). "ol A7]9} "ol 247|3He gy 9
TG A | FE F3tE e AR Afolrh
A da, |l FALE Y] deAeE B
FaE e AR S AAH] Hal SA UG
(VandeWalle et al., 2000). €<] Z7]+= @9 &

o &3t 1YY = S, 25 74
ol a "ol 53 717HS H3t (Aggregation)
sto] ARE-sHATH.

= A7) AHEE BE AEAE gAE B A=
S AHget] 131 (8 o) ollA 53 (v)§- 28t}
o7 Hrlston, M8 AFdA HE5E SHIE
= & A7l sty AT gt ARSI
QA e 55 £48 A (radical candor)
A= o] 2 WA o] ALEE

A, EA3 AAL Scott(2015) 0] AAIE F 7}
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A AL NI BAls 434 dig el 7 7H
a9lAr ] §4¢ Axte) whet ArR A data 2
Zoto] ALgslgon A e (E2)or

e,

z*

v GEe A - e BE GFWAE o
29 99sFoR BAs] 5ERIE AN
7 St B Qe BYUSS F5U} BE E
4T RN 2 Aol %aﬂgwg

& (one factor analysm)
& AAlsteth #4 7534 5‘72? fQlo] HA 4k
= O],oﬂx;], 1:'/\4 @jq_
7 L &8 17.3%2 Yeh} &
UHPHA 7}%"3% < Ao Yeyt A W
A @4 Y Sl Amd g5l e 4
= 17373 2ldi 7 o
B9 i astE
Hoz g

o
o,

=l

r

U:
O{M 5 X

(Choi, 2007: Klein et al., 2000: Kwak &
Kim, 2015)3te] AAIA A8 %¥(hierarchical
linear model: HLM)< él/‘]ﬁ}o% EA816 T 9

AR A8 23S AN Ao t4E BHYE A%
< 98l rwe(G) ek 1CC(1) = ICC( 2)& FAs3d
o EE g 8 Vs HERS Rl

8l glA 29 EA4(CFA) T 7iId 21 =(CR,
Composite Reliability) ¥4& AAlst9th, =t
HAFE] WA A2 37ks7] 98] Cronbach's
alpha HZEE AAJit mpxeto 2 74 25

2 9 BeE BAE 234 4D 22 A9
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e HLME o] &3ta B4
S 283t ASA 39
£ A7 ot
3

>

=)

H1 (group mean)< AHE

dEH 2y

$4S QAeg £, agn
5% 246 AHeE weEe B
BAE Fol7] ) A £ MBS 49 34 7 2y
s, gusEd We

H2

oA+ SPSS 7.0.1 = AA Hit(grand mean)<S

==

=

om
E
N
I
e
HN

(Figure 2) 241 1 : B mj=W ZES[ M - 5 2|

A3} (centering)

Group level (Level 2)

H6"
ES 2lHA > & & ZEE
H5
H7*
x5 mof H4 5 pow as Mootz -9l 8
H8"
Individual level (Level 1)
) He™ : w7l &z (A4 = M‘J -daed FE - 93y - oA
HT* oA (04 2l - sl=d A% - g - 94w
HE' o hESHEAE 49 - 99 F - e - 943
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atith. (Table 2)

9

7}

(¢]

S =
==
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V. 87 &

NE

HA(r = .65, p(.01: r = .67,

frem g BA} das BTl o2 dde

(Table 2) 7|&2&7 %

1984). 7+ A

I+ (eign value)

s

|

JCHHair et al.,

loJde= et 7id =50

=
-

5

i
S
0
-
2:
& |18
— |
I R R
— [ % | %
0| o | =
0| <F | 1o
el F SR EON
S| = | —
N AN A
¥ )
0|0 | w© Yol
SN | S|~ >
i Rl A &
i i * = | %
0|l lo|lo|o|— o | —
e e Rl
| | —
©Olo|H| || < | o | o=
| | —
s | = s
||| oo | 0| |
Sl Tiel e S| <=
| I o
S|lm|o|o|lo|m| <o ~ N oo
[ I A R AT A R A |
Ol | D | o|ca|om = |zl oy o= | <
S|S0 | N[N w0 o | < eS| |
> Yo
D H || D | D[ O ||| D NN | 0| 4|~
‘TN ||| ||| m Ol es| |
~ B>
Nuﬁ;
o ool R
Jo 7P ™ | &
wjr ~ Y
o | = b | o
o | |- - IRk ®o |
B | o = e} nes A | mR

=60

A7)

+g, 4

e, 3

20t), 2=30tl, 3=40tH, 4=50t}, 5

A, 2
Cronbach's agt.

1

o

7

AR
2~

ES

A A

4

SCHE
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Ak
0kl

w4, 0=914;
XA}, 5=
4, 5=718h

1

4=

9%, 3=tz 4
4,

A

AE
3

2]
1,

aFoldt, 2

ARA, 2=99

328/81: *p(.05, **p(.01, “A4:
1

):
ge):
D 1=

E]
=4
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754

]
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o

=
=
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2 ARl AA A A k=
wdeh, =3 ts3dA EAE s ¢
(Variance inflation factor) k< &<1g @ﬂ 10
B} 22 1,604 1.910]8t2 Ueh} ths-3414
de A7 gl AoZ YElgth(Leahy, 2000;
Hocking & Pendleton, 1983).

4ot »}E}

N\

4.2 #olX 20l FM(CFA)E =8t Bigd 4

ol

+ d7e © o Hddse] ALl Aol &
Sl tiel H7ke Az 74 2 W B
7] 913 E1H 8 1FA (CFA) & A8 T

ME SEA7 8 Haol vlE) o =2 4
A BT 7540l Aol dAs] ol H2Ex
NEEFAA 345 QA H Chun, Cho, & Sosik,
2016; Chen et al., 2007). A8 o= A4
2o 3} £2¢ Alo] Hof o)A Adatel d ] -
o Aol nA = FFAAAA & E 719 F=

o[)l
_?E

cE e rﬂJ
o,
e rlo

A g0 B By 27 Vet Ak 7t
A mde] BA Avte (y¥(df)=2773.35(1560):

CFI=0.921: TLI=0.917; RMR=0.025: RMSEA
=0.043) 2.2 Yeh}, y’(chi square)HAEE
FAAME 799 Bdo] thE tigkrde (1 ~62¢1)

=2773.35 df=1560: CFI=.921: IFI=.923:
TLI=.917: GFI=.899: AGFI=.811: NFI=
.847; RMR=.026: RMSEA=.043°] =% =9It}
A3lol| A HEo] GFI, AGFI, NFI7} #2424 X
FoA Bl gl7]E AR, GFIY AGFIE= 2
EX4o 71918t n]d &4 (inconsistencies) &2 213]
Gk WS W FEY| EACRTH ARE
& CFI 2 IFI, TLI, RMR, RMSEA7} 7 2dl
] E@ﬂcﬂ o] opg K oﬂ:rL Uté,] thh:l:
Ve £xoz yrie 4 9t w7 =

geo] A REA Ay g A% (Construct

W P o gk giotrd S BXAEn B Ao A Reliability: CR)& 0.88401%, (+3} 37 A
AAIGH 7 2dE v Wl # 0.5650178, Hit T2 4k(Average Variance
(Table 3)< tiet =dly} A|etyl 7P md o] &l Extracted: AVE)E 7+ 2919 A#AAS: 5 A3
(Table 3) 82 H|w Z1}
=g x*(df) CFI | TLI | RMR | RMSEA Ax® (df)

At 24

(AL. RC. FB. TCP. RP) 2773.35(1560)

921 | 917 | .026 .043 -

499 24 (AL & RC, PT &

PSS, FB, TCP & RP merged) 3481.07(1565)

876 | .870 | .042 .053 707.72(9)***

389 29 (AL & RC, FB, TCP

& RP merged) 4586.47(1572)

.805 | 795 | .050 .067 1813.12(12)***

289 249 (AL & RC & FB,

TCP & RP merged) 5301.20(1574)

159 | 746 | .056 074 2527.85(14)***

199 2d

6479.67(1575)

.682 | .667 | .053 .085 | 3706.32(15)***

F) AL: 444 @94, RC: £4% 44
*** p(0.001
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gkl 0.422 Bk 2 0.5060]4 2.2 25 UE
s} web el 29 Aol M EEPA 3
HEA o] GG & F 9l (Anderson &
Gerbing, 1988: Bagozzi & Yi, 1988; Fornell
& Larcker, 1981).

ot
[
o>
ag
[0)e}
—=
@
aQ
Qo
=
o
2
ofr
-

2F A4 rwg pUake E U TAYEY S
Tkl ® 79 Mg vehd
AN k= 7P¢ A8 &gl EFolth(Newman &
Sin, 2009). ryeq kel .70 o]3Y A5l skl &
9 A7E FrH(Aggregation)sto] E
2R AT e 8] SE dH(James,
Demaree, & Wolf, 1984; Newman & Sin, 2009).
T, 1CC(1)79) A%e 05o1w 209 7ol A
Folegt & 3l
Soll= 50914
, 100173

et al., 2000). 4 A= (Table 4)°l AA8tA
o 1Yl g 95010 R BE Ay 7%
£ 438k, 1CC(1) Hgh 3594 482 EF

30 ”01 ] $ £ F£Fo 2 Yyt agln
ICC(2)%ke] A-Fel= 70914 807k vEh} BT
7.0 O]”«] f= HolFa glrh ICC(2)7o] .

o WA|A] Fehe A3t 145}14:13}5 FEAoR ‘?:‘
ol59d & glthal st oy (Bliese, 2000: James,
Demaree, & Wolf, 1984: James, Demaree,
& Wolf, 1993), & 97 HlolEl= BF 7.001%42
sRIHUY, = FAH 94 #9
3 HE BT AABIER B AFA ISz
B4o] 7hed S BT g oy 24
JJr% E‘r‘?‘—i— 49 i 249 Wl e o]

i }_O )‘ZO] ‘

Wes e APED @ o EE 4D T
(Baron & Kenny, 1986: Chun, Lee, & Sosik,
2018: Chun, Cho, & Sosik, 2016)°llA] =]t
AZ WAl whegk SPSS 22.0% o] &3to] ¢A14 3

=
o
PAS gAGOm, deE #4491 144 g

BHoz u &4
?:1 76‘ Oﬂ% T2 Foolgt 37 Urk(Klein A A W - ¢ A3} 3ol /el guE FES )
(Table 4) J=aiY #Ho| &Hit(Aggregation) HAE At
Variables Twe() ICC(1) ICC(2) F value
21773 294 .98 48 .80 5.03%**
g sy 38 .96 .35 .70 3.31%**
g Zolq A3t .98 .40 14 3.90%**

F) ICC=aW3BA<(Intraclass correlation coefficient)
**p{.001
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Qo] mewl P eate] AHEI B wpyjEE A
A+ (Park & Yoon, 2015: Lim, Lee, & Hahn,
2012: Avolio et al., 2004; Choi, 2007; Chun,
Cho, & Sosik, 2016; Kwak & Kim, 2015)¢l
A AEet Asg W w2t HLM 7.012 A
&3t At

4.4.1 7MW A% 1.
43

EEEEERELEE B

AR e 1o R e B S R I e id o B
FTES v Et] W 7 A5 A4 3
BAS AAste] M 1-3 H|AE glor Az
able 5yell AAskslet. 7Hd& A53t7] Slel
< WEZ "e] A7]9k Hellqe] 257]3t
) 73% /ng ﬂ‘ﬂ’“ol 94 z},]xq /HJ,}
U]%l Aolgte 74 1(Model 5)
.66, p(0.001)= A A
7} A5l 1JrE‘r A HdAde] "ol vy
Bl H(+)9] & ?Z}% nd Aolgh= 744 29 £
“@4” Model 291 Yerlem (b=0.63, p <

1=
==

-

lo 3
Jl->

to o fr X

2,
ol
—_
38 ﬂl [o

2,
ol of
+
o2
ot
o

o,

M

o %

iin)

-

9
H

&>
=2
Rl
s+l o
old
X
oo
of
09,1
rJ
a
o —
U‘
O
w
a
ko)
P
o
o
(e}
—

%Ev‘& 217878 E]‘ﬂﬂi} 2
o)A A3} bl B2 wizshe 235 B F9L
o 28y olg HhHE wif R A £
= 7};(4%4 o= 'r7b sto 2 0] OH Eﬁ]xq LeR=2=1 q.ﬂ
g 7}54 (Preacher, Rucker, & Hayes, 2007)
E7]d FE2EHF 7[HE F7IE L4385
A3} 7}74374'(1) = 0.002, SE = 0.08, 95%
100.19, 0.44))& Fem|sHAl gelstdtt. whet
A 7Hd 3& A E]Qi‘jr.

r{u:&m }-

Q

4427V A< 2. (b 49)

0.001)& Jeht 7Hd 13 714 2& AAEH A 2 dFe g BAE Y 5 Y
7Hd 3¢ AA Hu A "o FoH I e e W] YA RE AiEny 3R {
(Table by & m=t ZEo| o7z ntol chet A s|724 2ot

" - CEETEE EEECERE
- Model 1 Model 2 Model 4 Model 5 Model 6
g 37 0.05 0.04 0.12 0.10 0.08
g 24707 -0.28* -0.22** -0.12 -0.06 0.43
A4 Hd4 0.63*** 0.66*** 0.35**
g 3w 38 0.48"**
R? 0.08 0.48 0.03 0.46 0.57
AR? 0.40 0.43 0.54
F) N(H)=81, Hud g 349 EFaAsY, *p.05, **p.01, **p(.001
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el Wes 1ed Zavt gluld E5HaQ
A - T el QAFEAA AREA B
ik eIt 71228 (Null model) & 53]
A Ak A 7 B4 ERlst geE &
Ae] frofm|ghe gelaisith. 712 2% (Null model)
o <1 Azt= (Table 6)° ‘/}E}Lﬁﬁ’i‘;} 01«]3.{4

_L4

ﬂl/]' 0:]61—LH Q/H

3} zhe] W] M=u] Fes) jole] W=y Gge] o)

Mazts 7HEAC R Al

oM A4 22 ARl

1=
T

o 7

At #4723 Model 5
gt 2913} 5

2
p<0.001: r:O.26, pC0.00)stEE tE & =¥ Pes FAlSHA AT - oAt IHH
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