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Relationship between the leadership style and organizational effectiveness
Job crafting mediation effect

Sang-Young Lee*, Hae-Sool Yang™*

Abstract

In this paper, we propose the role of job crafting in the relationship between leadership and
organizational effectiveness in voluntarily carrying out each member’s assigned tasks. This study
surveyed the manufacturing, construction, service industries in Seoul and Gyeonggi province,
identified the type of leadership they recognized, and empirically analyzed the organizational
effectiveness of leadership. The purpose of this paper is to grasp the types of leadership
acknowledged by the industry of manufacturing, construction, and service, and also to empirically
analyze the organizational effectiveness of the leadership. The study measures the organizational
effectiveness in terms of the job satisfaction, organizational commitment, and organizational
citizenship behavior while classifying the leadership into coaching leadership, transformational
leadership, and sensible leadership. In addition, the strictness of the analysis is imposed by estimating
the simple least square model and ranking probit model. The results of the least square model is
summarized as the following. Regardless of the different defining terms of organizational
effectiveness, transformational leadership was shown to have the greatest organizational effectiveness.
Sensible leadership positively effected job satisfaction whereas coaching leadership positively effected
job satisfaction and organizational effectiveness. Compared to transformational leadership and coaching
leadership, the impact of the sensible leadership was very much limited. The result of the ranking
probit model is summarized as the following. First, sensible leadership had a positive impact on the
member’s job satisfaction and organizational commitment. Second, regarding the organizational
citizenship behavior, coaching leadership showed greater impact than transformational leadership. This
results contradicts the results from the simple least square model. If similar studies were to be
conducted in the future, two models and the results must be compared. Third, as the leadership
score increases by 1 point, there is greater possibility of having more than 4 points for all job
satisfaction, organizational commitment, organizational citizenship behavior. Lastly, the analysis proves

that job crafting has the mediation effect between the leadership and organizational effectiveness.

» Keyword: leadership, organizational effectiveness, causality relation, simple least square model,
ranking probit model
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Table 1. Hypotheses
H1-1 Transformational leadership will have a significant impact on organizational commitment.
H1-2 Transformational leadership will have a significant impact on job satisfaction.
H1-3 | Transformational leadership will have a significant impact on organizational citizenship behavior.
' H2-1 Coaching leadership will have a significant impact on organizational commitment.
Leadership . . . L ) ) .
Type H2-2 Coaching leadership will have a significant effect on job satisfaction.
o H2-3 Coaching leadership will have a significant impact on organizational citizenship behavior.
H3-1 Emotional leadership will have a significant impact on organizational commitment.
H3-2 Emotional leadership will have a significant impact on job satisfaction.
H3-3 Emotional leadership will have a significant impact on organizational citizenship behavior.
H4-1 Job crafting will have a significant impact on organizational commitment.
Job Crafting H4-2 Job crafting will have a significant impact on job satisfaction.
H4-3 Job crafting will have a significant impact on organizational citizenship behavior.
Mediatin H5-1 Organizational commitment will increase as job—crafting increases due to CEO leadership.
offoct 9 H5-2 Job satisfaction will increase as the job crafting effect increases due to CEO leadership.
H5-3 Organizational citizenship behaviors will increase if the job crafting effect is increased due to CEO leadership.

IV. Results
1. Technical statistics
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Table 4. Determinants of organizational effectiveness
Simple least squares model Rank Probit model
o Organizational o Organizational
‘JOb . Organlzlatlonal Citizenship Job Satisfaction Orgamzlanonal Citizenship
Satisfaction Commitment Behavior Commitment Behavior
Coaching 0.153(***) 0.126 0.105 0.150(*) 0.134(*) 0.114
Leadership (0.078) (0.107) (0.078) (0.078) (0.079) (0.079)
Transformational 0.236(***) 0.230(**) 0.197(*) 0.251(x**) 0.213 (%) 0.197(*x%*)
Leadership (0.0575) (0.104) (0.107) (0.073) (0.073) (0.073)
Emotional 0.146(*) 0.062 0.193(*xx*) 0.181(*x) 0.074 0.210(***)
Leadership (0.079) (0.081) (0.073) (0.072) (0.072) (0.072)
0.164 0.313(*x*) -0.040 0.169 0.343(*x*) —-0.050
sex (0.099) (0.101) (0.099) (0.105) (0.105) (0.104)
0.359(***) 0.259(**) 0.171(*) 0.386(***) 0.281(*x*) 0.184(*)
Duration of service (0.099) (0.105) (0.099) (0.105) (0.105) (0.104)
1.795(%*x) 2.347 (%) 2.670(*x*) - - -
Constant term (0.273) (0.281) (0.306)
Simple least squares model Rank Probit model
L Organizational o Organizational
.JOb . Orgamz.anonal Citizenship Job Satisfaction Orgamz‘anonal Citizenship
Satisfaction Commitment : Commitment ;
Behavior Behavior
Conditioned R 2 0.316 0.222 0.255 = - -
F value 24.09 16.21 15.97 - - -
- - - 154.46 100.70 115.54
XZ value
specimen size 395 395 395 395 395 395

* . Significant at 10% significance level, **: Significant at 5% significance level, **x*: Significant at 1% significance level
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Table 5. Marginal Effect of Leadership

Job Satisfaction Organizational Commitment Organizational Citizenship Behavior
Coaching Transforma Emotion Coaching Transforma Emotion Coaching Transforma Emotion
tive tive tive

-0.04 -0.10 -0.06

1 (0.07) 0.06 0.05 (0.23) 0.15 0.05 (0.17) 0.11 0.12
-0.20 -0.27 -0.11

2 (0.56) -0.34 -0.25 (0.89) —-0.43 -0.15 (0.38) -0.19 -0.20
—1.06* -0.59 —-0.38

3 (10.85) =177 x%x% -1.28 (13.98) —0.94** -0.33 (11.30) —0.66** —0.71 %%
2.13* 2.45% 1.60

4 (19.62) 3.57*%* 1.43%* (22.02) 3.89% %= 1.35 (11.48) 2.75%* 2.93% %%
1.18% 2.36+ 0.52

5 (24.14) 1.98*xx 2.83%* (9.42) 1.55%x* 0.54 (19.01) 0.90%* 0.96**

= . Significant at 10% significance level, **. Significant at 5% significance level, **=*: Significant at 1% significance level
Table 6. Comparison of Simple least squares model and Rank Probit model

Simple least squares model Rank Probit model
Job Satisfaction Jo.b Civic action Job Satisfaction Jo.b Civic action
Commitment Commitment
Coaching 15.5% - 21.6% 16.9% -
Leadership
Transformational 23.8% 23.0% 19.7% 36.04% 26.8% 18.7%
Leadership
Emotional 14.6% - 19.3% 26.08% - 20.0%
Leadership
table 7. Leadership(A) — Job Crafting(B) — Organizational Commitment=(C)
Mediating effect(1)
Independent Regression 2 Meet
variable analysis R F B ! VIF condition
B=A 0.307 5.164 0.415 7.633 *** 1.106 satisfy
C=A 0.147 2.043 0.254 4.382 *** 1.103 satisfy
Leader .
ship C=B 0.193 2.915 0.363 5.824 *** 1.174 satisfy
0.143 2.174 ** 1.365 satisfy
C=B+A 0.215 2.997
0.296 4.421 *** 1.444 satisfy
csgﬁirsisesr:?(r;) 0.425 cggﬁ‘:(e;fesr:ﬁg) 0.421 Partial
Sobel Z=4.712(p<001) L
Standard mediation
0.055 Standard error(Sb) 0.073
error(Sa)

* . Significant at 10% significance level, **. Significant at 5% significance level, ***: Significant at 1% significance level
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FAB=A)NA B=0.274, t=5.112(p<.00DE 23+ A(+)2]
TAE BT ik @ Fuiide] AN JFS vA|=
TA(C=A)NHE B=.194, t=3.977(p<.00D)Z F-2a+ A(+)e
TAZ et @ 3 Az go] AFuEe] JES UlilE
IA(C=B)IHE B=0.316, t=4.214 (p<.00DE FJv]3+ 4
(+)e] AR FAEHATY @ o 3 Tz o] FAl
ZA AT JE&FS v X BA(C=A+BIAE 25 o] B
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table 8. Leadership(A) — Job Crafting(B) — Job Satisfaction(C) Mediating effect(2)

Independent Regression 2 Meet
variable analysis R F B t VIF condition
B=A 0.271 4.297 0.274 5 112 ok 1.121 satisfy
C=A 0.201 2.251 0.194 3.977 *** 1.109 satisfy
Leader )
ship C=B 0.194 2.814 0.316 4.214 okx 1.114 satisfy
0.121 2.171 * 1.231 satisfy
C=B+A 0.237 3.017
0.193 3.297 *** 1.379 satisfy
Reglrelssmn 0.315 Reglrelsswn 0.316 )
coefficient(a) coefficient(b) Partial
Sobel Z=4.712(p<001) L
Standard 0.052 Standard 0.029 mediation
error(Sa) ) error(Sb) )
= Significant at 10% significance level, **: Significant at 5% significance level, **x: Significant at 1% significance level
table 9. Leadership(A) — Job Crafting(B) — Job Satisfaction(C)
Mediating effect(3)
Independen Regression 9 Meet
t variable analysis R F B t VIF condition
B=A 0.103 3.111 0.122 3.112 kx 1.043 satisfy
C=A 0.132 1.977 0.172 1.973 ** 1.019 satisfy
Leader .
ship C=B 0.167 2.322 0.152 2.921 ** 1.122 satisfy
0.109 1.997 ok 1.155 satisfy
C=B+A 0.115 2.312
0.144 2.191 ** 1.203 satisfy
Regression 0.194 Regression 0.212 .
coefficient(a) coefficient(b) Partial
Sobel Z=4.712(p<001) L
Standard Standard mediation
0.042 0.031
error(Sa) error(Sh)

= . Significant at 10% significance level, *: Significant at 5% significance level, ***: Significant at 1% significance level
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