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al(2020) job characteristics Joy of gig work | (+) motivation(7})
qu matched
;1:?2%2%5 Pg;tsfgzﬁst’y Work satisfaction | A (+) -
Job design
Skill variety, Charboterist
. Task identity, N
Johari et Task significance Job performance A (+) Employee cs Model,
al(2019) ‘Autonomy ’ © well-being (™) Social
Feedback e)E}clhange
eory
Morf et al . Counterproductive 3 _
(2017) Task variety Work Behavior 8
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<

ZA e il HT gHste A9 FHollA 4] A
BAFAE GR35 98] FxE = ol tH(Pasricha et al., 2023).
A oS & v AR As Foke oA FAsHE AR Bl
el o 5 7] zolel thajr] West & Farr(1990)= <4

Zsh= v hEA Bol= Zolgtal skl o] gk o
A Fejde] #ek ARl tigk =ole HIZMA] o]ojA i lom,
Anderson, Potocnik, & Zhou(2014)¢] w3 AFolA= A2 ololt
of =l TS HA Aot Adeletd, JAdEe F=H ool
of AP d)e =4S = Mder FEsidh o9 HEY Yuan &
Woodman(2021) ¢ A], ofolt]o] ] Aefolet= FHE ZFxsiH, “5413

]_
To A FAYo]l Ao ARE Syt FHAH AR ooy

AP
N
S/ = N </ o

o

of, A, TEAZL 5o ARl AR, ®H 2 FA, 24 Sl aolsta

Tolgkal A eostr| = it

1
ofo
ol
O
rlr
Y

& Al 85 (Innovative Behavior)< %] & 4l (organizational innovation)
I FEREE N ¢ Heow A Yo EA5HA = 2L A
T2 AlEEjoF strE dnkAQl o
Aol FrEATH I - AL e, 2017). 714 938 g E
= Tt A e] AAlo] V&Sl wENtEE AR A=
7FeAd s #AdE Y AEE vttt Alg]algko] #&(social exchange
theory)oll we} o]l2ldk A e 7HW FJAld s =4 2ol o=

o AHAIE AL olge FEo| UL Aotk

_’|3_



i

o
0

olo] Scott & Bruce(1994)2 =2 +

Z 2% E (psychological climate for

=

innovation)

o

)

o

el
o
3

‘N
B

o

A4

18] & o]

hd

[=PN
5=

Aok 3 Yuan & Woodman(2010)-&

o] frsh Abal A A

[<]

< AA

p=1
[¢}

R
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=
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o] =EdttaL sl

Ho
o

<!
B

o] =

s}

oF
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-
T

e AE] A7 i

—_
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el
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&
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-

R

1, A2k Ad 371

AT E Scott & Bruce(1994)

3

SKe)

I |

[e]
=

23

—

N

i

}<i T}, Janssen(2000)

[

ato] AlAl

A= T

ofoltio] 4

P&

]

A
hA

Z]

&
==

ofeltjol o] A4,

R

> O

o

shach.

U F339 2, Lukes & Stephan(2017)&
o

el A =e ofolt]o]e]

EEREERERE

7 &

4 apol 7} 9)

E=

i

e

IS

A

=
-

SbA AR mpe} o], A}
o

=
| .

Y
Bo
cd

B
_Z_ﬁl

3 o

ol &

. 2017).
7FA1 a1 Qv (Knezovic & Drkic, 2021;
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Kwon & KIM, 2020; Rasheed et al, 2023).

-
32
)
o
r,
o
offt
1o
o
o
ko
rO
ftlo
)
ol
rlr
BN
r
[-40
4
l
rlo
)
oo
lo,
<
iy
rd
T

e
ol
%o,
=
N
=2

g , 2 A2 gAlddse gygyde=s
FE v Edcta 93 ko (Purwanto et al., 2021; Rasheed et al., 2023
Purwanto et al., 2021; Su et al., 2021; Zainal et al., 2021). %2} 2] W3}

o gAe 98 24 FAdEe] EEdlls 2R otoldol= fr

o
2
o
[t
,IH-'
0,
=
o
]
=
@,
e
>
<
=N
g
—
O
O
@

MHE Ui 22 8 A Uil 43S T2 FAYES B
O A or Ayl dad gAAd sl Foldow A

Zainal et al., 2021).

=4, duidd gde] SAgFQ = Enk oy
A0 wrgomm  Hidgso]l olEofxt= FAolth(Akram et
al.,2020; Pasricha et al., 2023). Yuan & Woodman(2010)2 53] &413)
= doe AgAd ZEAEE Adel did 7t A4S AR

o Aol oW edlow Q) Ao YA Fol I Tt A
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S3at7] flete] 22 QA TS FPgohs Aol o5 9, %=
2 FAALL Aslagto] 2o wel EEA0RE 52 AP Ao 2
& ANEE skl gt o5 59

A AW (Akram et al, 2020), 7194l AF3]A Aglo] Erha QIAg=
$-(Pasricha et al, 2023)el& 222 5§ o #AAQ 224 FAHHAE
ANA TAAL A= AFsHAl HaL ol A= (ZIHAD F-skr]

Y3t wHol] il For o]ojd Aolth(Wang et al., 2021).

i

wo, A2e AEE AYaEn AdHed W gL Fr 24
297l A4 wa oA, ANABS FAAINE Frh(Volery &

Tarabashkina, 2021). <, & o] FA Yol A7|st= AMZE ofolto &
s oR Hrstar, ofeolt]o] Ao ouE FATFE ST ofolr]
ool FAY 2227F ARZE =7 A5 om o dF ol
o]¢}E= WjE 1§ EAdAHAHLS 22z ~AEHA PES ol Hal

Z2 7ol Abel A wskaAel A B FdFS vAA o

24 gadEsy H(-)o AAAAES 7FAA "o sH(Montani et

o] e AEoA vl§- TR 2hon, FAUEY
Aiele APAow AAYE Aolgu

X

=
Homye 349 WEoR ARG + Ut A

A
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<% 2> ¥4l3 = (Innovative Behavior)9 A3+

P sgus Faus WA/zEESE | W
. Cormmitment to Change("H)
Jun & Transformational ) ) o
] Innovative Behavior | Organizational Support for
Lee(2023) leadership o
Creativity (%)
Pasricha et ) Enmployee Innovative | Organizational Pride(™})
perceived CSR

al.(2023) Behavior Affective Commitment(™})
Creative self-efficacy(vH)
Rasheed et Service Innovation
FEthical leadership Psychological Ownership(™H)
al.(2023) Behavior )
Sleep quality(Z)
Montani et ) Innovative Work Intrinsic Motivation(™H)
Job Insecurity )
al(2021) Behavior

Mindfulness(Z)

Purwanto et

Authentic Leadership

Innovative Work

Psychological Capital(})

al(2021) Behavior
Intrinsic Motivation(™)
Su et Servant
) Innovative Behavior Identification with the
al(2021) Leadership
Leader(%)
Organisational
climate,
Volery &
Leader-member
Tarabashkin Innovative Behavior Work Centrality(32)
exchange,
a (2021)
Rewards,
Employee creativity
Leader
Wang et ) ) ) Psychological safety(u))
Psychological Innovative Behavior
al,(2021) ) growth need Strength(Z2)
Capital
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a7z

=gus 224 o 7 /2 A W 4 H] 1
(CEE) “I%\_T S H AT H7H/ é T ]—L-
o | Relational Attachment(¥})
Wang et Exploitative Employee Innovative |
] ] High-Performance Work
al,(2021) Leadership Behavior
Systems (%)
) ) ) Creative self-efficacy (™)
Zainal et ) innovation work
Servant leadership ) Knowledge
al(2021) behavior .
Sharing ()
. ) Motivation to Learn(w})
Afsarm et | Transformational Innovative Work ) )
) ) Innovation Climate(%)
al.(2020) Leadership Behavior )
Task Complexity(ZF)
o Employee
Akram et Organizational . .
] Innovative Work | Knowledge Sharing(7l)
al.(2020) Justice )
Behavior
Supervisor Innovative Work Trust in supervisor(7l)
Bak(2020) ) ) )
Feedback Behavior Affective commitment(™})
S Task-Related )
Cangialosi Innovative Work Autonomy (%)

et al.(2020)

Learning Potential

of the Workplace

Behavior

Task Significance(Z)

Transformational
Groselj et leadership, Innovative Work Psychological
al.(2020) Authentic Behavior Empowerment(%)
leadership
Montani et Innovative Work Work Engagement(™H)
Workload . .
al.(2020) Behavior Mindfulness(Z)
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A3d 49 9n|

1. €9 ¢ u|(Meaning of Work)% 7§y

o] or](Meaning of Work)we oA HFH =7+ <Q17ke] 2148 2 7N
Holl e E2ete] NAA-ARS A A A Aol A vrgdk o= s
AME L QA H o] S A4, 2021). 24 FALENA 42 o
g e d9sr] ddl vEHer Hed 2AS 2 Hed &
To®, QIFMAA AL A HEolA & ouo] g Y]E 84
(Frankl, 2005)°1#} &ke] sA|o] 7] = stth(Adler, 2017). =4 /<l
A2 A, 7HA, 571, oA BA To] Wxd FAR AFoHM(H
= 5, 2015), dell g ofn= AU WA FolA do] Folo=m
AAE=A], droll A do] AA sk Gao] FAAA e} vEd HdA .

22l A o]tk (Rosso et al., 2010).

lﬂ

AZrgh ARlQl AFS o gde] Aty UAE doll 23 gl
o, @x] =& HI AZS BUlE A ol ouE zta o] )
(Bonebright et al, 2000). AlgE2> AH4le] ol Qe Ho HA o] Fg
stal Tasttar oAAHE o Ao oguE FAHoE AHSA HH
(Pratt & Ashforth, 2003), A=, Z2H o= o] FHUAEANA A=A
g5 ATstA 7] Wl olelg Ao nlE oAYA Fofsti=ifol] wet
T8 A Ghe] ZHAZE ded = A Eu (G- A, 2021
ks of| FEe] d& stdA 1 o] Th EA9 ouE o]sfstaL

Apnle] 7R el BHAl o] eulE wrEofvkE Aol wig Fe M (¢
gm- 4821, 2021).
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Wrzesniewski 5 (1997)2> d9] on&E A4, Ad=H, ayolgt= Al 7HA

diow sty WA, dold HAH BHdM= Ajdeluw AAE

A QA @ orlekes AdelA Edetal glow, ds EE 42 7%,
P&, WL T2 B A o ol Ao oguE Fa AHSHow
o 2 AquyAE do F43HA e (Petchsawang & Duchon, 2009).
Ao owmgt A Rl A F= 49 ThA e do] Ho FE= vE
A2t = BAGEHE Sterger 5(2012)2 o] onE doA 9 &
AAel  ou|(positive meaning in work), ¥ E3F <on w57
(meaning making through work), EFSl3} A}s]o)] A2l FksS ulX
A St SFEHA FF AS 93 57| (greater good motivation) <]
Al 7HA AR o' RS 7R skl =, 4o Yrls FHA 84w

A Apae] ddo] dvhit kA 93 Fad

-

ANAE AAFOZH, T4
A AL Ao e dist 7HAE AA AATFE Ao FYEHE 9
YAE Sdigshkck(Singh et al. 2021).

obzel, ¥ oul= wes] 2AAQ BAAS do] & ouE 4F
sl Aoz AHosl7|= th(Stephan et al, 2020). Do ojujgk A=t
T8 L] el do] Folow gt o, AupkbEe] HF
A AL A o] e Ao R AS ol WA o2 A A E)
Skitka, 2012; Pratt & Ashforth, 2003). =,
Ao o= 2 FAAE] A A3 =Fo s @A st
AL, ARple Al Frolg S olBA Fst=A], 2l 24 WelA o

Wl A4S RS AASE A Q2o th(Brief & Nord, 1990).
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>
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=
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Q
e
3
m
o

_20_



T ow o Wow X X M U N = S B o R
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ST 9 B B s mr w2 O 5} 9
Wr S - ) N A ) <0 X . v ™ N
CElTdas tTAY k¥ geg =
PR N T PR L = ST w M
= ~ 0 — 0 T ﬂ% el _ﬂ.VI o Lt 5 = & T ot
U R I TR B % o R RN~ A
0o | oR A v ) o —
WT m nmm S fal - D u_El mx E o = o o-
X [ o ~ - N ™
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ob2d, AEAd e EFI AFAH o BAE 4o onrt A
M3tA WY (Zhou et al., 2023), & I Z® (Job crafting)?] 742490 ¢
oA I, WA AU EY, A ARz A o] e #AE A
o] oJn|7} ujrfet= Aoz FAF A (Letona-Ibanez et al., 2021). %

&, 24040 o] SJuE wAE A9 £9F REAY, HA

N

JE S Hol= Aoz 3HelyQuh(Bhatnagar & Aggarwal, 2020).

AF7A L] ol WA APAFES Aesind, Aol ==

2 dA"EgE A4S 4 4 AtH(Hulshof et al., 2020; Zhou et al.,, 2023).

%, wo £E0 U9 guE APshe THAES d B FF 4R
W, 24 UM, AUA 9AARE, WA 57 52 AUA B ®
W oohUeh griHos o we AT 9 oldeEE ol AL ¢ 4

ATH W 2 2022; Rosso et al., 2010). o]l A= FAYLE
Al Folzl AR thgAdo]l do] ouE wiRE MY dsHFd s

Sl L vHE F2A BAT LA At

ke

(o=

<E 3> 99 9 u](Meaning of Work)e] A3+

AFA]
o =gus FEus dARs | Wz
) Influence of destructive | Meaning of Work,
Grill(2023) -
leadership behaviors Work Productivity
Makikangas
Tllegitimate Tasks Meaning of Work -
et al(2023
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a7z

o) sgus Fxas EREES H 3
Merdiaty et Organizational Organizational ) Work
Meaningful Worl
al.(2023) Commitment Citizen Behavior
Rai et Duty Orientation,
Ethical climate fit Meaningful work
al(2023) Moral Ownership
Sanchez-Car
dona et al. Job Resources ‘Work Engagement Meaningful Work
(2023)
Zhou et Task Performance,
Professional Respect ) ) Work Meaningfulness
al(2023) Service Quality
Staffing,
Trainnig,
Singh et al. Innovative Work
Performance Based Meaningful Work
(2021) Behavior
Evaluation and Rewards,
Employees’ Participation
Letona-Ibanez Task Crafting,
et al. Cognitive Crafting, Engagement ‘Work meaning
(2021) Relational Crafting
Meaningfulness at
Stephan et al. self-employment, o o
Subjective vitality work
(2020) wage employment
Work Autonomy
Singh & Mindful T d Meaningful Work
ndfulness ranscendence or]
Bamel(2020)
Han et Transformative In—role Meaningfulness
al.(2020) Leadership Perfomance at work
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a7z

o) sgus FHus w7} 5 H 3
Organizational
Citizenship Behavior,
Demirtas et Transformational Un-FEthical
) o Meaningful Work
al.(2020) Leadership Pro-Organizational
Behavior,
Business Integration
Perceived o
Bhatnagar & o Employee Alienation,
Organizational
Aggarwal Fployee Psychdlogical Meaningful Work
Support toward the )
(2020) ) Capital
Environment (POSE)
Hulshof et ) Work Meaning in
Job Crafting
al(2020) Engagement work
Lips- Fairness,
Wiersma et | Responsible Leadership, | Meaningful work -
al(2020) Worthy Work
Robertson et Impact of Network Meaningfulness of
al(2020) Ties and Structure Work
Bawuro et Intrinsic Motivati Innovative work N Work
ntrinsic Motivation eaningfu or]
al(2019) Behaviour
Perceived
Akgunduz Organizational o ]
Employee creativity Meaning of work
et al.(2018) Support,

Proactive Personality

Arnoux-Nic
olas et al.
(2016)

Work Conditions

Turnover Intention

Meaning of work
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A4d -7 e w&AA(LMX)

4.1. LMX9 A3

LMXE 237 W ot #AY Fholl dAEE ddd Ae A wshy
AZE ¢ wdch(Dienesch & Liden, 1986). o] A& gyt +AY9 719 o
o 23& 9wFa don, Asugto] ¥ JagJo]Eo| 7]nksle]
W Y o] AE A AEsdAE R x4y 3 F oohu
o|tH(Chen & Klimoski, 2003). =@tjAel ok #A 7IvF HEE&
(Dansereau, Graen, & Haga, 1975)°] 23] A A7HEow, A

¢
.

ofk
AR

BN
N

VDL(Vertical Dyad Linkage) H< ®W2lo=® &3 o (Martin et al.,
2016), eol% #o-749d  wg #ACMX) EdE EHe
(Schriesheim et al., 1999).

T2 2 AA o]Zolgt EEl$+= VDL o] gyt #AY e H4E
o THE ® Aer =49 fuis oldletr] g ZHdHaR
F AHDyad)ol 23S ZEv. 2 =24 W @3 S9elA gy 9
AA7F FAALRTG =2 YA (Vertica)ol AL, 25 Apolol] & A
¥ 35 (Linkage)o] Avt= AMES ®Eg3sitt. =, VDLY 712 HdAl=
ozt 2+ ALY A wERAE St Al Ao
(Dansereau, Graen, & Haga, 1975).

VDL o] &°] m=wW, o 7AYE tste Bxe dsol et =
Aol S WA= Qs vEH olE AuEY] 93 =4 U
TAYLES WA EGn group)¥} 25 H(out group) &= EFEFALE ©lE
AFAow duEd, a2 e &8 G g A=
oF ¥ilo]l E2 FALER TAEY, A A ASRAE st A
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3]sk A) k= Aolth(Liden, Sparrowe, & Wayne, 1997).

7|=9] VDL o] &o] Wigwa} kel Aolel]l #Als Fi F=2 <
T7F AP HATHE, LMX o] &2 & 49 7He] waA o do] g
geob A, 22439 ofd #AE AL A=AE Fofsted T3
S T A3 AcHLiden & Maslyn, 1998). LMX:= g7t 4 %E =}
A AIF Fom Q) BE 24 W ALY U3 T wddAE

W7 = oJEerd= AS AAR b (Dansereau, Graen, & Haga, 1975).

g-TAY Wi BALMX) o elAE et} e f89 wike
g, euih 4 AL ekt WA AusE oo we 2y
sl 7 w9 Alole] @A W@ FAol 2zt tadr A, me

Ju-PAY W BAMX) EDE s 2AH U] el

i
i
o,
%9,
o
o
fz
)
N
.
o
job)

5

©

[0p!
T
=

job)

=1
&
Z
3

S
—_
=
_I[}J
Z
<
o,
r

= ACNAREE AR G(FH, olEH, o]FRl, & HAF, 2020).

g agtol 28 o -1AY wg AAMMX)S Ay oA
TA(LMX)e] o] =AFAdL g Pz oADA GFS 7
Z=Ao gt o2& ZAZES AF3tH(Erdogan & Bauer, 2014). A}3]

4 agho] 2ol olatd Abg 7ke] oAl @ Algtel ThE AR S8 &

rL

l
p‘g
ki
St
offt
N
|
4
9
ok
L
e
M
N
ot
S~
>,
X
N
X
)
=
yu9
)
-
fol
o
il
=
]
v



It
>
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o
filo
a2
fols
ol
k]
i
~N
o
%
ol

>,
2
r (o]
»
-
o
=,

il

<
2
>

ql
f

Folate s 718 Foste olfrel oigh dWoRm AREHIIE
(Erdogan & Bauer, 2014).

Babi¢ & Sejla(2014) 29 -7 9 WA LMX) o]2e A 93
< furt AL Y P usdAE s, e #Ae

Fdo] Au-7AY ABAALMX)S Aol MAE FFL uAE A
o2 Stk wd, LMX o Eoli @ Aol @%o] e AUE §

% tH(Megheirkouni et al., 2020).

oot FAY 3o FAAN wiE gdo] dd HAH Y s3e FUt
Al7IH, ol Yo g% 875 FFA7IA st 7Y
APA o7 Farett(Martin et al, 2016). WebA], =& -7+ A4Y o
FAACMX)AA = oot FALS FEdE, At 9 d5, Fsile,
&7 2 3, 23X WHstE Ad@eta, B2 gu-4d w34
1A=

(LMX) ol 4 e ALY #AE Il sEkA JEHA

03*:',
offt
El
riot
r <
)

(Unidirectional down-ward influence), A <4
(Contractual behavior exchange) % W3k 93 A 2] (Role-defined
relation)®} =<5 2dd H3EE 5 o2 3t (Graen, George &
Uhi-Bien, 1991). = 2lg¢t 74dE ol 2As = tdd 4=

dol 2le @ L= HE dAdolv ds e T3 JFS 7

A 4 deS ¢ 4 AtH(Chang et al., 2024).
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4.2. LMX¢ AqdAF

G

N
e
T

il

& a1, of

2, el o

AAE FAA, &

w4

ki

)

s}

g4 Sol

A]
2y

, AgEaeEA LMX7H

2020). B3

7]'7_4’0%,

E

3

ATHA]

A

el
;OO

Bo

p—

0
"
&R

Ho

3o} (Tekleab &

ATFaL

Taylor, 2003; Yuan et al., 2023)

3]

JArE Auud, eluet v el g
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4> g FHZ
A0l LMX7F ole] dAFoA 2dmsn
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ojn

Ll

—~
o

o
i+
el
o
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Nr
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+

.

_FE

0
o

o] EWAF oA} AS A A
a2 A tH(Yuan et al, 2023).

S

Plo

o5 2ol

s

:rL

HA A A
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s

1/

sk Au)

, LMX7F A7l A 9

CELEC !

7R ]lel

ol

% 2 HChang et al., 2024). =

T
s
N

,ﬂl

X0

)

g,

}3tHChang et al, 2024; HA, 2022; Shemeis,

shols

27}
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ATHKim, 2021; Kim & Jo, 2024). &3 LMX7F Aztd gt EA
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ok B okth(Kanake & Kemboi,

2o

L 2H 3} 7

5

o
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s
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2020; Liao et al., 2019; Zulfigar & Khan, 2021).

ol

]

Z_'

)

—_
fite)

&+

!

121t} (Obeng et al, 2021;

S

)

u}

o

]

A

o e 2

A}

’

gk

Serban et al., 2022; Zeng & Xu., 2020). =

ol
oy

)

T

FAAES AN AT(Liu et al, 2024), 3 A

=
=

1 LMXe] #o]

9|

H LMX¢] o] vre Aol H]

-
T

EENALY

ol &

T tH(Wei et al, 2021).
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1 ° 2 A&

E_':}o
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Bo
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o] uFAAR
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dE, Hx= Sl fuek 74

o] Al
1 T,
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ESIE
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S
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)
e
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)
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<E 4> LMX¢ APAT

AFA
) sgus Faus zgus | wz
Chang et
Thriving at Work | Service Performance LMX
al.(2024)
Kim & Jo Organizational Counterproductive LMX
(2024) Cynicism Work Behavior
Feeling
Liu et al.
Ability-distrusted Shame LMX
(2024) )
by Supervisors
Observer’s
Coworker-targeted o
Wang et ) Cognitive trust
Leader Aggressive , LMX
al.(2024) Observer’s
Humor
Affective Trust
Dirican ) )
Job Embeddedeness | Altruism Deviance LMX
(2023)
Shemeis Employee
Ethical Leadership LMX
(2023) Performance
Entrepreneurial
HA(2022) Orientation Job Performance LMX
Innovation Behavior
Li et al Promotive and Supervisor-rated
. .. . g LMX
(2022) prohibitive voice promotability
Job Stressors Job Satisfaction
Serban et o o
Organizational Organizational LMX
al.(2022) )
Stressors Commitment
Jung et al. ‘Workplace
Work Engagement LMX
(2021) Loneliness
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Kim(2021) LMX
Wellbeing Behavior
Obeng et Organizational Harmonious Work
LMX
al.(2021) Climate Passion
LMXD
Wang et ) ) . (leader - member
Ethical Leadership Shared Leadership
al.(2021) exchange
differentiation)
Wei et Proactive ) )
) Psychological strain LMX
al.(2021) Personality
Yu et Perceived
o Work Alienation LMX
al.(2021) Overqualification
Multisource
Zhang et Proactive
. Information LMX
al.(2021) Personality
Exchange
) Organizational )
Zulfigar & o ) Knowledge Sharing
Citizenship LMX
Khan(2021) . Behavior
Behaviour
Kanake & .
Employee Innovative Work
Kemboi ) LMX
Empowerment Behavior
(2020)
Perceived Insider
Zeng & ) Status
Servant Leadership LMX
Xu(2020) Organization-based
Self-esteem
Liao et Perceived Leader Employee Proactive LMX
al.(2019) Narcissism Behavior
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Irving, Wright & Middleton, 2022), 2% tgAde]l Ad SH4E55 1L
3 B owf A5 tekdol FAAEY 4 9n] FEs FEAE AYS
ofde = vk o=, o] F WSl Ato]lo HHEAFLE AV A olE
(self-efficacy theory)o. &2 SWH3 4 gl

A5 FPREA e FALELS o 7dkg Ao} EF
(Organizational-Based-Self-Esteem, OBSE)& =72 ull, A}4lol A
Ao oulE o Beo] IAstE AR dHA dHHFA, AHA,
2021). ol TAY Aol dwiy xHOoRRE Q4HE J|dgE vl

g2 oelds] @ Qb ARAAE st wt 4RE £
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s F¥Yste JAHAA 222 Z Furta Qo =7e AR FAY
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(Baumeister & Vohs, 2002; Blustein, Lsova & Duffy, 2023; Grant,
Christianson & Price, 2007; Ross, Dekas & Wrzesniewsk. 2010;
Wrzesniewski & Dutton, 2001).

Atk e olEe] xAoRRE ATSed Yo AR B £53 <

e v e AL v AhAllan, 2017). 5 2404 AT A

(Bawuro et al., 2019; Berg, Wrzesniewski, Grant, Kurkoski & Welle,
2023; Han et al., 2020; Hulshof et al.,2020; Rosso et al., 2010).
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2020; Petrou, Bakker, & den Heuvel, 2017). ©]2]3} = && 7]Hto =
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A& 74 180%
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e E 55 134%
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23 vl 40 9.8%
35 v 75 18.3%
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5~104 W]k 71 17.3%
10~20d1 v %t 63 16.6%
209 o] 4 18 4.4%
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o] 7 17.3%
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A4 31 7.6%
w 75 18.3%

_46_



-4

A%(

E

Ed=

[e)

= o
==

[ 5 4= o =1 1A

5

g

1ol A 57b#1 9] 54 2]7]

d AT
i%—]

[e)

T

b A

o
ATEAtH W 570

o] 212 %= Cronbach’s alpha #2 %3l

o] 0.6 o]AolHA] 1] 7I7}&FE AT =7}

=
=
T
\
3t

PN
T

s

}

k<]
R4

il

b1 9

°

RE
7Aoo
M3 A

1+

}
2]

o

|

4l
R
-

13
)=
3lo

=

=

=

EA A7)
(interaction term)

5

&
24 =7

Z}
2}

i & g Avk(Ven &

o

N

L R |
}Ach.

°

el
=

3ol Morgeson¥ Humphrey(2006)2] <+

¢] Cronbach’s alpha %t

S

=

—

._TL

s
[

s

R

4% gy

3.1.

X

A
A

oA AFEE AR 671

3} Janssen & Van

2

oy 7k Fe M= o

o]t} (Cronbach’s alpha = 0.892).

1
S

_47_

=
o

& Liden & Maslyn(1998)¢] +

5

= FAE Ao W
_(H

2 Fsle] gk

[e)

=

=
H=
g

o]

=

=

3}
=
=

ki3
.

oF
[
LMX

3.2. LMX

o}



es)

58

Yperen(2004) 2]

o ool ek W ke

—_
o

X

o
o
™

&H

—_—

il

~

A

—_

NI
o)

I

uy

3l

A

= W7k ofgl gl
EolE Aol

WAAHEH)

B!

FAHE )

¢ T
.

=
=

3 = Aeoltt), W AAHEIH)

L3
o]t} (Cronbach’s a = 0.864)

=
=

#

A M= 1/

o] =
BA

()7t

Q9| o]

3.3.

Bunderson, & Thompson(2009)2]

uEl

Wrzesniewski et al(1997)¢] 7l

fi%e)
o

—_
fils)

i

=13
=

= o)

B!
i gle e o

AT,
ZAoltt!, ‘Wb @A A3

S

p A

ERE R P

g 7]
titol o}t (Cronbach’s a = 0.860)

)

- -
—

U\_]_—

O "

As <

ﬁo

o

ol

%4l

Rias AN

™

K

el
Plo

B2A| 2 7%, 28] AFE ololr]o]

v

3}

=2 Al
= =

ofo]to]

- 48 -



o

0.934)

t}.’(Cronbach’s a

ki3

=i

G
7

p—

o

0

o)
-

gy

qr

M A BAAA

Tor

o

o]
A

o

B

oj
00

Muﬂo

Ho
o

<
3

j—

0

A
=

99 tH(Scott & Bruce, 1994). o] WHeE& B5F 13

S

Al

=
o

71§18}

R
o0

_Zrl

@
il

Fol SPSS 250 ZZ 33 Amos 25

S

3L

1 Amos 25.0

9]

3}

(Confirmative Factor Analysis; CFA)S 4] 3}

A
&y

bi ot

s}
o}

3L, o] ¢}3skA pearson

A

3t Amos 25.0
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<E 7> A5® 34 BYEd A%E 2 2Y 2 uw
2 2y A =
=9 x! df CFl TLI RMSEA L5 Adf Ax f% g
=3
4291 356882 158  .960 952 .055
49921
VS 3901 3 791.063 p < .01
3291 1147945 161 802 767 122
4991
Q9
28091 1856.727 163  .661 604 159 VS 280 2 708782 p < .01
a9
129 2545669 164 523 447 188 VS 180 1 688942 p < .01

7 29 ¥4 A¥ o4 429 R HAFEwk FHow $5
ATHxA(df =158) = 356.882; CFI = 0.960; TLI = 0.952; RMSEA =
0.055). a5k, 422 mgo] Z47te] thE ®mFel 32A(x*(df =161) =
0.802; TLI = 0.767; RMSEA = 0.122), 2&.¢l(x*(df

1147.945; CFI
=163) = 1856.727; CFI = 0.661; TLI = 0.604; RMSEA = 0.159), L& iL
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A3d 7z 29 AF

3.1. WiNEY vw

T

of A+ P iy RYPF - mYPo] AfEo Je= =dH w
7N 28 (moderated mediation model)©|t}. w7 FZRANA = A F A
I HalAs Aol Ao on7t wiyfstlal, 2 FRoAM = AN v
dol Ao ome] S w A= HAA LMX7F 24T X2 &
P EAS BAA R Jolstrld SAA, A5 By £3E 74 WlE

= i

of s Hi T4 3H(mean-centered)= 33 TE. Ht

il
10

5 2]
A gkom WAL 7+ thw FAA (multicollinearity) S 7FAA] 71Tk

ool Y3} ) I 24 MILMX) Abeld] v
A8 AL AdeEA AHET] §ste], 4 B Alg(Variance
Inflation Factor, VIF)¢} & SHA|(Tolerance)E ZH7  Al4tbstad
(Harrison, Kemp, Brace & Snelgar, 2020). 2% v}y LMX9 #
A A= 22 976, 9760190, & AF gHAl= 1.025, 1.0250]1 Atk &

2
A
i)
E
rO
N
4

i B 4 At (Brace et al., 2003).

A5 vgfdol AL Ee] 4o s vz dA sl dFS
A=A dotr 7] flste] FERWAEA A4S AASd of&e, o]
7] &b e wi A (full mediation)1 A obY ™ ¥ w7l (partial
mediation) 1 %] #et7] fste] Fho]lado] Aol BAE uigo R o

% mg el AolE wlastgnt AF(CIA) RS AY thEgol 84

RIS

o
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Prow 7he ARV Aoz AZHA F2 4 vzl (full
mediation) FFZFo|H, et RS A Aol AN thFAoA] HAlFgE o

2 oA = A=R7F AZAE F& wl7l(partial mediation) +3=©] T},

<E 8 47 23 Uit BP9 AA:E M

23 X df CFI TLI RMSEA Ay?
AT (LA wiAg) 449561 188 941 928 .058
4.453
ot g (8 wi) 454.014 189 940 927 .059
2 Ay A vy 2ye AEs 53 A m(x2df =183) =
449561; CFI = 0.941; TLI = 0.928; RMSEA = 0.058)& ®.9la1, B3& wjsj
ol Aot oA o FFor Tl Qrk(x2(df =189) = 454.014; CFI
= 0.9400; TLI = 0.927; RMSEA = 0.059). 3}A| 5} 7}o]~7o] xfo] B4 A

o dd¥= A2 9 FAHeR fFosAthB = 0.216, p < .001) ,
ol Fa 7 1, 2 3°] A4 AAHAEE &+ ATk
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42 HFE2~E I I (Bootstrapping)

ZH(confidence interval, CD)& HoFi 3| F3to] 0 xE3stA] Zo
HoAAE PHEA7 EAASE FYetta A5 e (Shrout &
Bolger, 2002). & <oA= AMOS 250 &4 371X & &8st 95
percentile-based A& F37Hg =Z3FA T o]o] <FE 9> A A o]
2F e 08 A %o (95% CI = [L039, .139)), °l+= A+
o] g Eel dEFS A= HaYrF FALCR fositie

Ae okl 7Hd47E AAEHR S & 5 Ak

T &%, AfEEY an
2EHF 23}
95% A1 73t

(Percentile-based
A= B S.E bootstrap)
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<E 9> AF BFA} AAAE Ao
Aol oule] BHPEF HE

078 025 .039 139

LMX7b 9% chepgat Qo] ojv] slo]g zashex] opur] SalA

= ol 71Ed mkeh o], =3 Wl AR g =4



LMX7} 3+t A on, a8 3d2 sd HAES wste] 4
=3 tH(Hayes & Preacher, 2013). €¥td o2 HtFA3tE W= o
TEAY FAE TR T U AHE VAL e Aew o
H A A Browne, Kemp & Snelgar, 2003)

B Az [ 3l AA S Uz, FEE o] do] onz 7}

= AR AHLE FYeARLB = 0211, p < .001), °l= LMX7}

A5 s Aol elnl Ajole AT 2ATS elmerh thA L,
LMX &0 Hobdy 4% thpyo] Ao on)g ol st o

ol & Aot} o]& Fal 7Hd 57F A A

o
e
B
%2
0

Pl mah F3EA dehbe Ao geldct
57 (2ol 9w
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\\\\A
216- 2195

[292] dFEHe FF3 FAAT(xxp < .01, **xp < .001)
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The effects of Job diversity on Innovative
Behavior:

Role of Meaning of Work and Leader—Member
Exchange

Yo—Han, Seong

Abstract

In response to the wvolatility and uncertainty of the business
environment, organizations expect new and different things from their
employees, which means that the jobs or roles that individuals are
expected to perform will vary. Although several researchers have
discussed the possibility of systematic changes in the relationship
between job characteristics and personality, empirical studies related
to job diversity as a subcomponent of job characteristics are limited.
Therefore, this study examines the impact of job diversity on
employees’ innovation behavior and the mediating effects of work
meaning and LMX on this relationship. In doing so, this study aims
to reveal the pathways through which job diversity extends the

positive effects of job diversity on employees’ behavior.

To test the research hypotheses, a total of 410 questionnaires

collected from employees of Korean companies at three different time
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points were used, and the hypotheses were tested by establishing an
integrated relationship model between each wvariable using structural
equation modeling. The results showed that job diversity was
significantly positively related to innovation behavior and work
meaning, and work meaning positively mediated the relationship
between job diversity and innovation behavior. In addition, we found
that the degree of LMX moderated the effect of job diversity on

work meaning.

This study has theoretical implications in that it empirically
examines the mediating effect of job meaningfulness on job diversity
and innovation behavior and the moderating effect of LMX on the
relationship between job diversity and job meaningfulness, which have
not been systematically studied in the literature. The practical
implications of this study are that it demonstrates the need for
managers and leaders to appropriately manage the level of job
diversity felt by employees through various human resource

management systems and institutions.

Keywords: job diversity, innovation behavior, meaning of work,

LMX
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