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4. Power Distance Orientation(PDO) -.01 09* -.09%* -
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Table 2. The Result of Regression Analysis
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A. F.(2018)2] PROCESS MACRO2| Model 4%
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I FAWRICE AFE AAsAT FAF
43 A5E 8] Bootstrapping S 50008 2
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Innovative Behavior

Step Variables
g R® AR®
1 Age, Job Position 06%**
2 Coaching Leadership D2KKX JLLERE 05

HEp< 01, *¥¥ p< 001.

Table 3. The Mediating Effect of Organizational Trust Between Coaching Leadership and

Innovative Behavior

Independent  Dependent 95% CI
_ _ B B SE ¢ e R2
Variable Variable 1L UL
CL oT 55 .82 .05 17.17%%* 73 .92 112.34 .33
CL 13 1 .03 2.95%* .03 17
1B 25.29 13
or 17 .09 .02 3.87 %% .04 13

¥ p<.01. *** p<.001.
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| Figure 2. Standadized Regression Coefficient Indirect Effect in Parenthesis
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Table 4. The Modreating Effect of Power Distance Orientation Between Organizational

Trust and Innovative Behavior

Independent Dependent Variable : Innovative Behavior
Step Variable B B SE ¢ B AR
1 oT 24 13 .02 6.58%** J2HHE S5HAHE
oT .25 13 .02 6.90%**
2 3% 01%*
PDO -12 -13 .04 -3.35%%
oT -.07 -.04 .06 -55
3 PDO -41 -44 12 -3.64% J14%* O1+*
OT X PDO 46 .08 .03 2.71%*

¥ p<.01. ***p<.001.
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Table b. Significance of Simple Regression line according to Power Distance Orientation

95% CI
B SE t
LL UL
-1SD .09 .02 3.75%** .04 14
Power Dlstance
Mean .14 .02 7.29%%* .10 .18
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+1SD .19 .03 6.61%%* 13 25
*EX p<.001.
® 49 A¥E AvEd, g3 3y A0, =AME) sASEol ZAolA
e WA EQisle) BAMOR MR F A2l Mol xE opiEy
e WAES EAHeR TS 20
N =AY VAADIFE FYshn, 3 ZAAHAT FABE BANA =
WA AEAgRe e EQSdt Do uhlasis) AgALTe Sz we
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]
AEe Bid we

) u:

=

=
% Aol

E 72
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Table 6. Moderated Mediating Effect of Power Distance Orientation by Organizational

Trust
Dependent Variable : Organizational Trust
Independent
95% CI
Variable B SE ¢ R
LL UL
CL .824 .047 17.496*** 327HHE 732 917
Dependent Variable : Innovative Behavior
CL .09 .03 2.66** .02 .16
OoT A1 .02 4.62%%* .06 15
Rl
PDO -12 .04 -3.25%% -.20 -.05
OT X PDO .08 .03 2.65%* .02 14

*p<.05. **p<.0l. *H* p< 001.
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Table 7. Conditional Indirect Effect according to Power Distance orientation

95% CI
B SE'
LL UL
-1SD .05 .03 -.01 .10
Power Distance
. Mean .09 .02 .04 13
Orientation
+1SD 13 .03 .07 .18
i SES} AN F T 9,500 2] Bootstrapping S 53l 43
Power
3304 Distance
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& 310
] .
m ‘/
2 7
B ; s
2 a0 o S
E 7
- o
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2,901 7
S
]
280
250 3.00 350 4.00 450 5.00 550

Organizational Trust

Figure 3. Interaction Effect of Organiztional Trust and Power
Distance Orientation on Innovative Behavior
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The effect of Coaching Leadership on
Organizational Trust and Innovative Behavior:

Moderated Mediation by Power Distance Orientation

Seon Kyu Park Eun Kyoung Chung

Department of Psychology, Kangwon National University

The purpose of this study is to reveal the effect of coaching leadership on organizational trust and
innovative behavior depending on the level of power distance orientation. Specifically, the relationship
between coaching leadership and innovative behavior was examined and the mediating effect of
organizational trust was identified in the effect of coaching leadership on innovative behavior. In addition,
this study examined a moderating effect of power distance orientation on the relationship between
organizational trust and innovative behavior Finally, the relationship between coaching leadership and
innovative behavior is verified by the moderated mediating effect of power distance orientation in the
mediation of organizational trust. For this purpose, data from 697 Korean workers were collected through
Embrain, an Internet survey company in Korea. According to the research, the relationship between
coaching leadership and innovative behavior has been proven to have a partial mediating effect
significantly by organizational trust. The moderating effect of the power distance orientation and the
moderated mediating effect were also both significant. Employees with lower organizational turst and
lower power distance orientation tended to innovate more than employees with higher power distance
orientation, but the difference was found to have been decreased significantly at a higher level of

organizational trust. Finally, we discussed practical implications, limitations, and future research.

Key words : coaching leadership, organizational trust, innovative behavior, power distance orfentation, moderated

mediating effect
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