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Z]
2 gepith ok 2404
zrel Wrlle] FaAHe HelFe shiel A
ofml, oleld AL EIABAE TR ool
LMX(Leader-Member Exchange)ol%o] t}. LMXo]
B2 gude A4 Ak At o
Z(Vertical dyad linkage) BHANA B3 ofDA
o7t A= g8 Fatedt AZto] Adel w
2} goldt wEdAE TR =AE AT
THDansereau, Graen, & Haga, 197)5). LMXo] &
< o4 B PEeee 4 #
Al 2de Fv F5F dEd, 7499
WS aEskA &3 go WA 7Y
o] HEu g7 SOl gurt vAs G
Asske e guA ol&ed AdsHE,
guilel A4 x40 AH}E A Se=r
= 0 #83% 2d ANy AtkDy &
Miscenko, 2016 Gerstner & Day, 1997). WEFA],
FArer Hat 2ke] wmEAAlel FEE JERY

HAell A= FEF=E

A 4= (Eisenberger et al., 2010 Liden, Wayne,
& Sparrowe, 200008 =& FF 9 (Duchon,

Green, & Taber, 1986 Stringer, 2006) % =2

8 (Martin, Guillaume, Thomas, Lee, & Epitropaki,
2016y Mo, o]Zg WF(Ferrs, 1985)%
o2 et

a8y olEe Y e B A=
Bs8tal, 71E IMX AT7EL 2 A
Ae AU ek A, HREel IMxATE
F8p7h A4 sk LMx Aol L]

omn, LMxe EZo] gAkFate] At
£ Zdzxsta QAR o3 2] AAl
FAHdyadic) BAZF MIAE EdE2 2 A
ZH A 23 JYThGooty & Yammarino, 2011
Schriesheim, Castro, & Cogliser, 1999 Schriesheim,
Castro, Zhou, & Yammarino, 2001). ©]#3F 9]
a A7I7F 433 Az AL opyARh o
3] o] AA A77F AAHA e Al
7b 0 % s EE YEhal 3lom, LMX
o} HHEE RS dFEel A #A &
HolA ol & AAHA B ATHGooty,
Serban, Thomas, Gavin, & Yammarino, 2012). W
gHA, & d7e Fek 2 e s B
Hk Fs7t AsteMx A4 LMxel
A A WdEd A3 wdES
A Adw Rzt jin
EA, sk wgkEA o Ao mE
Ao gBxet Fdol mAe gEFS 24

ATES Wol AR, Aeld LMx¥A
FE9 oS Wloly #AY A HA
ATE dHFesE Ax A2 Holt
(Nahrgang, 2016). w2t A AALESHY] tmxT}
o, o¥A WHHEAT AT AL G
3 T3 g9 @ F Aok ImxTAAA
o fig A3 AFEL FE FALH HoY

J, #A 54 2 49H S5 2He

B
jatn}
tlo

& X ¥ rlo

ool
tlo ot

£ HJo & 4 o of W
ot
>

r.?ﬁ ot

o

E
=
_—

Y331 91t (Dulebohn, Bommer, Liden, Brouer,

=
& Ferris, 2012 Liden, Sparrowe, & Wayne, 1997
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2I2 - 8H | MRS W

Nahrgang, 2016). 53], LMX%] 413}
AL Drle] S40) B B

=
FE ARl A a)lSel, W, A%
kS

g e YA

(Work value)oll =5 Zolth, d7Ix& H
22NN 2L AdEY SRR F5
Ty e A 5 F E(Kuron, Lyons,
Schweitzer, & Ng, 2015 Parry & Urwin, 2011
Twenge, Campbell, Hoffman, & Lance, 2010) TF
¥t FHe o HH AAEE AE =9,
=2 , EL
= =& AATOZH(Judge & Bretz,
1992, Lee & Wilbur, 1985), 73dE2] 23l
ek s} fsSol i F
T3 R =HT e
g LMx7E #Al 2HE T u
G7HA] AAHE GARRSIRE
it FAREA S Uehis AAReke] 47t
X DX (Work value congruence)®l =
350 wvxel PlAlE 9EFE HES AL
2t gt

AR, A ARl vxel A3 24T
g e IAE e
AR IMXE wif2 AF el =
Hlo] mAlE YEFS A HE o
ok 53], ol AFelA o A
2] LMx 9| w7 adE AuE
E7] Wz, B A7 A Hx =54
14 IMx o] A8 WO mA AT
7HA dAA ol AdARRERe] A RlAIMX

A AMA &Y=

P

X

|RRE 9 ol BE o2d

(N
Mo
o

i

i
oz
tlo

u

ne
>
0%
>~
>
I
T
ol
)
0x
fol
re
1>
Q,D
rir
—
=
><
Jo
Ut
=
I
ol
i)
0
>
>

S 0jA1 0 OfRl= B

< gRlste Aol
A, IMX Aol LMx7F A9
z2 g =y PFEol| FFE vA= F
AL 25 23 D YA dojun, H
o e & wAEH SR 4T &
S ThDay & Miscenko, 2016). WEhA], LMX9]
FA O A3 HAHS ] ety 9
Ae geiy ALY i EATEY @
o8 FEA fgon HJo/x2 £

_?
3 HJAES A e Hav) Uk 1
A

¢

Wi

)

o

o
ol

e

2

oX,

>R 2 e & o oo

=
uebs, 2 A7e dEUAMX A4 T

Y

| Aol A= A=
Fe MA T AdeolE s A
FE3E Aol ARolt ffollA
H IMX °o]&2 guvt Hge T
A7 e 73 #AE LAEA
4 $+CH(Dansereau et al., 1975 Liden,
Erdogan, Wayne, & Sparrowe, 2006). ©]|ZA| 4
AL 22 el A HRkA o g FetE3t dnt
U 2E A IMXE FAst=ue] AR F
IMXAFHESHILMX Differentiation)= 7| 2
A " AHfEd FFE v - tKSchyns,

oo o X o
O, e o [o it
BIoaft e fu o
2 WL of
2 g,
(o]

ox
N
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SHEARISEIR: Al Y XX

2006). wekA, s A LMx et A 7
ALES AAA Eo] 1 ‘]h osre g
st7] 917k 4% WQdem
& W A HEuA iﬁ}. Efl 7]¥ IMX ¢
Ao ApE ARl BA g AEE

Halse] Ao MRt nieprEgtom, 2pE st
Tﬂl‘ﬂ ke BHNA I B3 AR ¢

¢

A9 §le gHoltt. IyEE B AF
Oﬂfﬂ A BHOA HrE Lmxel 7wt
g AP E AR O ARE AEY Fo
o}

S o8 fdds VE
gt 4 ol2Ede 2] MX o8] A3
OL—; g]]:—19,]. s :rL/H
9 e 29 FAEAC 2HE Eve A
ol =, fHEol 4 TAHLSH Aol
IAE DAANTYE HolthDulebohn et al.,
2012). £3], Graen¥ Schiemann(1978)2 =2
IMXES FHI it ALY AelA
IMXOl 3 & A& THAFEN g
ok 7 ko] Lvxel gk sovh A @
AE BF= IMXOIA S23 FEds A4
St e oA 3 Be A

2 F3lEo] Bag IMX &, T Ao
29 vxel EFoEZHN o]EF APV}
AAHA dom, £4 FFo] EEHT=
wHo} $FTh(Epitropaki & Martin, 2016
Gooty & Yammarino, 2011 Schriesheim et al,
2001). AR, EH9l 7AY EFEZRE LMK
2 2AF ATSL VHR4E 23,
X B0 i eltie THASe] B 3

o Yehd HgIe FSHA LU A(Gerstner &

Day, 1997 Sin, Nahrgang, & Morgeson, 2009), ©]
2% ARES AR} B3l o BN 3
74 IMXFFO 2= IMX9 Aoy AT
nAe S A sl A

D& HoFE Aozt & ¢ ok ol w
gt 2o d7Ee T 8} %%OETH
IMXE B7FelE= shal, JgAHsE 1he
LMXE2|7F A3} WS WE T A

HEHE AEE E]—%E}(Gooty & Yammarino,
2016 Markham, Yammarino, Murry, & Palanski,
2010 Sherman, Kennedy, Woodard, & McComb,
2012 Sin et al, 2009). 1 22 A7) H]X]
= YL ok} FAkRer e 2
T IMx A Ewe Fe A HdEd o
% APE Aol G Aol B, ¢

k)
ol
=2
Rl
i:o[l of }011
oot O
M o > &

Dienesch®} Liden(1986)¢] A|Q+eF 1mMxe] 2
AFAA| HAd o EHE, > 9 XAA3
Eo| AAHOo=E

ATt 2 Y Schyns, Kroon

I Moors(2008)= LMXATFolA FAAYUE o
Sk Aol EATe] BAEGSE A3k

153 AFEo] A
Lo FEFHOM, Steiner?t Dobbins(1987)=
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SARoto] WIHR| LRI, GA-

0
[0

ZHA ATl FEskY L7EX(Work  value)7F
LMXOl| PXE Bt 2AEA Ges A

(Lyons, Duxbury, & Higgins, 2006). WA, &
I fEd ARle "y, A PSSl S
ARoZA 7 Aol =2 AH9]
71zo] 2 B ofy2h(Judge & Bretz, 1992), 73
g Agel AnkAel ook AR g ARt
£ o]Z 9o IS X ThHLee & Wilbur,

1985, & B JHAS0] of7Hy ThE olBE

3 A7t FEER UHA e 9
Ak, Hol= F 74 7B 7 £

of theire o7k o] FolAAL ATKElizur,
1984 Lyons et al., 2006 Ros, Schwartz, & Surkiss,
1999 Ryan & Deci, 2000). A WA F3<l W
q Wi EE AAd WA FHEE
d, =4, AA A= o] dAATE Ad A
of i AdgH s
(Elizur, 1984 Lyons, Higgins, & Duxbury, 2010
Ros et al, 1999), 7+ MAE &4 =& &

W E T, YT, A% AT 22
Aol AREA dojAs =24 e A
Ql =H3 #AHF JhA o] ThFinegan, 2000 Jin
& Rounds, 2012 Lyons et al., 2010).

=°] %7}749} ze

:

xgste 7HAjolaL

2]t o}

2
=
=
<
oft
oX
=2
0‘3&‘
ftlo
=)
2

>~
Y
o
(e BN
XN re 0

2517} WSSt

LMX| 20| Zato] A STt 0jAj0|z0] 0jRl= B

E A7) ThHDulebohn et al., 2012 Nahrgang,
2016). LMX©°| &2 Ptk 7] o &
SAgo] wet gold wdFHE et
7Hgsta, gris 48 LA Tk &
AE AN 7R & ”jE 2T
A ﬂ%“&ﬁ](LeaderShlp exchanges)% W3
SHin-group) &2 AAAH, o] FA= g A
ool A ZIHEE A ooz At 43y

lﬂ

2 Wt UL AFE AR Hose
A d ge 33%‘7&?% Ag4o] Fojgt of

= 547#] (Supervision relationships)i

o“Pﬂ Ade 719 A
THDansereau et al., 1975 Dienesch & Liden, 1986
Graen & Uhl-Bien, 1995). £73], )
(1975) 2H et 44 5459 °k%7}%*é
(Compatibility)©] 7421 g
gA7)EY 23S xR on, Kemelgor
(1982)= #HY-74dE°] FARE 7S 7HA
Aol guA mgho] WIFE Aojw, 2t
WL THAFO] fFrASHA e Aol T
AgFetaaet. olgk dAHA,
Steiner(1988)= “FAS} H3F 7IXIZE fAM ]
25 o4 wds A4S A
A=, IMXOlA e 482 Fatete] 49
o HEage T FAHw Hdel A

Dansereau

Wt e

& Zeolzta

4 R e oA Zerlst U o
@ ol YUe E W FoF UL 5]
s}

W] F-oll(Fu, Tsui, Liu, & Li, 2010), 2A}
oL @Zo] JhA] EAd 23g nEr)Et

S 7] FAM S AuRE Zo] B o]
. olElE Bieot 5SS tE
MRAE 21 FAMS 45 uig 9 s
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SEARIBIEIA Al W X

ah

¥ @Q.ﬂ(Byrne et al, 1971), ElEe} FA 0]
MR AR 1A 158 A=A
S5 2 Ha #AY AE =Y A
Zo|thLiden, Wayne, & Stilwell, 1993). W=}
d, 2, AEAd, = ¢AHA
s 2& 49 od ZFHES T8 7]
& Yetle 97 e dig dAkel §-38t
s e I o Pl e
(Work value congruence) A}, ¥} ¥} IF
o] IMX Aol T8 S 7 =
Aolgta F2& 5 Uk
B AFdME 53, UF
A7 A7)l BAE Fa ARk o

712 YRS ARzt doh yE Yrbx

41 =
i)

e

~

N

IR

rlr

[-'O

3 siEigtE gurt Al & F A oA
7V 37 @3 L fu-F4de] #AR o]
AR 717} oel& & Atk AAZ, Marstand,
g Epitropaki2017)E LMX+E 27}
A9 A7 E FEANA Foll met F7st

Martin

£ AL SN, olF FFIA HUE
(Supplies-Value fit: S-V fi)= Arstal T} &=
2 9% WHE de B 2T 4 U
Ash} 9% @94 ZUe Fa4E FE A
o= griet old 7HAI7F AT i A

(Dulebohn et al., 2012 Gerstner & Day, 1997).

£3), od@ ATE F Y Lo 3T

R zHEQ 2HE BEL Yo
(Epitropaki & Martin, 2016), A ATEL
IMX7F ZAEY HA = FBAR] aHdE

AsHAl A A Sk UTHErdogan & Liden, 2002
Liden et al, 2000). A=Y gutzyoz
Q93 248 27 2ke] AFAel

=1

54 EQHAllen & Meyer, 1996). ©]# 3
AzQe Ul Ades AAH 29
(Affective commitment), A &2 %o]j(Continuance
commitment), TF M2 E-Ql(Normative commitment)
of Al 7He FAea BN F= AYHAL
A HAllen & Meyer, 1990; Meyer & Allen,
1991). IMX 9} ZHEUE o AT= Tl

5 B2 A7l 583 AME = =4
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o/ MAsie] QK| YA, MA-

T J=dl(Wayne et al., 2009), ©]Z3F o]

8 2ol nrgAe Axed
Aad AAES Holz] wFEo|t}
(Dulebohn et al., 2012 Wasti, 2003). THe}A], £
ATANME A5 Lvxe] A el &
L‘ri 744/\179 E_oloﬂ z;g,g = 4011:]_

AN BQlolgk AJFESo] zzA ol A
ogA 94 u}ah B sloz 5
Ao An], FHA

N
N

a8
gll‘
[
(o]
o)

(Allen & Meyer, 1990 Meyer & Allen, 1991
Mowday, & Boulian, 1974 &
Boulian, 1974). IMX¥& %A dgg%o] gH
o 4 zte] BAN Zc%i% g3 9lo
M, ¥ IMXES AAA wsRAsE opd
A2 A wgkAA o] ZIRkel A o] A|aL, od
A g FslelA ok Ade Al
& THURL-Bien & Maslyn, zoos) o w, gt
7 FALAA AEse Ade AR 23
o] X1 S A= ﬂ]d Xl7‘—°— A7

=

Porter, Steers,

Aol ALE £, 2209 Aoz worge
;‘{‘—]_ T )/\7] U:H of Q =
o2H BT E?ﬂHM = A%l AT

_l
m
rl
y
N

(Eisenberger, Huntington, Hutchison, & Sowa,
1986). o|FA =2 IMXBA7} &=t
45 BHA BHL Bvist THY 3
A, oz AEe S AU (Ferris et al.,
2009; Gerstner & Day, 1997; Liden & Maslyn,
1998; Maslyn & Uhl-Bien, 2001; Uhl-Bien &
Maslyn, 2003), ©]= ZZo] T A=< of
oz olojAT A% ANH 2L ZAM

7= 283 9Qlo) At} =3 AT FHA
o] ZmHolA Al Fab 7 Ao Fadt S

2517} WSSt

LXel 20| 3] AR S OiNel=0 Ol %

¢ wetne Yol fASTH 4 e
s 570 Eobd ol ol 4 A4
£ IMXE A% AU FAE ASE B
AZA BAND Roltt. AT, ol AT A7
WAE AAsHe PARE BANA oS

o[r

o] AMZA EQ dA] mold Aol oAt
T AUTh FE]—E]—/\-] ey 7o 71ds HAs)
Rt

7VA2. AL - Balke) Yd drkx] Ix)A =

Bato] AMA B9 BAE AAk-Rate] 4
312 iMxEo] wjg Aolth FA|HO=E
gaRate] d QR dAgel wesE
FEdHMxEe FE ZlolH ole F3the)
AMA EYE =Y Aotk

TA5 94 28 nixd d=d 2
webR o)A ekt
= raw a A3E % Shie oo
O] thDulebohn et al., 2012 Gerstner & Day,
1997). ol e EE 22¢ HUZA sh 74
5] oj:42lol SIaAgl A2 Yahoiree
& Meyer, 1993), B2 o)A AFoA olA=
} A olHel Fa A% Welolehs Aol
Y8 5 CHGriffeth, Hom, & Gaertner, 2000). T
2HA, 2 diMxe] A3 Helow o]
T mAE 9Fe d¥Ee AL 2= A
AA o)A g Fo] dojur] Aol tikES vt
T A=

d4d T e 7@; Agsl = 5 A A
oA Hot T AUtk

Bentein, Vandenberghe Vandenberg 2!
Stinglhamber(2005)&= HYHFH OS2 o]Ae] o

MASE AT =g} AT BhHE F 74
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& Allen, 1991), ©]#3F Alg]A <l
2 BAgol| FoAF 7S EY

i n

WorR ol N

o

= -/F %lv‘r. T-5-0] 5;101]/\1 ] e
3]

N

A IMX A3 #EEY, IMXE &
2ol E3 o]Aoxo}l 1A=

K
o
= R

(T

TS
=
2

e ro

Blo R o 2

o

o

139} 9 Hoj= gyt Ags

|

<
T

2], & 29 LvMx A= gd
o} FAY 7t A3 AlF e "dEdl AAA

7] 31—'5‘}%% 21 H ZAA AR AT
I Akt e A #AE F4s 2
) ol= AAbol tis|A 723k Adoae
7A ez AxAdor %L WyuA s
£ oxE golAA "tk webs, o)Al

N
o
o

£S5 EfE AMLRE 971z ¥
AR dERlAiMx st A A &
o= Ik #A e Es St o

ins
%,
o

o
=
L

7 3. AR WA 7R IAA
o]Ag% 7} A= AALESI AEelA
Mxe] A3k 3 2910 o8 e oR
w7l Aol

T . —% =
HASS B2 7oA s ddzoew
ZHE 2 QThH(Cogliser & Schriesheim, 2000

Gerstner & Day, 1997 Kozlowski & Doherty,
1989). o8& EHFS Aty s 2
4 AFAES IMX7F FA4HE Hde 9
g AME ot dee FAEEACH
(Henderson, Wayne, Shore, Bommer, & Tetrick,
2008 Liden et al., 20006), Sparroweﬂ' Liden
(1997)& AR BAZE BAEHEE g0l
A-EE o] I #AVE obd tE 44
< Ad e o] xFE] wEel, LMx
38 A% Horals] A8 AT 47
o 23 Wele] BAFL AT 9,
Dienesch®}  Liden(1986)> EEA  ZZ2A| 20
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YuA 2EY% 5L 2ARHY P
etk FAEEA, 24888 IMx Pl
G2 T 5 Y= 4FR F AU A
BT 2R FHY A, PEH A
d 2 232 B33, A5k PAe 94
e 714 29 7

H s S TKSchein,

1985). o|E 3 71X ¢} FHES T8 AEES

IAE Pd= 2ntE PHES YER M (Schein,

1990) AE BAF o] gigt 2He F7]

o) 2ol (Harris, 1994) 229 TAYUEL 23
[e) A

o #4lo] Hi AF ATl O B B

Mg
Z1&olAl Ha A= A PF ol wigH
). OReilly?} Chatman(1996)2 3= A3
A MAUSeR e, B34 i
o2 REY Hlojd A2 & AR F49
o Awdth & oW 2AESe Fd
7HA, A Age 7gel A et

E91, Berrin Erdogan, Liden I Kraimer(2006)=
WAHES WEoE JAUEF © AY 59
2AE3ket 34 A4 8 Mxzre dAE
ZA}3] T 3= IMXOlA]
YAl =

i)
Hir

o
ro

rx

[0 @y
rlo
d

fu
>

SR
F—?lﬁnu
L, B
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™
g L
£ MRS o
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=
N
o
b
&
;
i
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-
il

O

f

Mook xR
wi o & oo ot

o
2 L
N oox

FUIO _[l-}]l m
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u_?lJ

(o

u
X

ok

ol
S
[}

lo
ox
ol
8=}
X
NI
N
ol
==
oft
ox
ot
=2
X
i
!
v
2
o
©

L 89E 3 47adY We a5 o

8 / A= WIR| ARG, YARRAE 4e0lAlshs LMXe| 20| fate] ZAA =

ot 0jAl 0 Olxl= B

g2 wol FHHTHE AL HiFE ot
Kraimer, Seibert X Astrove(2016)= 799
Al(Retention)”} 22| F2 TAIAMY ], LMX
mtog= EHAHQ Z(Embeddedness) 71417}

g9 5 g 2He g ye A3z d4e

o} BRelME zdBsh FEe o
Fezo] IMxA Aol FAH YL A
A UEhtA @A THAryee & Zhen
Xiong, 2006 Cogliser & Schriesheim, 2000), &
AT A= O'Reilly, Chatman 2 Caldwell(1991)
o] WAZ FHAT 77HA 22 7 A F
Abghell tigt &%, AAAE Zst #Ale

5

N
of

T 1 9GS BuA I iMxeke] B
£ B d7+E ofAO Sheridan(1992)2 ¥
HA 7HAE Axshe E3olAM dile A
EEG URIFA 7HAE AEshe E3bllA
et 25t ALEY oA fF&o] K3t
A Yes sy, FA9E FAATE =
Z2o] aIdE FHAII7] HsliAE tlHA
7] Ee AREEFY] VHAE Axde w35
£ Adste ol Ta%s FAAL 1049
d AHn sl g Z19ES M o]UAE
HoOE3 @A dig /9l Bds Fxsta,
Adzd ALEY AAL FEshe AAsA
w3t HFstaoy, A2 Edse A%
#He|zA ZdE 7] Aid HriEoh Ao
A By d] 2§48 Axska ok e
AR ATE £ Byl By 9SS Pz

- 813 -



2_‘
rir
oX,
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T}

49

?

é

ol\

ol

o

—r

k1

74U ) BA ZHAE FE 013
5 Qe oz dudt Aoz %
XL L E P E A K
BABe] Aol BRI, 71
FRHE ATHA e 5 U3, WA A
AT FHUL HolA gl FE UFe =
4 e BE 5 gonE odd B3 &
oA Aol e A, FHAT oS 2
e Qs Aoz dawt e, Ak £3
BRE A4, B84, e A Y
£3o 94 JHE, obF A7k 54
zAe THUEY] AYE EFS] Rl
Ale) 423 AQsol B BUL G2
o 59, =48 A%, 471 Ae4e
Fa/ o7ls WA QARGA ed- 79
FAAE AIAG BHuchs Az 25 8
ol IMX o © 2% wAE A0E F
k. 1eEE thgw ge e HYsY

7Ha4. AL - Feke] A A7 A
FEQlHiMxe] Ao #AE 2T 24
& Zlolty. FAACE, AHAF F3EG <
AEFT T A W), dARRske] WA o
7HA YA 454 iMxAe] #AE ©
ezl

12
it

O-

ouh 7R, A A, Z1A e 2" 78
59 B34 94v 24 FHYE AoldA
FrEH, 9T 22 Ao EA HoE =

=
48 29 JNFolA T Gonzilez-Romé

016 tiFEe] LMxet THE AYPH o
TE2 ZAESE U5 Ao =2A A9l
TE BACE UFa v AT HZ
A9 AT FEolA Bl g4 o] Fo
Aae Jou, Axng A8s vrld o
b FEA domE B ATe AL

H
2
<
lo
o
[
ol
ox
>
I
-z
ol
ol
lo
oy
o
1>
>

AMSOIAl L MXQ} AbALS| L MX A S}

PH AFAROl LMXOIBY FEH F9
Shbe ozt A4S gAY g P
S5} AR BAE BAANTE Moz,

ol& LMX APHSHLMX differentiation) = EHTH
(Liden et al, 2006). 12t} 40od Bt B2
IMXATFEE AL #A7E o A3
o EASHE AT, A dold Dofuk
LMX2PE8HE 1L o}xl oL, LMxEo] thdk
A7k AjQleze] Az zke] T
AE zAFSHE @Y —r—‘-:oﬂ T2 2Hs 9
£ K Anand, Vidyarthi, & Park, 2016 Schriesheim
et al, 2001). 1Y, HZ YT IAHS
FE317] 1 AFAES] A=T} o] FoA L
Aeom, E FAL g HA Fdel i
IMXZ IS AWet7] ffsf 2SS olsfish=
g #AE F7] AR o5 9, Harris,

¢

N
bl

7H /\zo

Li ¥ Kirkman(2014)& s 242 5o =
< Ao] LMX#AZE ocBe}t oA o Eof W]
A FF Jdo mx AEshy 7Y
59 MxX FAA E(relational separation)

N

F =& v o738 AT Erdogan
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ARt LI LAY, YASE AQlAlsh= LMXQ| 20| Fate| FAA Ut 0Ale|zo| 0= HE

0
[0

Liden(2002)& LMXZPE3E Mxe AFE ¥k
of Mg =4 wddo=x BT Fav} webd, B Aol AR AALREo)

AT A QFetF ow, o]} 22 WA FsAAiMxet AAH =9 2o FHA #
Van Breukelen, Konst & Van Der Vlist(2002)x=  AlE LMX 23l 22438 4+ & ZAo=R
AT Yo 2EAA gigoll digk Xzbo]  dAst & Eo, IMX AEsP =2 3

THASY AQYHl U BYL AL e ASE duo] UF BTHE A4 o

= AWstAs XA, Jdu IMx zfelo]  Bo] ALY o] w2 AF, EF B 4T
gk i FALEY A4 IMxet AR ZFOE olojxH A= Ao ik of 2
@ =YY #EAS ZAAAE AT FHAE o8 2 Aotk ol 94
ol&, g9 AEAQ! v+ dye FAA JdEFT IMxAEEE oFe g o
I A da) GAS W] WEelga FEo] LMol tE AU Az 2F
A, 25 IMx9 S84 a34E 34 & g 3 o, fuY LMmxel tE A
A 4 o= At} Hooper$t Martin(2008) Zre nHsHA ¢ Jdod 13y Naidoo,

M
A3+-8 H7l Scherbaum, Goldstein, 2 Graen(2010)2 2} 3}

S AHEES AEY] SFlA

371 QA 2 PTG o T84 AT 2 Aol FAHYEEY BEA 7x3) fyg=E
o o&EstH, W Y ool FHY FE AFEOE He AkstE, tmxel o
AR Rz FXee v Hede ¢ Y HrP vx AdEste] o HAs)
< Yy #AZ z3lg At Ak 1 FAHY] SAAVE € F Ao A
WA IMX 2PEste] RAZA g S Adsiy o wEga 2 A E guEe] HAT
7L st AAR AT FAYEC] A4 LMX(Supervisor version of LMX: SLMX)°ll 7]%F

o st A% LMx AHEste] g3E 4y

° HE
I Zlolm, ool tgd e /e A

ool A Ul IMxAESE FE A s AR FEAAMXSH e
87 B3 Ak W FAF BES AR AMA B WAL AAlux AR
ol Ao w Aoltk. FAH 2, $Ae] 1MX

Schyns(2006) S A, LMXOIA H
g7t = %JD}OM ?HzEL =
2SS A7 AR 7HEE2 Figurel 3 2]
”x‘% A3 O aokd g 3

2l
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Organizational
Culture
Respect for people

Differentiation

sumx?

Group Level

(+) ) Individual Level
Work value congruence Leader-member Affective Turnover
(Intrinsic work value) (+) perception of LMX ) commitment - intention

Figure 1. Research model

1) Note: SLMX= Supervisor version of Leader-Member Exchange (LMX quality measured from the leader's

perspective)

of o =

27302 ® W fAY = HA: 39HolA
Ao 108z FAEHN F 332%e AR

Ao &3ttt 273 7Y 2 591
o] YrEe AFEANH EAS AHRH,
3RS AQsta, dEE Aol 744
16078(58%)/B1 Bl 59%(100%), Aol T+
1129841.2%)21H 0%80%) 2.2 G4 vlFo]
=tk dEdie FAAS 307t 1633
(60.49%) 0.2 714 & &S AAEAL, €

O 40t17} 429(724%) 0.2 7HE E2 H&
< AP HF grEe 494 ggtuEy
o] T4 Y1819 (67.3%)/ET] 35 (59.3%) %
7484, #H BFoA 7HE w2 vEs A
A&t AF ok A Y/Age] FA44
198™8(73.6%)/21H] 399H(66.1%) 2.2 7} Bk
om I 9 I/, AA Yo /7]%/R&D
A7 9 7)e Arsol TIEFALE A B
of= AEPol 3392 7P BRoeH
Al fre 2 589 ol ZFEATE A
2717k 7Y

o, gre
2t 8.81d 0] STt

AHE} QM) AR

B AT FARS Q7 QA4
A3 s A Raph A2E 4
of w7} obd HA ArhAe] Aol &
% R34 QB FFAA Rae o
A W5 W o] Mol Arjgtoz 243
ool wefste] HrhAwof
2H GHFE ABAAT o] Mol U

>

N oox o
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243171 9138k Lyons2004)7F 7N
7}5<] A E(Work value survey)«] 7|&
& T WA L7HA e siget=

LA S 1= A o
L

e

N
U
A

M
o
e,

w
—
=

o Mo

%
ruln

>
=
o o0
of
o
iR
o
;E
=
i)
[119
N
-~

19

A e dEde =

bt A& Q7 232 49
71€ska, SHATE AdE A
of #% NEAE & | BEAE
=°] drhd FRIAAS E
ABtES shalth WA °17M =
« }\H

s}
n oox flo
Oll

N
N)
O A%

poue ok
lo
I\

4o

A
i
I‘E. o

_llNI FUIO oy

‘gl

oot
Lo in
£2
rr
)
k)

o 2
i
ru[o
%
4
X0 |
rlr
}L

(Cronbach’s a)&= .89§ e

2517} WSSt

LMX| 20| Zato] A STt 0jAj0|z0] 0jRl= B

FAREF T4 IMX B AR LMX
A 8}

AAERE WA AR A EE IMX
E 24357 Y& Scandura®t Graen(1984)°]
NE3 Graen¥ Uhl-Bien(1995)¢] AR&-3F
LMX-7 2 SIMX-79] 77 E&2 Park(2017)°]
wMeld Wae Ratsl Al 22 ALest
ftk wakseld g Bael d e
A U7h ke Qo dAR BEas o)
o, el A Wk AR =% EAE A
Re W A5 UAMA EokFe Holr ojth
g EollAl AH83 &K Supervisor version of
LMX: SLMX)<& ‘:'8}01171 =E Aes vy
(mirroring)3t= AT A SE, Graen¥} Uhl-Bien
(1995)2] &l A iﬂ% A HetE v
Zoltk. 1 o ve U] o] dhe ¢
of tAlZ wEsfsia Aok, U= wel 4

o] ¥ £F EAZL AL W HF YA
A mobrE Wolth ol oS R tls)
A SHASA AF 1=A YrrolA w)

T a%Te 53 ZAE = HelEE o
At ol EFY AHEE Faprt A4F
LMX+ .88, AP} Q129 LMX ] A+ 78
2 UEstth

A 7 IMXO] HAFELE EAY B A
sAEte LMxe] EAFE wE Ee

9] —‘:L]'(Dyadm d1sper51on of IMX)S &3]
= j’ﬂ'(Gooty & Yammarino, 2016). ¥ 7ol
1ol AAS &% Wel RakER Uy
H F 266 FARFEEe] sLMx et LMX O]
Aol Fts Addste] Atk A vollA

e
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7Y ¥ IMX B27F 94 Qe AEE
vlahe IMxAbEsle] 238 99 ©
g Agaigon, U Uty
AEE Wrlele 71 BRAA AEE F o
Yol THCole, Bedeian, Hirschfeld, & Vogel, 2011),
ot AR ] LMX 2pEste|e g2 3§ g
7F oloie "HellA dg FAdEel tig 2y
o] LMxH7} Aol Zubsted, b © oA
2lH7F sl thsl B7RE IMX A=
o] FFAUAE AlLtet] AHESHATH
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(
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Moo AN
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hud
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A =9
AXH EYS SH3] fldl Allen? Meyer
(1996)°] =42} A= & T HA 8d<
243k o) BUE ARG AT AE
e e U] AR ZiIARD of2te »
ey, o] ZAolA dsk= AL delA A
Axoz 2 ofelst Yok, e e 24
o A% £54e =AY 5o £FeE T
At SRAEIA 7 BEo] WAl B
Wrtolt w73t AAske Awel wet s
TA drpolA wg- 28T s3] A
FeEE agth AT 290 o B
=

(Cronbach’s @)+ 892 YE}ITEH

I

s
=

=
pel

ot

EE Z4317] 938l Mobley(1982)<}
Becker(1992) 5ol 7Wg o]A& ¢/ &
% Lee(2014)7} Wst] AR 3 79 &
< ARt A" AEE weF Wt e
IS YT = dokd o] IAE AEEkA|
& Aojth, ‘U o] IAY FAHAYLSE
& o7& FWetA ek, ve F
o] Z|AE IRHFA A AY7Zbe] £t

goz FAHNCH, AT EFES FA

ok
o ook

il

Mooy 2

Bolo] Az YR Axo] e} s
a8 bl A W ok sH A%
2 gaEs . o5 Bael AfE

(Cronbach’s 0)+= .812 YENGT}.

3} AT ORelly S(1991)°] g

= o

OCP(Organizational Culture Profile) +& = ¢!
% 236N 2 2 AT g3kl 2
ol slFsle F 771 FFOZ Roh(2013)7}
o) TIdES AT AEFE £
o} BeE 23 qARE S Al A

I oy, 4AAF #3}

L

o} #dd ‘
de FARY TasU AAdny, <92 3§
= iAo Al tiF =& 7S AAEE

A4 W9l
A WMo SHAY vl 4, 2%
A5E AU tolsh AEe IMxAT

o ford FFE vE F Aokal AjtEE
ATEAETZA HJE0|M(Graen & Uhl-Bien,
1995 Sparrowe & Liden, 1997), ©&AF+= A
MA EQ 9 o]z FEFS v 5 gl
= WHolo|m 2 EA|5}9 THArmold & Feldman,
1982 Meglino, Ravlin, & Adkins, 1989). 48 W
AL FAHS 0, dHS 12 grEH 319 &

ApAel zgagon, 2Hdse He=
2738190,
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& Twg(n, ICC(1), ICC2)E Tool for Computing

IRA and IRR Estimates 1.5 3% 713(Biemann,

Cole, & Voelpel, 2012)= AH&-3t9 7St

B AFE AR 97kA 4R, 4

EC"*—! IMX7} ] AAH EYH OV‘
X e AHRI] A% s

=9 EA3 *W 3t 14%7“ e‘ 7HA] "a]il*éﬂr
A g

Table 1. Fit of Measurement Model (N=273)

e

Afst= LMX2| 20| Sato| IMA =

o} Ojsjel=0 Dl %

4N B A Yez Mo e
22 Z8lel gAke] LMxApEsrE 2z dA ol
NAE Ares 9REe nas @ o
F Z¥Multilevel model) £4S EEste] 2
A3t

S, NUSE RS BB MRS B
7] Aol & ATl A SHAETEY B
24 A 99 9o AFeg A
13kt %ﬁ%ﬂ, CFI9} TLIE F& A=

H 90(Bentler & Bonett, 1980)E.T}
Ag

E5 H¥3, RMSEAE
H .08(Browne & Cudeck, 1992)X.Th

060122, H AFolM ALEH
TE°] BHEde glsidon tigte
o)== Table 19 A A3

OC] James, Demaree

Tl 5] E(Within-group interrater agreement)$)
Twa(n 9t Bliese(2000)7F Al

4N Aol 3
bl Pz Wl
A Bz A3

] Wolf(1984)7} A

olsl 3]
o

H
h

okl JCCcHE WA

bz CFI TLI RMSEA
Measurement Model 284.743 91 .92 .06
(6 factor) (df=137) 90%CI {.05, .07}
Alternative Model 1 476.08 .83 .87 .09
(5 factor) (df=142) 90%CI {.08, .12}
Alternative Model 2 1129.307 .53 .63
(3 factor) (df=142) 90%CI {.08, .12}
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SHEARISEIR: Al Y XX

ARGt BAAH Tweine BHE 70 o1
Soieh § 202 Yok 20l 499 4
o2 FTst= ﬂ(]ames et al, 1984) ¥ AT
o za23 Walel 44T Eohel Y

FYE Tugine 85A(L, AMEF E319

Twal)E 812 EF 70& W& TYEE
Attt Bliese2000)= AEE FAHalr] A

A
iccn@ 1cc)] 27 F7HE BAA
ARRBEEE Qs e, 1cc()e Het
Helo E4F 5 Hdo] Eo = Qs A
T AE B4k HES 9mEla, 1can
< 0% =29 nig sk, 200 77k 7k
= FEL Yt 1ccoe Mg 3
gk A s FAHXNZ, 5 5o MUE
o AFE Foto B =37 Z3H9 ol
a4 g9 2AESE AFEA & YedY
g2 st A AEAE orlstH,
Glick(1985)2 ICC(2)Y) #2 .60

Zsitkar Ajbetant Hek ﬁ‘r%«l Zﬁ—‘jri}
Hle] 1cce] #ge JAEFT I 19,
AAAE B3k 29019, 1cc)9] @2 ARt
ET B3 51, ”TJerf* w3} 502 UrEP;k

£
N

-

W Twatn, ICA1), 1CCR2)°] #EE Table 1
o] AAsF T
£ ¢S 7Ie8AIA o dH

B 97 2 23 wUE o] A
& Yotrr] Sfel FHEHE AT 4
Wele) Wi, EEAR, FWASF, 28 A
= AlE Table 300 AR QL =+
ol A, ARH-8Ee] Bl LMXT} ARS8t
of WHL7A dA8 B MY =6 fro
g AH A dEth =9 gME 24
< olFoEokE FHoR fogt ol 3
= Zo2 Yept
e A5

2 4T 22 Y FEdAs ARt
o] 4EdH 1vxel ¥ wWlew At
o 7 LAY T WE A S
FA, S IMxE B REke] gAA
=4 olFd=e A= FFE Ast=
L R R L A S e e R e
o F4lo] ATEF T AAATFUA o
2 AAk-Reke] d7HA] dAd S @A dEel

Table 2. Interrater Agreement (Ferreira, Martinez, Cooper, & Gui) & Interrater Reliability

(IRR) Estimates

rWG()), uniform  rWG(J), uniform measure-specific

Measure F ratio ICC(1) ICC(2)

Mean SD Shape  S?E Mean SD
Respect for People culture 081 0.5 Msa 090 060 028 206" 019 051
Petformance oriented culture  0.85  0.13 Msa 090 067 026 2877 029 065

t p < 10, #p < .05, #* p < 01, ¥ p < 001,

a: moderate skew
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2374 A20lAlGk=

LMXe| O] 342l N S 0S|S0 D3 B8

Table 3. Means, Standard Deviations, and Correlations

M SD 1 2 3 4 5 6

Individual Level

1. LMX (member) 386 062 (.88

2. SIMX (Leader) 393 047 38" (798

3. Leader-member perception of LMX 3.89 0.46 88" 78" N/A

4. Intrinsic Work value congruence 445 045 12 14" 145 N/A

5. Affective commitment(member) 371 071 497 16T 4T 06 (.89)

6. Turnover intention(member) 228 090 -30" .03 -20" 01 -68" (81

Group Level M SD ) 1-2) 2 3

1. Organizational culture

1) Respect for people 377 044 (80)
2) Performance oriented 362 048 497 (79

2. LMX differentiation 050 025 -28° -17  N/A

3. SLMX differentiation 033 021 04 -07  -14  N/A
Note: N = 273 for all variables except SLMX(N=266) at individual level,
J = 60 for all variables except SLMX differentiation(N=59) at group level. ( )= Cronbach’s aa
T p < .10, ¥p < 05, #* p < 01, ¥* p < 001
2 IMxBAel FFE DAEA BRIskT, 4 QAT ARSYol AAlsh Rt metne
id@ x7b ¥akel PAE Bolehe 2 IMx W MRSkl #hsky, Abel ¥a
% 7Ur°ﬂ PFe mAE BN Akl AU tP B} o]Hejw 1 A% A7}
IMXAPEShe] whel A A 20 ol & dA Rt BE ®dEe] ARt
a7 AAE UehdeA wak £ 2H 438 A" AEE oFYEE Gooty and
iaﬂr—a— 3kolaly] 93t =o|th A /Nl Yammarino(2011)7} A|¢HSE A mAEF

oM Wi B =ApA E3E S

i S

3H SPSS Process Macro 3.5(Hayes, 2018)%] &
G 4 NET: 7M1, 299 28 el

w3k Fhane olgsie] MAEANE A3
Atk o E SAH Ay BE AXE Y
(Hierarchical Linear Modeling software)?]  HLM

802 olg3tel WASEY 2HANE HF
shth @A Ao 2He) PABA ol

Y (Hierarchical Cross-classified Method: HCM)
e 28 F stk
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Table 4. Path coefficients for simple mediation model:

(b=.09, boot se=.05, 95%CI{.01,
£ stk o2 7

™, 442

HujA EHE g9l
Table 49 A|A|
A3z ol

R AR ERE

549
o

o,
B

o}eau}.

20h HHEA

27} AAHL
of Tig AHakel A o
A QA AREIE et g} ¢
0]2\1-9] A 37,].2.

%
pul

A

Q)
=

} Av BRI

ratod A5

7 214

3 o) BANA A5 IMxe A
AMA EYol &AH R wiAE Aolgkal 7t

indirect effects of work value

congruence on affective commitment through Leader-member perception of LMX

2

Outcome variable Predictor R b a ULa
Leader-member 1. Leader-member work value 0.14"
0.05 -0.27 -0.02
perception of LMX congruence (se=0.006)
1. Leader-member work value 0.01
-0.17 0.19
Affective congruence (se=0.09)
0.22
Commitment 0.64™
2. Leader-member perception of LMX 0.47 0.82
(se=0.09)
0.08
Total effect -0.11 0.28
(se=.10)
(Simple medication) - 001
Direct effect 0.06 -0.19 0.17
X — Ml — M2 (se=.09)
0.09
Indirect effect (Bootstrap) 0.01 0.20
(se=.05)

Y p <10, % p < .05, ¥ p < 01, # p < 001

b=unstandardized regression coefficients, LLCI=Low Limit Confidence Interval, ULCI= Upper Limit Confidence

Interval, Bootstrap=5000
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Table b. Path coefficients for serial multiple mediation model: indirect effects of work
value congruence on turnover intention through leader-member perception of LMX and
affective commitment

b se LLa ULCT
(Serial multiple Total indirect effect mediation) -0.05 0.08 -0.21 0.12
Mediation effectl X—>Ml—Y 0.03 0.02 0.00 0.08
Mediation effect2 X—>M2—>Y 0.01 0.08 -0.15 0.17
Mediation effect3 X—>M —>M2—>Y -0.08 0.04 -0.18 -0.01

T p < .10, ¥p < .05, ** p < 01, ®* p < 001
b=unstandardized regression coefficients, LLCI=Low Limit Confidence Interval, ULCI= Upper Limit Confidence
Interval, Bootstrap=5000

23 st E4A%E ARy, AAFe g aekd Zlojgkal M shalh WA,

of WiH A7 dAGH oAz AACl  AZ3te] HEHAE AT @AM A
A dEdAIMxet A =de] I &3k W) AAARFEke] dElA vxel tigk
& A5 Hsl FEZES A3 954 AF 9 B oAl Y Ase AAE
FREANA AT Sk Abelell 0& EFSEE th ©liE, Bliese2000)7F AIRJFFHE 1CC(1)E
A gorng Ayl 3 SAJAT = A T AHEI] A AR F sl

Thb=-.08, boot se=.04, 95%CI[-.18, -.01}). W&} <N o] FHAH A9

A 7 30] AAEJT F, ARESRE W o8 AHE ¢ e ARE it ¥R
A A7 dAEEE 4E A4EHE IMX F(Null mode)S T3 AAb-R3ke] AEls
A He EolAH, ol ZAx FAY IMxE A WdoZ o] ol Lmxe
A 2Ue wola oFEE Y F A AA 4 T AT Aolx s AEd + 3
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ARSI 27bx| Ux|MDE AzolA LMX  AA AFRY BHs AAsH

o Aol i RS %

ot (7144) LMXE 3}o] 1:30lA A

o U
P
k]
Ho
Tor
1o
El
Z|'§
MY
[
|l
kol
Mo
1%
flo
iih)
K
2t
ro

- 823 -



>
ot
ot

e ol HES AASFATE Hox, Moerbeek 2
W Van De Schoot(2017)0 9l3td, e+ A4l
-?474] §]'(Group mean centering)% /‘]'%5‘]'?4_ @?_}Z_]'
A Aolof] #F BE AHF0] s WA A
25 AAETF $A3KGrand mean centering) = AE7] WEo] AA Faays AHH7] o

o
j=)
8
=2
[C5
[rd
i1k
>
ol
o

Table 6. Hierarchical linear modeling (HLM) analysis of individual outcome (Leader-member
mutual perception of LMX): cross-level moderating effects of organizational culture

Variables Y= Mutual perception of LMX

INTERCEPT, Y00 3.93™

Respect for people culture, ¥01 0.27"
Performance oriented culture, ¥, 0.02
sex, ¥10 -0.10
age, Y20 -0.01

Tenure, ¥30 0.01"

Work value congruence, y40 0.13"
WV congruence X Respect for people, ¥ 0.29
WV congruence X Performance oriented, ¥z 035"

T p<.10, #p < .05, ** p < 01, ®* p < 001

—— Performanceorenied Low

—— Performance oriented High

387 A

388

378

Leader- member perception of LMX

378

—0.7[1 - 2[8 € 1‘5 4 :-'8
Intrinsic work value congruence

Figure 2. Cross-level moderating effect of Organizational culture (Performance oriented)
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The Effects of leader — member perception of LMX quality:
Examination of the role of work value congruence and the relationship

with member’s affective commitment and turnover intention

YoonJung Rah YongWon Suh

Sungkyunkwan University

Unlike most leader-member exchange research based solely on members' perceptions, the purpose of this study
is focusing on leader-follower mutual perceptions of LMX and how it is related to work value congruence
and follower outcomes such as affective commitment and turnover intention. Furthermore, we consider
organizational culture and LMX differentiation as contextual variables that influences an antecedent and
consequence of mutual perception of LMX. For this study, survey was administered to employees of various
companies, and both leader and follower reported their perceptions of LMX. We finally analyzed responses of
266 leader-member dyad from 60 teams of 19 companies. The results show that leader-follower work-value
congruence positively related to LMX perceived by leader-member and the sequential mediating effect of
mutual perception of LMX and affective commitment in the relationship between work value congruence and
turnover intention. Especially, through multilevel analysis, we examined the cross- level moderating effects of
contextual variables such as organizational culture and LMX differentiation on mutual perception of LMX. As
expected, findings show that the positive relationship between work value congruence and LMX perceived by
leader-member is strengthened in the low ““performance oriented”” culture compared to high performance-
oriented culture. Although the result was marginally significant, we also found that the cross-level interaction
effects of LMX differentiation based on leader ratings on the relationship between the leader-member mutual
perception of LMX and affective commitment. This implies that high mutual perception of LMX quality
increases subordinate’s affective commitment when leader’s differentiation is low, and it results in lower

turnover intention.

Key words : Work value congruence, Leader-follower mutual perceptions of LMX, LMX agreement, Turnover intention,

Affective commitment, SLMX differentiation, Multi-level analysis
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