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Preface

As the Society for Public Resource Development was established recently by the Research
Center for Public Human Resource Development of Sung kyun kwan University(SKKU), we
hosted the general assembly for the foundation, as well as an international symposium, in
Macao, China, in July 2016. The Research Center for Public Human Resource Development
is an institute that studies various the oretical, practical, and methodological issues concerning
the Public Human Resource Management(PHRM) and Public Human Resource Development
(PHRD) of public organizations and NGOs. The Society hosts both domestic and international
symposiums twice a year and publishes in its books and journals the outstanding papers

presented in these symposiums.

In this first international symposium, five English and Korean papers were presented. I am
convinced that the participants’ active presentations and debates contributed to improving the
creativity, accuracy, validity, and structures of the presented papers. In Section 1, under the
theme of Strategic Human Resource Management(SHRM), two English papers that review the
SHRM implemented in public organizations in the US and NGOs in Korea and identify,

analyze, and suggest its effectiveness based on data analyses were introduced.

In Section 2, under the theme of Quality of Life, three Korean papers were introduced, and
the topics with high correlations and causality, such as flextime, motivation management, and
high-performance work systems, were covered to discuss their potential for improvement and
possible alternatives in HR departments. Following the fruitful communication of the members’
opinions regarding the research objectives, topics, methods, and contents of the papers

presented in Sections 1 and 2, “the final versions of the papers were published.

We are grateful to the members of the Society who actively participated in the presentations
and debates and the professors and researchers who contributed much to the foundation of the
Society. With the successful opening of the founding symposium, we promise to continue to
host improved international symposiums and publish high-quality research literature and journals
in the future. Finally, we sincerely request both new and experienced researchers to actively
participate in the symposiums and keep themselves updated on the theories, methodologies,

and realities of public human resources management and development.

Sung Min Park, PhD
President of the Research Center for Public Human Resource Development
Associate Professor at Public Administration/Graduate School of Governance,

Sungkyunkwan University
September 2016
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Part 1

Is Employee Skill-Mission Match Affects Creative Tendency?
: A focus on the moderating effects of HRM practices

——  Summary

This study probes and tests the impacts of employee skill-mission match and HRM
practices on creative tendency in the US context. Using a 2014 Federal Employee Viewpoint
Survey, an antecedent-outcome model is developed which analyses how different types of
ESMM and HRM practices affect creative tendency using hierarchical and multi-level
ordering statistical techniques. This research suggested that HRM practice could be valuable
tool for enhancing effect of affective and cognitive perspective of congruence on creative
tendency. Also we found that SHRM, performance management, and diversity management
enhance creative tendency. Additionally, we confirm that SHRM and performance
management differently affect to relationship between affective and cognitive perspective of

congruence and creative tendency.

—  Keyword

Employee skill-mission match, HRM practices, creative tendency

Kyoung Ryoul Min Ph.D. Candidate, Sungkyunkwan University
Reginald Ugaddan Ph.D. Candidate, Sungkyunkwan University
Sung Min Park  Associate Professor, Sungkyunkwan University




Introduction

The more complex workplace, the more public organization is pushed to maximize its
resource and effectiveness. Hence public servant’s knowledge, skills, and abilities should be
utilized to bring valuable organizational outcomes. It means that creativity and innovation of
employees are more than the need to have competitiveness, because previous studies suggested
that creativity and innovation bring out higher performance, employee engagement, retention
(Denhardt Denhardt and Aristigueta 2013). It was also starting to be highlighted in the public
sector as a means of improving the quality of public service for administrative reform
activities. Creative tendency can be a key factor that enhances organizational sustainability and
success in competing environment (Ruvio Shoham Vigoda-Gadot and Schwabsky 2014).
Hence, many organizations try to introduce human resource policies and programs to boost
employee’s creative tendency. The problem is that it is difficult to make creative tendency of
employees in the organization because of the complex nature of creativity and innovation
make heavy weather of it. Mumford (2011) suggests that there are three main sources to make
it difficult to manage creativity and innovation: (1) complexity of creativity and innovation
(Sternberg 1999), (2) creativity and innovation are multi-dimensional concept (Mumford and
Hunter 2005), and (3) creativity and innovation are not well aligned. To understand about
creativity and innovation, it should be considered by multiple aspects such as individual and
organizational level. In this sense, we focus on two types of employee skill-mission match
(ESMM) as individual level perspective and four types of HRM (strategic human resource
management, performance management, teamwork management, and diversity management) as
the organizational level perspective boost creative tendency. Hence, we seek to address the
following research questions: 1) What types of ESMM would be associated with a creative
tendency? 2) Do HRM practices affect creative tendency? 3) Do HRM practices significantly
moderate the relationship between ESMM and creative tendency?

For this purpose, we developed the research framework drawing from relevant theories and
literatures. As a result, research findings employing the U.S. 2014 Federal Employees Viewpoint
Survey (FEVS) confirmed the research hypotheses. We argue that the different types of
ESMM and HRM practice may enhance creative tendency. Concomitantly, this study will give
an explanation on how ESMM is associated with creative tendency and also on how HRM

practices moderate the relationship of ESMM and creative tendency.
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Creative tendency

Creative tendency of employees can boost innovativeness of the organization and help that
organization respond to complex and growing challenges for effective public service delivery
because creativity allows public organizations find better methods of delivering valuable public
goods, and to attain public goals (Denhardt et al. 2013). Along with a growing literature on
fostering creativity, it is useful to consider the employees’ process towards creative behavior
anchored in the utilization of individual characteristics such as cognitive creative thinking
skills and other individual skills that encourage creativity. A creative tendency can be described
as “a person’s inclination to use particular skills when faced with problems to solve, ideas to
evaluate or decisions to make” (Critical and Creative Attributes, n.d., para. 1). The individual
employee’s development of such an attitude or disposition is one of the essential elements in
accessing employee creativity (Critical and Creative Attributes, n.d. para. 1; Halpern 1996).
Specifically, employees may be predisposed toward creativity, but they lack the necessary
skills needed to engage in a creative thinking process. Facione (2000) pointed out the
importance of nurturing a creative tendency in order to improve critical thinking skills.
Drawing from the disposition-behavior congruity (DBC) model, Trope and Burnstein (1977)
asserted that an individual behavior corresponds to his or her internal disposition which may
lead to a conclusion that creative behavior depends on a creative tendency. In the same vein,
Kirton (1976) views creativity treating issues through cognitive and conceptual skills or the
ability to provide valuable ideas in a given context and time. He further pointed out that such
creativity could lead either towards new ways and effective ways of doing things within the
ambit of organizational mechanisms or a totally divergent approach in addressing issues

(Kirton 1976; 1978; 1980).

Employee Skill - Mission Match: Affective and Cognitive Perspective

Since 2004, the federal government of US has explored the survey to find out how their
employees’ talents and skills are used effectively and how their jobs are associated with the
organizational mission. For this purpose, employee skill — mission match (ESMM) index was
developed by the U.S. Partnership for Public Service defined it as “The extent to which
employees feel that their skills and talents are used effectively. It also assesses the level to

which employees get satisfaction from their work and understand how their jobs are relevant

Is Employee Skill-Mission Match Affects Creative Tendency? 17



to the organizational mission” (Partnership for Public Service 2013, 3). When employees
understand and satisfy well regarding their job and organization, it brings out high satisfaction,
performance, and little stress (Pervin 1968). In this sense, many researches have been
emphasizing the importance of exploring the relationship between individual and organizational
factor on employees’ attitudes and behavior (Livingstone Nelson and Barr 1997; Murray
1938). In other words, to predict and understand the behavior of employees, employees and
their environment must be considered together (Lewin 1951; Puccio Talbot and Joniak 2000).
For example, Puccio et al. (2000) finds out that fit between the environment and individual
positively associated with resolution and novelty whereas style mismatch brings out the
negative effect to a creative preference.

The research of behavior as an outcome of the interaction between the work environment
and individual is mostly consulted person-environment (P-E) fit. Unlike previous studies, we
focus on P-J fit which is the sub dimension of P-E fit regarding employees’ creative tendency.
P-J fit can be divided into two perspectives such as needs-supplies and demand-abilities
(Edward 1991). Needs-supplies perspective implies that how employees satisfy attributes and
characteristics of their job, whereas demand-abilities perspective means that how much
employees meet the requirement in order to carry their job out (Sekiguchi 2004). First one
concern the interaction between employees’ preferences and opportunities supplied by the
organization, second one emphasize the interaction between employee’s abilities and job
demands.

Based on this perspective, we divided into two parts ESMM such as affective and cognitive
aspect. The affective perspective of ESMM focuses on how the employee feels and satisfies
regarding their job, whereas cognitive perspective of ESMM focuses on how to utilize the
employees’ abilities and talents. As mentioned above, ESMM would allow for enhancing an

employees’ creativity in the workplace. erefore, we propose the tollowin otheses:
ployees’ ivity in th kpl Theref prop he following hypoth

H 1-1: Cognitive perspective of ESMM is positively associated with creative tendency.

H 1-2: Affective perspective of ESMM is positively associated with creative tendency.

Human Resource Management Practices

Human resource management (HRM) is widely regarded as an important element of

effective public administration and a component of democratic society (Donald and
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Nalbandian 2003). HRM strategies or practices may determine the service quality, efficiency
and effectiveness of public sector organizations. It may cause significant changes in the
government strategies and systems that may impact employee’s behavior and attitudes (e.g.,
quality of services and goods delivered), productivity, and the overall organizational
performance. As people are one of the important resources in the organization, human
resource strategies and practices (e.g., strategic human resource management, performance,
teamwork, and diversity management) required to be the most appropriate and effective levers
that may thwart any organizational backlash brought by the unpredictable environmental

context and boost creativity and innovation in the public sector organizations.

Strategic Human Resource Management. In the management literature, various innovations and
trends on organizational transformations have been identified, for example the strategic human
resource management (SHRM) which refers on the “ideas intended to increase the responsiveness
of the human resource function to organizational goals” (Mesch Perry and Wise 1995). Chuler
and Walker (1990, 7) defined SHRM as a “set of processes and activities jointly shared by
human resources and line managers to solve people-related business issues”. During the past
two decades, SHRM was recognized as one of the most influential and powerful ideas that
ever emerged in the field of business and management (Salaman Storey and Billsberry 2005).
SHRM asserts the importance of moving towards human capital management (HCM) -
perceiving people as valuable assets and treating them not just a mere resource in the
organization. In the context of continuously changing circumstances, public managers view
that there is a need for proper administration and management of people in the organization
in order to stay and remain in the competitive environment. The development of this new
trend of SRHM, as an alternative to the traditional bureaucratic control model has attracted
managers in a wide variety of organizations. Along this fashion, the public sector
organizations have emphasized the important role of human resources in the public sector and
focused on strategic management of the workforce to improve efficiency and effectiveness of
performance. For example, in the U.S. federal government’s efforts to improve performance
of the public sector by strategically managing the workforce, the Presidential Management
Agenda in 2001 has designated SHRM as the first goal that federal agencies should achieve.

In a nutshell, an organization that employs advance and innovative approaches of recruitment

and selection is far efficient and effective compared to an organization that do not. SHRM
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mainly focuses on building employee’s knowledge, skills, and abilities (KSA) to achieve
organizational objectives by aligning consistent human resource management practices (Werbel
and DeMarie 2005). In addition, strategic planning can help to facilitate participation and
communication, accommodate divergent values and interests, foster wise decision making
(Bryson 1995; Ugboro Obeng and Spann 2010). Along this backdrop, organizational SHRM
strategies and practices may possibly enhance employee’s creative tendency through the
employment of strategic approaches that may involve the planning, acquisition, and development

of human resource. Thus, we hypothesize:

H 2: SHRM is positively associated with creative tendency.

Performance Management. As public sector organizations have come to view human resource
not a mere factor of production, but an important capital for the performance of its societal
roles, performance management has become one of the important aspects of HRM. One of the
most challenging components of human resource management is the performance management
which is the “continuous process of identifying, measuring, and developing the performance
of individuals and teams and aligning performance with the strategic goals of the organization”
(Aguinis 2009, chapter 2) or systematic application of organizational processes aimed at
achieving high performance (Devanna Fombrun Tichy and Warren 1982). Weiss and Hartle
(1997) defined performance management as a “process for establishing a shared understanding
about what is to be achieved, and how it is to be achieved, and an approach to managing
people that increases the probability of achieving success” (p. 3). The components of performance
management provide an effective, efficient, and acceptable mechanisms that ensure the use of
information (e.g., performance evaluation) for improving individual productivity and the
achievement of organizational goals and objectives. For instance, igniting individual creativity
can emanate from the effective, efficient, and credible performance management (see, for
example Nigro 1981). Also, we assume that the employee expectation for rewards and higher
benefits (as a motivational factor for performance), can bring about a higher willingness to be

creative in the performance of tasks (see Kellough and Lu 1993). Thus, we hypothesize:

H 3: Performance management is positively associated with creative tendency.
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Teamwork Management. In recent years, the traditional bureaucratic control mechanisms which
were designed for the organization and individual management have been criticized as the
outdated and ineffective. Team approaches to management have emerged as one of the
strategies to improve organizational and individual productivity and employee satisfaction
(Lawler and Mohrman 1987; Sainfort Taveira Arora and Smith 2001). Lawler (1986) posited
that teamwork is an effective strategy to enhance employee’s job involvement and can
motivate employees to produce quality work results in the organization. The Partnership for
Public Service in the United States conceptualized teamwork as the “category measures the
extent to which employees believe they communicate effectively both inside and outside their
team organizations, creating a friendly work atmosphere and producing high-quality work
products” (Partnership for Public Service 2013, 3). In a nutshell, the effectiveness and efficiency
of the organization to manage teams within the organization can encourage collectivism and
dynamic work groups. The cohesiveness, interconnection, or degree of collaboration among
employees in the organization can determine the extent to which they may engage into
creative behavior (Rogers 1954; Sethia 1991). West and colleagues (2004) suggested that team
working encourages people to be innovative within the context of a supportive organizational
climate. Organizations that are committed to teamwork management, supportive and emphasize
teamwork may achieve a creative and innovative organizational culture (Shipton West Dawson

Birdi and Patterson 2006). Thus, we hypothesize:

H 4: Teamwork management is positively associated with creative tendency.

Diversity Management. As the society is developing, the workforce is becoming socially more
diverse—includes differences in employees and applicant’s characteristics in terms of race,
gender, ethnicity, and among others. Various scholars defined diversity in different ways. For
example, Loden (1996) refers diversity as critical individual characteristics that influences
one’s principles, prospects, as well as on how an individual perceive own self in relation with
others in the organization. According to Loden (1996), the core dimension of diversity
includes human characteristics such as age, ethnicity, gender, mental and physical abilities,
race, and sexual orientation; while communication style, education, family status, military
experience, organizational role and level, religion, first language, geographical location, income,

work experience, and work style constitute the secondary dimension (Pynes 2008, 87). Diversity
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can be denoted “not only as the mixture of backgrounds and competences but also as valuing
and using people’s competences, experience, and perspectives to improve government efficiency
and effectiveness, and to meet public servant’s professional expectations” (OECD 2009, 5).
Generally, diversity management ensures the adoption and implementation of organizational
strategies that guarantees the representation of ‘historically excluded groups’, their participation
in the organizational decision-making, and the integration of a diverse workforce in the
organization (Kossek and Lobel 1996).

Managing diversity can bring potential benefits and may enhance creativity and innovation
to the organization believing that individuals who possess diverse or different characteristics
and perspectives are good for the organization (Page 2007). Many argued that there are lots
of advantages an organization can get from adapting diversity. It can possibly lead to a vibrant
organization that can provide quality and diverse ideas—which may be an opposing or
concurring ideas and viewpoints—that are provided by diverse human resource. We also argue
that workforce diversification is about changing work processes to reflect diversity and

creativity of unique perspectives. Thus, we hypothesize:

H 5: Diversity management is positively associated with creative tendency.

Moderating Effects of HRM Practices

Traditionally, HR managers are concerned mainly about the getting the right people in the
right job. Thus, less concern for improving organizational approaches towards effective and
efficient management, such as a high performance works system (HPWS). Many scholars
suggested that HRM practices will affect employee attitudes (Becker Huselid Pickus and Spratt
1997; Wright and Nishii 2007), because HRM practices transmit desired employee behaviors
and important goals from organizational to employee. Thus, HRM practices and policies that
are most commonly found in high performing organizations include the managing performance
of a workforce; improving teamwork, enhancing performance management, communication,
and cooperation among employees; providing them with training and education opportunities;
and managing diversity and representation in a workforce. Beside, HRM practices can enhance
employees’ intrinsic motivation and knowledge to boost their creativity performance (Chiang
and Hsu 2012). The effect of HRM practices will be most effective when those are integrated
rather than separated (Arthur 1994; Huselid 1995).
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In this manner, we assume that with HRM practices and policies make the relationship

between ESMM and creative tendency stronger. Thus, we hypothesize:

H 6: SHRM moderates the relationship of ESMM and creative tendency.
H 7: Performance management moderates the relationship of ESMM and creative tendency.
H 8: Teamwork management moderates the relationship of ESMM and creative tendency.

H 9: Diversity management moderates the relationship of ESMM and creative tendency.

Research Design

This study tests how HRM can moderate the impact of ESMM on creative tendency.
Federal employees are nested within agencies, creating a hierarchical data structure with two
levels of random variation: variation among employees within agencies (Level 1), and
variation among the agencies (Level 2). The variables for employee skill-mission match and
creative tendency, as well as individual controls are included at level 1 while management
variables are included at level 2. A series of hypotheses are tested using hierarchical linear
modeling (HLM) to explain nested data and estimate effects of factors at different levels (see

Park et al, 2013).

Employee Skill-Mission Match«

o
- Affective perspective
- Cognitiveperspectives

»| Creative tendency+

Eontrol Variables: DemographicH Practices «
)
é' g;’;f“ - 1. SHRM-
3 ' Minority+ 2. Performance Management.
1 ' Positions 3. T:Itamv?fork Management.
T g 4. Drversity Manag ement«
5. Disability+

Figure 1—1. Research Framework

Data

The data used in this study were derived from FEVS conducted by the U.S. Office of

Personnel Management. The analysis relied on the cross-sectional 2014 data, which was the
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most recent data available. A total of 392,752 employees completed the survey. The survey
instrument measured public-sector employees’ perceptions about organizational issues, agency

location, and individual employee information.

Table 1—1. Descriptive statistics among study variables

Variables Valid N Mean S.D. Min Max

Individual Controls (Level 1)

Gender (0 = female, 1 = male) 341,014 0.52 0.5 0 1
Age 341,014 2.45 0.99 1 4
Minority (0 = no, 1 = yes) 341,014 0.34 0.47 0 1
Position (0 = member, 1 = manager) 341,014 0.21 0.41 0 1
Disability (0 = no, 1 = yes) 341,014 0.13 0.34 0 1
Employee skill-mission Match (Level 1)
Affective perspective 341,014 3.96 0.93 1 5
Cognitive perspective 341,014 3.92 0.81 1 5
Human Resource Management (Level 2)
SHRM 146 3.43 0.17 291 4.02
Performance management 146 3.16 0.18 2.65 3.97
Teamwork management 146 3.67 0.15 3.25 4.09
Diversity management 146 3.68 0.18 2.93 4.14
QOutcome variable (Level 1) 146 3.43 0.17 2.91 4.02
Creative tendency 341,014 3.91 0.81 1 5
Methodology

Five variables are used as controls to measure employees’ personal and job characteristics:
gender, age, minority, position, and disability status. Two variables are used as measured
employee skill-mission match: cognitive and affective perspective. One variable is used as
outcome variables to measure employees’ creativity. Together, these variables compose level 1.

The level 2 predictors were measured using average score for the variables of respondents
from each agency. That is, level 2 data tallied by individual data. The main rationale for
aggregating individual data into Level 2 is that reform usually occurs within an organizational
context. We needed to analyze four types of management from an organizational perspective,
so we examined Level-1 and Level-2 variables separately (even though all of the variables are
individual-level measures) and aggregated the individual-level data in the organizational level.
To check for construct validity and dimensionality of the four types of management, we
employed the exploratory factor analysis (EFA), confirmatory factor analysis (CFA), and

reliability analysis conducted. Based on these empirical tools, SHRM, performance management,
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teamwork management, and diversity management were developed from the relevant survey
items (see Appendix). In order to confirm the additive and interactive effects between two
types of ESMM (Level 1) and four types of management (Level 2), we measured eight

interaction terms to incorporate the joint and multiplicative effects on creative tendency.

Control variables: Demographic characteristics

Previous studies have found important differences on creative tendency among employees in
different demographic groups (Shalley Zhou and Oldman 2004). This study includes five
employee characteristic variables, which are considered control variables because of their
potential relationship with dependent variables: (1) gender, (2) age, (3) position, (4) minority,
and (5) disability.

Independent variables: Employee skill-mission match

This study developed an index variable through factor analysis, utilizing five survey questions
extracted from the 2014 FEVS, which ask about employees’ perception that their skills and
talents are used effectively. Principal axis factoring with an oblique rotation produced two
factors of ESMM such as cognitive and affective aspect. The first initial eigenvalue of the
scale was 1.52, the Cronbach’s alpha was 0.73, and factor loadings ranged between 0.62 and 0.84.

The second initial eigenvalue of the scale was 1.33, the Cronbach’s alpha was 0.79, and
factor loadings ranged between 0.81 and 0.81. Based on EFA results, affective aspect is
composed of two items: (1) My work gives me a feeling of personal accomplishment (2) I
like the kind of work I do, cognitive aspect composed of three items: (1) My talents are used
well in the workplace (2) I know how my work relates to the agency’s goals and priorities

(3) The work I do is important.

Dependent variable: Creative tendency

A two-item scale was adapted for this study to measure the presence of employees’ creative
tendency. The following items used to measure creative tendency were based on the works of
Fernandez and Moldogaziev (2013): (1) I feel encouraged to come up with new and better

ways of doing things and (2) I am constantly looking for ways to do my job better.
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Moderating variables: HRM Practices

SHRM. A four-item scale was adapted to measure the extent to which employees believe that
management ensures they have the necessary skills and abilities to do their jobs, is successful
at hiring new employees with the necessary skills to help the organization and works to
achieve the organizational goals with targeted personnel strategies. The following items used
to measure SHRM were based on BPTW index (2014): (1) My work unit is able to recruit
people with the right skills. (2) The skill level in my work unit has improved in the past year.
(3) The workforce has the job-relevant knowledge and skills necessary to accomplish
organizational goals. (4) Managers review and evaluate the organization’s progress toward

meeting its goals and objectives.

Performance Management. A three-item scale was adapted to measure the extent to which
employees receive the reward based on performance appraisal. The following items used to
measure performance management were based on Yang and Kassekert (2010): (1) In my work
unit, differences in performance are recognized in a meaningful way. (2) Awards in my work
unit depend on how well employees perform their jobs. (3) Pay raises depend on how well

employees perform their jobs.

Teamwork Management. A three-item scale was adapted to measure the extent to which
employees believe they communicate effectively both inside and outside their team
organizations, creating a friendly work atmosphere and producing high-quality work products.
The following items used to measure teamwork management were based on BPTW index
(2014): (1) The people I work with cooperate to get the job done. (2) Employees in my work
unit share job knowledge with each other. (3) Managers promote communication among

different work unit.

Diversity Management. A three-item scale was adapted to measure the extent to which
employees’ perception about managerial capacity to manage diversity. The following items
used to diversity management were based on Choi (2009): (1) Policies and programs promote
diversity in the workplace. (2) My supervisor/team leader is committed to a workforce
representative of all segments of society. (3) Managers/supervisors/team leaders Supervisor

work well with employees of different backgrounds.
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Reliability and validity tests

Reliability is defined as the possibility of being able to obtain identical measured values
when measurements are repeated for identical concepts. Verification of the reliability of the
variables in the research model was established by using internal consistency analysis. As
shown in Appendix, Cronbach’s alpha values of all of the factors were over 0.48.

A wvalidity test was performed with EFA, CFA, Variance Inflation Factor (VIF), and
discriminant validity for main variables. As shown in Appendix, factor loadings of all variables
were over 0.55. We also confirmed validity through CFA analysis. The model fit for both of
them was within statistically acceptable levels. Specifically, the most of fit indices (CFI, RFI,
NFI, IFI, GFI, RMSEA, and SRMR) were considered acceptable.

Table 1—2. Results of CFA

Model CF1 RFT NFI IFI GFI RMSEA SRMR
Suggested Cut-off Values >.90 >.90 >.90 >.90 >.90 <.08 <.08
Employees skill-mission match 949 .873 949 994 962 161 .039
SHRM 914 .828 914 914 957 174 .073
Performance Management 962 .885 962 962 966 233 .061
Teamwork Management .896 .689 .896 .896 956 266 .083
Diversity Management 946 .837 946 946 970 213 .047

Correlation test

To obtaining correlation of main variables, we performed a correlation analysis of the
hypotheses’ variables. As shown table 1-3, a positive and significant correlation was found
between all variables used in this study. In addition, to examine whether multicollinearity
issue does exists, the result reveals that VIF values are below 10 values that exceed 10 are

often regarded as indicating multicollinearity.

Table 1-3. Results of Correlation among Variables

Variables 1 2 3 4 5 6 7
Affective perspective 1
Cognitive perspective .693%* 1
Creative tendency .614%* 641%* 1
SHRM 495 .600%* 568%* 1
Performance Management A458%* .566%* S61%* 691 %* 1
Teamwork Management A54%* 542%* S527* 723%* .630%** 1
Diversity Management A439%* 526%* 538%* .649%* .626%* .636%* 1

**Significant at .001 level.
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Results and findings

The Level-1 model: One-way ANCOVA model

For the individual-level model, a one-way ANCOVA model was employed to incorporate
several covariates and determine how the Level-1 predictors would affect outcome variables.
Each slope of the covariates is assumed to have the same effect on each level of the factor.
8 predictors were included at the individual level. Ten covariates were included as fixed
effects: a) Gender (y10); b) Minority (y20); c) Age (y30); d) Disability (y40); e) Position (y
50); f) Affective perspective (y60); g) Cognitive perspective (y70). The final level 1 ANCOVA

model is as follow:

Level 1 Model: Creative tendency = By+p;(Gender)+B,(Minority)+p;(Age)+Ps(Disability)+

Bs(Position)+Ps(Affectiveperspective)+p;(Cognitiveperspective)+r

The Level 2 model: Intercepts- and slopes-as-outcome model

An intercepts- and slope-as-outcomes model, which assumes that the intercept and slope
have random effects, was used in the organization-level model. In this model, a grand-mean
centering option was used, and variables were added one at a time for model building while
examining their coefficients for significance and reliability. As Level-2 HRM predictors, four
fixed effects were included: a) SHRM (y01); b) Performance management (y02); c¢) Teamwork
management (y03); d) Diversity management (y04). Level-1 and Level-2 variances were
included as random effects. Additionally, to examine the cross-level interaction effects between
ESMM and creative tendency of the employees, eight interaction terms were included. In the
cross-level interaction model, an interaction refers to when the association between Level-1
predictors and the outcome variables depends on the level of Level-2 predictors. The cross-level
interaction will be the differences between Level-1 random effects and Level-2 predictors in

the slope outcome model. The final intercepts- and slope-as-outcomes model is below:
Level 2 Model: Creative tendency = rtootrio(Gender)+ryo(Minority)+rso(Age)trao(Disability)+rso

(Position)+rgo( Affectiveperspective)+rzo(Cognitiveperspective)+ro; (SHRM)+ro(PM)+1o3(TM)+ros(DM)+

re1(AffectiveperspectivexSHRM)+rq ( AffectiveperspectivexPM )+re3( Affectiveperspectivex TM)+rga(Aff
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ectiveperspectivexDM)+r7,(CognitiveperspectivexPM)+r7,(Cognitiveperspectivex SHRM )+r73(Cognitiv
eperspectivex TM)+r74(Cognitiveperspectivex DM)+uytu; (Gender)+ux(Minority )+uz(Age)+us(Disability )+

us(Position)+us(Affectiveperspective)+us(Cognitiveperspective)+r

Hypotheses Testing: The Fixed and Random Effects

We found that the Level-1 fixed effects of Intercepts- and slopes-as-outcome model are not
different from those of the ANCOVA model (see Tables 1-4). First, in the individual level,
affective perspective (0.29***) and cognitive perspective (0.40%**) is significantly and positively
associated with creative tendency. In the organizational level, SHRM (0.23**), performance
management (0.15%), and diversity management (0.21%) is significantly positively associated
with creative tendency. These findings provide support for hypotheses 2, 3, and 5.

Second, regarding the cross-level interaction effects, when federal agencies promote HRM
to employees who highly matched with organization on affective and cognitive perspective, the
relationship between HRM and creative tendency becomes more pronounced. When employees
are highly matched on affective perspective, the relationship between performance management
(0.07*) and creative tendency become stronger whereas employees are highly matched on
cognitive perspective, the relationship between SHRM (0.16**) and creative tendency become

stronger. These findings provide support for hypotheses 6 and 7.

Table 1—4. Results of the Hierarchical Linear Model (HLM)

. 2. The agency-level model:
. 1. The individual-level model:
Creative tendency Intercepts- and slopes-as-
: One-way ANCOVA model

outcome model

Reliability intercept (Bo) 92 .83
Fixed effects
Intercepts  (y00) 3.94%x* 3.93%**

Level-1 slope (individual) model

Demographic

Gender (y10) -0.00* -0.01*
Age (y20) -0.03%** -0.03%**
Minority (y30) 0.01* 0.01*
Position (y40) 0.09%** 0.09%**
Disability (y50) -0.01%** -0.01%**
Employee Skill-Mission Match
Affective perspective (y60) 0.29%** 0.29%**
Cognitive perspective (y70) 0.40%** 0.40%**

Level-2 slope (organizational) model

Human Resource Management
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SHRM (y01) 0.23%+

Performance Management (y02) 0.15%
Teamwork Management (y03) 0.05
Diversity Management (y04) 0.21*

The interaction (Level 1 x Level 2) model:
Affective perspective x HRM

Affective perspective x SHRM (y61) 0.04
Affective perspective x Performance Management (y62) 0.07*
Affective perspective x Teamwork Management (y63) -0.06
Affective perspective x Diversity Management (y64) -0.04
Cognitive perspective x HRM
Cognitive perspective x SHRM (y71) 0.16%**
Cognitive perspective x Performance Management (y72) -0.01
Cognitive perspective x Teamwork Management (y73) -0.07
Cognitive perspective x Diversity Management (y74) -0.06
Random effects
Level-1 effects (rj) 0.34%** 0.34%**
Level-2 effects (L) 0.02%** 0.01%**
Interclass correlation (ICC)
Conditional ICC (%) 4.5% 1.8%
Proportion of the variance in r;(%) 46.8% 0%
Proportion of the variance pg;(%) -6.2% 60.7%
Deviance 602,720 602,577
Number of parameters 37 37

*: p<.01, **: p<.05, ***: p<.001

Discussion and Conclusion

This study is motivated by three main goals: a) to empirically test the relationship between
ESMM and creative tendency; b) to investigate relationship HRM practices and creative
tendency; c) to assess HRM as key moderators on the influence of ESMM on creative tendency.
This research demonstrates that HRM practice could be valuable tool for enhancing effect of
affective and cognitive perspective of congruence on creative tendency. Also we found that
SHRM, performance management, and diversity management enhance creative tendency.
Additionally, we confirm that SHRM and performance management differently affect to
relationship between affective and cognitive perspective of congruence and creative tendency.

The present study suggests many things regarding HRM practices, ESMM, and creative
tendency. First, we confirm that SHRM enhances creative tendency. SHRM as an operational
management tool, it can vitalize participation and communication, resolves differences among
the employees and organization, and brings up effective decision making through matching
organizations’ strategies with environment (Bryson 1995). Considering public organizations’

characteristic that should be consider many things such as political influence, SHRM can help
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employee to focus on their job achieving organization goal and mission. In other words,
SHRM can help employees become more absorbed in their work.

Second, performance management also enhances creative tendency. In fact, when we address
performance management such as merit pay system, it should be treated very carefully.
Performance management in public sector has been failed more than ten years to enhance job
satisfaction (Kellough and Lu 1993). However, according to expectancy theory proposed by
Vroom (1964), people make decisions based on their expectations for desired outcomes. In
order words, employees’ motivation can be enhanced when their effort brings out desired
outcomes. Hence, when these believe are strong, performance management can motivate
employees to be motivated.

Third, the study revealed that diversity management is positively related with creative
tendency. Also creative tendency will be strong when employee is female, young, major,
manager, or having disability. These findings confirm previous assertions that diversity in
terms of age, gender, personality, and educational attainment encourages creativity (see
Latimer 1998). Our study provides a confirmation and indication on the importance of
workforce diversity. For the U.S. federal government, a diverse federal workforce is capable
to advance and achieve an agency’s mission (OPM 2014). Diversity can bring potential
benefits and may enhance creativity and innovation believing that individuals who possess
diverse or different characteristics and perspectives are good for the organization. Nonetheless,
organizations must recognize and respect such diverse and distinctive characteristics of the
employees and provide them the autonomy to use their knowledge, skills, and abilities;
diversity helps to increase an understanding of the community and the marketplace and also
increase the quality of team problem solving (Cox 2001; Naff and Kellough, 2002).

Fourth, ESMM npositively and significantly affect creative tendency. Prior studies on person
and environment fit suggest that the “best-fit” criteria predict creative behavior of the
employee (Puccio Talbot and Joniak 2000). In the same manner, our study assumed that the
cohesiveness of organizational and employee characteristics manifests a commitment and
satisfaction in the organizational system. The employee’s perception of himself (e.g., KSA)
and the matching of his mission with the organization might encourage and foster employee’s
creative tendency. The role of HRD, specifically training and development, is an indispensable
strategy that may continuously address the gap on employee’s KSA in relation with the

organizational mission and goals. In addition, to strengthen employee-organization mission
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match, leader and organization may take efforts that fosters effective communication from
various level in the organization.

Lastly, the results on the moderating role of human resource management practices,
especially performance management and SHRM revealed a significant relationship with the
ESMM. For instance, when performance management well implemented, the relationship
between employees’ affective perspective of ESMM and creative tendency become stronger.
While, when SHRM well implemented, the relationship between employees’ cognitive
perspective of ESMM and creative tendency is strongly pronounced. These results imply that
the federal agencies need to strategically engage on human resource activities such as
planning, acquisition, development, and sanctions in relation with the organizational strategic
goals and mission. Specifically, this calls for a comprehensive diagnosis of the possible gap
between employee’s knowledge, skills, and abilities in relation with the achievement of
organizational goals, mission, and objectives. Also, it is necessary to strengthen performance
management strategies - organizational incentive mechanisms such as financial support (Park
and Rainey 2008), effective and efficient adoption of merit pay system, enhancing employee’s

organizational and work participation, and among others.
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Appendix (Survey Items)

We conduct an exploratory factor analysis (EFA) and reliability test. The items used to
measure main variables and the principal axis factoring with an oblique rotation results are

reported as below.

m Employee Skills-Mission Match
1. Affective Perspective (factor loadings = .81~.81, eigen = 1.33, a = .79)
- My work gives me a feeling of personal accomplishment.

- I like the kind of work I do.

2. Cognitive Perspective (factor loadings = .62 ~.84, eigen = 1.52, a = .73)
- My talents are used well in the workplace.
- I know how my work relates to the agency’s goals and priorities.

- The work I do is important.

m Human Resource Management
1. SHRM (factor loadings = .68~.71, eigen = 1.932, a = .786)
- My work unit is able to recruit people with the right skills.
- The skill level in my work unit has improved in the past year.
- The workforce has the job-relevant knowledge and skills necessary to accomplish
organizational goals.
- Managers review and evaluate the organization’s progress toward meeting its goals and

objectives.

2. Performance Management (factor loadings = .69 ~.88, eigen = 2.02, o = .786)
- In my work unit, differences in performance are recognized in a meaningful way.
- Awards in my work unit depend on how well employees perform their jobs.

- Pay raises depend on how well employees perform their jobs.

3. Teamwork Management (factor loadings = .55~.77, eigen = 1.48, a = .73)
- The people I work with cooperate to get the job done. 20
- Employees in my work unit share job knowledge with each other.

- Managers promote communication among different work unit.
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4. Diversity Management (factor loadings = .68 ~.81, eigen = 1.68, a = .79)
- Policies and programs promote diversity in the workplace.
- My supervisor/team leader is committed to a workforce representative of all segments
of society.
- Managers/supervisors/team leaders Supervisor work well with employees of different

backgrounds.
m Creative tendency (factor loadings = .57~.57, eigen = 1.33, a = .48)

- I feel encouraged to come up with new and better ways of doing things.

- I am constantly looking for ways to do my job better.
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Part 2

Building a Value-driven Non-profit Organization
: The Roles of Strategic Human Resource Management and P-E Fit

— Summary

Abundant previous research exists to answer the question of how to make organization
meaningful, and this body of research is generally based on studies of public organizations.
We have uncovered a substantial body of empirical research in public sectors that focus on
public values, ethics, and public service motivation (PSM). In this article, we verify the
methods to increase PSM through strategic human resource management (SHRM), and
develop the meaning of PSM in NPOs. In doing so, we seek to reveal the best SHRM
conditions for developing PSM in NPOs (namely, NPOs’ PSM, or NPSM) via fit with
organizational environments. Further, we used quantitative research methods to develop and
test several hypotheses to understand how 1) the NPO’s strategic HRM affects and increases
the fit of NPO workers, 2) P-E fit is associated with NPSM through strategic HRM, and 3)
strategic HRM indirectly affects Korean NPO employees’ attitudes and behaviors. Finally,

we discuss the implications of our findings for nonprofit theory and practice.
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Introduction

Abundant previous research exists to answer the question of how to make organization
meaningful, and this body of research is generally based on studies of public organizations.
We have uncovered a substantial body of empirical research in public sectors that focus on
public values, ethics, and public service motivation (PSM) (e.g., Perry 1996; Perry & Wise
1990). People who wish to serve their communities are increasingly likely to show their
vocational will to work in public or nonprofit organizations (NPOs). Recent literature has
verified the transfer of service delivery from the public to the nonprofit sectors, meaning that
those serving the public may be employed in a variety of organizations (Park & Word 2012,
2015). Based on existing evidence, we suggest that PSM has also been a subject of enthusiastic
preoccupation among NPOs, partly because it is recognized to be a critical mission in NPOs.

In this article, we verify the methods to increase PSM through strategic human resource
management (SHRM), and develop the meaning of PSM in NPOs. In doing so, we seek to
reveal the best SHRM conditions for developing PSM in NPOs (namely, NPOs’ PSM, or
NPSM) via fit with organizational environments. For human resource managers and
organizational theorists, the potential of SHRM to improve organizational effectiveness
provides a considerable incentive for its adoption that is difficult to ignore, particularly for
organizations operating in highly competitive markets and dynamic environments. A key
assumption underpinning SHRM theory is that there is a causal relationship between the
capacity of human resources (HR) and organizational effectiveness. Studies on this relationship
are well-documented (e.g., Boxall & Purcell 2008; CIPD 2009; Huselid 1995; McCourt &
Eldridge 2003; Storey 2007). However, debates continue among scholars as to the actual
specificity of the relationship in the for-profit sector. Literature suggests that organizations
strive to maximize the use of HR to improve competitive advantage in order to realize
organizational objectives (Becker et al. 2009). SHRM is ‘found to directly and positively
influence individual performance, organizational commitment, and job satisfaction’ (Green et
al. 2006, 559). According to Becker et al. (2009), maximizing individual staff performance
can strengthen organizational performance, as HR assets are valued in such a way that the
organization may easily assign these resources to meeting strategic objectives. Thus,
managements’ prioritization of HRM practices with strategic objectives assumes that

organizations recognize that the maximization of HR can easily close the value or mission gap
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between employees and organizations, can produce positive relational and attitudinal outcomes,
and can increase organizational effectiveness and maximize competitive advantage.

Thus, we posit that well-specified strategic HRM practices could increase NPO employees’
job and organization fit. This is because employees who perceive that their organization could
provide a high quality of strategic HRM systems and cultures and could further provide a
strong sense of acceptability of strategic HRM toward NPOs’ missions are more likely to
possess high PSM. That is, competitive SHRM systems are hypothesized to generate positive
effects, as the organization could empower employees and encourage positive changes in their
behavior, and thus establish a value-driven organization by sharing more information on
missions, goals, and future orientations.

To identify the effects of strategic HRM in NPOs, the current study focuses on Korean
NPOs of HRM, and utilized survey data on employees’ attitudes and behaviors collected from
May to August 2013. First of all, we draw on prior research and literature on strategic HRM,
Person-Environment (P-E) fit (i.e., person-job [P-J] fit and person-organization [P-O] fit), and
NPSM. Further, we used quantitative research methods to develop and test several hypotheses
to understand how 1) the NPO’s strategic HRM affects and increases the fit of NPO workers,
2) P-E fit is associated with NPSM through strategic HRM, and 3) strategic HRM indirectly
affects Korean NPO employees’ attitudes and behaviors. Finally, we discuss the implications

of our findings for nonprofit theory and practice.

Literature Review

Overarching Theoretical Framework: Self-determination Theory

Self-determination theory (SDT) provides a theoretical framework for understanding human
motivation and personality underlining the significance of inward human systems that function
as resources for behavioral and personal regulation and development (Ryan and Deci 1997) in
public and NPO contexts (Chen and Bozeman 2013; Park and Rainey 2012; Park and Word
2012). According to SDT, all individuals have innate tendencies to grow and develop toward
their full potential. To do so, SDT argues that three basic psychological conditions should be
guaranteed: the need for autonomy, competence, and relatedness (Deci and Ryan 2000).
People’s autonomy need is satisfied when they experience ownership of their behavior and act

with a sense of volition (Deci and Ryan 2000); their competence is satisfied when they are
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able to successfully achieve desired outcomes, meet performance standards, and manage
different challenges (Boezeman and Ellemers 2009; Vansteenkiste et al. 2007); and their
relatedness need is satisfied when they feel connected with others and feel cared for by them
(Vansteenkiste et al. 2007). That is, experiences of autonomy, competence, and relatedness are
essential for intrinsic motivation (the most autonomous form of motivation). Accordingly, SDT
research has addressed 1) the processes of human motivation truly influenced by self-determination,
and 2) whether the process of human motivation is related to some specific organizational
conditions and social-environmental factors, such as rewards and disciplines, work environment
and culture, and organizational communication.

SDT suggests different levels of motivation styles, such as a motivation (i.e., the inability
or unwillingness to participate in normal social situations), and extrinsic and intrinsic
motivations within one spectrum (see Figure 2-1). The cardinal factor that determines the
characteristic of each motivation type is autonomy, a fundamental element implying ‘an inner
endorsement of one’s actions, the sense that they emanate from oneself and are one’s own’
(Deci and Ryan 1987, 1025). According to SDT, intrinsic motivation is seen as ‘the
motivational instantiation of the proactive, growth-oriented nature of human beings which is
the basis for learning and development’ (Deci and Ryan 1987; Park and Word 2012, 709).
Thus a person who is intrinsically motivated tends to self-involve in fun or challenge rather
than be influenced by external environments, pressures, or rewards. Furthermore, SDT describes
extrinsic motivation as divided into categories that range from four types of regulations or
motivations, all of which could be differently affected by external and contextual factors,
sorted in order from least to most autonomous: 1) external, 2) introjected, 3) identified, and 4)
integrated (Ryan and Deci 2004). The third and fourth types (identification and integration)
are characterized by high degrees of autonomy and a full scope of ‘autonomous’ regulations
and ‘internal’, or perceived, loci of causation. Thus, these types of extrinsic motivation are
regarded as autonomous, and as containing very similar characteristics as intrinsic motivation.
Individuals motivated in this manner are thus presumed to be highly self-reliant and
self-determined, as are intrinsically motivated individuals (Vandenabeele 2007, 2008, 2009).

Some scholars argue that the motivation of the nonprofit employees can be dominantly
influenced by autonomous motivation type of regulatory styles based on internalized public
service value (Park and Word 2012). Furthermore, the SDT framework suggests that the
organizational environment (e.g., structure, culture, and climate) and individual differences

(e.g., autonomous causality orientation) influence individuals’ motivation as well as the
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organizational behavioral outcomes (e.g., performance, organizational trust and commitment,
and job satisfaction) (Frey 1997; Park and Word 2012). Thus, based on SDT perceptions, this
study posits that strategic HRM encourages employees’ organizational and job fit, and determines
how to cultivate PSM through employees’ trust in their organization. Overall, SDT should be

a valuable overarching research framework to explore the locus of motivation in Korean NPOs.

I Extrinsic Motivation

Introjection Identification

Regulatory N Intrinsic
Amotivation S
Styles Motivation

External Integration
Regulation

Perceived

Locus of Impersonal External Sgrr:ewhlat S?T ewhlal Internal Internal
Causality | xternal | ] Interna I
MNon-Autonomous Autonomous
Motivation Motivation

Source: Ryan and Deci (2000)

Figure 2—1. The self-determination continuum showing types of motivation with their regulatory styles, loci of

causality, and corresponding processes.

Strategic Human Resource Management

Strategic HRM has been recognized as the crucial component to impact organizational
performance over the past decade (see April Chang and Huang 2005; Chen and Huang 2009;
Panayotopoulou et al. 2010; Richard and Johnson 2001). Despite the importance of strategic
HRM, which can increase performance in the organization, the tem remains unclear. According
to literature, scholars describe strategic HRM as a set of process or outcomes, and consider
the integration of such processes and outcomes. Based on the perspective of outcomes, strategic
HRM defines ‘the pattern of planned HR deployments and activities intended to enable a firm
to achieve its goals’ (Wright and McMahan 1992, 298), whereas from a process perspective,
strategic HRM considers ‘a competency-based approach to personnel management that focuses
on the development of durable, imperfectly imitable, and non-tradable people resources’
(Bamberger and Meshoulam 2000).

Beyond the basic definitions of strategic HRM as previously mentioned strategic HRM
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functions as a positive existence in an organization. Vast strategic HRM research has proposed
two competing viewpoints: universalism and contingency. The universalistic angle focuses on
‘best practices of organization’, regardless of size, industry, or business strategy (Arthur 1994;
Delery and Doty 1996). In contrast with universalistic perspectives, contingency scholars
propose ‘best fit with strategy performance’ (Bamberger and Meshoulam 2000; Boxall and
Purcell 2000). More specifically, strategic HRM can increase the cost benefit of HR, improve
organization efficiency, promote innovation and revolution ability, and maximize organizational
performance based on universalistic perspectives (April et al. 2005). Meanwhile, contingency
scholars suggest that when best fit (rather than best practice) is integrated in an organizational
context, HR strategy is more effective (April et al. 2005).

Based on the broad central features and determinants of strategic HRM, this study defined
strategic HRM in terms of process perspective as the degree of employees’ participation,
organizational personnel management plans, and the formality of HRM planning and
implementation. All of these qualities are shown to have good interaction with well-informed

Korean HR practices in the NPO sector.

Nonprofit Public Service Motivation

Today, there are a number of challenges for both government organizations and NPOs when
providing social services through various contracting systems, both beyond and within public
agencies. Thus, some scholars suggest that between public sectors and NPOs, employees’
motivations are similar, and expand the application of PSM to NPOs (Park 2012; Word and
Carpenter 2013). In addition, Houston (2006) assumes that the mission, value, and goals of
NPOs (e.g., the pursuit of public value or providing of public services), even those that are
not easily measured, are characterized by an organizational effectiveness remarkably similar to
public sectors. Furthermore, Word and Carpenter (2013) and Mann (2006) assert that NPOs
are part of a new public service. Therefore, among public organizations and NPOs, employees’
behaviors are more likely to be characterized by PSM than are the behaviors of private sector
employees. We believe that the concept of public service includes not only the public sector
but also NPOs, which deliver many public goods and services.

The early PSM has been defined as ‘an individual’s predisposition to respond to motive
grounded primarily or uniquely in public institutions and organizations’ (Perry and Wise 1990,

360), and as an ‘altruistic motivation or public service ethics in an interested field such as
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local community, nation and humankind (public service ethics)’ (Rainey and Steinbauer 1999).
A person with high PSM often tends to select a public organization, and a positive relation
has been found between PSM and performance in the public sector. Hypotheses have proposed
that higher levels of PSM are less dependent on extrinsic and economic factors. Accordingly,
using Perry’s (1996) four constructs of PSM (attraction to policy-making, commitment to the
public interest, compassion, and self-sacrifice), we seek to empirically verify the concept of
NPSM, present a specific model of it, and to examine the antecedent and outcomes of NPSM.
We expect that by using Perry’s (1996) scale in this research, we may examine the motivation
of NPO employees. Previous PSM studies have provided evidence of the unidimensional/global
measures’ predictive validity by illustrating that they are consistent with PSM theory in the
public sector (e.g., Kim et al. 2013; Wright and Pandey 2013; Liu et al. 2015). In addition,
some researchers verified the dimensions of PSM in the NPO (e.g., Clerkin and Coggburn
2012; Rose 2012; Word and Carpenter 2013).

It is expected that specific cultural and structural differences between the public and
nonprofit sectors shape the motivation of employees in the nonprofit sector in Korea. This
research seeks to empirically examine the issues of motivation in the nonprofit sector, and
proposes a specific model of NPSM developed based on the concept of PSM. Perry (1996)
developed six constructs of PSM as part of his original model. Later, the six initial constructs
were narrowed to four: attraction to policy-making, commitment to the public interest,
compassion, and self-sacrifice. Similar to this four-dimensional construct, our examination is
focused on three dimensions (the self-sacrifice and compassion dimensions are merged into
affective NPSM dimensions) with the four constructs included in Perry’s original scale. We
have used a global measurement of 15 PSM items, and we believe that those items efficiently
capture the dimensions of PSM.

We believe that the similarities in terms of motivation for public and nonprofit employees
allowed us to use a modified version of Perry’s (1996) scale in our study to examine NPSM.
However, drawing on these various and diverse perspectives on PSM and NPSM, especially
in the Korean context, we denote NPSM as ‘intrinsically and voluntarily driven attitudes and
dispositions that lead to more service delivery, fund-raising, and volunteering activities in the

nonprofit agencies’.
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Strategic Human Resource Management and P-E Fit

Ideally, strategic HRM should promote organizational competitiveness and performance by
creating human capital skills, experience, and knowledge (Richard and Johnson 2001). In
addition, strategic HRM proves the significance of HR practices for organizational performance,
such as employee turnover and productivity (Richard and Johnson 2001). Then, how does the
strategic HRM achieve overall organizational performance in real work situations? In order to
address this question, we posit that strategic HRM (i.e., strategic HR practices and strategic
human resource development [HRD]) may directly increase employees’ job and organization
fit, and indirectly inculcate a sense of NPSM in the organization through fit with environment.
HRM scholars present that HR practices (i.e., selection, development, performance appraisal,
and compensation) will affect individual and organizational performance via their impact on
employee attitude (Boon et al. 2011; Werbel and DeMarie 2005; Wright and Nishii 2007). In
addition, according to Yang and Hsieh (2006), ‘training can reduce uncertainty, fear, and
cynicism’ (p. 863) and help employees to ‘understand, accept, and feel comfortable with the
innovation’ (Cavalluzzo and Ittner 2004, 249). As the functions of strategic HR practices and
HRD, we anticipate that strategic HRM also has positive effects on employee attitudes and
behavioral outcomes. The Job Demands-Resources (JD-R) model suggests that job demands
(e.g., performance demands and problem-solving) are more likely to be associated with negative
outcomes (e.g., unsafe behaviors and absenteeism), while job resources (e.g., opportunities for
professional development, strategic planning, advancement, performance feedback) could have
motivational potentials, and thereby, generate positive organizational outcomes (e.g.,
performance and innovativeness) (Schaufeli and Taris 2014). Thus, in this study, strategic
HRM is considered as a resources model that cultivates employees’ positive behavior.

Although no research to date has explored the causality between strategic HRM and P-E fit,
a great deal of implicit evidence exists about this relationship. In addition, some studies
verified the relationship between ‘high-performance’ HR practices and P-O fit and P-J fit
(Boon et al. 2011; Cable and Parsons 2001; Cooper-Thomas et al. 2004). Furthermore, scholars
have verified that HR practices have an impact on employee attitudes and behaviors (e.g., job
satisfaction and intention to leave) through their perception of HR practices (Boon et al. 2011;
Wright and Nishii 2007). Moreover, strategic HR functions are positively related with
organizational outcomes (e.g., firm performance and employee retention) (Chow et al. 2013;

Darwish et al. 2013; Kim and Kang 2011; Presbitero et al. 2015; Singh 2003).
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In addition, Kroll and Moynihan (2015) verified that training can increase fit with
performance management reform implementation, and argued that effective training should be
designed to reduce individuals’ capacity gaps when training transfer occurs in the organization.
In other words, ‘HRD has become the setting where perceptions and expectations about the
organization are formed, where norms about social behavior are developed, where corporate
values and ideology are communicated’ (Feldman 1989, 399). Furthermore, Sitzmann and
Weinhardt (2015) argue that strategic training initiatives can foster individuals’ positive
behavior and education on the organizational culture through interaction with other employees.
Such potential contributions of strategic HRM to increase positive organizational results have
recently become important topics of empirical investigation. This implies that the effects of
strategic HRM (i.e., strategic HR systems and HRD) positively affect P-E fit in an organization.
Given the fact that many Korean NPOs have adopted strategic HRM to increase employees’
value congruence, it is essential that we consider strategic HRM as an important factor that
may influence the effect of organizations’ P-E fit on NPO employees’ acceptability of strategic
HRM. Thus, this study tested whether the strategic HRM is managed effectively in a way that

boosts the level of NPO employees’ P-E fit, based on the following hypotheses.

Hi1: Employees’ positive perceptions on strategic HR practices in the Korean NPOs will
be directly and positively related to P-E fit.
H2: Employees’ positive perceptions on strategic HRD in the Korean NPOs will be

directly and positively related to P-E fit.

Indirect Effect: The Role of P-E Fit

P-E fit has various aspects, such as person-group (P-G), person-person (P-P), P-O, and P-J
fit. P-E fit refers to the congruence between an individual’s personality and his or her work
environment. From the P-E fit perspective, organizational performance and personnel management
can be understood as a series of processes aimed to match a person’s intrinsic values with
organizational values through astute recruitment, staffing, and training. P-E fit has been treated
seriously in organizational behavior and psychology. The research on P-E fit can be classified
as including P-O, P-J, P-G, and person-supervisor (P-S) fit (Kristof et al. 2005). The concept
of P-E fit has been expanded to include P-G fit and P-O fit beyond P-J fit in HRM (Werbel
and DeMarie 2005). This study focuses on P-J fit and P-O fit as P-E fit, which has long been
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emphasized in Korean NPOs. P-E fit identifies both supplementary and complementary fit
needs for employees’ smooth and successful working operations in organizations (Werbel and
DeMarie 2005). Supplementary fit can be achieved when a person and an organization share
similar or matched goals. Meanwhile, complementary fit refers to cases where the
characteristics and values of an individual and organization are aligned, and the individual is
satisfied with the organization’s resources.

P-E fit has been examined in terms of its influence with a variety of outcomes (Edwards
and Shipp 2007). Edwards and Shipp (2007) summarized that the consequences of P-E fit can
be divided into three broad categories: the individual’s attitude (e.g., job satisfaction and
organizational commitment), mental and physical well-being (e.g., stress, anxiety, depression,
tension, and somatic health), and performance (e.g., task performance and organizational
citizenship behavior). Moreover, based on the similarity-attraction paradigm (Byrne 1971), a
high level of perceiving P-E fit, which refers to employees’ sense of affiliation, belonging, and
closure with an organization, can improve mental and physical well-being and job performance,
as well as ameliorate stress (Edwards and Shipp 2007). To conclude, P-E fit could be
explained as occurring when employees sense similarity between and attraction to both personal
and organizational values (Peng et al. 2015).

In addition, the expected direct relationship between strategic HRM and NPSM through P-E
fit and P-E fit, P-E fit mediation may occur. Few studies have shown that HR practices are
linked with the outcomes of the individual and organization, which are mediated by P-O and
P-J fit (Boon et al. 2011). In addition, Presbitero et al. (2015) verified the mediating role of
employee-organization value congruence in HRM practices and employee retention. As P-O
and P-J fit deal with the congruence of employee needs, we posit that the goals of strategic
HRM should match between the employee and organization.

More specifically, we can anticipate that this is true if employee congruence with the
organizational environment is in accordance with individual motivation through strategic HRM.
In addition, according to SDT theory, we assume that a higher level of P-E fit in an
organization would provide employees with a higher level of relatedness, or ‘the feeling of
caring for or being cared for by others, and the sense of belonging to one’s community’ (Peng
et al. 2015, 589). This is assumed to be true because the positive environments (i.e.,
supplementary and complementary congruence between employees and an organization) could

encourage more relatedness and intrinsic motivation or value. Although there is not a
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considerable amount of empirical evidence that fully supports the connections among P-E fit
and NPSM via strategic HRM, we will investigate the relationship among these in the context
of Korean NPOs. If P-E fit makes important contributions to our understanding of employees’
NPSM by influencing strategic HRM, then this study can explain NPSM in accordance with
P-E fit as predicated by employee perceptions. Thus, this study tests whether the P-E fit is
managed effectively in a way that boosts the level of NPSM through strategic HRM among

NPO employees, based on the following hypotheses.

H3-1: Employees’ positive perceptions on P-E fit in Korean NPOs will be directly and
positively related with rational NPSM. P-E fit also mediates the relationship
between perceptions on SHRM (i.e., HR practices and HRD) and rational NPSM.

H3-2: Employees’ positive perceptions on P-E fit in Korean NPOs will be directly and
positively related with normative NPSM. P-E fit also mediates the relationship
between perceptions on SHRM (i.e., HR practices and HRD) and normative NPSM.

H3-3: Employees’ positive perceptions on P-E fit in Korean NPOs will be directly and
positively related with affective NPSM. P-E fit also mediates the relationship
between perceptions on SHRM (i.e., HR practices and HRD) and affective NPSM.

Research Methods

Based on a review of previous research findings, a heuristic research model was constructed
(see Figure 2-2), illustrating the relationship among strategic HRM (i.e., strategic HR practices
and strategic HRD), P-E fit, and PSM (i.e., rational NPSM, normative NPSM, and affective
NPSM) in the Korean NPOs. In this research, P-E fit is designated as mediator, and PSM is
designated as outcome variables. In addition, this study used several control variables for

PSM: gender, age, education level, and years of NPO experience.
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Figure 2—2. Research framework

We employed EFA and CFA to operationalize variables and confirm latent constructs from
the survey questions. Second, to confirm the total, direct, and indirect effects, we employed
full structural equation modeling (SEM) (i.e., a measurement model with a path model)
using AMOS 18.0, which allows for non-recursive paths and simultaneous tests of the

interrelationships among the variables.

Samples and Measures

The empirical portion of this study utilizes our primary data from the Korean Nonprofit
Acceptance of Performance Appraisal System Survey from May to August 2013, which
included 400 respondents and a response rate of 49 percent. Participants were informed that
all information collected would remain confidential. Four hundred of 815 distributed
questionnaires were collected and used for this study. To ensure the presence of key subgroups
within the sample, a stratified quota sampling method was used. To obtain a stratified sample
of Korean nonprofit employees, we divided the entire target population into four different
types: 1) The Ministry of Safety and Public Administration (MOSPA), 2) The Seoul
Metropolitan Government, 3) The Ministry of Gender Equality and Family (MOGEF), and 4)
The Ministry of Health and Welfare and other Self-Evaluation Organizations (MW). The
survey aimed to investigate the perceptions of Korean NPO employees on jobs, work
environments, motivation, and acceptance of performance appraisals. Responses were measured

on a seven-point Likert scale with a range of 1 (never) to 4 (maybe) to 7 (very likely).
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Descriptive statistics

Results show the distributions in the socio-demographic characteristics of the sample (see
Table 2-1). Men and women comprised 27.3% and 71% of the sample, respectively, and most
people were in their thirties (32.5%). For education, ‘Bachelor’ was the most common at
51.3%, followed by ‘Masters and Doctorate’ at 35.1%. For respondents’ job tenure, 1 month—3
years was the most common (43.5%), followed by 5-10 years (22.8%), and 3-5 years
(20.3%). Finally, for the NPO category, service-delivery NPO was the most common (51.5%),
followed by policy influence (26%), and capacity-building (22.5%).

Table 2—1. Descriptive statistics

Variables Frequency (%) Variables Frequency (%)
Mal 109 (27.3) High School 16 (4.0)
ale .
College 18 (4.5)
Bachelor 205 (51.3)
Gender Female 284 (71.0) Education
Masters and Doctorate | 140 (35.1)
o Others 10 (2.5)

Missing 7 (1.7)

Missing 11 (2.6)
20s 82 (20.5) 1 month-3 years 174 (43.5)
30s 130 (32.5)
40s 102 (25.5) 3-5 years 81 (20.3)

Age
50s 61 (15.3) Job Temure | 5710 vears 91 (22.8)
Over 60s 10 25) (current position)
ul iti
Missing 15 37) p 10-15 years 36 (9.0)
Service Delivery 206 (51.5) More than 15 years |8 (2.0)
NPO Category Capacity-Building 90 (22.5)

Policy Influence 104 (26.0) Missing 10 (24)

Valid N = 400

Analyses and Results

Reliability tests

To verify the reliability of each wvariable that comprised the research model, internal
consistency analysis was performed. The results of the internal consistency analysis showed that
Cronbach’s a for all constructs was larger than 0.6, which validates the reliability of the

measuring tool (see Table 2-2).

Building a Value-driven Non-profit Organization 51



Table 2—2. Verification of reliability

Factors Item Mean Std. D. Cronbach’s a
Strategic HR practices 4 5.246 1.142 922
Strategic HRD 4 5.7205 .986 946
P-E fit 8 5.707 .950 935
Rational NPSM 3 3.34 1.131 174
Normative NPSM 4 5.46 976 .809
Affective NPSM 4 4.85 1.089 .862

Correlations results

We examined the correlational relationship between control variables, SHRM, P-E fit, and
PSM. The affective NPSM is significantly correlated with control variables, strategic HRM,
P-E fit, and normative PSM (see Table 2-3). Further, normative NPSM is significantly
correlated with age, job tenure, strategic HRM, and P-E fit. Meanwhile, rational NPMS is only
significantly and negatively correlated with education. Finally, P-E fit is significantly and

positively correlated with age, job tenure, and strategic HRM.

Table 2—3. Zero-order correlations among antecedents, mediators, and consequences

1 2 3 4 5 6 7 8 9 10
1 1
2 - 107* 1
3 .013 182%* 1
4 -.007 AL4%* 241%* 1
5 .016 .088 -.041 .099* 1
6 .103* 167%* .025 A17% A12%* 1
7 .054 A17%* .068 215%* .650%* 520%* 1
8 .035 -.019 - 111* -.053 -.046 .033 .002 1
9 .001 184%* .098 118% 242%% ABO** 398%* .031 1
10 - 143%* 190%* .108%* 165%* 304%* 3471%* 379%* -.083 S57** 1

Note: 1: Gender, 2: Age, 3: Education, 4: Job Tenure, 5: Strategic HR practices, 6: Strategic HRD, 7: P-E fit, 8: Rational NPSM, 9: Normative
NPSM, 10: Affective NPSM
p < 0.1, *p < 0.05, **p < 0.01, ***p < 0.001

SEM results

Total and direct effects

In the final phase of the analysis, we employed SEM, which indicated that antecedents,
mediators, and consequent variables are directly and indirectly related to one another in a

meaningful manner. Strategic HR practices directly, significantly, and positively influence P-E
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fit (B = .454***), and strategic HRD directly, significantly, and positively influences P-E fit

(B = .393***) (see Figure 2-3 and Tables 2-4 and 2-5). Second, P-E fit directly, significantly,

and positively influences normative NPSM (B = .583***), and positively influences affective

NPSM (B = .444***). Finally, this study controlled for the influences of gender, age, education,

and job tenure on the respondents’ level of NPSM. The results indicated that gender directly,

significantly, and negatively influences affective NPSM (B = -.317""). Further, age directly,

significantly, and positively influences normative NPSM (= .134**). Finally, education

directly, significantly, and negatively influences rational NPSM (= -.107%).

. Gend
NPSM Age
Education
Person-Job Fit Job Tenure
Person-Organization Fit
N
Affective
NPSM
“p < 0.1, *p < 0.05, **p < 0.01, ***p < 0.001
Figure 2—3. Full structural equation model (with modification)
Table 2—4. Overall fit indices of the SEM
Model df X2 X% df RFI NFI IFI CFI RMSEA
Suggested Cut-Off Values <3 >0.90 >0.90 >0.90 >0.90 <0.08
404 931.38 2.30 .869 .894 937 936 .057
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Table 2—5, Standardized total and direct effects

Paths Standardized Estimate () S. E. C. R p
P-E fit < Strategic HR practices 454 041 10.961 kil
P-E fit «— Strategic HRD .393 .047 8.321 ik
Rational NPSM < P-E fit -.029 .066 -442 .658
Normative NPSM — P-E fit .583 .066 8.842 e
Affective NPSM < P-E fit 444 .060 7.469 ik
Rational NPSM «— Gender 124 129 964 335
Rational NPSM «— Age .016 .060 260 795
Rational NPSM «— Education -107 .053 -2.021 .043
Rational NSPM « Job Tenure -.028 .058 -479 .632
Normative NPSM « Gender -.050 .107 -.463 .643
Normative NPSM — Age 134 .050 2.669 .008
Normative NPSM <« Education .068 .044 1.541 123
Normative NPSM <« Job Tenure -.044 .048 -913 361
Affective NPSM — Gender -317 .100 -3.160 .002
Affective NPSM « Age .069 .046 1.496 135
Affective NPSM « Education .064 .041 1.579 114
Affective NPSM « Job Tenure .022 .045 486 627

' < 0.1, *p < 0.05, **p < 0.01, ***p < 0.001

Indirect effects

Path analyses were performed in order to observe indirect effects among latent variables
presented in the structural model (results are shown in Table 2-6). Focusing on the indirect
effects of strategic HR practices (.252) and strategic HRD (.176), we found that these had a
significant and positive or negative effect on affective NPSM through P-E fit. In the same
vein, in terms of the indirect effect of strategic HR practices (.307) and strategic HRD (.214),
we found that these had a significant and positive or negative effect on normative NPSM
through P-E fit. In addition, in terms of the indirect effect of strategic HR practices (-.015)
and P-E fit (-.011), we found that these had a significant and positive or negative effect on
rational NPSM through P-E fit. The results indicate that P-E fit is an important mediator in
bridging the conceptual gap between antecedents and consequent variables that maximize the

NPSM of NPOs in Korea.
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Table 2—6. Indirect effects

1 2 3 4 5 6
3 .000 .000 .000 .000 .000 .000
4 -.015 -.011 .000 .000 .000 .000
5 .307 214 .000 .000 .000 .000
6 252 176 .000 .000 .000 .000

Note: 1: Strategic HR practices, 2: Strategic HRD, 3: P-E fit, 4: Rational NPSM, 5: Normative NPSM, 6: Affective NPSM.

Mediating effect results

To assess whether P-E fit mediated the effects of Korean NPO employees’ strategic HRM
on NPSM, we used the Sobel Z statistic test method. Each indirect path coefficient was
calculated to determine whether the indirect effects (mediating effects) were statistically
significant. A number of coefficients for the indirect path of the SEM were significant (see
Table 2-7). Particularly, normative NPSM was indirectly but meaningfully influenced by
strategic HR practices (test statistic = 6.5645), and indirectly but meaningfully influenced by
strategic HRD (test statistic = 5.8368), mediated by P-E fit. In addition, affective NPSM was
indirectly but meaningfully influenced by strategic HR practices (test statistic = 6.1525) and
indirectly but meaningfully influenced by strategic HRD (test statistic = 5.5415), mediated by
P-E fit. Using the results of the path analyses and the Sobel test, we tested whether our

research hypotheses could be proved.

Table 2—7. Results of the Sobel’s test

Path Test Statistic p-value (p < &=0.05)
Strategic HR practices P-E fit Rational NPSM -0.4390 0.660>0=0.05
Strategic HR practices P-E fit Normative NPSM 6.5645 0.000<0=0.05
Strategic HR practices P-E fit Affective NSPM 6.1525 0.000<0=0.05
Strategic HRD P-E fit Rational NPSM -0.4387 0.6608>0=0.05
Strategic HRD P-E fit Normative NPSM 5.8368 0.000<¢=0.05
Strategic HRD P-E fit Affective NSPM 5.5415 0.000<a=0.05

Conclusions and Implications

This study investigated the meaning and role of strategic HRM as a cognitive dimension of
the enhancement of NPSM in Korean NPO employees. Hypotheses and a research model were
designed to determine consequential factors of strategic HRM from the perspective of the

self-determination theory (SDT), job demands-resources (JD-R) model, and similarity-attraction
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paradigm. To analyze these effects, empirical analysis was carried out using SEM and
mediation analysis. Testing the hypotheses demonstrated the strong effects of strategic HRM
on P-E fit and NPSM among Korean NPOs’ organizational systems and institutions. Additionally,
P-E fit was confirmed to play a critical role as a mediator among employees in Korean NPOs.

The theoretical and practical inquiries in this present study were inspired by the following
questions: Would strategic HRM strongly influence positive organizational consequences such
as P-E fit and NPSM? Would it be possible to develop, encourage, and maintain NPO
employees’ motivation through strategic HRM? First, Hypothesis 1 was confirmed, indicating
that strategic HR systems are directly, positively, and significantly associated with P-E fit.
That is, strategic HR systems are the key to leading employees’ congruence with an
organization. These findings are consistent with those of previous studies (Boon et al. 2011;
Presbitero et al. 2015; Werbel & DeMarie 2005), which suggested that the well-formed
strategic HR systems would transform employees’ attitudes or behaviors in Korean NPOs. By
testing our model based on SDT, which posits that a higher level of organizational
competence is possible through encouraging employees’ self-determination, we supported our
argument that a strategic HR system supported by organizations or top leaders drives
employees’ positive attitudes or behaviors. Hence, the results imply that within Korean NPOs
(as characterized by a lack of physical and human capital), establishing strategic HR systems
that align with organizational goals and visions may maintain employees’ value creation and
boost intrinsic motivation.

In addition, Hypothesis 2 was confirmed, indicating that strategic HRD is directly, positively,
and significantly associated with P-E fit. That is, strategic HRD is the key to leading
employees’ congruence with an organization. These findings are consistent with those of
previous studies (Kroll & Moynihan 2015; Sitzmann & Weinhardt 2015), which suggest that
strategic HRD would increase the similarity and decrease gaps between personal values and
organizational values, according to the similarity-attraction paradigm. Hence, the results imply
that within Korean NPOs, regarding the importance of HRD in a strategic manner is greatly
boosted when there is a low level of environmental fit between employees and the
organization. Further, HRD is enhanced if each of the training methods conveyed in terms of
organizational strategy suggest that HRD is an essential tool for employees. Finally, we also
confirmed Hypothesis 3-2 and 3-3, indicating that P-E fit is directly associated with normative

and affective NPSM. This result implies that employees’ value congruence with organizational
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environments should be stimulated on a higher level of intrinsic motivation in Korean NPOs,
especially as P-E fit (P-J or P-O fit) might better encourage employees’ attitudes (Christensen &
Wright 2011; Edwards & Shipp 2007; Kim et al. 2013; Perry & Vandenabeele 2008;
QuratulAin & Khan 2015; Ritz et al 2014). We tested our model in the context of the
similarity-attraction paradigm, which refers to a higher level of similarity with organizations
because well-established strategic HRM practices should increase intrinsic motivation from a
physiological perspective. By doing so, we supported our argument that a strategic HRM
supported by organizations or top leaders drives employees’ value congruence. NPOs must
therefore encourage employees’ value congruence, as well as develop strategic HRM practices
in organizations that make NPOs more meaningful by employees’ altruism. Especially, emphasis
might be placed on P-E fit as a relatedness process in which the desire to interact with people
is established or encouraged. In particular, as Korean NPOs lack experience in general,
designing strategic HRM and adapting the effective HRM methods used in the public or
private sectors should be fruitful in instilling strategic HRM processes amongst NPO employees.

Meanwhile, P-E fit does not impact rational NPSM through strategic HRM. Therefore, the
conventional PSM theory developed by Perry and Wise (1990), which argues that each of the
three dimensions of PSM has a positive effect on organizational effectiveness, is not always
true in all organizations (Park & Kim 2015). This may be because the Korean hierarchical
societal culture, which is rooted in Confucian values, is very different from the rational HRM
system of personnel management common in the West. Therefore, Korean NPO employees’
PSMs are likely to differ from those in the West, both in content and scope. In Korea’s
hierarchical, group-oriented and relationship-oriented culture, for example, the rational motive
to participate in policy-making can be described as a power-oriented and personal interest-
oriented ‘pseudo rational motive’. Therefore, a Korean PSM scale and model are both required
to be developed (Park & Kim 2015).

This study makes both practical and managerial implications from the results of the analyses.
From a P-E fit perspective, a close correspondence should exist between organizations’ missions
and their individual employees’ goals. As previous studies have revealed, employees who
experience strong mission congruence tend to have positive work-related attitudes (Edwards &
Shipp 2007). In addition, SHRM has attempted to achieve organizational goals by implementing
strategic workforce planning and successful management strategies in organizations (Wright &

Pandey 2008). This study asserts that SHRM enhances the level of NPSM, and ultimately
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facilitates the congruence of an individual’s beliefs and values through the fit of his or her
organization. Under the SHRM rubric, to increase the congruence of the mission, public
managers should ensure that employees participate in setting performance objectives. Increased
participation in decision-making processes allows employees to accept and contribute to
agency missions. For example, management by objective and work planning review processes —
both of which use participatory and bottom-up techniques — improve social communication,
clarify job performance expectations, and enhance the commitment of employees to achieve their
goals.

Second, research results might also explain the direction and locus of causality of SDT, and
how and why people’s motivation changes according to strategic HRM. It is assumed that
individuals have an inherent need for self-determination (Deci 1985), and that they prefer to
engage actively with their environment as independently as possible, self-initiating their
activities of choice (Deci & Ryan 2000). For example, this is evident in cases of individuals
being given extensive participation rights when it comes to decision-making. The benefit of
this reality is twofold: it strengthens individuals’ perceptions of self, fosters intrinsic motivation,
and acts as a buffer of sorts between individuals and external pressures, weakening extrinsic
motivation.

It is essential to acknowledge this study’s limitations. As with all comparable studies that
have investigated relationships among variables and rely upon self-reported data, this study
faces potential issues associated with the mono-method and positive-response biases. Another
concern is that of the reliance on subjective measures of variables, especially those that are
dependent. These issues may be alleviated by contributing qualitative research methods, such
as focused group interviews. To reduce the risk of common method bias, it is necessary to
include control variables to account for the effects of social desirability, and to conduct tests

for methodological artifacts.
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Aske 87 3T Ol R(EAET, WART, AFETHE ANFHL Ak olF ERGo|E
(E : Existence Needs, R : Relatedness Needs, G : Growth Needs)o|2} gtch.

Alderfer(1969)= &=L 1(Existence Needs)et t}ofst geljo] B4 %4, E2% 815 E3s}

= AT Stk W, BolE 53} Po| egke] fl2Hel &, M SEol) BelHel
22 2ARAE Y 273 2L ke FBAel AT Y £E 25 9fat 877} 24
ko] s 4= vk EAEAS] B 5 T T, AlRME AR olgstaat & A, of
L g Zo| B odiriy, O 3 Zol e 1 RS 9 st wajogs ol
(Alderfer, 1969). o]= Ql7lo] ZABTE Lyl chAFe] EAAL I7ke] 7|7} el
o] diF2e]7] o] A= Aol & 4 Utk

Alderfer(1969)+= = HA| TA Q] 824, WAL Relatedness Needs)T+ E}FQIT}I] A o)
det 872 Eakerkn sj9ch ol7lolMe] ElRlolE, F1%, A, 22 SR, AW, Raf, 1
i YAole Ao Lyl ARE7HA| 2FEHA & 5 %WAlderfer, 1969). o]71e Izt
o AL} wsto A=, S E 0] = UeF dE ARSIl AT F= o
uloh ofapo] W FasHA QAEL Aoleki ofashE 4 Sk Eet Alderfer(1969) TS

)
-
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rln
i
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I

T-O] EX O 7 A, AL qt=o] 72 A A (A Process of Sharing or Mutuality)
off elEabA Hoke 28 AAGHIT o] A elelzte] A Aol EAA whEE o) ofuz,
efel sko 2 WA §AEE 2ol oh]



$71 BART} Blo] e Aol
EST Alderfer(1969)+= Al HA| @A Q] 12 = A8 Growth Needs)

=
=
= QL ARl 2=)al ERlo] Esfitls #d SollA Arejzjolal Al AYE el
]
2]

¢

Al =, QRE2 #elo] ol skl A, Fole & o e, Fole & A yiTt 719
slers Fol Aolg Adsls Aow ARy ¥ 4
SHH, Alderfer?] 3t 80|22 7} A9} Maslow 2] 5THA| 810 22] 7} thA|of s

(¥ 4-1) ERGO|Z21} Maslow?| +1TH|0|2 H|w

ERG O0|22| &+ 3EH| Maslow O|22| S5 5THA|
e 87
QHdol digt 87 - 2elH 47

ol chgh S - A it &+
HAEHR) APS|A (a8
249 47 - eRlozRee] £5 8

27e] 87 - A7) BHAl
AR ET(G) A7) AAlo 2 EE Q] 2% 83(Self-confirmed)
Aobalgel 8

ZAEHE)

Z}& : Benjamin 2J(1972) #=x3slo] .

w3 2T BAST WRaTel 7w} O Aozl 87 oL 4ol 23
(Needs Frustration), £-+9] £ Q A(Needs Strength), &2 T=(Needs Satisfaction)o|2}= 3
7HA 712 delof wEh B£4E 4 ok 1A EFE S, AR S0 SEEA] e A
o, t9)Akele] B2 BS UshA Hrks Rolth 879 Fe4e, SeAe] 87t 321
A9, Aslatele] 878 0% vie Bk Aol STNES, 2t AUSD)Y 877t %
] ke A9, 1 0] tiat ueto] B AXA] Bk ZolchAlderfer, 1969). o] 3747
HeE 7|Hteg sto QIRto] L7l= @7k9] ko] ofssiAl Hok

Maslow= 3191 Z1919] 877} miag 29, AH9laieoe] 877} wasichs w1 ol
U AFSHAA, Alderferts WYY Bk ohiek 49U 897 WEE
e A% Bhg) Aole] Gk wAghch HA-ER o] 34 oA AFSISATHE Mo F
o] 22 zjo]HS HItHAlderfer, 1969; BlAd1l - 7] Ao} 2015).

ERG |27} Baisto] S5l ARelT Z 2429 Zn Be ATE5S 9 741 A
B, £5-9] Chen(2008)- 24 Aato} izke] Zalelo] Wslo A2 Aastelch. EALT,
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AEA, ABE7E SS9, 2242 A7) @A Alarg 5 A= AAA 0l disto] AL
SFQaL, Hapel HAFo] 3714 799 710 3 viAl= 7P S8t acloletal By, vfe)
7|& 2o ZEAS] 253 ERG 0|29 AT AE BA4FHLA stk olo] AE FEl HA
A wol thal] AIstgcHIane, 2012).

Whiley(1997)= <2AH52] 5710l tisto] dtsl=t] o]24] Hld o= ERG o|&= EAURt
ot s7lolEs ARt e 7F 9FY e vl 7 E71 8.900] w2 d5(Good
Wages), Adito]| tijgt ¢1A(Full Appreciation for the Work Done), 213 ¢F84J(Job Security), =
Al Yol 9o] 5211} AZHPromotion and Growth in the Organization), 52| S-u|(Interesting
Work)2hal 3}ich

Alderfer and Guzzo(1979)+= ERGO|Z9] ZA%E 37}#] €79 X|<4:4J(Enduring Desires)<
s A sttt EAST} Belslel L AT w2 B Sek BstolAE 27 U
of WRiET} AIele] T, AAaTel BeleloiAls 2elo] Aq] Ul AT} g 4HE 3

22 ) 25 QA0 Aol B gl 27 WelA] Zt BAH ARES BAG: 2
oletil ofalg 4 Gitk. MPASQ01)E £ ZEolg “2A EX Q1o B Ag B ot

2 23 FHUL B AF Y5 /R PohE e P9 Fgolekn sk 24
A5 22 W T AR Sl FFS v 291 o] sht Q4ET gk (Simon
&

5o 1 Pt 71zl wet chopsbl BRE 4 gl 2 QoA kg mEAo
+= Jehn(1997) 8] EFHHQl M Z-5( A1 F-24-5)(Task Conflict)} ¥HA|Z-5(Relationship
Conflict)9] FLE-S A8&A)7|11A} 3ich

IS 3 Wgoly A A ol oA =2 o Hdds7)E] BT Al
o) & HIET o7 $E7 thEo] dojubs Holx, WALEL Jiele] R AR Rt
O 7 olst AFARIo 7 A, A Y LAAYUE72]9 &35 Interpersonal Incompatibilities among

Group Members)S &3HtHJehn, 1995).

Wit 9(2012)% BABEIY BALES 27 FHH B A AFOE Rl
A= stk B 2ET BAH dEoR BRshs SR1Ee AL, 2Fol 24
o= FHE MALA, o HZE T uAL JAAS NFOE 22t 1 BEE &7

S3 253 A7)5E 250w PEsks Zoleti & 4 ek EH009)%E ALE 719 o
] Z

o)
Aoy A4 zol2 Qs yshe WA 249 Aol FEA Y FE= vAAT, o

Mele] 5717 aFe] Aol wlAL @ 85



ol et oo Aol Fog s WAt HAd TS 5|8 229 4HE Alalskes Hl =
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- A=of AQl 47
o] Fol7HAl FEE A HAZATLRE oo 5= vk mEhA 7 19 Z5] e A
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3. 49 A

] AL oefRt $4e WSkl Qe tRNA g ez A, TRt ZofollA AtEAL QL
o} 4ol A(Quality of Life)> H&stal 7HEsHA A W2]7|7t ofze, gt JEi7t =
oAg 7] Aoz A9E o e MEo=A, TRt S okollA A=Al ok

Ann(2003)2 “4F2] A2, 774 % 2l(Amorphous) 7Hgolep’2hal shiey. Z12|al <ol
of AA7} Sre S5k Axehe YulE Wistal =, TRt AFEel 44
G FAoll 1 7HRIE FAL demm, 4o A ES ZF AQlEE thEA ofsiEaL <l
UTHL SFATHAnn, 2003). o= P2t 412] HolZhal FAFS F-voll=, /el =
te] 7)) e 4 ok Aol

Ap7lelso), sre] e uje tioket Ao BRE 4 AAE, 1 FAE /1 Ay
QRS 4] A 212 Q1(Objective) ST F=2H4 Q1(Subjective) SHO = Lo &
A15k= Zlo|tiSchneider, 1976; Lawton, 1991).

Schneider(1976)+«= &0l 4o 2 YelUl= H42 “AE(Income), F(Wealth), 17-84F

rr
op

=
Lo
i &

(o]
1>
A o

r
N
o

Ell(Employment), 2+7(Environment), A1A|%4] - 414 7% Health; Both Physical and Mental),
1S $F(Education), AFS|EEt £32(HF, 4T £5, oFE =5 5)(Social Disorganization
(Crime, Alcoholism, Drug Addiction, etc), AF3|A] A9 AE=9} Ax|A Zloj(Alienation and
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Political Participation)”E &¢%ith o]o] 1= FA Q] 419 AL 4H9] ofy 7[R Q40 tjjst
k7K Satisfaction)©|2kal 3} TH Schneider, 1976). =, ol= 7%l ARl H7IE ou|3t
oh Eglol} Z740) 4R o] AE Fo| 1 dlojch

sk, 4he] Ao ZaAygre] A(Quality of Work Life)Zle 25k Felo] goma Qlx) - 2
A opollM= 4] At AT A SRFor FEA Y tREI|Hi= o A Ao

S o] uAShThR ST R - AL, 2015).

. a5+ 24

1. A7 2y

B AT 2R ARle] 5719} sfo) Aeo) BAS AZSAL, 1 TA AbololA 24 U 25
o UHETHE ViRl ofale salshex] Pobri Zlo] 1 Baolch whehy Egwsii
ML) B7), FEUSRE 49 A, psRE 23 W 252 APt
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TALHR: Relatedness Needs), AA-EHG: Growth Needs)Z FA|S}sto] FAISIICE £
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w07l olgle] thE el Z 2 Aele] Tl £29] olg kA &75o] 7t Hol A=
FEAL SHe 49, o)zl 24 W) 25 WA 2910 A48T 4 qlrky AZPEdch uhe
A AL Q1o FAEAST BAST, ARET7E 22 | BHAULE, B
Bl A2 G w1A Aoleka 8L AL,

ghH, 2% ) 25t Ai19] 4re] ol ok oFE M 9IS Amuv, F2 d 993 v
o] Aolol A WAISH: ZF I o40] 4e] Wo] sl BRI gtk WE7] 2l(2012)% -
1 25 719 2Bl S R o] Aol SAtolut gkgel thg oA

Fe vE E obe AEHAE WAAA NUY 4ol A& A7 AL A FETE,
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ne,
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)
o
)
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i
S~
el
e
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_>s:
Zi
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i)

RAYH P
A A3 ARE R 5 ek sk B AL 22 W 25 FAAE A 99
3 7Y G Aol MR AT RO BALSY BAZSO] 2 BEIA Sk

\1

webd B 25 BAZF| 2EA Al Beld ko] Wt A se) Ao RHH
S w2 Aozt 7MEdS AAsIgck

upAuRo B, T BALSC] 2EAEY EHST, BALT, JFET} BelH 4
A, e we) A AelolA] uljeate o Ao spasksgt ool dTrhee Felsh,
<E 4-2>9} g},
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HI A FANEAST BAST AFETE 24 U 2EEULE BALH A FaF 12 Holtk
HI-L | 24875 selasel 409 932 vid sl
HI2 | 24875 a5 409 932 vid sl
HIS [ gHle7s sl 409 932 vd selk
HI4 | gHl87s s 409 932 vd selk
HIS [ Aa87E seigsel 409 932 vd stk
HI-6 [ A8 a5 Ao 932 vd soldk
2 |23 3 25ERIZE BA2De a0 AEA 4 4 A Aol el $09 FaE uE Seltk
M-l [ TIgEe 2od 4ol el FOo Jake A Aol
2 [ BAZES A 4ol Dol FOo P A Aol
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HI-1 Z2QeT o AL -5.324 1.326 -4.014 Hork e
HI-2 ZQe o PALES -3.596 0.707 -5.086 Horn e
HI-3 TALLE - LS 1.623 0.413 3.932 ok e
HI-4 TALLE - DAZE 1.016 0.240 4238 ok N
HI-5 e o RnE 1.132 0.340 3.331 ok e
HI-6 AR s AL 0.835 0.203 4.103 ok e
H2-1 FAZE - BT 4ol & 0.214 0.069 3.117 0.002 e
H2-2 FAZE — AT F el & -0.269 0.098 2.751 0.006 e
H2-3 WAZE — 283 4o 2 0.164 0.074 2.223 0.026 7\2¢
H2-4 TAZE — AT 4o & 0.132 0.107 1.229 0.219 7\2¢

*p < 0.05, **p < 0.01, ***p < 0.001
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Ale] BAEARET, TAST, LTI se] A del 4, Hel a4 Q)
AfolofAle] BHALET BAREY hAEI HFL o) F7HH O Sobel TestE AAI3heck
Lo AuE dehd Aol

<3t 4-9>

(& 4-9) Sobel Test Zu}

i+ Estimate P-value of7HEat
H3-1 ZQLE - HYLE - B 4o A 2.454459 0.014109 o
H3-2 EREG — HALS — AgH 49 A 2265979 0.023452 o
H3-3 LT - HYLE - B 4o A 2.434578 0.014909 o
H3-4 AL — AT — HeH g A -2.250307 0.024429 o
H3-5 ARET o BAAE - B 4o A -2.269370 0.023245 o
H3-6 ARET o AT - AEA 4o A 2.117923 0.034181 o
H3-7 ZQLE - TALS - B 4o A 2.031725 0.042181 o
H3-8 EHEG - IALS - AgH 4 A -1.198885 0.230572 x
H3-9 LT - TALS - B 4o 2 1.963431 0.049596 o
H3-10 AL — IALG — Hed g A 1.184380 0.236262 x
H3-11 e - AL S — B4 49 4 1.951044 0.051051 x
H3-12 AAET — BADS — AA 4o A 1.181644 0.237346 x
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= ha
£3), Qx| A FAl0] Qo] 2US FHA AT DReS 2
chot o) tlak el AB 5O ABS B o] ao] W S wwak) Wuk ofy
olelst AlZhE ThaFe el g AST} o] iu B 59 HekH o AR B

el

) oA Al W 2ANHE Aashi, el 27 7H] stEY AS FASHEA 717
ol 2AEA U MHS frEshs F2k ARRpAT o] AjZkt we o] STh(FulE - v

Schuler, 1985).
B2 ggel] AAM o thgsl] §is) 22 TAYe] AT gk o

Boe

21} KSAso|| 3t 71X & ZA)5ka Qitk 3] ®Mgle) wlel Ak Q) Abae)l ke B %
A e M o e TS dRALAARE EAsHAL of2Rt A HA e 4= ¢l
7] wizolck. ofe], 222 A FALHRAeRA 22 e s, TR £
£ 53l 259 %S S A7IA; meRlth (R3] - Y, 2009). whebs] o A7 5t

AR YT Hofe] SAE2 AFRE FAIH QAR YT AlAgle] et AFE5S XYstrt

o]t HjF oA LAAPAIAE T 2210t 7] BAE 8T AFES T2 HEY
oA o]FoAAHA TleEET 22pE, S AAA AHollA A= TEEHollM=
AYIA A A o] 22 0] grolaf 2 AFA Aol mAE FFE FHALE HRRAL
(Boselie, 2010), ©]o]| BF3f| Guest(1999)= Q1AAlxte]7} Az oz 7)9le] Bt 3o vl
A= FFSE sk MApolA Y 249 daids AAlskaich ofel, XAy A+
of oAl 7N T QXS Hxshs MEE oA wAlA] B4 tiatshs A7 U
ElL}7] AJRFSFGITH Tsui et al., 1997; Peccei, 2004). o]% AFLANES 22 FALUES 57
A%, AEA o, e T8 Y o Sl= L4 3K(High-performance) E= 11=¢)(High-

=
commitment) QIAAFATE] A2Tl0] 2% THYSS BUS FYAA 2HHTE FrIA71E

o] FAZ el IS s1al Qtfal F=AEaL Qithe.g., Bartel, 2004; Huselid, Jackson, & Schuler,
1997, Wright et al., 2005; H7|% - 73Fd - 4220, 2012; Ul7), 2014; ¥Fx|A - A1,

2015; &9, 2015; AQ14] - 7099, 2009; A&, 2015; 3H=3] - 371222 2009).
SHAIRE TATAJA LR HFE ATE UZhgele] vls) o 13| FRYel A 1 Fay
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o] ZkatElo] uje- K3 Aol Boselie, 2010; F4A - 249, 2015). E3), 229] 20|
A7 SUREQ UNGGT U FRGAY B4 o] DALY Fage] EelA
93 glek. ol WA, £ P wzkg ol x mABAYA Aol A Hukrt ok

WIEo] et e Q14 Szl uXE GFL
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2013), FAUES] 9K Ability), E7(Motivation), 7] 2(Opportunity) 012 F&F 421 A]
sulo] 24 ) Y50 AR A AL A @
o] AFa &doll 7log 4= Jvhe e vl R RS HA5HATtH Aryee, Walumbwa,
Seidu & Otaye, 2016; Boselie, Dietz, & Boon, 2005; Boxall & Purcell, 2003; Ehrnrooth &
Bjorkman, 2012; Jiang, Lepak, Hu & Baer, 2016). TF2-0 2, TATAFAA|AH T} 7] 9 22
7k AHRle] HaEre] A 4] o8] uiZlE Aoleks A17ke AAISkil(Shen, Benson &
Huang, 2014), o|& 4%402 AFshux k. 53], £ Aol Agase] 22 A
AR SEa AF R0 TR ol AReET 248U AN ¥ o] A%

Qo) Aol 49 Fa4e AFs] glatolch

i3

I. o]2% =9 % 4% A7 A=
1. o]&4 &9

1) d2HF-Z7|820{-7|3| O|2(Ability, Motivation, Opportunity Theory: AMO Theory)
AMO ©]Eof A 2] AMOE: 9K Ability)-=7]5-oJ(Motivation)- 7| 3](Opportunity) S o] W35}
L em 24 4] 4E o kel Jl8l g Adsles 54¢ b
(Appelbaum, et al., 2000; Jiang et al., 2012; Lepak et al., 2005). £3], AMO ©]22 7}

of

7150, 7138 F219] Al 7R A2 A| A E](High Performance Work Systems: HPWSs) &
A5 7|HEe 2 7l 2 RAMTE ZA1Z 4 9SS 7P ScHBoxall & Macky, 2009). o]

AAAATBYA LS 27 THAS] ofsg, F71%0], /18] FAHL AAStolo} Ak Z, 917
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A A Es B2 7] 5ol wet 9FTA A, 717 S3 Ak 9 7853 Aler
EHth= Zlo] AMO o9 4] gx|o|tt.
71&9] A AFEolM= AMO SHojA 9 A= HAZF 22 FHdHE2] A4S SHARRKIT
= AF AE AASHHA, AMO o]29] FAS SirEslal @Itk Bailey et al., 2001; Batt,
2002; Gardner et al., 2011; Huselid, 1995; Subramony, 1999). ¥3} SHX}52 A5 F7|H o,
71819] Al 74 247k ABrstael BAols, o]So] Hhal x51E ol v 24 T A
= S 4 okl FA5S tBlumberg & Pringle, 1982; Jiang et al., 2012).
AMO o] 2oA AAsh= A A=Y Fie vt 2ok 9353 Alee A8, A,

0 Td 52 EaIh offit Ak £Ho] WA A AU AAS U FL e

Al LA 9] KSAs(Knowledges, Skills, and Abilities)

=
E e ATIE Ae guidth tEe R, 7|5 SAAEE g B dAlEE, S

TAHYA STEE Gt B/ FES) BT 4 UES SHe 22 ulTtGuest, 1997

Jiang et al., 2012).

2) DANEIAA|AEI(High Performance Work Systems: HPWSs)

: AMO O|2E HE3o

A 200 Fob QAT ATo] et 2P AAAARE 24 LAY AT =
o G5 7he]

=3 =z
of W5 1ho] WAS FHsHet] R T ATolA, AHA ATl Ly
FF WAL oGA, A AESh=AE sk Aol it W oz HotE Itk Boselie et al,
2005; Delery, 1998; Messersmith et al., 2011). o]t dI7% T}l HIl= Q1A Te]
AAZE vt Aol e Tl 22 4L AL Biro] ddE Frhe 7ol 443
AR R AFEA e HASHIA, the QRxRe Aot 24 F490) AT g
oF e Ajole] PAS BAsl=d] FaFe FUTH Takeuchi et al., 2009). ST, ol2gt Q-
of heictel e IATAYA LT B ANl Y AT o] T Avtel e
ulAlE B ke BAS B S Gl T o] A7t ol4ls] EAIReHLepak et al.

r
o)
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Practices)(Huselid, 1995) &2 (-3t AF AA So&2 o|sfjeltiPfeffer, 1998; Sun et al.,
2007). gk TATAIALEE 27 TR 2N 7ok KSAseh AHQ g
Ak, F490) £712 FOA71L 150 AR Hng
TATAe] 92 WASHE, ANTAY o4 fEse
al., 2006; Huselid, 1995). o|x3 DATRAA|AEHLS 2R T}o)| JS F= thofst FE Y
AR AR AP Pl ek QHALYe) Roje} A ] S Lol
SFTH(Wright & McMahan, 1992). ojo] 2 lstol Al TATFAA~ES A =05k AMO
ol 2ol Hgstol, “X&H AL HOR QAFRo] FEsto] 23 ] TLHAZ o
2 570, 71818 A ¢ JEE Aoz AR QAW A =SS Aoz o
SR} SR 5, 2015: 48; Preffer, 1998).

WAATRAAAF] Feh= WS Afdgsuitt oo AtolE Holal ek 14

PAl2E T RAS FAHOE Aviny YRAF A AsE, A7)0, R B8E
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7
2

At

22T AR ol RAHA, BT Wk WA AT AR, PolAEs eAgd
ol €A, FHL3E AHTH 5= AAFTH=RA|E, 2015: 49; Bae & Lawler, 2000; Guthrie,
2001). 53] & Aolxd= AMO o] 2ol 7IRbste] AdBAdA L 4 848 97, 719,
712 FEsto] Atk FAR R I7F Sholle AeEHAE, FAH0] sk T
TR, B7100] Rl AF W R TSR} BATAUSE, M EAE, /]3] o]
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Fi 702 UekydtkSirgy et al, 2012). 53], ofeldt el HELS ARYE U 27 LY
SO A W ARATE A S G BASIYS FHAZ 4 Uk AL Ak A

O & o]3fElt Armenakis & Bedeian, 1999; Greenhaus et al., 1987; O’Toole & Ferry, 2002;
Petty et al., 1984). ATFH o= ol2jst o] Al %o s20] A4
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T e A, BF H ANE S ol FEHe 45 wEAT= Aoz ol 4 qlnt
(Sirgy et al., 2001). 2% Ao} AL 2o A vt ofye} A|stel AH|L gatol A el &=
AR =& AP ARl Axtoll tigh QI7te] s HAFSE] flel 1960 tholl Louis Davis®} ~1
9l ZrE9 9 A& wAE sgoltiDavis & Cherns, 1975; Walton, 1973). 71 o|3&, &
HSle ATEL ke SulolAe) 17 Agte] Wo) tat TS oA, B3l A% Aol
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oo AT ARAT 2o WAH 8T S0 PAS Tk Aol s BAL B HrKMartel
& Dupuis, 2006; Rethinam & Ismail, 2008).
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