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ABSTRACT 

The purpose of this study is  to examine the relationship between perceived learning organization 
culture and core job characterist ics in a sample of 264 knowledge workers from four 
organizat ions in South Korea. The dimensions of the learning organization quest ionnaire  (DLOQ) 
and the job diagnost ic  survey (JDS) were used as measures. The result  of a canonical correlation 
analys is indicated that  the composite of learn ing organization culture ( i .e .,  continuous learning, 
dialogue and inquiry,  team learning, embedded system, empowerment,  system connect ion, and 
strategic leadership) was modestly but s ignif icantly related to  the composite of core job 
characterist ics ( i .e .,  variety,  identity,  s ignif icance,  autonomy, and feedback) ,  account ing for 34 
percent of the shared variance between the two variable sets .  More specif ical ly,  the effects of 
dialogue and inquiry,  team learning, and system connection in learning organizat ion culture were 
greater on feedback,  autonomy, and task signif icance in job characterist ics for knowledge 
workers in South Korea.  
 

Keywords :  learning organizat ion, job characterist ics,  canonical  correlat ion, Korea . 
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RESUMO  

O objetivo deste estudo é examinar a re lação entre a cultura da organização de aprendizagem 
percebida e as principais caracter íst icas do trabalho em uma amostra de 264 trabalhadores do 
conhecimento de quatro organizações na Coréia do Sul .  As dimensões do q uest ionário da 
organização de aprendizagem (DLOQ) e da pesquisa de diagnóstico do trabalho (JDS) foram 
usadas como medidas. O resultado de uma análise de correlação canônica indicou que a 
composição da cultura de aprendizagem organizacional  (ou seja,  aprendizado contínuo,  diálogo 
e investigação, aprendizado em equipe, s istema incorporado,  capacitação, conexão do sistema e 
l iderança estratégica)  estava modestamente, mas signif icativamente relacionado à composição 
das característ icas do trabalho princ ipal  (variedade, identidade, signif icado, autonomia e 
feedback),  respondendo por 34% da var iação comparti lhada entre os dois conjuntos de variáveis .  
Mais especif icamente,  os efeitos do diálogo e da investigação, do aprendizado em equipe e da 
conexão do sistema na cultura aprendizagem organizacional  foram maiores no feedback, na 
autonomia e  no s ignif icado da tarefa nas caracter íst icas do trabalho para os trabalhadores do 
conhecimento na Coréia do Sul .  
 

Keywords :  aprendizagem organizacional,  característ icas do trabalho, correlação c anônica,  
Coréia.
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INTRODUCTION 

The origin of tradit ional  views of  

organizat ions was based on the works  of  

Adam Smith (1776) who revolutionized 

productivity by proposing the concept of  

divis ion of labor,  and Max Weber (1922) who 

suggested the classic  conceptual ization of  

bureaucracy (Wil l iams and Yang, 1999).  But  

those were the notions when business 

environment was stable over t ime. Today, it  

is  a  t ime of  change not only in strategy, 

technology,  and product mix,  but  also in the 

nature of work and organizational culture. To 

survive and thrive in such a world,  an 

organizat ion must always be ready to adapt.  

The ever changing business  environment 

makes jobs more complex and mobile.  Thus,  

talented employees seek not only salary and 

benef its,  but also more f lexibi l ity and 

autonomy. And smart  companies know that 

f lexibi l ity and autonomy might beat out pure 

compensation especial ly  for knowledge 

workers (Hal l  and Heras,  2010).  

Since the early t ime and motion studies  of 

Taylor (1911) to the keen interest in  

motivational aspects of work in the 1970s 

(Hackman and Oldham, 1975),  thousands of 

studies have examined work design issues 

(Morgeson and Humphrey, 2006).  Work 

design research is  one of the f irst  areas in 

organizat ional psychology based on r igorous 

scient if ic  study, s ignif icant ly influencing 

management thinking and pract ice,  as well  as  

academic research and theory (Parker,  

Morgeson, and Johns,  2017).  Work de sign is  

regarded as  a  key antecedent  of the major 

dependent  variables  in  the f ield of  

management and organizational psychology:  

absenteeism, retention, job satisfaction,  

organizat ional commitment,  job 

engagement,  performance, well -being,  

creativity,  and so  on (Parker et  al . ,  2017) .  

Among others,  Hackman and Oldham’s (1975, 

1976, 1980) job characterist ics model has  

been the dominant model of work design,  

inf luencing job demand-control,  job demand-

resources,  role theory including job craft ing 

(Parker et al . ,  2017).  

Work design wil l  vary depending on 

organizat ional environment,  business 

domain or industry,  and job function. We are  

moving into the world of art i f ic ial  

intel l igence,  robotics,  and other automation 

technologies (Ford, 2015).  While a majority 

of human jobs might  be automated, 

knowledge workers  wil l  survive.  Peter  

Drucker (1988, 1992) long ago pointed to the 

growth of  the knowledge economy and the 

importance of knowledge workers and 

foresaw that future organizations would be 

f latter,  information based,  and organized 
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around teams in response to competit ive 

chal lenges. The current study is  focused on 

knowledge workers,  which are def ined as 

high- level employees who apply theoretical  

and analyt ical  knowledge that is  acquired 

through formal education in deve loping new 

products or services (Drucker,  1992).  

In this increasingly competit ive environment 

in which rapid changes in technologies,  

markets,  government regulations and 

customers give r ise  to turbulence and 

uncertainty (Unsworth and Parker,  2003),  

organizat ional structure and culture can 

signif icant ly influence core job 

characterist ics in many ways (Parker et a l . ,  

2001).  In particular,  the competency of  

learning has been a cr it ical  resource to keep 

valuable heritage,  learning new things,  

solving problems,  creating core 

competences,  and to create new 

opportunit ies for both individual and 

organizat ions (L iao, Chang, and Wu, 2010).  

Thus,  many organizations strive to have 

culture of  learning organization that creates,  

acquires,  and transfers knowledge, and 

modifies i ts  behavior to reflect new 

knowledge and insights (Garvin,  1993).  A 

learning organization refers to an 

organizat ion with the necessary 

organizat ional structures and capacit ies to  

create an environment that wil l  st imulate 

knowledge and ult imately  f ina ncial  

performance (Watkins  and Kim, 2017).  

 Thus,  a  learning organizat ion has an 

enhanced capacity  to learn and to transform 

(Watkins and Marsick,  1993).  

PROBLEM STATEMENT AND RESEARCH 

PURPOSE 

Learning organizational culture and work 

design are important research areas in 

management and organizational psychology 

in general  and organization development 

(OD) in particular.  They are frequent ly used 

contextual var iables for satisfact ion, 

performance, change, innovation and 

creativity not only for individuals,  but also 

for groups and organizations (Hackman and 

Oldham, 1975, 1980; Marsick and Watkins,  

2003).  Learning organization culture can 

signif icant ly inf luence work design in many 

ways. Hall  and Heras  (2010) defined smart 

jobs as  those that entail  a strong 

developmental  network, help create a  

protean career orientation, introduce new 

possible selves,  and create psychological  

career success and other posit ive career  

outcomes. Thus,  smart jobs require  smart 

culture that support learning in individual  

level as well  as organizational level.  Despite  

a number of studies on job characterist ics  

and increasing attention on learning 
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organizat ion, an in -depth analysis  on the 

relationship between the two crit ica l  sets of 

variables has not been conducted. Most 

respondents in this study were knowledge 

workers in junior and middle  managers  with 

higher level of education.  

The purpose of this  research is  to investigate 

the relationship between learning 

organizat ion culture and core job 

characterist ics for knowledge workers in  

South Korea.  The research question is:  “What 

are the relationships between the seven 

dimensions of organizational learning culture 

( i .e. ,  continuous learning, dia logue and 

inquiry,  team learning, embedded system, 

empowerment,  system connection, and 

strategic leadership) and the sub -constructs  

of core job characterist ics ( i .e .,  sk i l l  variety ,  

task identity,  s ignif icance, autonomy, and 

feedback)?”  

 

THEORETICAL FRAMEWORK AND 

RESEARCH MODEL 

LEARNING ORGANIZATION CULTURE (LOC) 

The concept of  the learning organizat ion is  

an increasing area of interest in  the f ie lds of  

HR/OD, management,  and even school  

systems (Marquardt,  1996, 2002; Wang,  

Yang,  McLean, 2007).  Interest in the learning 

organizat ion as the source of the 

organizat ional success and competit ive  

advantage has been a strong focus in these 

f ields s ince the past  decades (Gil ley and 

Maycunich, 2000; Leonard, 1998; Tsang, 

1997).  

Learning organizat ion is  defined as an 

environment in which organizat ional learning 

is  structured so that teamwork, 

collaboration, creativity,  and knowledge 

processes have a co llective meaning and 

value (Confessore and Kops, 1998),  and that  

enables organizations to be responsiv e and 

adaptive to the constant  inflows of 

information and resource characterist ics of 

open systems (Senge, 1990).  According to 

Garvin (1993),  a learning organization refers 

to “an organization ski l led at creating,  

acquiring,  and transferring knowledge, and  

at modifying its behavior to reflect  new 

knowledge and ins ights” (p. 80).  Thus,  a  

learning organization can be regarded as an 

applicat ion of organizational learning and 

organizat ion development (Garratt ,  1990) to 

have an enhanced capacity to learn and to 

transform (Watkins and Marsick,  1993).
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Table 1: Watkins and Marsick’s (1997) Model of the Seven Dimensions of the Learning 

Organization 

 

 

To i l lustrate learning organization,  the 

general systems model that v iews 

organizat ions as “capable of operat ing either  

in open or c losed systems supports these two 

perspectives of organizat ional models” 

(Wil l iams and Yang, 1999, p.  387).  Stressing 

a systems perspect ive,  Senge (1990) depicted 

learning organizations as places “where 

people cont inual ly expand their capacity to 

create the results they truly desire,  where 

new and expansive patterns of thinking are 

nurtured, where col lective aspiration is  set  

free, and where people are continually  

learning how to learn together” (p. 1).  

Senge’s (1990) concept of systems thinking 

that integrates other disc ipl ines,  focusing on 

a vision for  the future rather than on short -

term returns,  embodies the goals  that  
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today’s organizat ions must pursue. He also 

argued that companies need team learning 

and a shared vis ion. These concepts can be 

attained only with a shift  of mind that  

departs considerably from the perspect ive of  

organizat ions in the past that rel ied on f ixed,  

predictable pr inc iples.  Thus,  there seems to 

be general consensus that  being a  learning 

organizat ion is  a prerequisite for successful  

organizat ional change and performance 

(Garvin,  1993; Marsick and Watkins,  2003).  

Watkins and Marsick’s  (1997) framework for 

the learning organizat ion, above, serves as  a 

theoretical  base for this study (see Table 1).  

Although Watkins  and Marsick 's 

comprehensive model employed a cultural  

perspective of  organizational  learning in the 

tradit ions of Schein (1996) and Argyr is and 

Schön (1996),  it  emphasized diagnosis over  

prescr ipt ion, culture over strategy,  and 

bui lding infrastructure and capacit ies over 

one-off events or tra ining programs (Watkins  

and Kim, 2017).  

CORE JOB CHARACTERISTICS (CJC) 

Work design has long been considered t o be  

an important contributor to employees’  

individual  motivation, att itudes,  and creat ive 

performance at work (Amabi le,  1996; 

Hackman and Oldham, 1975, 1980; Kanter,  

1988; Shalley,  Zhou, and Oldham, 2004; West  

and Farr,  1989).  Work design is  also 

recognized as a mediator between other 

variables and outcomes. Using a  big picture 

perspective on work design research, job 

characterist ics model as the dominant model 

of work design have influenced other  

branches of work design research such as job 

demand‐control ,  job demand‐resources,  role  

theory including job craft ing (Parker  et  al . ,  

2017).  The current study is  focused on the 

tradit ional motivational model of  CJC, which 

consist  of  the f ive components:  sk i l l  variety,  

task identity,  task s ignif icance, autonomy, 

and feedback.  

CJC is  defined as the perception of the extent 

that a job is  characterized by high levels of 

autonomy, feedback,  s ignif icance, identity,  

and var iety (Hackman and Oldham, 1975, 

1980; Oldham and Cummings,  1996),  which 

contribute to intrinsic motivation (Amabi le ,  

1988).  A meta‐analysis of work design 

l iterature concluded that employees working 

on complex jobs are more satisf ied and 

internal ly motivated than employees working 

on jobs that are relat ively simple (Fr ied and 

Ferris,  1987).  When jobs are complex and 

chal lenging,  individuals are l ikely  to be 

excited about their  work activit ies and 

interested in complet ing these activit ies in  

the absence of external constraints (Oldham 

and Cummings,  1996).
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Table 2: Hackman and Oldham’s (1975) Job Characteristics Model 

 

 

As work becomes more obscure and 

knowledge based, rather than physical  and 

observable,  internal motivation and 

commitment become increasingly signif icant  

in production quality and quant ity (Wil l iams 

and Yang, 1999).  This observat ion is  

especia l ly  true of such knowledge intensive 

products as  innovations and creat ive 

performance. When jobs are complex and 

demanding ( i .e .,  high on challenge, 

autonomy, and complexity),  individuals are  

more l ikely to focus a l l  of their attent ion and 

efforts on their jobs,  making  them more 

persistent and more l ikely to consider 

different alternat ives,  which should result  in 

creative outcomes (Shalley and Gibson,  

2004).  On the contrary,  s impler and more 

routine jobs may not motivate employees or  

al low them the f lexibi l ity to try ne w ways of  

doing things,  to take r isks,  and potent ial ly  to 

perform creatively.  In the same vein,  as  Ford  

(1995) warned, when organizat ions assign 

people to narrow job responsibi l it ies,  reward 

and promotion based on exist ing norms and 

procedures,  and direct efforts up and down 
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hierarchies,  motivated and creative 

individuals wil l  be out  of place.  

RELATIONSHIP BETWEEN LOC  AND CJC 

Work design wil l  vary depending on 

organizat ional environment,  business 

domain or industry,  and job function. In this  

increasingly competit ive environment “ in 

which frequent changes in technologies,  

markets,  government regulations and 

customers give r ise  to turbulence and 

unpredictabil ity” (Unsworth and Parker,  

2003, p.  175),  LOC can signif icantly influence 

CJC in many ways.  

As Drucker (1988) put it ,  organizations are 

shift ing to  information‐based organizat ions,  

or self‐governing units of knowledge 

specia l ists.  Jobs not  only in serv ice and 

knowledge work, but also in manufactur ing 

are becoming more knowledge‐or iented,  

highl ighting the importance of  cognit ive 

characterist ics of work (Parker,  Wal l ,  and 

Cordery,  2001).  By definit ion, knowledge 

work is  “unpredictable,  multidisc ipl inary,  

and non‐repetit ive tasks with evolving, long‐

term goals which, due to their inherent  

ambiguity and complexity,  require 

collaborative effort  in  order  to take 

advantage of multiple viewpoints” (Janz,  

Colquitt,  and Noe, 1997, pp. 882‐883).  

Enriched forms of work design are most 

appropriate where uncertainty is  high 

(Parker et al. ,  2001),  and autonomy ha s been 

ident if ied to be particular ly sal ient for  

knowledge workers ( Janz et al . ,  1997).  That 

is,  an increasingly uncertain environment 

requires LOC, and knowledge workers prefer  

complex jobs to simple and rout ine work 

(Parker et al . ,  2001).  

Therefore, in jobs that require high levels of  

knowledge and creativity,  job occupants’  

work att itudes ( i .e.,  the perception of job 

characterist ics)  may vary direct ly with the 

level of LOC. That is ,  att itudes about their 

jobs should be more favorable when 

environmental characterist ics such that LOC 

complements the knowledge and creat ivity  

requirements of  the work (Marsick  and 

Watkins,  2003; Shalley,  Gibson, and Blum, 

2000).  

RESEARCH MODEL 

The proposed research model of  this study is  

depicted in Figure 1. This canonical 

correlation analysis  model represents  a 

multivar iate stat ist ical  model that fac i l itates 

the study of interrelationships between the 

predictor var iables  set ( i .e .,  the subscales of 

LOC) and the criterion variables set ( i .e.,  the 

subscales of CJC)
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Figure 1: Research Model 

 

Source:  Authro’s own elaborat ion  

METHOD 

SAMPLE AND DATA COLLECTION  

Four Korean companies participated in this  

study, representing diverse industries:  

manufactur ing, construct ion, and 

telecommunications. The HR managers in  

each company, fol lowing the provided 

guidel ines,  selected participants who 

received the emai l  request  for participat ion.  

A self -administered Internet -based online 

survey was used to obtain individual 

percept ions. Of  the approximately 600 

members contacted through email ,  

responses were received from 264 employees 

(response rate:  44%). In terms of education al  

level,  208 employees (79%) graduated from 4 

year college, and 56 (21%) from graduate 

school.  While 181 (69%) were manager or  

assistant manager,  83 represented non -

managerial  group. Classif ication by job types 

were as fol lows:  54 in marketing and sales 

(21%),  93 in product ion, engineering, and 

research and development (35%), 85 in 

supporting funct ion such as f inance, HR, legal  

and so on (32%), and 32 in others (12%).  

MEASURES 

All  constructs used multi - item scales  that  

have been developed and used in the U nites 

States.  The instruments were prepared for 

use in Korea using appropriate translation - 
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back-translat ion procedures. A 5 -point  

L ikert-type scale ranging from 1 (strongly 

disagree) to 5 (strongly agree) were used.  

Learning organizational culture.  

To measure the learning organizat ion, this 

study used Yang, Watkins,  and Marsick’s 

(2004) shortened vers ion of the Dimensions  

of the Learning Organization Questionnaire  

(DLOQ), originally developed by Watkins and 

Marsick  (1997).  The instrument uses 21 items 

composed of seven dimensions ( i .e. ,  

continuous learning, dialogue and inquiry,  

team learning, empowerment,  embedded 

system, system connection, and strategic  

leadership.  Yang et  al .  (2004) provided 

evidence of construct val idity for the refined 

version of  the DLOQ with 21 items and seven 

dimensions ( i .e.,  three items for each 

dimension).  Sample items inc luded: “ In my 

organizat ion, whenever people state their  

view, they also ask what others think” and “In 

my organizat ion, leaders continuously look 

for opportunit ies to learn.”  

CJC 

Fifteen items from the Job Diagnostic Survey  

(JDS) (Hackman and Oldham, 1975, 1980) 

were used to assess the chal lenges and 

complexity of employees' jobs. The 

instrument was composed of three items for 

each of  the f ive job character ist ics  (ski l l  

variety,  task ident ity,  task signif icance,  

autonomy, and feedback).  The median alpha 

of the job characterist ics measures in 

Oldham and Cummings’  (1996) study was .68.  

A sample item was, “the job gives me 

considerable opportunity for  independence 

and freedom in how I  do the work.”  

ANALYTICAL TECHNIQUE : CANONICAL 

CORRELATION ANALYSIS (CCA) 

CCA is a multivar iate method (Thompson, 

1984) that explores the relationship between 

two variable sets,  where each set  contains  

variables that are theoretical ly  l inked (Nimon 

and Reio,  2011).  CCA derives a vector of  

weights  that  maximizes the correlation 

between the sets .  These coeffic ients are 

similar to regression weights in that each 

standardized coeffic ient may be interpreted 

as the independent  contribution of  that  

variable to the correlation between two sets  

(Barcikowski  and Stevens,  1975; Lambert  and 

Durand, 1975).  CCA is  generally considered a 

more appropriate technique than separately 

regress ing multiple dependent variables  on 

the same set  of independent va riables.  Not  

only does CCA avoid the inflation of Type I  

error  rate associated with conduct ing several 

multiple regressions,  CCA honors the val idity 

of research that considers multiple outcomes 

and causes (Thompson, 2000).  
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In conclusion, it  is  useful for ident ifying 

overall  relat ionships  between multiple  

independent and dependent variables,  

particularly when the researcher has l itt le a  

prior i  knowledge about relationships among 

the two sets of variables (Hair,  Anderson,  

Tatham, and Black,  1998).  In  sum, as 

contrasted in Table 3,  CCA stat ist ics are  

analogous to  univar iate stat ist ics such as 

multiple regression analys is (Sherry and 

Henssen, 2005).

 

Table 3: Comparison between Univariate and Multivariate Statistics 

 

 

As shown in F igure 1,  the two sets of 

variables were the seven dimensions of  LOC 

(continuous learning,  dialogue and inquiry ,  

team learning, embedded system, 

empowerment,  system connection, and 

strategic leadership) and the f ive factors of  

CJC (var iety,  identity,  s ignif icance,  

autonomy, and feedback).  CCA results  are  

interpreted us ing squared canonical  

correlations (R 2 c),  standardized funct ion and 

structure coeff icients as in Sherry and 

Henson (2005).  Interpretat ion of the 

canonical  variates in a  signif icant function is  

based on the premise that  var iables in  each 

set that  contribute heavi ly to shared 

variances for  these functions are considered 

to be related to each other.  Hair et a l.  (1998) 

recommended that three criteria be used in 

conjunction with one another to decide 

which canonical funct ions should be 

interpreted. The three criteria are:  (a)  level  

of statist ical  s ignif icance of the funct ion, (b) 

redundancy measure for the percentage of 

variance accounted for from the two data 

sets,  and (c)  magnitude of the canonical  

correlation. Those who are unfamil iar with 

canonical correlation or canonical  

commonality are respectively referred to 
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Sherry  and Henson (2000; 2005) and Nimon 

and Reio (2011).  

 

RESULTS 

DESCRIPTIVE AND CORRELATION STATISTICS 

Table 4 shows means, standard deviations,  

and correlat ions stat ist ics .  Al l  correlation 

coefficients among the sub‐scales  of the two 

constructs were posit ive and signif icant (p  <  

.05) except for one (team learning –  variety:  

.08, n.s .) .  Al l  correlation coefficients among 

the sub‐constructs of  LOC were signif icant  

and strong (r  =  .55 ‐  .76;  mean = .68).  

Correlations among the sub‐constructs of CJC 

were signif icant and moderate (r  = .39  ‐  .65;  

mean = .61).  With regard to t he correlat ions 

among the sub‐constructs of LOC and CJC, 

while autonomy and feedback showed 

modest relationships (r  = .20 ‐.36),  variety  

and identity  indicated mediocre 

relationships (r  = .08 ‐  .26) with the sub‐

constructs of LOC.

Table 4: Correlations and Descriptive Statistics 

Source:  Author’s own elaborat ion  
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CANONICAL CORRELATION ANALYSIS 

STATISTICS 

For the analysis and interpretation of the 

CCA results ,  we fol lowed the procedure 

suggested by Sherry and Hensen  (2005):  (a)  

evaluate the ful l  canonical  model;  (b) decide 

the number of canonical funct ions for further 

analys is,  based on a reasonable amount of  

variance between the two variable sets and 

the effect size of  the dimension reduct ion 

analys is;  (c)  examine t he standardized 

weights  and structure coefficients by the 

funct ion for analysis .  

As a  result  of multivariate  test  of a l l  

canonical funct ions,  this f ive‐function 

solution turned out  to  be f itted the data wel l  

based on the four tests (see Table 5).  More 

specif ical ly,   the  ful l   model  across  al l   

funct ions was  statist ical ly   s ignif icant using 

the Wilks’s λ  .661 criter ion, F(35, 1,062.50) = 

3.135, p <  .001 (see Table 5) .  Because Wilks’s  

λ represents the var iance unexplained by th e 

model,  1 –  λ yie lds  the  ful l  model  effect  size 

in an r 2  metric.  Thus,  for the set of f ive  

canonical funct ions,  the r 2  type effect s ize  

was .339, which indicates that the ful l  model  

accounted for a substantia l  port ion (34%) of  

the variance shared between the variable  

sets.  Therefore, there was a signif icant  

statist ical  relat ionship between the set of 

independent var iables and the set of 

dependent variables.

Table 5: Statistical Significance Tests for the Full CCA Model 

 

Source:  Author’s own elaborat ion  

A canonical correlation analysis  was 

conducted us ing the seven LOC variables as  

predictors of the f ive job character ist ics  

variables to evaluate the multivariate shared 

relationship between the two variable sets.  

The derivat ion of successive canonical  

variates is  s imilar to the procedure used with 

unrotated factor analysis.  The f irst  factor 
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extracted accounts for  the maximum amount 

of variance in the set of variables.  Then,  the 

second factor is  computed so that it  accounts  

for as  much as possible of the variance not  

accounted for by the f i rst  factor.  This process  

is  repeated unt i l  a l l  factors  have been 

extracted. The strength of the relat ionship 

between the pairs of  variates  is  ref lected by 

the canonical correlation.  When squared 

(R2
c ) ,  the canonical correlation represents 

the amount of var iance in the predictor  

variate accounted for by the criter ion 

variate. This also may be called the amount  

of shared variance between the two 

canonical var iates (Hair et al . ,  1998).  

There are as many functions (or variates) as 

there are var iables in the smaller set (see 

Table 6).  The analys is  yielded f ive funct ions 

with squared canonical correlations  (R c
2)  of  

.224, .079, .056, .018, and .002 for each 

success ive function.  It  is  suggested to 

interpret only the function(s)  with a 

reasonable amount of  variance between the 

variable sets (Sherry  and Hensen, 2005).  

Therefore, we interpreted only function 1 

that explained 22.4% of the variance 

between LOC set and CJC set .

Table 6: Eigenvalues and Canonical Correlations for Each Function 

Source:  Author’s own elaborat ion  

As indicated in Table 7,  the dimension 

reduct ion analys is al lows the researcher to 

test the hierarchal arrangement of functions  

for statist ical  s ignif icance. As noted, the ful l  

model (Funct ions 1 to 5) was statist ical ly  

s ignif icant (F(35, 1,062.50) = 3.135 , p < .001).  

Function 2 to 5 was also statist ical ly  

s ignif icant (F(24, 883.82) = 1.733, p < .05).  
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Function 3 to 5,  Function 4 to 5,  and Funct ion 

5 to 5 did not explain a statist ical ly  

s ignif icant amount of shared variance 

between the variable sets respectively.  

Despite i ts statist ical  s ignif icance Funct ion 2 

to 5 was not interpreted, because i t  

explained only 7.9% of the  remaining 

variance in the var iable  sets after the  

extraction of the prior function (see R 2
c  in  

Table 6).  In sum, given the effects for each 

funct ion, only the f irst  function was 

considered noteworthy in the context of  this 

study (22.4% of shared variance) .

Table 7: Dimension Reduction Analysis 

Source:  Author’s own elaborat ion  

Table 8 presents the standardized canonical 

funct ion coeffic ients and structure 

coefficients for Funct ions 1. Looking at the 

structure coeffic ients  (r s)  in Function 1,  

relevant criter ion var iables were feedback,  

s ignif icance, and autonomy. This conclusion 

was supported by the squared structure 

coefficients (r 2
s ) .  These three job 

characterist ics factors also tended to have 

the larger canonical  function coeff icients.  

Moreover,  al l  of these variables’  r s  had the 

same sign, indicating that they were al l  

posit ively re lated.  

Regarding the predictor variable set  in  

Function 1,  team learning, dialogue and 

inquiry,  system connect ion,  and 

empowerment were the primary contributors  

to the predictor synthetic var iable. Because 

the structure coefficients (rs)  had the same 

sign ,  they al l  were posit ively related to al l  of 

the job characterist ics  factors.  These results  

were generally supportive of the 

theoretical ly  expected relat ionships between 

the two sets of variables.  
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Table 8: Canonical Solution for LOC Predicting CJC for Function 1 

Source:  Author’s own elaborat ion  

DISCUSSION 

RESEARCH F INDINGS 

The purpose of this study is  to examine the 

relationship between perceived LOC and CJC 

in a sample of  264 knowledge workers from 

four organizations in South Korea. The result  

of a CCA indicated that the composite of LOC 

( i .e. ,  continuous learning, dia logue and 

inquiry,  team learning, embedded system, 

empowerment,  system connection, and 

strategic leadership)  was modestly but 

signif icant ly re lated to the composite  of CJC 

( i .e. ,  var iety,  identity,  s ignif icance, 

autonomy, and feedback),  account ing for  22 

percent of the shared variance between the 

two variable sets .  More specif ical ly,  the four  

dimensions ( i .e .,  dia logue and inquiry,  team 
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learning, empowerment,  and system 

connection) of LOC had greater effects on 

feedback, autonomy, and job s ignif icance in 

job character ist ics for  knowledge workers in  

South Korea.  

THEORETICAL CONTRIBUTIONS 

This study has several theoretical  

contributions for  the HR/OD fi led.  First,  this  

study integrated learning organization 

research and work design research, which are 

the antecedents for  crit ical  affect ive and 

behavioral  employee outcomes (e.g. ,  

intr ins ic motivation, job satisfact ion, 

engagement,  and organizational  

commitment,  individual and organizat ional  

performance) and the major intervent ion 

approaches for OD efforts.  

 While CJC can play a pivotal  ro le not only in  

intr ins ic motivation and job satisfaction, but 

also in performance, more broadly,  creat ivity 

and innovation, it  is  contingent on LOC. That 

is,  without such a culture,  the efforts 

invested in job design might b e meaningless.  

Thus,  we found that organizat ions have an 

incent ive to create environments conducive 

to high‐qual ity relationships by encouraging 

LOC. Therefore, this study supported 

previous research:  (1)  an increasingly  

uncertain environment requires  LOC (Parker 

et al. ,  2001);  (2)  knowledge workers prefer 

complex jobs to simple and rout ine work 

(Janz et al. ,  1997);  (3)  enriched forms of work 

design are most  appropriate where 

uncertainty is  high (Parker et al . ,  2001).  

Second,  most respondents in this study were 

highly educated knowledge workers in  

capital/knowledge intensive industries.  

Nearly  70% were managers or  assistant  

managers  who apply theoretical  and 

analyt ical  knowledge that can be acquired 

through formal education in developing new 

products or serv ices  (Drucker,  1992).  For 

knowledge workers,  organizat ions needs to 

be open to external environment and 

community.  In addit ion, culture of free 

communication ( i .e.,  dialogue and inquiry) .  

Psychological  safety  wil l  enable better 

collaboration and team learn ing. Based on 

supportive leadership,  employees need to be 

more empowered. It  is  noted that  ski l l  

variety and task identity found to be less  

associated with LOC for knowledge workers,  

whereas feedback, autonomy, and task 

signif icance indicated greater effec t s ize.  

That is,  knowledge workers with complex and 

f lexible work characterist ics tend to have 

already higher level of ski l l  variety and task 

signif icance compared to the rest of  

employees in technical  or service jobs.  



 

 

 

Revista  Eletrôn ica Gestão & Soc iedade  

  v .14 ,  n .37 ,  p .  3394 -3416  | Janeiro/Abri l –  2020  

ISSN 1980 -5756  | DOI:  10.21171/ges.v1 4 i37.3082  

Joo ,  B . ;  McLean,  G.  N .  

 

 

 

 
|  3412 

Lastly,  instead of  univariate statist ical  

analyses such as multiple regress ion and 

ANOVA, we used CCA that is  more suitable for  

a multivar iate technique. Most classical  

parametr ic analyses are part  of a  general  

l inear model (GLM) that include univariate 

and multivariate statist ical  methods (S herry 

and Hensen, 2005).  Even structural equation 

modeling is  the highest level  of the GLM. In 

particular,  CCA is  the most appropriate way 

to test empirical  l ink  between theoret ical ly  

relevant two sets of  variates (Capraro and 

Capraro, 2001; Nimon and Reio ,  2011).  

Moreover,  s ince most management and 

organizat ional psychology research 

investigates variables  that inc lude mult iple 

causes and effects ,  CCA could be the best  

statist ical  approach. Determining outcomes 

based on separate test for s ingle cases and 

effects can distort the reality of behavioral  

and/or att itudinal outcomes in HR/OD. To 

date, no previous research has examined the  

relationship between the two sets of 

variates:  LOC as  a predictor set  and job 

characterist ics as a cri terion set LOC and core 

job complexity.  

PRACTICAL IMPLICATIONS 

HR/OD profess ionals can support managers 

by providing relevant pract ices and services.  

LOC can signif icantly inf luence job 

characterist ics by enhancing al l  the sub‐

constructs of LOC, in both people level ( i .e .  

continuous learning, dialogue and inquiry,  

team learning, and empowerment) as well  as  

structural level (embedded system, system 

connection, and structural leadership)  as  

suggested by Yang et  al.  (2004).  First ,  the 

development of an organizat ional culture 

that is  open and trust ing,  that al lows people 

to express their v iews and to l isten and 

inquire into the views of others,  and that  

supports questioning, feedback, and 

experimentat ion, is  v ital  for promoting 

employee’s perception of job  

 complexity.  Without  such a culture,  the 

efforts invested in work design are sub‐  

optimized. Second, knowledge management 

systems and social  learning, as wel l  as  

effective communicat ion of vision, values,  

and goals,  can also help to faci l itate learning 

culture at  the organizat ional  level .  Third,  

managers  can create an organizational  

culture that promotes systems thinking over  

fragmentation, collaborat ion and 

cooperation over competit ion, and creat ivity 

and innovat ion over complacence and status‐

quo.  

L IMITATIONS AND RECOMMENDATIONS FOR 

FUTURE RESEARCH  
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This study has several  l imitations. First,  this 

study rel ied on self‐reported and reflective 

recollections of the indicators of the 

constructs in this study by employees who 

volunteered their participation. Because of  

the perceptual nature of the data,  there is  

the poss ibi l ity  of a  percept‐percept bias  and 

a single source bias.  Second,  this empir ical  

study confined i tself  to a cross‐sect ional  

survey method that leaves room for  

speculation with regard to  causal ity among 

the var iables.  Next ,  as  the respondents were 

mostly highly  educated male employees,  

there could be range restrict ion that might 

affect the results .  

 

To solve the l imitations above, 

methodologically,  future research needs to 

be based on objective indicators and mult iple 

sources. There should be more longitudinal  

studies with comparison groups, so that  

causality can be ful ly  established. To 

increase generalizabi l ity of  the present  

study, more studies  in various industr ies 

representing diverse demographic cohorts  

are needed.  In addit ion, more studies are  

needed in both western and non‐western 

f irms.  Such research would also help to 

ident ify commonalit ies and differences 

across cultures. Last ,  future studies  are  

needed to determine whether job 

characterist ics serve as mediator  or  

moderator role in  the relationship of  LOC and 

performance. Addit ional outcome variables 

of CJC (e.g. ,  creat ive performance and 

proactive behaviors)  need to be examined in 

the future.  
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