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Abstract
Standing on the cusp of the Fourth Industrial Revolution(Industry 4.0), 

HRD(Human Resource Development) practitioners are faced with more 

precarious work situations full of challenges and uncertainties than ever 

before. Notably, the roles and responsibilities of HRD practitioners have 

been continuously evolving along the lines of paradigm shifts in 

HRD(Gubbins & Garavan, 2005). A recent trend towards strategic human 

resource development(SHRD), thereby mandates HRD practitioners to act as 

change agents and strategic business partners rather than mere providers of 

training and development programs(Garavan, 1991; Harrison, 1997). That is, 

HRD practitioners are now expected to bring strategic level contribution to 

the organization, which eventually calls for the efficacious way of adapting 

to the upheaval of business climate and achieving high performance at work.

On top of that, given the pre-eminent significance of human capital in 

today’s business management strategy(Garton, 2017), navigating through a 

job performance mechanism of HRD practitioners is every bit as important 

as investing on other resources. However, notwithstanding the far-reaching 

impact of HRD practitioner’s job performance on organizational 

effectiveness, work behaviors of HRD practitioners have not gained much 

attention. Thus, this paper aims to explore the structural relationship of 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance perceived by HRD practitioners in Korean large companies.

Aligning with the previous literature on positive effect of empowering 

leadership, creative self-efficacy and informal learning on job performance or 

work behaviors(Bae & Park, 2018; Carmeli & Schaubroeck, 2007; Stewart, 

2006), the direct positive impact of each variable on adaptive performance 

will be observed. Several studies have revealed that highly motivated 

employees who have been delegated autonomy from the empowering leader 

are more likely to shape a positive self-recognition(Spreitzer, 1995), and 

actively engage in self-directed learning activities(Bell & Kozlowski, 2002; 



Park & Lee, 2015) that consequently boost adaptabilities and bring out 

better job performance in the workplace(Locke & Lathan, 1990; Zhang & 

Bartol, 2010). Accordingly, to further probe the discussion, this study posits 

a dynamic process that may accounts for how empowering leadership 

elevates the degree to which HRD practitioners in Korean large companies 

perceive their adaptive performance by stimulating creative self-efficacy and 

informal learning.

In order to examine the structural relationships between empowering 

leadership, creative self-efficacy, informal learning and adaptive performance 

perceived by HRD practitioners in Korean large companies, this study 

collected 295 data among which total of 282 responses were analyzed 

through SPSS 24.0 and Mplus 7.0. The research instruments of measuring 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance were utilized.

Based upon the analysis, the direct positive effect of informal learning on 

adaptive performance was observed(β=.647, p＜.001). Furthermore, informal 

learning nurtured the bonding between empowering leadership and adaptive 

performance(β=.219, p＜.001). Lastly, creative self-efficacy and informal 

learning exhibited a full dual mediating effect on the relationship between 

empowering leadership and adaptive performance(β=.108, p＜.001).  

Implications for future research and human resource practices are discussed 

in light of these findings. By exploring the structural relationships between 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance, this study would unfold the dynamic mechanism of how 

empowering leadership, creative self-efficacy and informal learning lead to 

the increased adaptive performance, providing valuable managerial as well as 

organizational implications for enhancing adaptive performance of HRD 

practitioners in Korean large companies.

Keyword : HRD Practitioner, Empowering Leadership, Creative Self-Efficacy, Informal 
Learning, Adaptive Performance
Student Number : 2018-27102
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I. Introduction

1. Statement of the Problem

A new era of crisis and opportunity has dawned: today’s global business 

environment constantly transforms at the heart of the Fourth Industrial 

Revolution(Industry 4.0). The precarious threshold, hereby demands for 

training and development systems that adapt to a new wave of value 

creation(Marr, 2018). Hence, organizations seeking for sustained competitive 

advantage have placed a considerable emphasis on human capital 

investment(Garton, 2017), since workers are believed to bolster organizational 

productivity and profitability through their knowledge, skills, and 

competencies(Bhattacharya, Doty, & Garavan, 2014; Ployhart, Weekley, & 

Baughman, 2006; Wright, McMchan, & McWilliams, 1994). That is, it can 

be said that every aspect of roles, responsibilities and accountabilities 

accorded to HRD(Human Resource Development) practitioners as well as 

their job performance are profoundly associated with corporate performance.

Human Resource Development(HRD) is a process of unleashing the 

engine of continuous improvement(Swanson, 2001). As a driving force in 

achieving organizational goals and developing human expertise(Swanson & 

Holton, 2001), the practice of HRD delves into human performance 

problems and offers an insight into the transforming world of work(Jacobs, 

1989). In other words, HRD practitioners are pathfinders in a fast-changing 

society who contribute to organizational growth by engaging in activities that 

add value to individual advancement and adaptation at work(Bierma, 1997; 

Dirkx, 1997).

Remarks from ‘2019 ATD ICE(Association for Talent Development 

International Conference & Exposition)’ have highlighted the topic of agile 
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organization, digital transformation, innovative thinking, upskilling, and 

convergence learning as major trends in the field of HRD(Human Resource 

Development Service of Korea, 2019). Accordingly, the work of HRD is 

greatly linked to the changes in corporate settings, since HRD functions are 

required to set certain approaches and design strategies to meet the demands 

of management conditions posited by the current business issues(Kim, 2004).

The transformative shift of HRD trends indicates a multiplicity of roles 

given to HRD practitioners in business environment nowadays whereby HRD 

practitioners are not only providers of training and development programs, 

but change agents who add strategic value to the organization. As such, 

increasingly sophisticated roles impose new challenges for HRD practitioners 

to overpower demanding tasks. This triggers the academic need for 

scrutinizing the process in which HRD practitioners manage to achieve high 

performance with a capability to adapt to various contexts and obtain best 

possible outcome, conceptualized as adaptive performance(Charbonnier-Voirin, 

Akremi, Vandenberghe, 2010).

Albeit a growing interest in the performance-driven HRD, little attention 

has been directed towards the work behaviors of HRD practitioners, without 

taking any note of their job-performance mechanism. Prior studies and 

perspectives on the HRD practitioners have focused mostly on detailing what 

they should do, involving duties, roles, and desired competences(Gilley & 

Gilley Maycunich, 2003; McLagan, 1989). Nevertheless, work behaviors of 

HRD practitioners and variables that promote their job performance are 

worth revealing, since the organizational effectiveness highly depends on the 

HRD strategies initiated by HRD practitioners. In this context, the attempt 

should be made to investigate how they tackle down the complicated tasks 

and successfully accomplish the outstanding results, especially in terms of 

adaptive performance.
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As one of the job performance models(Campbell, McCloy, Oppler, & 

Sage, 1993), adaptive performance is deemed to delineate work behaviors of 

HRD practitioners, considering that the concept implicates prompt 

responsiveness to a volatile business environment(Jundt, Shoss, & Huang, 

2015). Based on the previous studies on adaptive performance, it is noted 

that the factors predict adaptive performance range from leadership, 

self-perception, to learning(Dundt, Shoss, & Huang, 2015). In addition, 

Pulakos, Schimitt, Dorsey, Arad, Berman, and Hedge(2002) have discovered 

that past experience, self-efficacy and cognitive ability were shown to 

predict individual adaptive performance. What is striking is that few studies 

have endeavored to discover significant interactions between individual and 

contextual factors that may nurture adaptive performance(Park & Park, 

2019).

Thus, this study attempted on establishing a structural model that assumes 

the integrative process in relation to promoting adaptive performance of 

HRD practitioners in Korean large companies, on the basis of the social 

cognitive theory(Bandura, 1986). In particular, the hypothesized model will 

navigate on the structural relationship between empowering leadership, 

creative self-efficacy, informal learning and adaptive performance, especially 

exploring their positive impacts on adaptive performance.

Rooted in the social learning theory(Bandura, 1971), the social cognitive 

theory suggests the idea that person(self), environment, and behavior interact 

each other in a reciprocal process through which individuals learn to behave 

in a certain way. The theory focuses on the impetus of individual’s behavior 

in connection with social influence and the way external and internal 

variables interact each other to postulate learning and behaviors while 

accumulating constant cognitive experiences(Bandura, 1986).

Aligning with the grounded theory, Han and Cha(2011) depicted the full 
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mediating effect of supervisor’s coaching on the relationship between past 

work experience and performance of the subordinate. In fact, as far as 

proactive work behavior is concerned, empowering leadership which is 

centered on empowering the employees by means of sharing power, 

coaching and caring puts a strong impact on subordinates’ high 

performance(Kirkman & Rosen, 1999). Interacting with a leader who 

delegates authority and encourages participatory decision-making, the 

subordinates are more likely to produce new ideas and creative solutions 

that contribute to higher  performance(Amabile, 1988).

Moreover, Welbourne(1999) revealed that self-efficacy enables employees 

to be agile enough to deal with organizational change and risk-taking 

situations. Additionally, Grant(2008) demonstrated that employees with 

positive self-concept possess self-affirmation that they are capable of 

accomplishing the goals and ultimately put strenuous efforts to meet the 

high standards for job performance. Along these lines, creative self-efficacy 

is identified as a state of self-belief on achieving creative performance at 

work, and it is expected that creative self-efficacy will increase the degree 

to which the employee handle tasks via making the most of creative 

means(Pulakos et al., 2000).

Meanwhile, Calantone, Cavusgil, and Zhao(2002) manifested the 

correlation between learning orientation and performance. It was indicated 

that the learning activities of workers positively effect the firm innovation. 

Choi and Cho(2010) also illustrated the relationship between learning goal 

orientation and adaptive performance, as well as the mediating effect of 

informal learning on the relationship. The results signified that informal 

learning has a positive impact on adaptive performance, and mediates 

between learning goal orientation and adaptive performance. Due to the fact 

that the practice of adaptive performance inevitably encompasses managing 
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unexpected work situations, informal learning activities can result in high 

outcomes because knowledge and skills acquired from informal learning 

activities are readily utilized in the unstructured tasks(Choi, 2009).

These findings introduce the fundamental grounds of navigating through 

the extensive linkage between empowering leadership, creative self-efficacy, 

informal learning and adaptative performance. In furthering the relationships 

between the variables, this study referred to the theory of behavior 

self-control(Thorenson & Mahoney, 1974) and self-determination theory(Ryan 

& Deci, 2000). Both approaches stress the delegation of authority and 

accountability from the leader, and give a hint that a positive self-awareness 

and autonomous self-improvement activities generated by a managerial 

support would ultimately enhance the individual job performance at work.

Therefore, to probe further the process of elevating HRD practitioners’ 

adaptive performance, this paper aims to examine the structural relationships 

between empowering leadership, creative self efficacy, informal learning and 

adaptive performance. In this way, the study will provide a deeper 

understanding of performance-improvement mechanism. On top of that, this 

study makes significant contributions to HRD practice by offering insights 

on how to strategically advance job performance of HRD practitioners by 

denoting the effect of creative self-efficacy and informal learning on the 

relationship between empowering leadership and adaptive performance.
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2. Purpose of the Study

The purpose of the study is to investigate the structural relationships 

between empowering leadership, creative self-efficacy, informal learning and 

adaptive performance perceived by HRD practitioners in Korean large 

companies.

Thus, the specific objectives are as follows:

First, formulate a structural equation model that assumes the 

relationships between empowering leadership, creative self-efficacy, informal 

learning and adaptive performance perceived by HRD practitioners in Korean 

large companies, and determine whether the expected associations of the 

hypothesized model are observed.

Second, examine the direct effects of empowering leadership, creative 

self-efficacy and informal learning on adaptive performance perceived by 

HRD practitioners in Korean large companies.

Third, explore the mediating effects of creative self-efficacy and 

informal learning on the relationship between empowering leadership and 

adaptive performance perceived by HRD practitioners in Korean large 

companies.
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3. Research Hypothesis

Based upon the purpose and objectives of the research, the following 

research hypotheses are addressed:

1. The structural model will meet the fitness standard to predict the 

associations between empowering leadership, creative self-efficacy, informal 

learning and adaptive performance perceived by HRD practitioners in Korean 

large companies.

2.  Empowering leadership, creative self-efficacy and informal learning will 

have direct positive effects on adaptive performance perceived by HRD 

practitioners in Korean large companies.

2-1. Empowering leadership will have a direct positive effect on 

adaptive performance.

2-2. Creative self-efficacy will have a direct positive effect on adaptive 

performance.

2-3. Informal learning will have a direct positive effect on adaptive 

performance.

3.  Creative self-efficacy and informal learning will act as mediators on the 

relationship between empowering leadership and adaptive performance  

perceived by HRD partitioners in Korean large companies.

3-1. Creative self-efficacy will mediate the relationship between 

empowering leadership and adaptive performance.
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3-2. Informal learning will mediate the relationship between empowering 

leadership and adaptive performance.

3-3. Creative self-efficacy and informal learning will mediate the 

relationship between empowering leadership and adaptive 

performance in a consecutive manner.
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4. Definition of Terms

a. HRD Practitioners

In this study, HRD practitioners are defined as those who perform 

intentional and planned tasks that are related to training and development, 

career development, organizational development and performance management 

for human resources in the organization. In accordance with the 

classification criteria of large companies in Korea, HRD practitioners in this 

study are particularly defined as those who engage in HRD-related tasks at 

a department/team or training institute of headquarters/affiliates within the 

scope of Korea’s big business conglomerates publicly announced by Korea 

Fair Trade Commission(2019).

b. Adaptive Performance

This study examines adaptive performance as employee’s ability and 

willingness to win through unstable circumstances and to stand in need of 

demands, defining the concept as employee’s work behaviors to respond to 

changing work situations and fit into job-related requirements.

c. Empowering Leadership

This study examines empowering leadership as leader’s behaviors to 

motivate members whereby a leader shares power and grants autonomy, 

defining the concept as supervisor’s acts of empowering perceived by 

subordinates especially in connection with role-modeling and establishing 

clear-cut lines of authority and responsibility.
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d. Creative Self-Efficacy

This study examines creative self-efficacy as beliefs in one’s capabilities 

to yield creative outputs in work situations, defining the concept as the 

degree to which employees are confident of performing tasks in creative 

ways and bring creative outcomes in work situations.

e. Informal Learning

This study examines informal learning as a set of learning activities that 

are not held under the context of formal learning, but provoked by learner’s 

everyday experiences, defining the concept as self-directed learning behaviors 

in the workplace that involve social interaction, external search, and 

self-examination.

5. Limitations

Due to the data gathering of this study, which focuses on HRD 

practitioners at large companies that are listed on the Korea’s big business 

conglomerates announced by Korea Fair Trade Commission(2019), there are 

some restraints to generalize the result of the study towards the general 

body of HRD practitioners in miscellaneous industries. Meanwhile, as this 

study lumps all workers who are assigned to HRD related tasks under a 

collective group of HRD practitioners, the study would not be able to 

reflect the distinctive characteristics of each task area involving training and 

development, career development, organizational development, and 

performance management.
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II. Literature Review

1. HRD Practitioners

a. HRD Practitioners in Korean Large Companies

The practice of HRD(Human Resource Development) in the business 

context covers a wide range of spheres that are deeply related to fostering 

individual’s proficiency and unleashing organizational change(Swanson, 

Holton, & Holton, 2001; Watkins, 1989). That is, HRD practitioners are 

commonly referred to as those who perform intentional, planned, 

organizational tasks having to do with training and development, career 

development, organizational development and performance management(Giley, 

Eggland, Maycunich, 2002; McLagan & Suhadolnik, 1989; Wilson, 2005), 

with the object of increasing the efficiency of individual and team/group as 

valued human resources, not to mention the organization itself. Since today’s 

HRD interventions in the enterprise are expected to add strategic value and 

make contribution to the organization(Gubbins & Garavan, 2005), HRD 

practitioners are now charged with tasks intimately associated with 

convoluted changes in the business environment(Song, 2013). Thus, this part 

will suggest basic clues about Korean large companies in relation to HRD.

In response to unpredictable changes around the global market, the 

organizational structure, especially that of a large company, has been 

segmented and specialized(Chae, 2015), assigning individual members more 

complicated and diverse tasks(Bae & Park, 2018; Ilgen & Pulakos, 1999). In 

order to seek a way out of economic crisis by taking advantage of versatile 

knowledge workers, the dominant driving forces in the Fourth Industrial 
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Revolution, companies hold strong concentrations on human resource 

development more than ever before(Korea Chamber of Commerce and 

Industry, 2018).

Along with ongoing transformations around the business setting, trends 

over HRD practice have fluctuated and eventually led a bit of change in 

division of HRD department and role of HRD practitioners(Cho, 2013; Lee, 

Kim, & Kim, 2014). In particular, the HRD department, mainly in large 

companies, has been subdivided into various teams to perform strategic tasks 

such as HRD consulting team, leadership development team, HRD planning 

team, HRD strategy team, corporate culture team, and learning center(Song, 

2007). Likewise, the paradigm shift towards Strategic Human Resource 

Development(SHRD), stimulates HRD activities to align with organizational 

management(Garavan, 2007), and confer HRD practitioners strategic functions 

such as organizational change agent and performance manager(Bae, Park, & 

Lee, 2017; Jeong, 2018). These topics will be discussed more fully in the 

following part regarding roles of HRD practitioner.

Meanwhile, several attempts were made to disclose the current HRD 

system operated among Korean companies focusing on the types of business 

scale. First, HRD Status Research Report conducted by Expert Consulting 

Korea(2018) reveals the state-of-the-art HRD status among Korean companies 

in all facets of input cost, state of organizational affairs, as well as 

activities and trending issues. The primary results of the report focusing on 

large companies in comparison with small and medium sized companies are 

as follows.

As to organizational structure and personnel arrangement, the results 

indicate that HRD department/teams in large companies are mostly organized 

in the form of a HRD team within the HR department(28.4%) or an 

independent HRD department(25.7%), and the average number of HRD 
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practitioners assigned in large companies happens to be 6.6, which is 

relatively few in number. In the same vein, it can be highlighted that 32.4% 

of large companies recognize that HRD department/teams carry out pivotal 

roles and appreciate their leading contributions to the organization, while 

nearly half of small and medium-sized companies consider that their HRD 

departments are responsible for ancillary service for other sectors. It has 

been also reported that more than half of large companies have developed 

their own training and HRD system and are implementing it(53.9%), 

whereas the corresponding value of small and medium-sized companies 

display less than 30%. Furthermore, with respect to drawback, large 

companies particularly have embodied high demands for increasing skilled 

manpower that would contribute productively to their HRD department/team, 

and developing training systems for small and medium-sized companies.

Next, according to the HRD Maturity Status Research among South 

Korean companies(Korean Standards Association, 2018), there exists a wide 

gap(45 points) between large companies and small and medium-sized 

companies in terms of HRD infrastructure whether the organization possesses 

exclusive HRD department/teams, professional personnel, sufficient budgets 

for HRD practices. For instance, a huge majority of large companies 

responding to the survey hold HRD department/teams especially designed for 

HRD practices(88%), while the total average is slightly above 50%. On top 

of that, the research has also demonstrated that the degree to which large 

companies perceive that their HRD department/teams add exclusive business 

value into the organizations through HRD related activities was significantly 

higher(35%) than that of small and medium-sized companies(21%).

Based upon the results, it can be interpreted that due to the lack of 

infrastructure, it would be impracticable for small and medium-sized 

companies to keep up with latest HRD issues not as much as large 
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companies would put efforts into. However, since large companies are 

capable of ensuring the provision of resources to refurbish HRD-oriented 

management system, they are endowed with a leading role to establish a 

strategic performance model in today’s business climate. In short, the overall 

analysis bolster the academic intention of this study to focus on HRD 

practitioners working in Korean large companies.

b. Changing Roles of HRD Practitioners

The role of a HRD practitioner is fully elucidated by the organization’s 

business activities to cope with the change and context of time(Kim, 2001). 

In other words, the work of HRD practitioners has been evolving to reflect 

expectations and new demands required for them to increase individual and 

organizational effectiveness as well as performance growth(Gubbins & 

Garavan, 2005) within the scope of paradigm shift in HRD.

In the 1970s, the conceptualization of HRD practitioner’s role was first 

brought up by Nadler who had fabricated the term ‘training director’(Lippit 

& Nadler, 1967), and claimed that the HRD practitioner is required to play 

a leading role as a learning specialist, administrator, and consultant in the 

organization(Nadler, 1970). Later on, Nadler and Nadler, 1989 divided the 

role of training and development specialist into the areas of learning 

specialist, human resource development manager, and consultant. In addition, 

Pinto & Walker(1978) identified set of roles and competencies of training 

and development professionals through field study investigating on HRD 

practitioner’s performance.

McLagan’s works represent the studies conducted in the 1980s that 

expand the discussion of HRD practitioner’s role. Based on a purpose to 
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create a distinctive boundary in the field of Human Resource, 

McLagan(1983) suggested ‘Human Resource Wheel’ in the work of ‘Models 

for Excellence’ with detailed statements as to training and development. The 

model offers not only the concept and a behaviorally anchored competency 

model but 15 roles and 102 outputs of training and development. For 

instance, the model proposes program designer, evaluator, and strategist as 

one of the elements that constitute HRD practitioner’s primary roles. It is 

considered to be the initiative academic movements to define training and 

development with extensive understanding in the field(Bae, 2009).

Subsequently, in the study of ‘Models for HRD Practice’, McLagan(1989) 

replaced the term ‘T&D’ with ‘HRD’, and revised ‘Human Resource Wheel’ 

by incorporating the notion of organizational development(OD) and career 

development(CD) into the model. His work had identified the specific roles 

of HRD practitioners as administrator, marketer, HRD manager, needs 

analyst, program designer, HRD materials developer, instructor/facilitator, 

evaluator, researcher, individual career development advisor and organization 

change agent, program designer, and researcher. Furthermore, it is notable 

that the revised version of ‘Human Resource Wheel’ is classified into two 

categories, HRD and HRM. According to the taxonomy of HR wheel, HRD 

deals with individual as well as organizational learning and development, 

and HRM takes charge of recruiting, hiring, deploying and managing human 

resources. Among the components, training and development(T&D), career 

development(CD) and organizational development(OD) belong to HRD, while 

the remaining parts fall under HRM. Consequently, McLagan(1989)’s 

research lays a theoretical ground for HRD practitioners’ roles and 

competencies in that the work depicts HRD as a practice that instigates 

improvement of individual, group, and organizational performance by means 

of training and development(T&D), career development(CD) and 
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organizational development(OD)(Bae 2008; Hwang & Kim, 2011).

The researches on HRD practitioners during the 1990s had attempted to 

define their roles and competencies in terms of human performance 

technology and organizational improvement(Han, Kim, & Kim, 2008).  In 

Rothwell(1996)’s model for human performance improvement, HRD 

practitioners are indicated as HPT(Human Performance Technology) 

practitioners and characterized their roles as analyst, intervention specialist, 

change manager, evaluation manager. The roles of HRD strategist, program 

designer and performance consultant suggested by McLagan(1996) represent 

a close association between HRD practices and business performance. This 

conceptualization extends their duties to organizational change agent, strategy 

designer, performance consultant, marking a waking phase of SHRD(Strategic 

Human Resource Development).

The representative works of the 2000s include Gilly et al.(2002) and 

Davis, Naughton and Rothwell(2002) in which the analysis of the former 

propose the roles of manager, leader, learning facilitator, program designer, 

HPT practitioner, change agent consultant. Meanwhile, Davis et al.(2002) 

had asserted applying a comprehensive classification consists of strategic 

instructor, business partner, project manager and task specialist on the 

problematic work situations for the sake of resolving them.  In short, the 

roles of HRD practitioners have been metamorphosed  in a way that the 

emphasizes on HRD paradigm transform over time, as shown in <Table Ⅱ

-1>.



- 17 -

Study Role of HRD Practitioner Approach

Nadler(1970)
Learning specialist, Manager of HRD,
Consultant

Individual
training and
development

McLagan(1983)

Evaluation, Group facilitator, Individual
development counselor, Instructional writer,
Instructor, Manager of training and
development, Marketer, Media specialist,
Needs analyst, Program administrator,
Program designer, Strategist, Task analyst,
Theoretician, Transfer agent

McLagan(1989)

Administrator, Evaluator, HRD manager,
HRD materials developer, Individual career
development advisor, Instructor or Facilitator,
Marketer, Needs analyst, Organization
change agent, Program designer,
Researcher

Rothwell et al.(1996)
HPT practitioner: Analyst, Intervention
specialist, Change manager, Evaluation

Bernthal et al.(2004)
Learning strategist, Business partner,
Project manager, Professional specialist

Organizational
Change

Performance
Management

<Table Ⅱ-1> Changing Role of HRD Practitioners(Han, Kim, & Kim, 2008)

On the contrary to the past where their conventional roles were 

circumscribed within the bound relevant to learning and training, more 

recent findings have added on new works intended to improve performance 

of business and organization such as organizational change agent, 

performance consultant, project manager, strategist. This can be seen as a 

diversification of the roles of HRD practitioners along with the phenomena 

that the fields of HRD area have gradually expanded from early training 

and development to career development, organization development, and 

performance management in nowadays. Likewise, modern corporate 

environments require HRD practitioners with advanced competency so called 

professionalism in a way that their duties and responsibilities considerably 

account for business performance of the organization. Consequently, HRD 

practitioners in today’s business world are beyond the scope of mere 
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training and development. As strategic business partners with their 

organizations, they are expected to act upon decent HRD strategies, policies 

and plans to implement the diagnosis and prescription process aiming for 

organizational growth and competitive advantage in the global business.

Further to this discussion, as HRD is increasingly required to add 

strategic value to the organization, there have been growing calls for 

establishing the roles of HRD practitioners and developing pertinent 

competency in view of SHRD(Gubbin & Garavan, 2005). While the concept 

of SHRD varies from scholar to scholar, the significance is clearly 

highlighted in HRD practices effectively being aligned with organizational 

strategies. Garavan(2007) once had construed SHRD as a series of activities 

that are integrated in to reinforce the contribution of HRD and alignment of 

HRD with organization missions, goals and values. In short, SHRD can be 

defined as the process of planning and implementing HRD activities that 

meet the organization’s needs and bring about productive performance.

Some key implications can be derived from prior studies on SHRD. The 

formation of strategic partnerships with top management and line manager is 

often suggested as a foremost work of HRD practitioners(McCracken & 

Wallace, 2000). It is also notable that the support and active participation of 

the top management, as a major stakeholder, is crucial for the development 

of SHRD(Garavan, 1991). That is, designing applicable HRD intervention to 

ensure achieving strategic outcome is solely possible through a meaningful 

discussion and close cooperation between HRD practitioners and operational 

management. Furthermore, it puts an emphasis on the need to equip HRD 

practitioner with competences to carry out SHRD effectively(Gubbin & 

Garavan, 2005; Garavan, 2007). Arneson, Rothwell, and Naughton(2013) had 

focused on developing competencies with regard to training and learning 

process. In the perspective of SHRD, nevertheless, competencies refer to the 



- 19 -

accumulated expertise that encompass not only training and development but 

strategic management, human resource management and cover the capability 

to design and develop HRD intervention which organization’s strategic 

practice are adequately coped with(Alagaraja & Egan, 2013). Besides, SHRD 

studies had explicated that one of HRD practitioner’s pivotal roles is to let 

employees engage in organizational change process through which HRD 

practitioner takes a forefront step serving as a change agent(McCracken & 

Wallace, 2000; McLagan, 1996).

Basically, despite the accustomed tendency to view training and 

development as the only work assigned to a HRD practitioner, a 

comprehensive consultant role, from establishing management strategy to 

enhancing organizational performance by problem solution skills, has been 

considered to be a compelling task for a HRD practitioner in a modern 

business context. Hence, HRD practitioners are now closely and deeply 

associated with strategy system of the organization such as sharing future 

vision and leading management tactics, which results in granting more 

dynamic and transilient roles to HRD practitioners.
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2. Adaptive Performance

a. Definition and Constructs of Adaptive Performance

‘Adaptive Performance’ refers to abilities to overpower changes based on 

expertise and adaptability that allow workers to manage multilateral 

situations(Jundt, Shoss & Huang, 2015; Pulakos, Arad, Donovan, & 

Plamondon, 2000) A prolonged economic recession and uncertainty across 

the global market require not only sustainable business strategies but  

responsive and resilient workers toward the unforseen future(Debroux, 2017). 

Given the growing needs for adaptability in organizations, the performance 

model have been expanded to include adaptive performance along with task 

performance and contextual performance(Allworth & Hesketh, 1999;  

Ployhart & Bliese, 2006; Pulakos et al., 2000).

With the advent of the concept, many studies have utilized various terms 

to delineate the concept of adaptive performance, from adaptability(Smith, 

Ford, & Kozlowski, 1997), adaptive behavior(Karaevli & Hall, 2006), 

adaptive expertise (Chen, Thomas, & Wallace, 2005), to adaptivity(Griffin, 

Parker, & Mason, 2010). Since adaptive performance has been discussed in 

varied organizational contexts through sparse variables, it is challenging to 

coin the exclusive meaning of adaptive performance(Park & Park, 2019; 

Pulakos, Schimitt, Dorsey, Arad, Berman, & Hedge, 2002). Park and 

Park(2019) have attempted to integrate existing findings on adaptive 

performance and articulated several definitions, as summarized in the <Table 

Ⅱ-2>. For instance, Pulakos et al.(2000) fabricated eight dimensions of 

adaptive performance, Ployhart and Bliese(2006) put an emphasis on 

personal characteristics, Karaevli and Hall(2006) as well as Ilgen and 

Pulakos(1999) drew attention to suitable behaviors responding to various 
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contexts, and Chen, Thomas, and Wallace(2005) highlighted the ability to 

transform knowledge and skills. Albeit the assorted definitions focus on 

distinct aspects of the concept of adaptive performance, all of the them aim 

to explicate the job performance or activities in work situations to win 

through changing circumstances as well as stand in need of demands.

Terminology Authors Definition

Adaptive
Performance

Charbonnier-Voirin,
El Akremi, &

Vandenberghe(2010)

Employees’ ability to learn new skills and adapt
to various contexts

Hesketh & Neal(1999)

The component of performance includes
people’s responsiveness to technology and their
capacity to take advantage of it to enhance
interactive performance

Adaptive
Performance

Joung, Hesketh, &
Neal(2006)

Employees’ capability to adapt to rapidly
changing work situations

Johnson(2001)
The proficiency with which a person alters his
or her behavior to meet the demands of the
environment, an event, or a new situation

Jundt, Shoss, &
Huang(2015)

Task-performance-directed behaviors individuals
enact in response to or in anticipation of
changes that are relevant to job-related tasks

Pulakos, Arad,
Donovan, &

Plamondon(2000)

Work-related adaptive behaviors, such as
solving problems, dealing with uncertain or
unpredictable work situations, learning new
tasks, demonstrating interpersonal adaptability,
cultural adaptability and physically oriented
adaptability, and handling work stress,
emergencies, or crisis situations

Shoss, Witt, &
Vera(2012)

Behaviors that reflect altering and applying
competencies in response to either anticipated
or current changes

Adaptability

Ployhart &
Bliese(2006)

An individual’s ability, skill, disposition, and
willingness and/or motivation to change or fit
into different tasks, social environments, or
environmental features

Schmitt & Chan(2014)

The effectiveness of an individual’s response to
new demands resulting from the novel and
often ill-defined problems created by uncertainty,
complexity, and rapid changes in work
situations

<Table Ⅱ-2> Definitions of Adaptive Performance(Park & Park, 2019)
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Amidst diverse representation of adaptive performance, the term embodied 

by Pulakos et al.(2000) effectively acknowledges the various aspects of 

adaptive performance by accentuating the dynamic and complex essence of 

adaptability. Based upon Pulakos et al.(2000), adaptive performance in this 

study is defined as employee’s work behaviors to respond to changing work 

situations and fit into job related demands.

Due to the fact that job performance is a constitute of 

behaviors(Campbell, McCloy, Oppler, & Sager, 1993; Griffin & Hesketh, 

2006), adaptable behaviors can be illustrated as adaptive performance. 

Allworth and Hesketh(1997) first addressed the constructs of adaptive 

performance in a way that supplements the former constituents of job 

performance model suggested by Borman and Motowidlo(1993). The scholars 

denoted adaptive performance in the perspective of performance related to 

changing work situations and provided ideas that the concept could be 

distinguished from other types of job performance and add up separate 

value(Qu & Choi, 2009).

Terminology Authors Definition

Adaptive
Ability

Karaevli & Hall(2006)

Developing appropriate behavioral responses to
the environment, such as dealing with unique or
stressful external demands and positive
adaptations, and maximizing gains over loses in
functioning

Adaptive
Expertise

Chen, Thomas, &
Wallace(2005)

The capability to modify knowledge, skills, and
other characteristics acquired during training to
effectively meet novel, difficult, and complex
situations

Smith, Ford, &
Kozlowski(1997)

The extent to which an individual can adapt to
novel or changing situational demands

Adaptivity
M. A. Griffin, Parker,

& Mason(2010)

The degree to which individuals cope with,
respond to, and/or support changes resulting in
more effective contributions in their role as
individuals, team members, or members of the
organization
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In the meantime, Campbell et al.(1993) who had featured the job 

performance model, have contended that comprehensive awareness towards 

adaptability will allow organizations to discern what the urgent matters are 

and to clearly pinpoint job performance variables. Accordingly, they came 

up with criteria to assess the level of adaptability of employees in their 

workplace(Ahn & Jeong, 2013), from ‘solving problems creatively’ to 

‘learning work tasks, technologies, and procedures’.

In terms of constructs of adaptive performance, Pulakos et al.,(2000) have 

also presented elements that underscore employees adjusting their work 

behaviors to meet the demands of a rapidly changing environment. By 

adding up ‘handling emergencies or crisis situation’ and ‘handing work 

stress’ to existing an eight-dimensional taxonomy has been suggested by 

Pulakos et al.(2000), as shown in <Table Ⅱ-3>. It has been widely utilized 

in various studies and research fields, since it envelopes a wide range of 

work behaviors across miscellaneous task demands, providing insights for 

selecting adaptable individuals and also for fostering employees to be more 

adaptable in their working environments(Qu & Choi, 2010).

A brief description of each dimension is as follows. ‘Solving problems 

creatively’ refers to dealing with ill-defined problems. ‘Dealing with 

uncertain or unpredictable work situations’ indicates adjusting unpredictable 

circumstances. ‘Learning new tasks, technologies, and procedure’ represents 

anticipating and preparing for skills desired for job requirements. 

‘Demonstrating interpersonal adaptability’ signifies adjusting social technique 

to collaborate with others. ‘Demonstrating cultural adaptability’ explicates 

performing suitably with cultural specified understanding. ‘Demonstrating 

physically oriented adaptability’ states adjusting to physical aspect. In 

addition, the remaining dimensions complemented by Pulakos et al.(2000), 

‘Handling work stress’ and ‘Handling emergencies or crisis situations’ 
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account for reaming calm under stressful situations, and responding 

appropriately to precarious situations(Pulakos et al., 2002).

Dimension Title Definition

Solving
problems
creatively

Ÿ Employing unique types of analyses and generating new, innovative
ideas in complex areas

Ÿ Turning problems upside-down and inside-out to find fresh, new
approaches

Ÿ Integrating seemingly unrelated information and developing creative
solutions

Ÿ Entertaining wide-ranging possibilities others may miss
Ÿ Thinking outside the given parameters to see if there is a more

effective approach
Ÿ Developing innovative methods of obtaining or using resources when

insufficient resources are available to do the job

Dealing with
uncertain or
unpredictable

work situations

Ÿ Taking effective action when necessary without having to know the
total picture or have all the facts at hand

Ÿ Readily and easily changing gears in response to unpredictable or
unexpected events and circumstances; effectively adjusting plans,
goals, actions, or priorities to deal with changing situations

Ÿ Imposing structure for self and others that provide as much focus as
possible in dynamic situations

Ÿ Not needing things to be black and white; refusing to be paralyzed
by uncertainty or ambiguity

Learning new
tasks,

technologies,
and procedures

Ÿ Demonstrating enthusiasm for learning new approaches and
technologies for conducting work

Ÿ Doing what is necessary to keep knowledge and skills current
Ÿ Quickly and proficiently learning new methods or how to perform

previously unlearned tasks
Ÿ Adjusting to new work processes and procedures
Ÿ Anticipating changes in the work demands and searching for and

participating in assignments or training that will prepare self for these
changes

Ÿ Taking action to improve work performance deficiencies

Demonstrating
interpersonal
adaptability

Ÿ Being flexible and open-minded when dealing with others
Ÿ Listening to and considering others' viewpoints and opinions and

altering own opinion when it is appropriate to do so; being open and
accepting of negative or developmental feedback regarding work

Ÿ Working well and developing effective relationships with highly
diverse personalities

Ÿ Demonstrating keen insight of others' behavior and tailoring own
behavior to persuade, influence, or work more effectively with them

<Table Ⅱ-3> Constructs of Adaptive Performance Suggested by Pulakos et al.(2000)
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Henceforth, Griffin and Hesketh(2003) approached Pulakos et al.(2000)’s 

research on the constructs of adaptive performance from the perspective of 

‘The Minnesota Theory of Work Adjustment(1943), theory about individual’s 

career choice and adjustment. As illustrated in <Table Ⅱ-4>, reorganized the 

former contents into proactive, reactive, and tolerant behavior(Dawis, 2005). 

Proactive behavior implies engaging in active movements that arouse positive 

Dimension Title Definition

Demonstrating
cultural

adaptability

Ÿ Taking action to learn about and understand the climate, orientation,
needs, and values of other groups, organizations, or cultures

Ÿ Integrating well into and being comfortable with different values,
customs, and cultures

Ÿ Willingly adjusting behavior or appearance as necessary to comply
with or show respect for others' values and customs understanding
the implications of one's actions and adjusting approach to maintain
positive relationships with other groups, organizations, or cultures

Demonstrating
physically
oriented

adaptability

Ÿ Adjusting to challenging environmental states such as extreme heat,
humidity, cold, or dirtiness

Ÿ Frequently pushing self physically to complete strenuous or
demanding tasks; adjusting weight and muscular strength or
becoming proficient in performing physical tasks as necessary for the
job

Handling
work stress

Ÿ Remaining composed and cool when faced with difficult
circumstances or a highly demanding workload or schedule

Ÿ Not overreacting to unexpected news or situations
Ÿ Managing frustration well by directing effort to constructive solutions

rather than blaming others
Ÿ Demonstrating resilience and the highest levels of professionalism in

stressful circumstances
Ÿ Acting as a calming and settling influence to whom others look for

guidance

Handling
emergencies or
crisis situations

Ÿ Reacting with appropriate and proper urgency in life threatening,
dangerous, or emergency situations

Ÿ Quickly analyzing options for dealing with danger or crises and their
implications

Ÿ Making split-second decisions based on clear and focused thinking
Maintaining emotional control and objectivity while keeping focused
on the situation at hand

Ÿ Stepping up to take action and handle danger or emergencies as
necessary and appropriate
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impacts on rapidly changing situations, reactive behavior means modifying 

oneself to better adapt to the new surroundings, and tolerant behavior stands 

for withstanding situation change and maintaining the present state, when 

taking neither proactive nor reactive is appropriate.

Proactive behavior Reactive behavior Tolerant behavior

Ÿ Solving problems
creatively

Ÿ Dealing with uncertain or
unpredictable work
situations

Ÿ Handling work stress

Ÿ Learning new tasks,
technologies, and
procedures

Ÿ Demonstrating
interpersonal adaptability

Ÿ Demonstrating cultural
adaptability

Ÿ Dealing with uncertain or
unpredictable work
situations

<Table Ⅱ-4> Constructs of Adaptive Performance Suggested by Griffin and Hesketh(2003)

b. Measurements of Adaptive Performance

Numerous scholars have worked on instrument development to measure 

adaptive performance. Pulakos et al. (2000) established an instrument called 

the Job Adaptability Inventory(JAI) for evaluating the eight-dimension 

taxonomy of adaptive performance with 132 questions, and 68 questions for 

an abridged version. Afterwards, based on Individual Adaptability(I-ADAPT) 

theory, Polyhart and Blise(2006) fabricated a new version of adaptive 

performance measurement with 55 questions that feature different aspects of 

those in Job Adaptability Inventory(JAI). Nevertheless, because both of 

measurements contain too many questions to be filled by respondents and 

those questionnaires were created for a certain consulting context, not much 

studies working on adaptive performance have utilized the whole 

measurements(Kim, 2014).
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Later on, scholars have attempted to come up with simpler version of 

measurements. For instance, Charbonnier-Voirin et al.(2010) evaluated the 

eight constructs of Pulakos et al.(2000), and integrated measurements with 

five dimensions(dealing with uncertain or unpredictable work situations, 

handling work stress, solving problems creatively, learning new tasks, 

technologies and procedures, and demonstrating interpersonal adaptability) and 

19 questions. Also, on the basis of Pulakos et al.(2000), Han(2005) developed 

12 questions of four dimensions, including solving problems creatively, 

dealing with uncertain or unpredictable work situations, handling emergencies 

or crisis situations, adjusted to South Korean company workers.
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3. Variables Related to Adaptive Performance

a. Empowering Leadership

1) Definition and Constructs of Empowering Leadership

‘Empowering Leadership’ refers to leader’s behavior to provide individual 

members with a high degree of empowerment(Srivastava, Bartol, & Locke, 

2006). The conceptualization of empowering leadership was unfolded 

beginning with the study on empowerment, since the topics in empowerment 

have drawn attention as the emphasis was placed on the importance of 

leader’s role in promoting psychological empowerment among the 

members(Ahearne, Mathieu, & Rapp, 2005; Srivastava et al., 2006). As 

given by numerous studies, the concept of empowering leadership can be 

reviewed with different perspectives diverged into leader-behavior-focused 

approach and member-response-focused approach(Choi, Kim, & Chang, 

2013).

As for discussing leader behaviors and roles, Stewart(1994) had presented 

enabling, facilitating, supporting, consulting, mentoring, as a elements of a 

leader to adequately empower the members, depart from controlling and 

directive behavior. Townsend and Bennis(1997) had mentioned that it is 

critical for a leader to bestow members with more autonomy to increase 

their empowerment. Vogt and Murrell(1990) had noted on leader’s 

informing, participative decision-making, planning, motivating, developing 

competency, and evaluating activities involved in a process of enhancing 

employee empowerment.

Along with leader-focused perspectives, member-focused perspectives 

underscore the members’ responses from their leader-given empowerment 
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experiences, especially in regards to their motivational psychological 

states(Zhang & Bartrol, 2010). The prior studies have examined empowering 

leadership as a relational interaction between a leader’s acts of sharing 

authority and members who are ultimately motivated by their leaders’ 

empowering behaviors(Spreitzer, 1995). Conger and Kanungo(1988) opposed 

to the academic aspect of considering empowerment as a mere process of 

sharing power. They asserted that the idea is imperfect and a thorough 

conceptualization must also cover the motivational effect of empowerment 

given to members. Building on this work, Thomas and Velthouse(1990) 

came up with a more dynamic model concerning the intrinsic task 

motivation. Kirkman and Rosen(1999) widened the concept of empowerment 

to be estimated on team level, and claimed that empowered teams exhibit 

high efficacy and proactiveness in performing tasks. Besides, individual 

members deeply empowered by their leaders, are more likely to find their 

tasks more compelling and meaningful, which in turn leads to a higher level 

of intrinsic motivation(Kirkman & Rosen, 1999).

All in all, these perspectives supplement one other, and there are growing 

number of studies that intertwine the two approaches(Spreitzer & Doneson, 

2005; Srivastava et al., 2006). Accordingly, this study defines empowering 

leadership as leader’s behaviors to motivate members by means of sharing 

power and granting autonomy, whereby employees perceive a high level of 

their supervisor’s empowering behaviors especially in connection with 

role-modeling and establishing a clear-cut line of authority and responsibility.

To clarify the concept further, Arnold, Arad, Rhoades, and Drasgow(2000) 

have suggested the following primary constructs of empowering leader 

behavior: leading by example, participative decision making, coaching, 

informing, and showing concern, as illustrated in <Table Ⅱ-5>. ‘Leading by 

example’ indicates leader’s behaviors that display commitment in the 
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workplace regarding his/her own assigned work as well as members’ tasks. 

This dimension involves setting high standards for performance. ‘Participative 

decision making’ states leader’s behaviors that provide team members with 

opportunities to actively engage in decision making process. This dimension 

includes encouraging members to articulate opinions and utilizing the ideas. 

‘Coaching’ signifies leader’s behaviors that instruct members in a way that 

assist them to become independent workers. This dimension contains 

suggesting members practical supplement points to raise their work 

performance. ‘Informing’ explicates leader’s behaviors that convey essential 

information of the organization to its members. This dimension includes 

disseminating mission statement or important notifications in terms of 

company policy. ‘Showing concern’ represents leader’s behaviors that present 

general interests in member’s work-life. This dimension involves spending 

time in looking into members’ concerns.

Dimension Title Definition Sample Behaviors

Leading by example

A set of behaviors that show the
leader's commitment to his or her
own work as well as the work of
his/her team

Sets high standards for
performance by his/her
own

Participative decision
making

A leader's use of team members'
information and input in making
decisions

Uses group member's
suggestions to make
decisions that affect
members

Coaching
A set of behaviors that educate
team members and help them to
become self-reliant

Helps work group see
areas in which we need
more

Informing

The leader's dissemination of
company wide information such as
mission and philosophy as well as
other important information

Explains company goals

Showing concern
A collection of behaviors that
demonstrate a general regard for
team members' well-being

Treats group members
with respect

<Table Ⅱ-5> Constructs of Empowering Leadership(Arnold et al., 2000)
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2) Measurements of Empowering Leadership

In terms of measurements, instruments most widely utilized to estimate 

empowering leadership in corporate settings are empowering leadership 

questionnaires(ELQ) devised by Arnold et al.(2000), empowering leader 

behavior(ELB) arranged by Konczak, Stelly, and Trusty(2000), and Ahearne 

et al.(2005)’s measurement in association with scrutinizing ways to promote 

employee’s creativity in the workplace. The specific categories of 

empowering leadership shaped by Arnold et al.(2000) were discussed 

beforehand. Based on the classification, Arnold et al.(2000) created tools 

called empowering leadership questionnaires(ELQ) to measure empowering 

leadership with 38 questions. Afterwards, Srivastava et al.(2006) modified 

the ELQ scale and reconstructed a shortened version with 15 questions that 

features high validity.

 Furthering the past research on empowering leadership, Konczak et 

al.(2000) also proposed empowering leader behavior(ELB) for the purpose of 

establishing leadership strategies for leaders who seek for practical skills to 

develop their empowering behaviors. The ELB scale is composed with the 

following dimensions: delegation of authority, accountability, encouragement 

of self-directed decision, information sharing, skill development, coaching for 

innovative performance. Furthermore, Ahearne et al.(2005) devised a 

measurement for empowering leadership and the questionnaire has been 

utilized to explore the relationships between empowering leadership and 

innovative behaviors as well as creativity(Zhang & Bartol, 2010; Zhang & 

Zhou, 2014). The questions cover leader’s behaviors in relation to enhancing 

the meaningfulness of work, fostering participation in decision making, 

expressing confidence in high performance, and providing autonomy from 

bureaucratic constraints(Ahearne et al., 2005).
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Meanwhile, the aforementioned measurements have been extensively 

applied so far in numerous studies, particularly aimed for analyzing Korean 

organization, to examine the relationships between empowering leadership 

and assorted variables from learning activities, creativity, innovative behavior, 

and job engagement to job performance including adaptive performance(Choi, 

Kim, & Chang, 2013; Ju, Jeong, Kim, & Park, 2015; Park & Sohn, 2009; 

Seol & Jeung, 2018; Yu & Hong, 2000). 

b. Creative Self-Efficacy

1) Definition and Constructs of Creative Self-Efficacy

‘Creative Self-Efficacy’ refers to beliefs in one’s capabilities to yield 

creative outputs in work situations(Tierney & Farmer, 2002). In other words, 

the concept is defined as the degree to which employees are confident of 

performing tasks in creative ways and bring creative outcomes in work 

situations(Zhang & Zhou, 2014). The conceptualization derives from 

Bandura(1997), as he pointed out that one’s perceived self-efficacy works as 

a strong trigger to increase creative productivity as well as build up new 

knowledge. Namely, Bandura(1997)’s conceptualization of creative 

self-efficacy holds much emphasis on understanding the idea as one’s 

perceived competency to generate creative actions in the work setting. 

Accordingly, Bandura(1997) embodied the concept of self-efficacy as a 

variable that motivates one to seek for certain tasks and that stimulates 

abilities to conduct specific organizational behaviors. Based on Bandura’s 

view on self-efficacy, Tierney & Farmer(2002) suggested a notion of 

self-belief in creative work behaviors and identified the factors that affect 
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the cognitive action. In their work, they entrenched discriminant and 

criterion validity for creative self-efficacy as to its constructs and expected 

performance.

Meanwhile, Ford(1996) claimed that self-efficacy plays as motivational 

factor in encouraging individual creative behavior. Tan, Ho, Ho, and 

Ow(2011) also stated that creative self-efficacy puts a positive impact on the 

continuity and amount of one’s effort to give a challenge to creative 

performance. In fact, employees with past experience of creative work and 

ultimately succeeding in tasks are more likely to adjust their behaviors to 

take active steps against demanding work settings(Maddux & Gosselin, 

2003). All in all, prior studies have treated self-efficacy as a promising 

channel to creativity and gave rise to creative self-efficacy.

2) Measurements of Creative Self-Efficacy

Notwithstanding the representative findings of Bandura(1997) that specific 

types of self-efficacy take the role of enhancing performance in a given area 

of corporate field setting(Tierey & Farmer, 2002), not much studies have 

searched into the topic of self-efficacy to disclose its relationships between 

variables related to performance. The instruments of measuring creative 

self-efficacy were developed by same work of Tierney and Farmer(2002), 

consisting 13 questions. In addition to the initial study, Carmeli and 

Schaubroeck(2007) adopted general self-efficacy instruments, which were 

established validity by Chen, Gully, and Eden(2001), and applied to the 

surface of creativity eliciting measurements with 8 questions.
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c. Informal Learning

1) Definition and Constructs of Informal Learning

The terminology of informal learning, had been first brought up by 

Knowles(1950) in his work of informal adult education. Henceforth,  

informal learning has been discussed from various perspectives, grounded in 

experiential learning theory of Dewey(1916) and social learning theory of 

Bandura(1971), both of which pinpoint the idea that the knowledge and 

behavior are achieved from a cognitive process of learning in the social 

context. Many scholars have attempted to construe diverse areas of adult 

education in terms of informal learning, and suggested definition of informal 

learning. There has been much erudite discourses on conceptualization which 

diverge into perspectives that focus either on learner’s individual factor or 

environmental context surrounding the learner(Choi, 2009).

Mocker and Spear(1982) worked on analyzing the results of continual 

learning activities that are not structured by instructors but triggered by 

learner’s willingness to actively engage in learning opportunities around 

oneself. The idea has brought attention to various learner-centered training 

methods and led to characterize informal learning as a self-governing 

acquisition mechanism. Spear and Mocker(1984) delineated informal learning 

as a form of self-directed activity that learners design, perform, and evaluate 

their learning process initiated by experience with others or self-examination.

Jarvis(1987) claimed that a practice of learning is acquired from the 

process by which individuals perceive the knowledge, beliefs, or values of 

society and experience to internalize the given significance. Individuals even 

sometimes may not recognize the process as learning actions since it 

happens unwittingly in the cultural and social ambience(Bauer and Gruber, 

2007; Knowles, 1980).
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Marsick and Watkins(1990) classified distinct types of learning as formal 

learning, informal learning, and incidental learning. Based on the 

categorization, formal learning refers to designed learning experiences that 

are intentionally planned for potential learners to develop knowledge and 

skills. The most common instructional events of formal learning involve 

lectures and discussions(Choi, 2009). While formal learning is set apart from 

work space concentrating on training models as well as instructional methods 

and materials to convey effective learning program, informal learning pitches 

into everyday life in the workplace where individuals accumulate rich 

experiences over time. Additionally, incidental learning is often deemed as 

one of the subdivisions of informal learning since it is an unintended action 

by employees(Garavan, Morley, Gunnigle, & Mcquire, 2002).

Further to the discussion, Watkins and Marsick(1992) highlighted learner’s 

enthusiasm toward learning that crops up in daily experiences, driven 

especially by social intercourse. In this way, Watkins and Marsick(1992) 

portrays informal learning using a concept of self-experimentation and 

inter-communication at work. They also emphasized that informal learning 

activities not only deepen employees’ understanding of corporate vision, but 

promote work performance by equipping them with job-related competences.

Since the 2000s, the topic of informal learning has been drawing 

considerable attention from practice of Human Resource Development(HRD), 

especially in the business climate. In particular, based on the work of 

Marsick and Watkins(1990) as well as Watkins and Marsick(1992), 

Choi(2009) made his approach to informal learning with the concept of 

‘learning with others’, ‘external scanning’, and ‘self-experimentation’. 

‘Learning with others’ implies learning by means of expanding shared 

knowledge and emulating desirable work practices of others. ‘External 

scanning’ indicates actively exploring learning sources from work materials 
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to professional materials published by renowned institutions. 

‘Self-experimentation’ signifies reflecting on their past work experiences, or 

seeking for new knowledge and skills required for high performance at 

work. Besides, Kim and Kim(2015) examined informal learning activities as 

unstructured behaviors occur in the workplace through conscious or 

unconscious experiences consist of intercommunication and critical reflection. 

Meanwhile, in order to demonstrate the outcome of informal learning at 

work, Lohman(2000) argued that informal learning events enable employees 

to gain professional knowledge and skills. Ham and Choi(2015) focused on 

the unplanned learning process of workers in which they attain knowledge, 

skill, and attitude needed for organizational adaptation and competency 

development, describing informal learning activities as job-related practices 

initiated by the worker. Song and Lee(2013) also pointed out that key 

components elucidate informal learning are employee’s extensive work 

experience, social association, and introspection which in turn result in 

knowledge acquisition at work, organizational adaptation, and relationship 

building in the workplace.

All in all, a common ground in conceptualizing the notion of informal 

learning is that it occurs consciously or unconsciously through unstructured 

experiences in the workplace that hold interactions with others, and critical 

reflection on oneself as imperative factors in the process(Hwang & Kim, 

2014; Moon & Na, 2011; Park & Bae, 2018). That is, informal learning 

refers to a set of learning activities that are not anchored in a formal 

structure but occur through daily life(Watkins & Marsick, 1992; Garrick, 

1998). Especially in the corporate work setting,  informal learning is 

proceeded naturally through experience in everyday practices such as 

interaction with others and self-examination on a certain topic or work 

related to assigned job(Choi, 2009, Dewey, 1916). Ultimately, with the 
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expectation that the informal learning may well bring about employees’ 

organizational socialization and self-experimentation, the informal learning 

activities enable employees to improve their capabilities to perform better in 

the workplace. Therefore, in this study informal learning denotes learning 

activities that are not held under the context of formal learning, but 

provoked by learner’s everyday experiences, defining the concept as 

self-directed learning behaviors in the workplace that involve social 

interaction, external search, and self-reflection.

2) Measurements of Informal Learning

The studies concerning the measurements of workplace learning so far 

have been conducted under two typical perspectives. One is to estimate the 

ongoing actions in the process of learning(Beckett & Hager, 2002; Bryans & 

Mavin, 2003). The other is to evaluate the outcomes derived from the 

learning(Argyris & Schon, 1978). That is, the former focuses on the 

activities that are done in the process and assesses the performance of the 

actions as well as the level of participation, while the latter places emphasis 

on the achievements of learning and appraises the results entailed by the 

learning process such as changes in one’s work behavior(Macpherson, Jones, 

& Zhang, 2003). Since informal learning falls under the category of 

workplace learning, the equivalent approaches are addressed for measuring 

the concept. In fact, much of the previous studies guesstimate informal 

learning in accordance with their discrete perception on the term, as the 

foregoing description.

Stressing social interactions as one of key features of informal learning, 

Marsick and Watkins(1999) cited that mentoring, relationship-building, 

coaching, participating in a learning community serve as standard measures 
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to understand the degree of informal learning activities. Based upon the 

workplace learning theory of Marsick and Watkins(1999), Rowden(2002) 

developed tools to measure workplace learning activities of employees at 

small and midsize companies by holding interviews with workers and 

referring to their field notes. Eraut(2004) suggested that informal learning 

activities are embedded within the practices of listening, observing, 

reflecting, practicing and refining skills, trial and error, supervision or 

coaching, and mentoring. Along these line, the study depicted that informal 

learning in the workplace occurs through the process of having 

conversations, and exchanging feedbacks. Notably, proactive co-workers, who 

build relationships with others, are more likely to adjust to organizational 

culture by cultivating tactic knowledge. Clarke(2005) identified the results of 

informal learning by measuring the degree to which employees in healthcare 

organizations have achieved the level of work-related abilities such as 

problem-solving, risk-taking, change-management, self-directed learning, and 

informal gathering skills. Lohman(2005) carried out a survey to portray the 

informal workplace learning experiences of public school teachers and HRD 

professionals, and proposed several types of informal learning activities 

including talking with others, collaborating with others, observing others, 

sharing materials and resources with others, searching the Internet, scanning 

professional magazines and journals, trial-and-error learning, and reflecting 

on actions. Kremer(2006) worked on analyzing the frequency of formal and 

informal learning at the educational institutes regarding activities from 

engaging in discussion, meeting and mentoring, to taking part in a web 

conference, and utilizing technical materials and newspaper. Doorbos, Simon, 

and Denessen.(2008) researched on the types of informal learning activities 

for Dutch police officers, involving individual learning, learning together, 

and learning from others.
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4. Relationships Among Variables 

a. Relationship Between Empowering Leadership and Adaptive 

Performance

 
Self-determination theory(Ryan & Deci, 2000) presents the notion of 

autonomy as one of the innate needs for the individual to be motivated. 

Autonomy in this context is centered on the expectation that individuals will 

become more engaged in their work and ultimately attain a high degree of 

performance, given psychological ownership as well as participatory 

opportunities. In fact, empowerment is deemed to act as a strong driver of 

potential amplifying on employees since it enables them to be more adaptive 

in the workplace(Ahearne et al., 2005; Forrester, 2000). Perceiving oneself 

as an influential figure in the organization, the empowered employee 

demonstrate autonomous and proactive work behavior(Thomas & Velthouse, 

1990). Thus, leadership practice of empowering the employees greatly 

contribute to improving their job performance(Kirkman & Rosen, 1999). 

When a leader shares authority and encourages participative decision-making, 

the subordinates come up with new ideas and creative solutions(Amabile, 

1997). The reason behind this is that intrinsic motivation granted to the 

employees allows them to pursue value in their work and voluntarily look 

for ways to enhance job performance(Spreitzer, 1955).

Along these lines, prior studies have examined that supervisor’s leadership 

type is one of the most common key elements affecting adaptive 

performance at the personal level(Jundt et al., 2015; Park & Park, 2019). 

Many researchers have revealed that workers are more likely to produce a 

high level of adaptive performance when their supervisors are supportive and 

considerate(Griffin & Hesketh, 2003; Griffin, Parker, & Mason, 2010; 
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O’Connell, McNeely, & Hall, 2008). Indeed, support from supervisors can 

facilitate adaptive performance, especially in regards to job performance 

associated with changes in the workplace(Chiaburu, Lorinkova, & Van Dyne, 

2013; Lawler, Mohman, & Ledford, 1995). Supportive leader behaviors 

enhancing subordinates’ adaptive performance involve encouraging 

participation in decision making, soliciting suggestions for change, providing 

positive feedback, and rewarding employees(Chiaburu et al., 2013; Park & 

Park, 2019), which mostly accords with prominent constructs of empowering 

leadership.

Several studies conducted in a business context have corroborated the 

impact of either leader empowering behaviors or psychological empowerment 

on job performance or work behaviors(Choi, 2015, Ju, Jung, Kim & Park, 

2015; Kim, Ji, & Kang, 2014; Sagnak, 2012; Stewart, 2006; Zhou, Shin, 

Brass, Choi, & Zhang, 2009). In particular, Stewart(2006) mentioned that 

practice of empowering leadership has been getting attention as a major 

driving force to enhance individual as well as team performance, regarding 

the increasing needs of innovation and creativity. The results of 

Choi(2015)’s study also showed that leader-member exchange posits a 

positive effect on adaptive performance, and innovative behavior positively 

affects positive adaptive performance.

In short, there are not much empirical studies conducted so far which 

verify the effect of empowering leadership on adaptive performance by 

utilizing the exact variables. Nevertheless, numerous theoretical backgrounds 

as well as academic studies concerning analogous concept help predict the 

relationship between empowering leadership and adaptive performance, as 

aforementioned. Accordingly, if employees are given autonomy to exert their 

influence on decision making process, they become more receptive to their 

work environment and adaptive to manage uncertain situations.
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b. Relationship Between Creative Self-Efficacy and Adaptive 

Performance

Identifying self-efficacy as a state of self-belief on achieving distinguished 

job performance(Bandura, 1986), Bandura’s studies on self-efficacy suggest 

the linkage between creative self-efficacy and adaptive performance(Bandura 

1982, 1988, 2001). It is believed that workers with high self-efficacy tend 

to engage in their work responsibilities and are likely to put more effort 

into their assigned tasks, which can lead to better results(Bandura, 1986). 

Because creative self-efficacy is one type of domain-specific self-efficacy 

that stems from Bandura’s social cognitive theory, the concept has been 

considered as a primary factor influencing work behavior and job 

performance. Besides, due to the fact that creative self-efficacy is centered 

on creative performance at work, it is plausible that creative self-efficacy 

will enhance employee’s adaptive performance in that adaptive work 

behaviors require workers to address tasks with creative and innovative 

ways(Pulakos et al., 2000).

In Stajkovic and Luthan(1988)’s study, it is claimed that self-efficacy has 

a positive impact on job related performance, and because the degree of 

self-efficacy varies in individuals, there also exist differences in work 

outcome. Morrison and Phelps(1999) have stated that the higher the level of 

self-efficacy, the more the proactive engagement which the individual 

embodies in the workplace. Moreover, Judge, Thoresen, Pucik, and 

Welbourne(1999) asserted that a positive self-concept enables the individual 

to believe in the capability of oneself to seek a high standard for job 

performance. With high self-efficacy, thus, employees become receptive to 

organizational change and better handle the risks entailed in unstable 

situations.
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Furthermore, motivational factors cover from intrinsic motivation to creative 

self-efficacy and their effects have been scrutinized in most of the studies and 

theories related to creativeness as well as innovation(Hammond, Neff, Farr, 

Schwall, & Zhao, 2011). For instance, Grant(2008) manifested that motivational 

variables predict the improvement in work behavior and performance of the 

individuals at work.

Meanwhile, Judge, Erez, Bono, & Locke(1988) presented the notion of core 

self-evaluation which connotes the evaluation towards value, competency, and 

ability of oneself. Employees on a high core self-evaluation level tend to 

search for effective ways and new ideas to resolve work-related problems, 

which in turn leads to yield outstanding performance(Judge, Bono, Erez, & 

Locke, 2005; Locke, McClear, & Knight, 1996). Ng and Feldman(2008)’s work 

delineate that self-belief on creativity is positively associated with creative 

work behavior. Likewise, there exist several studies show that creative 

self-efficacy plays a significant role in stimulating creative work 

performance(Tierney & Farmer, 2011; Wang, Zhan, Mccune, & Truxillo, 2014), 

and innovative work behavior(Axtell, Holman, & Wall, 2000; Carmeli & 

Schaubroeck, 2007). In short, when employees are confronted with challenging 

work demands, high level of creative self-efficacy will provide them with bold 

determination to make an effort to deal with troublesome situations and 

perform in a more adaptive manner.
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c. Relationship Between Informal Learning and Adaptive 

Performance

On the grounds that the practice of adaptive performance requires to 

adjust to demanding work situations, high performance can be attained by 

informal learning activities because individuals who actively participate in 

informal learning acquire knowledge and skills that can be promptly utilized 

in the unstructured tasks(Choi, 2009).

The set of knowledge and skills accumulated from highly-structured 

formal learning may not be sufficient for employees to address the job 

related challenges, since awareness towards change requires creative ways to 

performance tasks(Goldstein & Ford, 2001). On the other hand, informal 

learning is a learner-centered examination process in which the learner 

interacts with the surrounding social infrastructure and strengthens 

professional competency through work related experiences(Kim & McLean, 

2014; Marsick & Watskins, 2001). Considering that informal learning 

activities help obtain state-of-the-art job expertise, it is expected that workers 

who consistently proceed the learning practice will succeed in high 

performance especially with regard to changing demands(Cse et al., 1999).

The positive associations between informal learning activities and adaptive 

performance have been depicted by several studies. Bae and Park(2018) 

explored the moderating effects of learning agility on the relationship 

between informal learning activity and adaptive performance of employees in 

Korean small and medium-sized IT companies. The results verified that 

informal learning activity a positive impact on adaptive performance.

Moreover, the study of Calantone, Cavusgil, and Zhao(2002) observed the 

correlation between learning orientation, firm innovation capability, and firm 

performance, and discovered that the learning activities of workers successfully 
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predict the innovation level of their organization. Choi and Cho(2010) also 

examined the relationship between learning goal orientation and adaptive 

performance, as well as the mediating effect of informal learning on the 

relationship. The results indicated that informal learning has a positive impact 

on adaptive performance, and mediates between learning goal orientation and 

adaptive performance. In fact, Han(2005)’s study results have shown that 

employees’ proactive learning activity, so called a continuous learning, 

promotes adaptive performance at work via process through which one’s 

flexible and extensive learning orientation to acquisition of job expertise is 

expressed. Individual learning orientation, thereby, not only triggers informal 

learning activities but, at the same time, contributes to adaptive 

performance(Bell & Kozlowski, 2002).

All in all, learning oriented workers are more likely to set high work 

standard and make strenuous effort to fulfill the goal by pursuing learning 

activities in everyday experiences at the workplace(Dweck & Leggett, 1988; 

Elliot & Dweck, 1988; VandeWalle, Brown, Cron, & Slocum, 1999).
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d. Mediating Effect of Creative Self-Efficacy on the 

Relationship Between Empowering Leadership and 

Adaptive Performance

In terms of cognitive behavior modification, individuals focus on changing 

their behaviors in accordance with their perceived roles based upon cognitive 

conceptualization process(Meichenbaum, 1977). In this context, empowered 

employees given autonomy by their leaders are able to also recognize their 

role and responsibilities based on self-perception, thus conforming to the 

demands and obtaining high performance.

 Thomas and Velthouse(1990) had brought up psychological empowerment 

as motivation factor inducing employees to endeavor after competency. 

Spreitzer(1995) also discussed the impact of psychological empowerment on 

intrinsic motivation stating that empowered individuals, who believe that they 

possess autonomy and influence over the organization, display creative and 

innovative work behaviors. Likewise, subordinates perceiving high level of 

support from their supervisors are provided with discretionary power that 

promotes creativity and innovation(Torrance, 1995). Individuals with high 

self-efficacy are more assertive in their work situations and are less 

overwhelmed by unexpected occasions than those with low self-efficacy(Miceli 

& Near, 1992). Also, they are eager to be innovative and creative while 

staying positive in the workplace(George, 1996). As prior studies provide with 

fundamental frameworks for understanding the linkage between empowering 

leadership, creative self-efficacy, and adaptive performance, there have been 

academic attempts to observe the relationships.

Ahearne et al.(2005) investigated on the impact of leadership behavior on 

sales performance, and the mediating effect of salespeople’s self-efficacy and 

adaptability on the relationship. The results exhibited that leadership 
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empowerment behavior enhances self-efficacy and adaptability, which leads to 

higher job performance. Interestingly, employees with low experience and 

knowledge were significantly influenced by empowering leadership behaviors, 

whereas high-experienced employees with sufficient knowledge of industry and 

product, had no effect from leadership behavior.

Teng, Hu, and Chang(2019) focused on how psychological empowerment 

affect creative self-efficacy and innovative behavior in the hospitality industry. 

The results indicated that creative self-efficacy significantly mediates the 

relationship between psychological empowerment and innovative behavior. The 

work of Jex, Bliese, Buzzell, and Primeau(2001) exhibited that workers with 

high self-efficacy are more likely to give credence to themselves on managing 

challenges at work. Choi et al.(2013) and Lee and Lee(2018) also studied 

employees in hospitals and hotels, and disclosed that creativity as well as 

self-efficacy of workers predict their innovative behavior. Accordingly, 

employees, who perform well under demanding situations with high 

self-recognition, can perform in a creative way and generate adaptive and 

innovative work behaviors.
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e. Mediating Effect of Informal Learning on the 

Relationship Between Empowering Leadership and 

Adaptive Performance

Workplace learning greatly affects job performance of workers because the 

learning process plays a key role in developing the competency required to 

meet job-related requirements(Jacobs & Park, 2009). Campbell et al.(1993) 

identified the antecedents of job performance including cognitive ability, 

motivation, and knowledge, and noted that the differences found in the 

elements ultimately determine the individual performance. Hence, it is 

conceivable that workplace learning is associated with job performance as it 

can amplify or weaken the impact of individual factors regarding workplace 

learning, and therefore, acts as a mediator between informal learning 

activities and adaptive performance.

Ellinger(2005) conducted a qualitative research on contextual factors that 

influence informal learning in the workplace, and demonstrated that a 

supportive leader who values learning facilitates employees’ informal learning 

process. Skule(2004) developed a framework to assess the quality of learning 

environments, and detected that the higher the supervisor’s support for 

learning, the stronger the intensity of subordinates’ informal learning. Enos, 

Kehrhahn, and Bell(2003)’s work reported that the support of managers 

positively affect the degree to which employees engage in informal learning.

Furthermore, in order for leaders to empower individuals, it is required to 

support workers’ learning activities in a way that various workplace learning 

opportunities are given to the workers and encourage them to develop job 

expertise(van Dijke, De Cremer, Mayer and Van Quaquebeke, 2012). The 

work of Srivastava et al.(2006) explored the mediating effects of knowledge 

sharing and team efficacy in the relationship between empowering leadership 
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and team performance. The results of the study suggest that empowering 

leadership activates knowledge sharing among workers as well as raises team 

efficacy, and consequently boosts team performance. Yu and Hong(2015) 

also expanded on the notion that informal learning intervenes in the 

relationship between empowering leadership and job performance by 

manifesting a positive impact of unlearning on adaptive performance through 

the process of discarding the rigid mindset and actively searching for 

creating new knowledge.
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f. Dual Mediating Effect of Creative Self-Efficacy 

and Informal Learning on the Relationship Between 

Empowering Leadership and Adaptive Performance

A theory of goal setting and task performance states that high 

self-efficacy results in high performance albeit challenging situations, on a 

premise that there is a strong engagement to the goals, feedback, and 

sufficient competency(Locke & Latham, 1990). The conception of 

participative goal setting in the work suggests that goals set by individuals 

affect their motivation and behavior. In particular, it is highlighted that 

demanding goals lead to higher performance. Locke and Latham(1990) had 

put emphasis in empowering leadership on stimulating intrinsic motivation 

for high performance, given that subordinates are granted with opportunities 

to consistently set goals for themselves. Furthermore, social cognitive theory 

Bandura(1986) articulates that the knowledge of an individual is acquired by 

others as a model for implementing specific tasks or behaviors within the 

context of social interactions, experiences, and outside resources.

Meanwhile, Teng et al.,(2019) examined the moderating effect of 

knowledge sharing in the relationship between psychological empowerment, 

creative self-efficacy and innovative behavior, proposing the impact of 

learning activities. Zhang and Bartol(2010) developed a synthesized model to 

follow the tract of detailed links of connection between empowering 

leadership and employee creativity combing psychological empowerment, 

creative process engagement, and intrinsic motivation. Park and Lee(2015) 

verified the positive effect of learning organization coaching process on 

adaptive performance and the mediating effect of self-directed learning 

abilities. As such, the results expand the typical discourse between leader  

behavior and employee performance with learning and self-recognition. In 
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this sense, it can be inferred that creative self-efficacy facilitated by leader’s 

empowering practice will motivate individuals to pursue further learning 

activities, which consequently generate highly adaptable work behaviors.

As a matter of fact, there have been not much studies that investigate on 

the relationships between individual and contextual factors of adaptive 

performance especially in connection with leadership and learning activities. 

Besides, the concept of adaptive performance, empowering leadership, 

creative self-efficacy, and informal learning are relatively new in the field of 

human resource development that have been drawn attention from the 

scholars recently in the early 2000s(Konczak, Stelly, & Trusty, 2000; Manuti 

et al., 2015; Pulakos et al., 2002; Tierney & Farmer, 2002). Nonetheless, 

several academic works imply close relationships between the variables, as 

aforementioned. Therefore, the dual mediating effects in this study were set 

based on the theoretical background and prior studies in relation to 

leadership, creativity, motivation, workplace learning, and work behaviors.
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Relationship between variables Prior study

Empowering Leadership →
Adaptive Performance

Choi(2015), Ju et al.(2015), Kim et al.(2014),
Sagnak(2012), Stewart(2006),

Thomas & Velthouse(1990), Zhou et al.(2009)

Creative Self-Efficacy →
Adaptive Performance

Tierney & Farmer(2011), Wang et al.(2014),
Axtell et al.(2000), Carmeli & Schaubroeck(2007)

Informal Learning →
Adaptive Performance

Bae & Park(2018), Bell & Kozlowski(2002),
Calantone et al.(2002), Choi & Cho(2010), Han(2005)

Empowering Leadership →
Creative Self-Efficacy →
Adaptive Performance

Ahearne et al.(2005), Choi et al.(2013),
Jex et al.(2001), Lee & Lee(2018),
Spreitzer(1995), Teng et al.(2019)

Empowering Leadership →
Informal Learning →
Adaptive Performance

Enos et al.(2003), Srivastava et al.(2006),
Yu & Hong(2015), Van Dijke et al.(2012)

Empowering Leadership →
Creative Self-Efficacy →

Informal Learning →
Adaptive Performance

Park & Lee(2015), Zhang & Bartol(2010)

<Table Ⅱ-6> Prior Studies on Adaptive Performance and Related Variables
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III. Research Design 

1. Research Design

The fundamental purpose of this study is to verify the structural 

relationships between empowering leadership, creative self-efficacy, informal 

learning and adaptive performance perceived by HRD practitioners in Korean 

large companies. Thereby, to verify the presupposed hypothesis, the research 

design is suggested as illustrated in the [Figure Ⅲ-1].

[Figure Ⅲ-1] The Structural Model of Empowering Leadership, Creative Self-Efficacy,

Informal Learning and Adaptive Performance

According to the research design, empowering leadership will have a 

direct positive effect on adaptive performance, creative self-efficacy will 

have a direct positive effect on adaptive performance, and informal learning 

will have a direct positive effect on adaptive performance. Along with direct 
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impacts, creative self-efficacy will act as a mediator on the relationship 

between empowering leadership and adaptive performance, informal learning 

will act as a mediator on the relationship between empowering leadership 

and adaptive performance. Additionally, the effect of empowering leadership 

on adaptive performance is expected to be mediated by creative self-efficacy 

and informal learning via their dual mediating effects.

2. Research Participants

The target population of this research is HRD practitioners who work at 

Korean large companies. Nevertheless, because there does not exist the 

agreed definition of large companies and accurate statistical data for HRD 

practitioners in large companies, the target population was set up as follows.

In this study, HRD practitioners are defined as those who perform tasks 

related to training and development(T&D), career development(CD), 

organizational development(OD) and performance management for human 

resources in the organization. Meanwhile, the criteria for classifying large 

companies in Korea are varied and utilized in discrete aspects by diverse 

researchers. In accordance with the classification criteria of large companies 

that are most widely applied in prior studies unfolding the research contents 

of workers in Korean large companies, HRD practitioners in this study are 

defined as those who engage in HRD related task in department/team or 

training institute of headquarters/subsidiaries within the scope of Korea’s big 

business conglomerates announced by Korea Fair Trade Commission(2019). 

The list of 59 holding companies are presented in <Table Ⅲ-1>, and total 

of 2,103 subsidiary companies are included in the group. Moreover, in order 

to conduct a comprehensive analysis on the characteristics of HRD 
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practitioners in miscellaneous industries, the sample population of this study 

was not limited to a specific type of industry.

1 Samsung 16 Booyoung 31 OCI 46 Taeyoung

2 Hyundai Motors 17 LS 32 Kakao 47 Nexon

3 SK 18 Daelin 33 HDC 48 Dongwon

4 LG 19 Mirae Asset 34 KCC 49 Halla

5 Lotte 20 S-Oil 35 SM 50 Amore Pacific

6 Posco 21 Hyundai Department 
Store 36 Daewoo Engineering 

& Construction 51 Samchully

7 Hanwha 22 Hyosung 37 Jungheung 
Construction 52 GM-Korea

8 GS 23 Korea Holdings 38 Hankooktire 53 Dongkuk

9 Nonghyup 24 Daewoo Shipbuilding & 
Marine Engineering 39 Seah 54 Eugene

10 HHI 25 Youngpoong 40 TK 55 Keumho 
Petro-chemical

11 Shinsegae 26 Harim 41 E-Land 56 Hite-Jinro

12 KT 27 Kyobo Life Insurance 42 Celltrion 57 Netmarble

13 Hanjin 28 Kumho Asiana 43 DB 58 Aekyung

14 CJ 29 KT&G 44 Hoban Construction 59 Daou-Kium

15 Doosan 30 Kolon 45 Naver 　

<Table Ⅲ-1> Korea’s big business conglomerates announced by KFTC(2019)

In terms of sampling method, this research will take non-probability 

sampling, particularly purposive sampling, into consideration due to the fact 

that it is impracticable to identify the precise population size and 

demographics of HRD practitioners among the targeted companies. As 

sample size is adjudged by intention of the researcher under the purposive 

sampling, there stands no distinct guidelines to follow. Along these lines, 

sample size for this study was set in consideration of data analysis method, 

which is structural equation, as well as survey response rate.

The desirable sample size depends on several different standards including 

complexity and fitness of the model, multivariate normality and estimation 

method. Bae(2011) suggests that the most commonly used estimation method 
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for structural equation, Maximum Likelihood(ML), requires at least 200 

samples to induce statistically practical results from the target group. 

Moreover, Stenvens(1996) proposes to attain the ratio of the observed 

variables with sample size to 1:15, specifying that at least 180 samples are 

needed for this research with 12 observed variables. Hence, in consideration 

of aforementioned context and statistical conditions, the number of data 

required for analysis was set at least 200, and total of 292 samples were 

expected to be retained, supposing 70% of survey response rate.

3. Research Instruments

Assorted tools will be utilized to form survey questionnaire that suits the 

needs of this research. Survey questionnaire contains question with regard to 

the individual characteristics and the variables of the model: adaptive 

performance, empowering leadership, creative self-efficacy and informal 

learning as explicated in <Table Ⅲ-2>. 5-point Likert scale is applied for 

all of the variables, and the items are selected based on the literature 

reviews. All instruments were slightly modified to better delineate work 

situations HRD practitioners are facing. In order to confirm face and content 

validity the instruments were closely examined by 8 HRD specialists with 

master’s or doctor’s degree in HRD. Afterward, 92 responses from 14 

different companies were collected by the pilot test, and validity as well as 

internal consistency were proceeded with 6 outliers removed.

As a result of the validity test, 1 item from informal learning instrument 

regarding learning activity by searching the Internet, and 2 items from 

general characteristics of respondents regarding their specific job duty and 

organizational structure of HRD team/department at the workplace were 
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eliminated for the main survey. In respect of internal consistency, all 

observed variables demonstrated over .7, indicating that the overall tools are 

apposite. Consequently, a total of 51 items were selected, including 9 items 

of adaptive performance, 15 items of empowering leadership, 8 items of 

creative self-efficacy, 11 items of informal learning and 8 items of general 

information.

Category Number of
items

Item No.
Primary
ScholarLatent Variable Observed Variable

Adaptive
Performance

Solving problems
creatively

3 Ⅰ. 1~3 Pulakos,
Arad,

Donovan &
Plamondon

(2000),
Han(2005)

Dealing with uncertain
and unpredictable
work situations

3 Ⅰ. 4~6

Handling emergencies
or crisis situations

3 Ⅰ. 7~9

Empowering
Leadership

Leading by example 3 Ⅱ. 1~3
Srivastava,
Bartol, &

Locke(2006),
Seol &

Jeung(2018)

Participative
decision-making

3 Ⅱ. 4~6

Coaching 3 Ⅱ. 7~9

Informing 3 Ⅱ. 10~12

Showing concern 3 Ⅱ. 13~15

Creative
Self-Efficacy

Creative Self-Efficacy 8 Ⅲ. 1~8

Caremeli &
Schaubroeck

(2007),
Kim(2013),

Informal
Learning

Learning with others 4 Ⅳ. 1~4
Choi(2009),

Hwang(2017)
External scanning 4 Ⅳ. 5~8

Self-experimentation 4 Ⅳ. 9~12

General Information 10 Ⅴ. 1~10 -

Total Items 54 -

<Table Ⅲ-2> Research Instrument Outlined
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a. Adaptive Performance

Adaptive Performance in this study refers to employee’s ability and 

willingness to win through unstable circumstances and to stand in need of 

demands, defining the concept as employee’s work behaviors to respond to 

changing work situations and fit into job-related requirements. Herein, 

adaptive performance is measured by using the questionnaires utilized by 

Pulakos, Arad, Donovan and Plamondon(2000) and later translated by 

Han(2005). The questionnaire includes 9 items divided into 3 constructs: 

solving problems creatively(3 items), dealing with uncertain and 

unpredictable work situations(3 items) and handling emergencies or crisis 

situations(3 items). It has proved its reliability as its overall cronbach α was 

.74 in Park(2017). Based on cronbach α estimated from pilot 

study(.716~.795) and main survey(.722~.817), the instrument showed 

adequate level of reliability with overall cronbach α .835 in the main 

survey.

Category
Internal Consistency(Cronbach α)

Pilot study(n=86) Main survey(n=282)

.811 .835

Adaptive
Performance

Solving problems
creatively

.721 .743

Dealing with uncertain
and unpredictable
work situations

.716 .722

Handling emergencies
or crisis situations

.795 .817

<Table Ⅲ-3> Reliability of Adaptive Performance
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b. Empowering Leadership

Empowering leadership in this study refers to leader’s behaviors to 

motivate members whereby a leader shares power and grants autonomy, 

defining the concept as supervisor’s acts of empowering perceived by 

subordinates especially in connection with role-modeling and establishing 

clear-cut lines of authority and responsibility. Herein, empowering leadership 

is measured by using the questionnaires utilized by Srivastava, Bartol and 

Locke(2006), and later translated by Seol(2018). The questionnaire includes 

15 items divided into 5 constructs: leading by example(3 items), participative 

decision-making(3 items), coaching(3 items), informing(3 items), showing 

concern(3 items). It has proved its reliability as its overall cronbach α was 

.92 in Seol(2018). Based on cronbach α estimated from pilot 

study(.837~.933) and main survey(.877~.935), the instrument showed 

adequate level of reliability with overall cronbach α .964 in the main 

survey.

Category
Internal Consistency(Cronbach α)

Pilot study(n=86) Main survey(n=282)

.957 .964

Empowering
Leadership

Leading by example .933 .935

Participative
decision-making

.837 .877

Coaching .891 .905

Informing .918 .920

Showing concern .837 .899

<Table Ⅲ-4> Reliability of Empowering Leadership
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c. Creative Self-Efficacy

Creative self-efficacy in this study refers to beliefs in one’s 

capabilities to yield creative outputs in work situations, defining the concept 

as the degree to which employees are confident of performing tasks in 

creative ways and bring creative outcomes in work situations. Herein, 

creative self-efficacy is measured by using the questionnaires utilized by 

Caremeli and Schaubroeck(2007) and later translated by Kim(2013). The 

questionnaire includes 8 items with single construct. It has proved its 

reliability as its overall cronbach α was .92 in Kim(2013). Based on 

cronbach α estimated from pilot study(.910) and main survey(.927), the 

instrument showed adequate level of reliability.

Category
Internal Consistency(Cronbach α)

Pilot study(n=86) Main survey(n=282)

Creative Self-Efficacy
.910 .927

.910 .927

<Table Ⅲ-5> Reliability of Creative Self-Efficacy
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d. Informal Learning

Informal learning in this study refers to a set of learning activities 

that are not held under the context of formal learning, but provoked by 

learner’s everyday experiences, defining the concept as self-directed learning 

behaviors in the workplace that involve social interaction, external search, 

and self-examination. Herein, informal learning is measured by using the 

questionnaires utilized by Choi(2009) and later modified by Hwang(2017). 

The questionnaire includes 12 items divided into 4 constructs: learning with 

others(4 items), external scanning(4 items) and self-experimentation(4 items). 

It has proved its reliability as its overall cronbach α was .76 in 

Hwang(2017). Based on cronbach α estimated from pilot study(.715~.773) 

and main survey(.782~.822), the instrument showed adequate level of 

reliability with overall cronbach α .887 in the main survey.

Category
Internal Consistency(Cronbach α)

Pilot study(n=86) Main survey(n=282)

.826 .887

Informal
Learning

Learning with others .773 .822

External scanning .764 .804

Self-experimentation .715 .782

<Table Ⅲ-6> Reliability of Informal Learning
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4. Data Collection Procedures

To verify the validity and reliability of research tool before the main 

survey, data collection were held with pre-survey. Based on the data 

collection and analysis of the pre-survey, questionnaires were revised to 

complete the main survey. Both pre and main survey was distributed to 

HRD practitioners at large companies via online.

A total of 92 responses from 14 different companies were collected for 

the pilot test during September 23rd to September 27th. After checking 

internal consistency and validity by confirmatory factor analysis, the 

questionnaire was slightly changed from 54 questions to 51 questions. Main 

survey was performed from September 30th to October 10th, during which a 

total of 295 responses were collected. Among them, 13 careless responses 

were removed. Thus, a total of 282 responses were utilized for the final 

analysis.

5. Data Analysis

The collected data of this study was analyzed by SPSS 24.0 and MPlus 

7.0 for Windows to examine the structural relationships between empowering 

leadership, creative self-efficacy, informal learning and adaptive performance. 

The specific methodologies adopted in this study are outlined in the table 

below(<Table Ⅲ-7>).
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Research Hypothesis Statistical Methods

General characteristics of respondents Descriptive Statistics

1. The structural model will meet the fitness standard to predict
the associations between empowering leadership, creative
self-efficacy, informal learning and adaptive performance,
perceived by HRD practitioners in Korean large companies.

Structural Equation
Model Analysis

2. Empowering leadership, creative self-efficacy and informal
learning will have direct positive effects on adaptive
performance perceived by HRD practitioners in Korean large
companies.

Structural Equation
Model Analysis

2-1. Empowering leadership will have a direct positive effect
on adaptive performance.

2-2. Creative self-efficacy will have a direct positive effect on
adaptive performance.

2-3. Informal learning will have a direct positive effect on
adaptive performance.

3. Creative self-efficacy and informal learning will act as mediators
on the relationship between empowering leadership and
adaptive performance perceived by HRD practitioners in Korean
large companies.

Bootstrapping
3-1. Creative self-efficacy will mediate the relationship between

empowering leadership and adaptive performance.
3-2. Informal learning will mediate the relationship between

empowering leadership and adaptive performance.
3-3. Creative self-efficacy and informal learning will mediate

the relationship between empowering leadership and
adaptive performance in a consecutive manner.

<Table Ⅲ-7> Statistical Methods for Specific Research Hypothesis

In this study, statistical significance were determined at the measurement 

of p<.05 in all analysis steps. Moreover, descriptive statistics, including 

frequency and percentage, were used to clarify general characteristics of 

respondents. On top of that, structural equation model was utilized to 

corroborate assessment of fit, relationship between variables and mediating 

effects. Structural equation modeling is a statistical analysis technique in 
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which measurement model and hypothetical structural model is formulated, 

and structural relationship between measured variables and latent constructs 

are scrutinized. As such, structural equation modeling provides researchers 

with great potential and extensive means to assess, modify, and enlarge 

theoretical mode(Anderson & Gerbing, 1988). This study employed two-step 

approach of Anderson and Gerbing(1988) to which data testing, measurement 

model and structural model analysis are applied. Prior to data analyzing, the 

normality of the variables were confirmed by measuring the skewness and 

kurtosis. The maximum likelihood estimation used in this study may produce 

distorted analysis results when normality assumption is severely violated. 

According to Curran, West, and Finch(1996), if the absolute value of 

skewness is below 3.0 and kurtosis within the range of 8.0~20.0, it can be 

said that the variables are reasonably close to normal, thus in turn validated 

for the statistical analysis. Next, confirmatory factor analysis, construct 

validity analysis, fitness analysis of measurement as well as structural model 

were implemented. The specific fit index is stipulated in the table 

below(<Table Ⅲ-8>). Furthermore, the causal association between variables 

were analyzed by measuring path coefficient, and bootstrapping was 

conducted for testing mediating effects.

Index Standard

  estimation significance probability

RMSEA
(Root Mean Square Error of Approximation)

≤ .08

S-RMR
(Standardized Root Mean Square Residual)

≤ .08

CFI(Comparative Fit Index) ≥ .90

TLI(Tucker & Lewis Index) ≥ .90

<Table Ⅲ-8> Fit Index for Measurement and Structural Model
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IV. Research Results

1. Demographic Information of Respondents

The total number of collected response was 295. Among the collected 

data, careless reponses have been removed, which account for 13 responses. 

The total of 282 responses have been analyzed for the study. Demographic 

information was collected on the participant’s gender, age, educational level, 

current position, years of total work experience, years of HRD related task 

experience, type of organization and industry. The general characteristics of 

the research participants are shown in <Table Ⅳ-1>.

More than half of participants identified as men (n=169; 59.9%), and the 

remaining 113(40.1%) identified as women. Most participants age less than 

39(n=195; 69.1%), among which participants aging less than 29 accounts for 

19.5%(55 respondents), 30~34 were 29.8%(84 respondents), and the 

remaining 56 were 35-39 years old(19.9%). Participants whose age ranges 

from 40 to 44 were 12.1%(34 respondents), and respondents age between 

45~49 were 8.9%(25 respondents), while respondents more than 50 were 

9.9%(28 respondents).

With regards to the level of education, the majority of respondents have 

responded to hold a bachelor degree ar university or college, which 

consisted 72.0%(203 respondents). 77 respondents(27.3%) had acquired either 

a master degree or doctoral degree. For respondents’ current job position, 

about half of participants were clustered around on the title of staff and 

assistant manager(n=147; 52.1%). Meanwhile, participants who hold manager 

title were 19.1%(54 respondents), 12.4% were on deputy general manager 

title(35 respondents), and the remaining 16.3%(46 respondents) positioned on 
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either director or executive title.

As for years of work as well as HRD task experience, 36.9% of 

respondents had less than 4 years of work experience in total(104 

respondents), and more than half of respondents had less than 4 years of 

HRD task experience(n=148, 52.5%). 84 respondents, which consisted 29.8% 

of both categories were identified to have 5~9 years of total work and HRD 

task experience. Participants who worked longer than 10 years appeared to 

be 94(33.3%), and 50 (17.8%) have responded to work on HRD task.

Among the type of organization, vast majority of participants responded 

that they work either in HRD department/team of headquarters(n=114; 

40.4%) or subsidiary companies(n=87, 30.9%), followed by training institute 

of headquarters(n=68, 24.1%), and training institute of subsidiary 

companies(n=11, 3.9%). In terms of type of industries, the highest frequency 

was manufacturing(45.0%). The second highest frequency was information 

and communication(16.7%).

Categories
Frequency
(Number of

People)

Percentage
(%)

Cumulative
Percentage

(%)

Gender
Female 113 40.1 40.1
Male 169 59.9% 100.0

Subtotal 282 100.0 100.0

Age

Under 25 3 1.1 1.1
25~29 52 18.4 19.5
30~34 84 29.8 49.3
35~39 56 19.9 69.1
40~44 34 12.1 81.2
45~49 25 8.9 90.1

Over 50 28 9.9 100.0
Subtotal 282 100.0 100.0

Education

Community College Grad 2 .7 .7
Bachelor’s Degree 203 72.0 72.7
Master’s Degree 56 19.9 92.6

100.07.421Doctor’s Degree
Subtotal 282 100.0 100.0

<Table Ⅳ-1> Demographic Information of Individual Respondents
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Categories
Frequency
(Number of

People)

Percentage
(%)

Cumulative
Percentage

(%)

Position

Staff 66 23.4 23.4
Assistant Manager 81 28.7 52.1

Manager 54 19.1 71.3
Deputy General Manager 35 12.4 83.7

Director/Executive 46 16.3 100.0
Subtotal 282 100.0 100.0

Years of
Total Work
Experience

Under 2 years 36 12.8 12.8
2~4 years 68 24.1 36.9
5~9 years 84 29.8 66.7

10~14 years 39 13.8 80.5
Over 15 years 55 19.5 100.0

Subtotal 282 100.0 100.0

Years of
HRD Task
Experience

Under 2 years 59 20.9 20.9
2~4 years 89 31.6 52.5
5~9 years 84 29.8 82.3

10~14 years 38 13.5 95.7
Over 15 years 12 4.3 100.0

Subtotal 282 100.0 100.0

Type of
Organization

HRD Dep/Team at HQ 114 40.4 40.4
HRD Dep/Team at

Subsidiaries 87 30.9 71.3

Training Institute of HQ 68 24.1 95.4
Training Institute of

Subsidiaries 11 3.9 99.3

Others 2 .7 100.0
Subtotal 282 100.0 100.0

Type of
Industry

Manufacturing 127 45.0 45.0
Electricity, Gas, Air
Conditioning Supply 13 4.6 49.6

Construction 21 7.4 57.1
Wholesale and Retail 6 2.1 59.2

Transportation and Storage 6 2.1 61.3
Information and
Communication 47 16.7 78.0

Financial and Insurance
Activities 19 6.7 84.8

Professional, Scientific
and Technical Activities 7 2.5 87.2

Rental and Leasing
Activities 2 .7 87.9

Education 27 9.6 97.5
Arts, Sports, and

Recreation Services 7 2.5 100.0

Subtotal 282 100.0 100.0

Note. Type of Industry refers to ‘Korean Standard Industrial Classification’(KOSTAT, 2017)
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2. Analysis of Observed Variables

a. Descriptive Statistics

The descriptive statistics of the observed variables in the structural model 

are presented in <Table Ⅳ-2>. Each of latent variables was measured based 

on 3-5 observed variables. Among the three observed variables of ‘Adaptive 

Performance’, ‘Dealing with uncertain and unpredictable work situations’ 

demonstrated the highest mean score of 4.05 with standard deviation of .48, 

while ‘Solving problems creatively’ and ‘Handling emergencies or crisis 

situations’ showed mean scores of 3.75(S.D.=.56) and 3.80(S.D.=.62) 

respectively. With regards to ‘Empowering Leadership, the five observed 

variables exhibited mean scores ranging from 3.56(S.D.=.98) of ‘Leading by 

example’ to 3.74(S.D.=.83) of ‘Participative decision-making’. In case of 

‘Informal Learning’, ‘Learning with others’(M=3.94, S.D.=.57) and 

‘Self-experimentation’ (M=4.05, S.D.=.50) scored relatively high compared to 

‘External scanning’(M=3.62, S.D.=.76), indicating that respondents were more 

engaged in participating interactive and self-directed learning rather than 

seeking external resources for learning. For ‘Creative Self-Efficacy’ the mean 

score was 3.62 with standard deviation of .64.

Overall, the mean score was within the range of 3.56 to 4.05, with 

‘Leading by example’ under ‘Empowering Leadership’ as the lowest(3.56) 

and ‘Dealing with uncertain and unpredictable work situations’ as the 

highest(4.05). At the same time, standard deviation of ‘Leading by example’ 

was also the highest(.98), showing that the evaluation of HRD practitioners 

on their leader’s high performance at work varies comparatively much.
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Latent
Variable

Observed Variable Min. Max. Mean S.D.

AP

Solving problems
creatively

2.00 5.00 3.7536 .56041

Dealing with uncertain
and unpredictable

work situations
2.67 5.00 4.0520 .48673

Handling emergencies or
crisis situations

2.00 5.00 3.8061 .62650

Leading by example 1.00 5.00 3.5603 .98089

EL

Participative
decision-making

1.00 5.00 3.7482 .83898

Coaching 1.00 5.00 3.6359 .93377

Informing 1.00 5.00 3.7258 .93123

Showing concern 1.00 5.00 3.5863 .97001

IL

Learning with others 1.50 5.00 3.9459 .57641

External scanning 1.00 5.00 3.6253 .76826

Self-experimentation 2.50 5.00 4.0505 .50607

Creative Self-Efficacy 1.88 5.00 3.6206 .64448

Note1. AP=Adaptive Performance, EL=Empowering Leadership, IL=Informal Learning

<Table Ⅳ-2> Results of Descriptive Statistics of Observed Variables
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b. Normality Analysis

The results of normality analysis of the observed variables in the 

structural model are demonstrated in <Table Ⅳ-3>. According to the results, 

the value of skewness and kurtosis did not meet the normality 

assumption(Skewness=35.77, Kurtosis=16.389. p=.000). According to Hancock 

and Mueller(2013), however, multi-variate normality does not produce 

distorted results nor severely violate the analysis on the condition that data 

were measured by Likert scale higher than 5 and uni-variate normality of 

the variables are confirmed at the same time. Thus, given the results of 

valid uni-variate normality value in which absolute value of skewness is 

within 2 and kurtosis is within 4, the maximum likelihood estimation has 

been utilized(Hong, Malik, & Lee, 2003).

Latent Variable Observed Variable Skewness Kurtosis

Adaptive
Performance

Solving problems creatively .113 .333

Dealing with uncertain and
unpredictable work situations

-.156 .185

Handling emergencies or
crisis situations

-.348 .104

Empowering
Leadership

Leading by example -.750 .326

Participative decision-making -.599 .071

Coaching -.858 .519

Informing -.900 .628

Showing concern -.805 .387

Informal
Learning

Learning with others -.621 1.126

External scanning -.596 .219

Self-experimentation -.221 .251

Creative Self-Efficacy -.122 -.057

Multi-variate normality 35.77 16.389

<Table Ⅳ-3> Results of Normality Analysis of Observed Variables
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c. Correlation Analysis

The results of correlation analysis of the observed variables that forms 

fundamental matrix for structural equation modeling are delineated in <Table 

Ⅳ-4>. Each of variables was coded with numbers from 1 to 12 as shown 

in <Table Ⅳ-4>. According to the results, all of correlations between the 

variables were statistically significant except for the relations between 

external scanning(10) of informal learning and leading by example(4) as 

well as participative decision-making(5) of empowering leadership 

respectively, indicating that careful interpretation with those non-correlated 

relations should be implemented.
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3. Analysis of Measurement Model

a. Confirmatory Factor Analysis

Prior to conducting a path analysis using structural equation modeling, a 

construct validity test for the measurement model was performed. This 

procedure is needed before running a path analysis to confirm the 

appropriateness of the measures used in this study. Through confirmatory 

factor analysis, any existence of extreme errors, negative error variance or 

high correlation between estimates can be uncovered. The results of 

confirmatory factor analysis of the measurement model are shown in [Figure 

Ⅳ-1].

According to the results, the chi-square value did not show acceptable 

model fit(χ2: 131.048, df=49, p=.000). The chi-square value is the most 

common index to evaluate the overall model fit. However, since its value is 

highly sensitive to sample size, especially when the observations are greater 

than 200, and as other index values were optimal(RMSEA=.079, 

SRMR=.054, CFI=.955, TLI=.939), the total fitness of the hypothesized 

model was determined to be acceptable.
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[Figure Ⅳ-1] Results of Confirmatory Factor Analysis of Measurement Model

Note1. *p<.05, **p<.01, ***p<.001

Note2. Standardized values are represented within the parentheses

Note3. Error variance of ‘Creative Self-Efficacy’ was put by calculating (1-reliability value)*variance

Note4. Fitness of the measurement model(χ2: 131.048, (df=49, p=.000), RMSEA=.079, SRMR=.054, 
CFI=.955, TLI=.939)
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b. Construct Validity Analysis

Construct validity is the extent to which the observed variables effectively 

measure the latent variables, and determined by convergent validity along 

with discriminant validity. Convergent validity refers to the degree to which 

the observed variables of latent variables are closely related and theoretically 

measure the equivalent concept. Convergent validity is confirmed provided 

that the factor loadings of the observed variables are higher than .50 and 

less than .95(Bagozzi & Yi, 1991), Convergent validity for the measurement 

model in this study accords with the standards as the results display that all 

factor coefficients range from .660 to .931(<Table Ⅳ-5>).
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Latent
Variable

Observed Variable
Unstd.

Coefficient
Std.

Coefficient
S.E. t-value

Adaptive
Performance

Solving problems
creatively

1.000 .724 - -

Dealing with uncertain
and unpredictable

work situations
.883 .737*** .043 20.535***

Handling emergencies
or crisis situations

1.019 .660*** .046 22.152***

Empowering
Leadership

Leading by example 1.000 .864 - -

Participative
decision-making

.829 .837*** .053 15.642***

Coaching 1.026 .931*** .042 24.429***

Informing .867 .789*** .055 15.764***

Showing concern 1.004 .877*** .045 22.311***

Informal
Learning

Learning with others 1.000 .628*** - -

External scanning 1.111 .662*** .052 21.365***

21.818***.044.686***.960Self-experimentation

Creative Self-Efficacy 1.000 .269*** - -

Note1. Standard variables of each subgroup cannot be statistically verified

Note2. *p<.05, **p<.01, ***p<.001

Note3. Fitness of the measurement model(χ2: 131.048, (df=49, p=.000), RMSEA=.079, SRMR=.054,  
CFI=.955, TLI=.939)

<Table Ⅳ-5> Results of Factor Coefficient of Measurement Model
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The results of construct reliability(CR) and average variance 

extracted(AVE) are presented in <Table Ⅳ-6>. Convergent validity was 

confirmed provided that CR is higher than .70 and AVE is higher than 

.50(Hair, Black, Babin, Anderson, & Tatham, 2006).

Variables CR AVE

Adaptive Performance .900 .751

Empowering Leadership .943 .770

Informal Learning .827 .614

Creative Self-Efficacy .707 .707

<Table Ⅳ-6> Results of CR and AVE of Measurement Model

The results of discriminant validity are demonstrated in <Table Ⅳ-7>. 

Discriminant validity refers to the degree to which the observed variables 

measure their latent variables while distinguishing from the others. The 

correlation between latent variables range from .289 to .754. Discriminant 

validity was confirmed as no value had appeared to be listed between .8 

and .10 indicating that high correlation has not occurred in the measurement 

model(Lee, 2010).

Variables
Adaptive

Performance
Empowering
Leadership

Informal
Learning

Creative
Self-Efficacy

Adaptive
Performance

1

Empowering
Leadership

.289*** 1

Informal
Learning

.754*** .476*** 1

Creative
Self-Efficacy

.639*** .253*** .616*** 1

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

<Table Ⅳ-7> Results of Discriminant Validity of Measurement Model
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4. Analysis of Structural Model

a. Assessing Model Fit

The results of fitness analysis of the structural model have confirmed that 

the observed variables adequately measure each of latent variables as shown 

in the [Figure Ⅳ-2].

[Figure Ⅳ-2] Results of Fitness Analysis of Structural Model

Note1. *p<.05, **p<.01, ***p<.001

Note2. Standardized values are represented within the parentheses

Note3. Fitness of the structural model(χ2: 131.048, (df=49, p=.000), RMSEA=.079, SRMR=.054, CFI=.955, 
TLI=.939)
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Accordingly, the chi-square value did not show acceptable model fit(χ2: 

131.048, df=49, p=.000). The chi-square value is the most common index to 

evaluate the overall model fit. However, since its value is highly sensitive 

to sample size, especially when the observations are greater than 200, and 

as other index values were optimal(RMSEA=.079, SRMR=.054, CFI=.955, 

TLI=.939), the total fitness of the hypothesized model was determined to be 

acceptable. Therefore, the hypothesis 1 was supported, since the structural 

model qualified the fitness standard to predict the associations between 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance perceived by HRD practitioners in Korean large companies.

Research Hypothesis 1.

The structural model will meet the fitness standard to predict the 

associations between empowering leadership, creative self-efficacy, 

informal learning and adaptive performance perceived by HRD 

practitioners in Korean large companies.
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b. Path Coefficients

The results of path coefficients of the structural model are delineated in 

<Table Ⅳ-8>. According to the results, all paths except for 

‘EL(Empowering Leadership) → AP(Adaptive Performance)’ and 

‘CSE(Creative Self-Efficacy) → AP(Adaptive Performance) were significant. 

Empower leadership had a positive effect on creative self-efficacy(β=.253, p

＜.001), and informal learning(β=.352, p＜.001). Creative self-efficacy had a 

positive effect on informal learning(β=.530, p＜.001). Informal learning had 

a positive effect on adaptive performance(β=.647, p＜.001).

Paths
Unstd.

Coefficient
Std.

Coefficient
S.E. t-value

EL → AP -.072 -.151 .037 -1.946

EL → CSE .186 .253*** .046 4.043

EL → IL .150 .352*** .028 5.357

CSE → AP .106 .163 .063 1.683

CSE → IL .296 .530*** .040 7.400

IL → AP .550 .647*** .080 5.278

Note1. *p<.05, **p<.01, ***p<.001

Note2. AP=Adaptive Performance, EL=Empowering Leadership, CSE=Creative Self-Efficacy,          
 IL=Informal Learning

<Table Ⅳ-8> Path Coefficients of Structural Model
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c. Direct Effects Between Variables

The results of direct effects of the final model are delineated in <Table 

Ⅳ-9>. According to the results, it was revealed that empowering leadership 

has a positive effect on creative self-efficacy(β=.253, p＜.001), and informal 

learning(β=.352, p＜.01); creative self-efficacy on informal learning(β=.530, p

＜.001); and informal learning on adaptive performance(β=.647, p＜.001).

Path
Unstd.

Coefficient
Std.

Coefficient
S.E. t-value

EL → AP - - - -

EL → CSE .186 .253*** .052 3.75

EL → IL .150 .352** .046 5.434

CSE → AP - - - -

CSE → IL .296 .530*** .046 6.587

IL → AP .550 .647*** .102 5.725

Note1. *p<.05, **p<.01, ***p<.001

Note2. AP=Adaptive Performance, EL=Empowering Leadership, CSE=Creative Self-Efficacy,          
 IL=Informal Learning

<Table Ⅳ-9> Results of Direct Effects

The path coefficients between empowering leadership and adaptive 

performance was not analyzed in the final model due to the insignificant 

statistical revealed in the previous structural model. Hence, as it was found 

that the degree to which HRD practitioners perceive their supervisors’ 

empowering leadership does not foster their adaptive performance, the 

research hypothesis 2-1 was not supported.

Research Hypothesis 2-1.
Empowering leadership will have a direct positive effect on 

adaptive performance.
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The path coefficients between creative self-efficacy and adaptive 

performance was not analyzed in the final model due to the insignificant 

statistical revealed in the previous structural model. Hence, as it was found 

that the degree to which HRD practitioners perceive creative self-efficacy 

does not increase their adaptive performance, the research hypothesis 2-1 

was not supported.

According to the results, the standard path coefficient of informal learning 

to adaptive performance turned out to be .647(p＜.001), indicating that the 

degree to which HRD practitioners engage in informal learning activities has 

a positive impact on their adaptive performance. Therefore, the research 

hypothesis 2-3 was supported.

Research Hypothesis 2-2.
Creative self-efficacy will have a direct positive effect on adaptive 

performance.

Research Hypothesis 2-3.
Informal learning will have a direct positive effect on adaptive 

performance.
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d. Meditating Effects of Creative Self-Efficacy and 

Informal Learning

To explore whether there exist significant mediating effects, the data was 

analyzed by bootstrapping estimation as shown in the table below(<Table Ⅵ

-10>). According to the results, it was revealed that informal learning has a 

significant mediating effect on the relationship between empowering 

leadership and adaptive performance(β=.219, p＜.001), as well as on the 

relationship between creative self-efficacy and adaptive performance(β=.382, 

p＜.001). Moreover, creative self-efficacy and informal learning had full dual 

mediating effects on the relationship between empowering leadership and 

adaptive performance(β=.108, p＜.001), whereas creative self-efficacy did not 

show a significant mediating effect on the relationship between empowering 

leadership and adaptive performance.

Path
Unstd.

Coefficient
Std.

Coefficient
S.E.

Bootstrapping
(95% CI)

Lower Upper

EL → CSE → AP - - -

EL → IL → AP .108 .219*** .026 .096 .244

CSE → IL → AP .298 .382*** .068 .274 .680

EL → CSE → IL → AP .055 .108** .021 .044 .198

Note1. *p<.05, **p<.01, ***p<.001

Note2. AP=Adaptive Performance, EL=Empowering Leadership, CSE=Creative Self-Efficacy,          
 IL=Informal Learning

Note3. Statistical significance is confirmed under the condition that ‘0’is not included within     
the empirical bootstrapped confidence interval 

<Table Ⅳ-10> Results of Mediating Effects Between Variables
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The path coefficients between empowering leadership, creative self-efficacy 

and adaptive performance were not analyzed in the final model due to the 

insignificant statistical revealed in the previous structural model. Hence, as it 

was found that the creative self-efficacy does not mediate empowering 

leadership and adaptive performance of HRD practitioners, the research 

hypothesis 3-1 was not supported.

According to the results, the standard path coefficient between 

empowering leadership, informal learning and adaptive performance turned 

out to be .219(p＜.001), meaning that the degree to which HRD 

practitioners engage in informal learning activities has a full mediating effect 

on the relationship between empowering leadership and adaptive 

performance. Therefore, the research hypothesis 3-2 was supported.

Research Hypothesis 3-1.
Creative self-efficacy will mediate the relationship between 

empowering leadership and adaptive performance.

Research Hypothesis 3-2.
Informal learning will mediate the relationship between 

empowering leadership and adaptive performance.
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According to the results, the standard path coefficient between 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance turned out to be .108(p＜.001), meaning that the degree to 

which HRD practitioners perceive their creative-efficacy as well as to which  

engage in informal learning activities demonstrate full mediating effect on 

the relationship between empowering leadership and adaptive performance. 

Therefore, the research hypothesis 3-3 was supported.

Research Hypothesis 3-3

Creative self-efficacy and informal learning will mediate the 

relationship between empowering leadership and adaptive 

performance in a consecutive manner.
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5. Discussion

a. Research Model

The purpose of this study was to investigate the structural relationships 

between empowering leadership, creative self-efficacy, informal learning and 

adaptive performance perceived by HRD practitioners in Korean large 

companies. In accordance with the research purpose, the research model was 

formulated to predict the direct positive effects of empowering leadership, 

creative self-efficacy and informal learning on adaptive performance, as well 

as, the single and double mediating effect of creative self-efficacy and 

informal learning in the relationship between empowering leadership and 

adaptive performance.

As a result of the structural model analysis, the total fitness of the 

hypothesized was determined to be acceptable for estimating the structural 

relationship between empowering leadership, creative self-efficacy, informal 

learning and adaptive performance. Moreover, informal learning had a direct 

positive effect on adaptive performance, whereas empowering leadership and 

creative self-efficacy had no impact on adaptive performance. In terms of 

mediation effect, there has been observed a full mediating effect of informal 

learning on the relationship between empowering leadership and adaptive 

performance, while at the same time, creative self-efficacy and informal 

learning exhibited a double mediation effect in the same pathway. However, 

creative self-efficacy did not act as a mediator on the relationship between 

empowering leadership and adaptive performance.

The results of this study imply that in order to increase adaptive 

performance of HRD practitioners in Korean large companies, the degree to 

which HRD practitioners perceive empowering leadership, creative 
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self-efficacy and informal learning should be fostered. Notably, by analyzing 

the effectiveness of empowering leadership on HRD practitioners at the 

individual level, the results have verified a significant mediating effect of 

creative self-efficacy and informal learning on the relationship between 

empowering leadership and adaptive performance. This highlights that 

adaptive performance perceived by HRD practitioners is likely to be elevated 

through creative self-efficacy and informal learning triggered by the 

empowering leader. Consequently, the degree to which HRD practitioners 

perceive empowering leadership can only increase the level of their adaptive 

performance in a way that creative self-efficacy and informal learning 

nurtures a bonding between empowering leadership and adaptive 

performance.
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b. Effect of Empowering Leadership on Adaptive Performance

Based on the research hypothesis 2-1 posited, the effect of empowering 

leadership on adaptive performance was explored given the structural 

equation modeling. The results indicated that there is no significant 

association between the two variables. This is contrary to the prior studies 

in which researchers determined that supervisor’s empowering acts directly 

affect employees’ work behavior as well as their performance(Chiaburu et 

al., 2013; Choi, 2014; Griffin et al., 2010; O’Connell et al., 2008; Kirkman 

& Rosen, 1999; Thomas & Velthouse, 1990).

Nevertheless, the result should be interpreted under the context in which 

the impact of empowering leadership on adaptive performance is controlled 

within the given effect of creative self-efficacy and informal learning.  

Besides, adaptive performance in this study was not measured through the 

economical indicators in organizations but estimated based on the subjective 

perception from individuals. Therefore, it should be taken into account that 

studies utilizing tools to evaluate performance as a quantitative and tangible 

outcome would yield distinct results that manifest a significance link 

between empowering leadership and adaptive performance.

In addition, the impact of empowering leadership on adaptive performance 

may also assume a contrasting influence provided that different tools are 

utilized for measuring employees’ empowerment in the workplace. While 

most of the earlier studies had measured empowerment focusing on the 

individual’s state of mind, the concept of empowering leadership in this 

study is centered on the mutual interactions between supervisors and 

subordinates. Several studies have indicated that a team leader’s empowering 

behaviors directly affect team members’ psychological empowerment, intrinsic 

motivation, knowledge sharing and several other variables related to 
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individual cognitive reaction and interactions with others(Griffin & Hesketh, 

2003; Lawler et al., 1995; Spreitzer, 1955; Srivastava & Bartol, 2006). In 

other words, there is a possibility that empowering leadership serves as a 

mediator between multi-layered factor and adaptive performance, being more 

effective when exerted through indirect path. Likewise, this study has looked 

through the effectiveness of empowering leadership and confirmed a positive 

association with adaptive performance by dint of mediating effect of creative 

self-efficacy and informal learning. This adds value to the critical discussion 

of leadership in a way that it embodies a specific mechanism of how 

empowering leadership can contribute to performance.

On top of that, it should be noted that the job characteristics of HRD 

practitioners pertinent to knowledge-seeking and competence improvement 

may underlie the results. In terms of contingency approach, some aspects of 

empowering leadership such showing concern and informing can be 

considered undesirable behaviors that interfere with individuals’ intellectual 

autonomy, longing for less instructions and guidance from their 

supervisors(Amabile & Gryskiewicz, 1989; Anderson & King, 1993). In fact, 

Ahearne, Mathieu and Rapp(2005) had reported that high-experienced 

employees with sufficient knowledge of industry and product had no clear 

benefit from empowering leadership, while low-knowledge and unexperienced 

employees retrieved distinct advantage. Thus, along with this research that 

addresses the work behaviors of HRD practitioners, it could be said that the 

impact of empowering leadership varies depending on the certain job 

characteristics.

All told, the results implicate that a high level of empowering leadership 

perceived by HRD practitioners does not always guarantee that of adaptive 

performance, but rather, works more suitable to facilitate their job 

performance when exercised through other mediating variables.
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c. Effect of Creative Self-Efficacy on Adaptive Performance

Based on the research hypothesis 2-2 posited, the effect of creative 

self-efficacy on adaptive performance was explored given the structural 

equation modeling. According to the result, there is no significant association 

between the two variables. This contradicts the popular belief that previous 

studies have been holding. Prior studies have delineated a positive impact of 

self belief on work behaviors in that motivated workers are highly 

committed to organizational objectives, and thus, are likely to put more 

efforts to meet high job performance(Axtell et al., 2000; Carmeli & 

Schaubroeck, 2007; Jude et al., 2005; Locke et al., 1996; Morrison & 

Phelps, 1999).

On the other hand, Grether, Sowislo, and Wiese(2018) have analyzed the 

differences between general self-efficacy and domain-specific self-efficacy, 

and the results demonstrated that domain-specific self-efficacy partially 

predicts the self confirmation whereas general self-efficacy fully predicts 

most of the domain-specific self-efficacy and its positive affect. It indicates 

that the impact of self-efficacy focusing on a certain setting does not always 

follow the analogous pattern expected for general self-efficacy. In this 

context, it is presumable that creative self-efficacy does not hold features 

that general self-efficacy might have had as a mediator in the relationship 

between empowering leadership and adaptive performance perceived by HRD 

practitioners. Nonetheless, since the results of this study suggest that 

adaptive performance is reinforced via dual mediating effects of creative 

self-efficacy and informal learning, there is a possibility that higher creative 

self-efficacy leads to higher performance when conjoined with learning 

activities. Thus, further practice should be put together to exert the latent 

force of creative self-efficacy on job performance at work.
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d. Effect of Informal Learning on Adaptive Performance

Based on the research hypothesis 2-3 posited, the effect of informal 

learning on adaptive performance was explored given the structural equation 

modeling. In support of the hypothesis 2-3, the results indicated that there is 

a significant link between informal learning and adaptive performance(β

=.647, p＜.001).

It exhibits the expected positive impact of employees’ learning activities 

on their job performance illustrated in the prior studies As aforementioned, 

self-directed informal learning activities serve as effective means to deal 

with unforeseen problems and boost individual performance in the 

workplace(Bae & Park, 2018; Choi & Cho, 2010; Elliot & Dweck, 1988). 

Furthermore, learning-oriented individuals who continuously proceed learning 

activities tend to show high level of informal learning which in turn 

generates elevated performance(Bell & Kozlowski, 2002; Calantone et al., 

2002; VandeWalle et al., 1999).

The remarkable point to note is that factors regarding learning and 

developing which influence work outcome can have distinctive relevance 

with HRD practitioners. The key accountabilities assigned to HRD 

practitioners embrace promoting human capital through instructional as well as 

non-instructional interventions aligning with performance orientation in 

strategic management(Gubbins & Garavan, 2005). Thus, it can be interpreted 

that professional identity and job expertise of HRD practitioners derive from 

learning by establishing their understanding of workforce development. 

Therefore, the ways to facilitate informal learning of HRD practitioners 

should be established by creating favorable organizational environments since 

informal learning activities are associated with interactions among coworkers, 

external scanning effort for learning sources, and critical self reflection.
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e. Mediating Effect of Creative Self-Efficacy on the 

Relationship Between Empowering Leadership and Adaptive 

Performance

Based on the research hypothesis 3-1 posited, the mediating effect of 

creative self-efficacy on the relationship between empowering leadership and 

adaptive performance was explored given the structural equation modeling. 

In contrast with the hypothesis 3-1, the results indicated that there is no 

significant effect of creative self-efficacy in the path. The results did not 

uphold the previous studies that examined a positive impact of self-efficacy 

on the linkage between leader’s empowering behavior and employees’ job 

performance(Ahearne et al., 2005; Jex et al., 2001; Miceli & Near, 1992; 

Spreitzer, 1995; Teng et al., 2019; Thomas & Velthouse, 1990; Torrance, 

1995).

This study especially concentrated on creative self-efficacy to play a 

crucial role in enhancing adaptive performance, considering that self-belief in 

engaging creative work behavior and generating creative outcomes would 

expedite the process of solving problems creatively and dealing with 

unexpected work situations. However, contrary to the prominent belief, 

creative self-efficacy did not present explicit effect on nurturing connection 

between empowering leadership and adaptive performance perceived by HRD 

practitioners.

As a matter of fact, the degree to which HRD practitioners perceive their 

creative self-efficacy was displayed relatively low(M=3.6202). Since the 

results of direct effects of the final model discovered the positive direct 

effect of empowering leadership on creative self-efficacy(β=.253, p＜.001), it 

can be inferred that no matter how much a leader empowers members, the 

creative self-efficacy prompted by empowering leadership can be low and 
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insufficient to fulfill mediating effect among empowering leadership and 

adaptive performance. Hence, in order to elevate adaptive performance 

perceived by HRD practitioners, empowering leadership should break away 

from superficial managerial approach and be implemented to spur them to 

take proactive actions in the workplace. By the same token, as creative 

self-efficacy is a comprehensive concept involving creative task process and 

the creative outputs followed by the practice, tangible data should be applied 

to measure what is called creative works.

 Despite limited effect of creative self-efficacy as a mediating gadget 

linking empowering leadership to adaptive performance, it still accounts for 

individual adaptive performance due to the finding that it works as a 

supported antecedent for informal learning which ultimately brings about 

adaptive performance. Additionally, given the discussion that creative 

self-efficacy reinforces employee creativity(Kong, Chiu, & Leung 2019), 

creative self-efficacy would be a key for employees in their pursuit of 

creative work behaviors. That is, if managerial practices take further 

approach to ensure supportive environmental conditions wherein HRD 

practitioners possess higher level of creative self-efficacy, they are more 

likely to take risks and engage in learning activities that would develop 

their competencies.
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f. Mediating Effect of Informal Learning on the 

Relationship Between Empowering Leadership and Adaptive 

Performance

Based on the research hypothesis 3-2 posited, the mediating effect of 

informal learning on the relationship between empowering leadership and 

adaptive performance was explored given the structural equation modeling. 

In support of the hypothesis 3-2, the results indicated that there is a full 

mediating effect of informal learning among the path(β=.219, p＜.001). 

These findings suggest that empowering leadership perceived by HRD 

practitioners serves as psychological medium to influence adaptive 

performance through stimulating informal learning of HRD practitioners.

Prior studies have demonstrated the impacts of learning-related variables 

on performance, and also manifested that highly empowered employees carry 

out learning-driven activities more often to achieve outstanding outcomes at 

work(Srivastava, Bartol & Locke, 2006; Yu & Hong, 2015; van Dijke et al., 

2012). In other words, subordinates who are empowered by their leaders 

find the adversity as one of learning opportunities, and look for more 

resources to solve tasks, and develop more positive attitudes toward 

changing situations that lead to higher performance(Chen & Mathieu, 2008; 

VandeWalle, 2001).

Thus, in order to advocate the general viewpoint that empowering 

leadership raises the level of performance, the process should be entailed, 

whereby informal learning activities of HRD practitioners are facilitated. In 

particular, the fact that informal learning act as a mediator on the 

relationship between empowering leadership and adaptive performance is a 

compelling result to accentuate informal learning. While empowering 

leadership does not feature direct effect on adaptive performance, the full 
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mediating effect of informal learning provides with the alternative way for 

empowering leadership to put indirect impact on adaptive performance 

perceived by HRD practitioners.

Meanwhile, the research instrument of empowering leadership used in this 

study gives a room to think for developing more practical index or even 

seeking out new leadership style for learning culture to prosper, considering 

that observed variables of empowering leadership including ‘leading by 

example’ and ‘participatory decision-making’ have shown non-correlated 

relations with ‘external scanning’ of informal learning. In addition, the 

results of descriptive statistics of the observed variables have revealed that 

the mean score of ‘leading by example(M=3.5603)’, and ‘showing 

concern(M=3.5863)’ of empowering leadership were relatively low.

 Albeit Bandura(1971) stated that learning process can be activated by 

observing other’s behavior and emulating the desirable acts, it is crucial to 

approach the matters in a more modern way to better motivate employee, 

beyond leader role modeling. For one thing, managers should undertake 

responsibilities for improving coaching or mentoring process, as the previous 

studies confirmed the significant effect of leader’s coaching and mentoring 

to increase individual adaptive performance at work(Han & Cha, 2011; Kim 

& Cho, 2018). Another, institutional infrastructure should be shaped 

elaborately to promote informal learning activities among employees in 

relation to managerial support.
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g. Dual Mediating Effect of Creative Self-Efficacy and 

Informal Learning on the Relationship Between Empowering 

Leadership and Adaptive Performance

Based on the research hypothesis 3-3 posited, the dual mediating effect of 

creative self-efficacy and informal learning on the relationship between 

empowering leadership and adaptive performance was explored given the 

structural equation modeling. In support of the hypothesis 3-3, the results 

indicated that, there is a significant double mediating effect of creative 

self-efficacy and informal learning on the relationship between empowering 

leadership and adaptive performance(β=.108, p＜.001).

It aligns with the prior study stating that leader’s empowering behavior 

stimulates employees’ creative self-efficacy and informal learning to elevate 

individual adaptive performance. According to self-determination theory, 

when intrinsic desire of the individuals, especially in regards to autonomy 

and competence, are effectively motivated, employees become more 

committed to their work as well as organizational value and produce 

outstanding performance(Ryan & Deci, 2000). Furthermore, the social 

cognitive theory of Bandura(1986) suggests that the behavior of an 

individual is motivated by observing others as a model for performing 

specific tasks or behaviors(Bandura, 1986).

Accordingly, through encouraging subordinates’ motivation to meet the 

high standard of assigned work, endowing them participative decision-making 

opportunities, providing them with coaching, informing and showing concern 

over their work status(Park & Lee, 2015; Zhang & Bartol, 2010), 

empowering leadership indirectly affects adaptive performance via amplifying 

creative self-efficacy and informal learning perceived by HRD practitioners. 

That is, HRD practitioners who practice learning activities at their work are 
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more likely to be intrinsically motivated to engage in demanding work 

situations as well as to become involved in challenging tasks and, 

consequently accomplish greater work outcome.

All in all, the findings stress that empowering leadership in the HRD 

team must be exercised on the basis of creative self-efficacy and informal 

learning in order to align with the previous literature suggesting positive 

effect of empowering leadership on adaptive performance. These results 

indicate that, as discussed earlier, the leader's empowering leadership induces 

high level of creative self-efficacy and informal learning, motivating the 

HRD practitioners to seek for more opportunities to achieve proficient skills 

that enable them to perform more adaptively in the work setting. Therefore, 

it is imperative for a leader of HRD team to provide team members with 

coaching and mentoring experience as well as informal discussion sessions 

to stimulate their learning process and to seek for continuous learning 

activities in the workplace.
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Ⅴ. Summary, Conclusion & Implications

1. Summary

This study was conducted to investigate the structural relationship between 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance perceived by HRD practitioners in Korean large companies.  

The specific objectives are as follows. First, formulate a structural equation 

model that assumes the relationships between empowering leadership, 

creative self-efficacy and informal learning and adaptive performance, and  

determine whether the expected associations of the hypothesized model are 

observed. Second, examine the direct effects of empowering leadership, 

creative self-efficacy, and informal learning on adaptive performance. Third, 

explore the mediating effect of creative self-efficacy and informal learning 

on the relationship between empowering leadership and adaptive 

performance.

The data collected by this study was analyzed through SPSS 24.0 and 

MPlus 7.0 for Windows. Descriptive statistics, structural equation model 

analysis and bootstrapping estimation were utilized to verify research 

hypotheses posited. A total of 92 responses were collected and 86 responses 

were utilized for the pilot test during September 23rd to September 27th. 

After checking internal consistency and validity by confirmatory factor 

analysis, the questionnaire was slightly changed from 54 questions to 51 

questions. Main survey was performed from September 30th  to October 10th  

during which a total of 295 responses were collected. Among them, 13 

careless responses were removed. Thus, a total of 282 responses were 

utilized for the final analysis. The study has analyzed general statistics, 
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direct effects of empowering leadership, creative self-efficacy and informal 

learning on adaptive performance, and mediation effects of creative 

self-efficacy and informal learning on the relationship between empowering 

leadership and adaptive performance.

The analysis result could be summed up as follows. First, the total fitness 

of the hypothesized model was determined to be acceptable for estimating 

the structural relationship between empowering leadership, creative 

self-efficacy, informal learning and adaptive performance.

Second, it was revealed that empowering leadership has a positive effect 

on creative self-efficacy(β=.253, p＜.001), and informal learning(β=.352, p

＜.01). Moreover, creative self-efficacy had a positive effect on informal 

learning(β=.530, p＜.001), and informal learning had a positive effect on 

adaptive performance(β=.647, p＜.001), while empowering leadership and 

creative self-efficacy had no significant effect on adaptive performance.

Third, the mediating effects were analyzed by bootstrapping estimation. 

According to the results, it was revealed that informal learning has a 

significant mediating effect on the relationship between empowering 

leadership and adaptive performance(β=.219, p＜.001), as well as on the 

relationship between creative self-efficacy and adaptive performance(β=.382, 

p＜.001). Moreover, creative self-efficacy and informal learning had full dual 

mediating effects on the relationship between empowering leadership and 

adaptive performance(β=.108, p＜.001), whereas creative self-efficacy did not 

present a significant mediating effect on the relationship between 

empowering leadership and adaptive performance.
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2. Conclusion

This study was designed to navigate through the structural relationships 

between empowering leadership, creative self-efficacy, informal learning and 

adaptive performance perceived by HRD practitioners in Korean large 

companies. Based on the findings from the analysis of data, the following 

conclusions were obtained.

First, as a result of the structural model analysis, the total fitness of the 

hypothesized was determined to be acceptable for estimating the structural 

relationship between empowering leadership, creative self-efficacy, informal 

learning and adaptive performance. This means that empowering leadership, 

creative self-efficacy, and informal learning perceived by HRD practitioners 

act as plausible variables to predict adaptive performance. Additionally, 

considering that the structural equation model can be utilized to construct a 

valid theory, the results of this study present a possibility to build a 

concrete job performance model of HRD practitioners in Korea large 

companies.

Second, there appeared no significant association between empowering 

leadership and adaptive performance, indicating that empowering leadership 

does not have a direct positive effect on adaptive performance. The results 

implicate that a high level of empowering leadership perceived by HRD 

practitioners does not always guarantee that of adaptive performance, but 

rather, works more suitable to facilitate their job performance when 

exercised through other mediating variables.

Third, there appeared no significant association between creative 

self-efficacy and adaptive performance, indicating that creative self-efficacy 

does not have a direct positive effect on adaptive performance. The results 
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demonstrate that the impact of self-efficacy focusing on a certain setting 

does not always follow the analogous pattern expected for general 

self-efficacy. In this context, it is presumable that creative self-efficacy does 

not hold features that general self-efficacy might have had as a mediator in 

the relationship between empowering leadership and adaptive performance 

perceived by HRD practitioners.

Fourth, there was a significant association between informal learning and 

adaptive performance, indicating that informal learning has a direct positive 

effect on adaptive performance. The results exhibit that informal learning 

activities serve as effective means to deal with unforeseen problems and 

boost individual performance in the workplace. Especially, professional 

identity and job expertise of HRD practitioners may derive from learning by 

establishing their understanding of workforce development. Thus, the ways to 

facilitate informal learning of HRD practitioners should be established by 

creating favorable organizational environments.

Fifth, there appeared no significant mediating effect of creative 

self-efficacy in the relationship between empowering leadership and adaptive 

performance. The results present that creative self-efficacy does not nurture 

bonding between empowering leadership and adaptive performance. That is, 

in order to elevate adaptive performance perceived by HRD practitioners, 

empowering leadership should break away from superficial managerial 

approach and be implemented to spur them to take more proactive actions 

in the workplace.

Sixth, there was a significant effect of informal learning in the 

relationship between empowering leadership and adaptive performance. This 

is a compelling result to accentuate informal learning. While empowering 



- 101 -

leadership does not feature direct effect on adaptive performance, the full 

mediating effect of informal learning provides with the alternative way for 

empowering leadership to put indirect impact on adaptive performance 

perceived by HRD practitioners.

Seventh, there was a significant dual mediating effect of creative 

self-efficacy and informal learning on the relationship between empowering 

leadership and adaptive performance. The result accounts for the fact that 

the team leader's empowering leadership induces high level of creative 

self-efficacy, motivating the individuals to seek for more opportunities to 

achieve proficient skills that enable them to perform more adaptively in the 

work setting. Therefore, it is imperative for a leader to offer employees with 

coaching experience as well as informal discussions to stimulate their 

learning process and to seek for continuous learning activities in the 

workplace.
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3. Implication

This study seeks for verifying the structural relationship between 

empowering leadership, creative self-efficacy, informal learning and adaptive 

performance perceived by HRD practitioners in Korean large companies. 

Based on the conclusion, the implications were suggested in two directions, 

one for the future academic research, and the other for the practice of 

managerial support as well as organizational development of HRD 

department/teams in Korean large companies.

a. Implications for Research

First, there should be more research exploring the performance-driven 

mechanism in consideration of the specific job/tasks area of HRD 

practitioners in various industries, and analyzing the distinctive results of 

each group. Because this study carries insufficient data for generalizing the 

result to the general body of HRD practitioners associated with varied tasks 

and industries, there is a need to scrutinize in a micro-perspective in order 

to examine the discrete associations between the variables in different work 

settings.

Second, in terms of the measurements of adaptive performance, future 

studies should consider utilizing either the objective indicators which 

explicitly attest organizational productivity and profitability, or the rating 

scale by a third party including team managers, or the extended version on 

a team/organizational level. Since adaptive performance in this study was 

estimated based on the subjective perception from individuals, the result may 

cast doubt on its reliability. Thus, more refined tools should be taken into 
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account to bring about results that can be applied to the dynamics of 

performance-driven mechanism.

Third, more empirical studies exploring the organizational factors that 

influence adaptive performance should be followed. As there exists limited 

academic research on adaptive performance, further study may attempt to  

take diverse approaches to investigate organizational element that influence 

adaptive performance. Especially, given that the research instrument of 

empowering leadership used in this study gives a room to think for 

developing practical index or even seeking out new leadership style for 

learning culture to prosper, more attention should be put on identifying more 

convincing leadership to trigger adaptive performance within the correlations 

of other salient variables.

Fourth, more scholarly effort should be exerted to seek the relationship 

between informal learning and adaptive performance in a deeper context. 

The research instrument of informal learning utilized in this study mainly 

focuses on the variety of methods to engage in learning activities. Since 

learning activity is a continual process whereby everyday experiences 

constantly accumulate to build a collective learning outcome, there is a need 

to conduct a longitudinal study on informal learning and its impact on 

adaptive performance. To further advance this line of research, those 

carrying on future research should delve into the linkage between informal 

learning and adaptive performance in relation to formal learning, as there is 

a significant association between the variables as a comprehensive learning 

process(Choi, 2009).
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b. Implications for Practice

First, it is crucial for HRD team managers to make every attempt to 

exercise empowering leader behaviors to take best advantage of the 

empowerment process. The results in this study demonstrated that 

empowering leadership posits the indirect effect on adaptive performance 

through creative self-efficacy and informal learning, rather than the single 

direct impact. In this context, HRD team leaders should empower members 

in a way that they enhance creative self-efficacy and informal learning of 

each member. Practical managerial support should be put in place aligning 

with the previous studies that indicate self-belief to produce creative work 

outputs triggers the willingness to participate in learning activities, and 

actively step forward to precarious work situations(Oreg, Vakola, & 

Armenakis, 2011). For instance, HRD team managers should optimize the 

use of resources to increase decision-making autonomy and job discretion by 

ensuring team members to select how to proceed with their own work.

Second, organizations should look for ways to fill the gap between 

creative self-efficacy and informal learning of HRD practitioners by 

providing effective impetus to connect the linkage. Accordingly, there turns 

out be no significant mediating effect of creative self-efficacy on the 

relationship between empowering leadership and creative self-efficacy, while 

the dual mediating effect of creative self-efficacy and informal learning 

among the same path has been proven fully. Thus, to facilitate HRD 

practitioners become more adaptable, organizations need to encourage HRD 

team managers to provide more managerial support for members such as 

encouraging participation in decision making, providing practical coaching 

and positive feedback.
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Third, organizations should work on cultivating a favorable climate for 

informal learning activities. That is, along with managerial practices, there is 

a need to build a learning-oriented culture and establish career development 

systems so that HRD practitioners are encouraged to adapt to changing work 

situations, and to perform their tasks in a creative way, becoming efficacious 

in their creative capabilities. By providing internal or external resources to 

facilitate knowledge sharing, HRD practitioners will be quipped with 

increased level of competency to deal with urgent issues. Besides, there 

raises a call to come up with managerial practices that share a clear vision 

of the organization and present concrete descriptions on tasks that can 

stimulate HRD practitioners to be more engaged in their work. All in all, 

organizations need to consider a wide range of possibilities to devise 

applicable means by which HRD practitioners harness their positive 

self-recognition to lead active learning behaviors and ultimately generate 

higher level of job performance in the workplace.
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국문초록

한국 대기업 HRD 담당자가 인식한

임파워링 리더십, 창의적 자기효능감,

무형식학습 및 적응수행의 구조적 관계

교육학 석사 학위논문

서울대학교 대학원, 2020년

강 혜 림

 이 연구의 목적은 한국 대기업 HRD 담당자가 인식한 임파워링 

리더십, 창의적 자기효능감, 무형식학습 및 적응수행의 구조적 관계를 

검증하는데 있다. 연구의 목적을 달성하기 위해 첫째, 한국 대기업 

HRD 담당자가 인식한 임파워링 리더십, 창의적 자기효능감, 무형식

학습 및 적응수행 간의 구조적 모형을 검증하였다. 둘째, 한국 대기업 

HRD 담당자가 인식한 임파워링 리더십, 창의적 자기효능감, 무형식

학습이 적응수행에 미치는 영향을 구명하였다. 셋째, 대기업 HRD 담

당자가 인식한 임파워링 리더십과 적응수행의 관계에서 창의적 자기

효능감과 무형식학습이 갖는 매개효과를 구명하였다.

  이 연구의 대상은 한국 대기업 HRD 담당자이다. HRD 담당자는 

한국 대기업의 본사와 계열사 그리고 인재개발원 등의 교육연수원 소

속으로서 교육훈련, 경력개발, 조직개발, 성과관리를 포함하는 HRD 

영역의 유관부서에서 전략적 기능을 수행하는 자로 정의하였다. 대기

업의 범위는 한국 공정거래위원회(2019)가 공시한 상호출자제한집단

으로 설정하였고, 다양한 산업군의 표본을 수집하기 위하여 산업 분
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류에는 제한을 두지 않았다. 조사도구로는 임파워링 리더십, 창의적 

자기효능감, 무형식학습, 적응수행의 척도와 인구통계학적 특성으로 

구성된 설문지를 활용하였다.

  자료 수집은 예비조사의 경우, 2019년 9월 23일부터 9월 27일

까지 한국 대기업 HRD 담당자 92명을 대상으로 실시되었다. 본조사

의 경우, 2019년 9월 30일부터 10월 10일까지 이루어졌으며, 전체 

295명의 응답 자료를 회수하였다. 이중 부적절한 응답을 제외하여 

최종분석에는 총 282명의 응답 자료를 사용하였다. 자료 분석은 

SPSS 24.0을 이용하여 빈도, 백분율, 평균, 표준편차 등의 기술통계

와 상관관계 분석을 실시하였으며, Mplus 7.0을 이용하여 구조방정

식 모형 분석을 실시하였다. 추리통계결과에 대한 통계적 유의성은 

.05를 기준으로 판단하였다.

  이 연구의 결과는 첫째, 한국 대기업 HRD 담당자가 인식한 임파

워링 리더십, 창의적 자기효능감, 무형식학습 및 적응수행 간 구조모

형에 대한 적합도는 모두 양호한 것으로 나타나 변인 간 구조적 관계

를 타당하게 예측하였다. 둘째, 한국 대기업 HRD 담당자가 인식한 

임파워링 리더십과 창의적 자기효능감은 적응수행에 직접적으로 정적

인 영향을 미치지 않았지만, 무형식학습(β=.647, p＜.001)은 적응

수행에 직접적으로 정적인 영향을 미치는 것으로 나타났다. 셋째, 대

기업 HRD 담당자가 인식한 임파워링 리더십과 적응수행의 관계에서 

창의적 자기효능감은 유의미한 간접효과를 가지지 않았으나, 무형식

학습(β=.219, p＜.001)은 유의미한 간접효과를 보였으며, 임파워링 

리더십과 적응수행의 관계를 완전 매개하는 것으로 드러났다. 또한 

한국 대기업 HRD 담당자가 인식한 임파워링 리더십과 적응수행간의 

관계에서 창의적 자기효능감과 무형식학습(β=.108, p＜.001)이 유

의미한 간접효과를 가지는 것으로 나타나, 창의적 자기효능감과 무형

식학습이 임파워링 리더십과 적응수행의 관계를 완전 이중매개하는 

것을 확인하였다.
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  이 연구의 결론으로는 첫째, 대기업 HRD 담당자가 인식한 임파

워링 리더십, 창의적 자기효능감, 무형식학습은 적응수행을 예측하는

데 적합하다. 둘째, 대기업 HRD 담당자의 무형식학습은 적응수행에 

직접적인 정적 영향을 미치지만, 대기업 HRD 담당자가 인식한 임파

워링 리더십과 창의적 자기효능감은 적응수행에 직접적인 정적 영향

을 미치지 않는다. 셋째, 대기업 HRD 담당자가 인식한 임파워링 리

더십은 무형식학습을 완전 매개하여 적응수행에 간접적인 정적 영향

을 미치며, 해당 경로에서 창의적 자기효능감과 무형식학습은 완전 

이중매개효과를 갖는 것으로 나타났다.

이 연구의 결과와 결론을 통해 후속 연구를 위한 제언을 제시하면 

다음과 같다. 첫째, HRD 담당자의 구체적인 직무 및 HRD 담당자가 

소속된 기업체의 산업별 차이를 고려한 연구가 수행되어야 한다. 둘

째, 적응수행의 측정에 있어 생산성 및 수익성에 대한 객관적인 성과

지표 또는 타인 평정 자료를 활용하거나, 팀 수준으로 확장하여 변인 

간 관계를 검증해 볼 필요가 있다. 셋째, 적응수행에 영향을 미치는 

조직 관련 변인을 추가적으로 탐색해야 한다. 넷째, 한국 경영 환경에

서 무형식학습과 적응수행의 관계를 면밀하게 검토하는 연구가 이루

어져야 한다.

이 연구의 결과와 결론을 통해 HRD 담당자가 인식하는 적응수행 

수준의 향상을 위한 실천적 제언을 제시하면 다음과 같다. 첫째, 

HRD 관련 부서 및 팀의 리더가 발휘하는 임파워링 리더십을 극대화 

할 수 있는 상황적 요인을 구명해야 한다. 둘째, HRD 담당자의 창의

적 자기효능감 발현과정에서 긍정적 자기 인식이 실제적인 학습행동

으로 이어질 수 있도록 촉진하는 환경적 요인을 탐색해야 한다. 셋째, 

HRD 담당자들이 업무 환경에서 무형식학습을 적극적으로 실천할 수 

있도록 지원하는 학습문화 조성, 경력개발제도 구축 등의 구조적 방

안을 모색해야 한다.
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『대기업 HRD 담당자의 적응수행 영향요인』에 관한 연구(예비조사)

안녕하십니까?

저는 서울대학교 대학원에서 HRD(인적자원개발)을 전공하고 있는 강혜림이라고 합니다. 

먼저 바쁘신 와중에도 소중한 시간을 내어 주셔서 깊은 감사의 말씀을 드립니다.

본 설문지는 「대기업 HRD 담당자의 적응수행」에 관한 석사학위 논문의 연구 자료를 

수집하고자 제작되었습니다. 귀하께서 응답해주신 내용은 통계법 제 13조 2항에 

의거하여 익명으로 처리되며, 본 연구목적을 위한 통계 분석 이외에는 절대 사용되지 

않을 것입니다.

귀하의 솔직하고 성의 있는 대답은 좋은 연구결과를 얻기 위한 소중한 자료가 될 

것입니다. 응답하지 않은 문항이 하나라도 있으면, 그 설문지는 분석에 사용할 수 

없으니 한 문항도 빠짐없이 응답해 주시기를 부탁드립니다.

질문지는 총 6면이며, 응답하는 데 소요되는 시간은 약 5~7분입니다. 설문지에서 

제시되는 각각의 질문들은 맞고 틀리는 답이 없으니 귀하의 생각이나 느낌을 솔직하게 

응답해주시기 바랍니다. 응답과 관련하여 문의사항이 있으시면, 아래 연락처로 연락해 

주시기 바랍니다.

끝으로 늘 건강과 행복이 가득하시길 기원하며, 귀중한 시간을 내주신 귀하의 협조에 

다시 한 번 진심으로 감사드립니다.

2019년 9월

서울대학교 대학원

석사과정 강 혜 림

지도교수 김 진 모 드림



 Ⅰ. 적응수행(Adaptive Performance)

다음은 새로운 변화와 도전적인 상황에 적절하게 대응하는 업무 행동을 묻는 문항입니다.

아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�업무�수행�시� ……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
풀리지 않는 문제에 대하여 새롭고 참신한 접근을 
시도한다. ① ② ③ ④ ⑤

2
겪어보지 못한 낯선 일에 대하여 창의적인 해결책을 
제시한다. ① ② ③ ④ ⑤

3
부족한 도구나 자원을 극복하기 위한 획기적인 
방법을 찾아낸다. ① ② ③ ④ ⑤

4
예상치 않은 일로 상황파악이 되지 않아도 효과적인 
조치를 취한다. ① ② ③ ④ ⑤

5
변화하는 상황에 맞추어 목표나 계획을 유연하게 
조정한다. ① ② ③ ④ ⑤

6
애매하거나 불확실한 상황에 적용할 수 있는 나름의 
대응방안을 생각해낸다. ① ② ③ ④ ⑤

7
긴급한 상황이 발생해도 일에 집중하면서 침착한 

상태를 유지하는 편이다. ① ② ③ ④ ⑤

8
위기상황을 극복하기 위한 대처방법을 신속하게 

찾아낸다. ① ② ③ ④ ⑤

9
급박한 상황을 회피하지 않고 적절히 해결하고자 

노력한다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅱ. 임파워링 리더십(Empowering Leadership)

다음은 조직의 리더가 구성원들에게 적절한 권한, 책임, 자율성을 부여하며 내적 동기를 촉진시키는 행동을 

묻는 문항입니다. 아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 

바랍니다.

여기에서‘직속 상사’는 귀하의 인사권을 가지고 있는 직속 상사를 의미합니다.

나의�직속�상사는�……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
구성원들에게 좋은 본보기가 되는 업무 수행을 

보여준다. ① ② ③ ④ ⑤

2
스스로 높은 업무성과를 달성함으로써 구성원들의 
귀감이 된다. ① ② ③ ④ ⑤

3 솔선수범으로 팀을 이끈다. ① ② ③ ④ ⑤

4 구성원들이 아이디어나 견해를 내도록 독려한다. ① ② ③ ④ ⑤

5
모든 구성원들에게 의견을 제시할 수 있는 기회를 

준다. ① ② ③ ④ ⑤

6
구성원들과 의견이 불일치할 경우에도 구성원들의 
생각을 고려한다. ① ② ③ ④ ⑤

7
구성원들에게 더욱 교육훈련이 필요한 분야가 
무엇인지 파악할 수 있도록 돕는다. ① ② ③ ④ ⑤

8 구성원들의 업무 수행을 위한 도움을 제공한다. ① ② ③ ④ ⑤

9 구성원들이 노력하도록 지원을 아끼지 않는다. ① ② ③ ④ ⑤

10
구성원들에게 회사가 추구하는 목표에 대해 설명해 
준다. ① ② ③ ④ ⑤

11 구성원들에게 회사 정책의 목적을 설명해준다. ① ② ③ ④ ⑤

12 구성원들의 역할과 기대치를 설명해준다. ① ② ③ ④ ⑤

13 구성원들의 복지(well-being)에 관심을 가진다. ① ② ③ ④ ⑤

14
구성원들의 관심사항에 대해 주의 깊게 이야기를 
나눈다. ① ② ③ ④ ⑤

15 구성원들의 성공에 관심을 기울인다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅲ. 창의적 자기효능감(Creative Self-Efficacy)

다음은 창의적 업무 수행에 대한 자신감을 묻는 문항입니다. 아래의 각 문항들을 읽으신 다음, 귀하의 생각을 

가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�업무�수행�시� ……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
내가 세운 목표의 대부분을 창의적인 방식으로 달성할 
수 있을 것이다. ① ② ③ ④ ⑤

2
어려운 업무에 직면했을 때 창의적으로 업무를 완수할 

수 있다고 확신한다. ① ② ③ ④ ⑤

3
스스로에게 중요한 결과를 얻기 위해 보통 창의적인 

방법을 활용한다. ① ② ③ ④ ⑤

4
나의 창의적 시도가 좋은 성과를 가져올 것이라 
믿는다. ① ② ③ ④ ⑤

5 여러 도전 상황을 창의적으로 극복할 수 있다. ① ② ③ ④ ⑤

6
다양한 과업을 창의적으로 수행할 수 있다고 
자신한다. ① ② ③ ④ ⑤

7
다른 사람들보다 업무를 더욱 창의적으로 수행할 수 
있다. ① ② ③ ④ ⑤

8
어려운 상황에서도 창의적으로 업무를 수행할 수 

있다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅳ. 무형식학습(Informal Learning)

다음은 업무 현장에서 자기주도적으로 이루어지는 비공식 학습 활동을 묻는 문항입니다.

아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
공식적인 업무 시간 이외에도 업무와 관련된 문제를 

해결하기 위해 상사, 동료들과 아이디어를 교환한다. ① ② ③ ④ ⑤

2

주어진 업무 상황에 대해서 상사, 동료들과 
비공식적인 이야기를 나누기도 한다.
(예: 가벼운 토론)

① ② ③ ④ ⑤

3
다른 사람들이 어려운 업무 상황을 어떻게 해결하는지 
관찰한다. ① ② ③ ④ ⑤

4
업무상 문제를 해결하기 위해 다른 사람들과 
협력한다. ① ② ③ ④ ⑤

5
어려운 업무를 해결하기 위해 인터넷을 활용하여 
정보를 얻는다. ① ② ③ ④ ⑤

6
업무 정보와 지식 습득을 위해 관련 서적이나 전문 

자료를 찾아서 읽는다. ① ② ③ ④ ⑤

7
유용한 정보를 얻기 위해 자발적으로 컨퍼런스,
세미나 등에 참여한다. ① ② ③ ④ ⑤

8
어려운 업무상황 해결에 필요한 정보를 얻기 위해 
외부 전문가들과 연락을 시도한다. ① ② ③ ④ ⑤

9
새로운 업무를 해야 할 때 과거의 업무처리 경험을 
되돌아본다. ① ② ③ ④ ⑤

10
업무를 처리하기 위해 과거의 시행착오나 실수를 다시 
생각해본다. ① ② ③ ④ ⑤

11
스스로 ‘왜?’라고 물어보는 자기대화를 통해 나만의 

업무처리 방식을 터득하려고 한다. ① ② ③ ④ ⑤

12

업무를 해결하기 위해 과거 교육에서 배운 내용을 

되돌아본다.
(예: 연수, 직무 워크숍 등)

① ② ③ ④ ⑤

다음 장에 계속



 Ⅴ. 일반적 사항

1. 귀하의 성별은?  ① 여성  ② 남성

2. 귀하의 연령은?     만 (     )세

3. 귀하의 최종학력은?    ① 전문대졸 이하   ② 4년제대졸(학사)   ③ 대학원졸(석사)   ④ 대학원졸(박사)

4. 귀하의 현재 직급은?  ① 사원(급)  ② 대리(급)  ③ 과장(급)  ④ 차장(급)  ⑤ 부장(급)  ⑥임원(급)

※ 귀사가 위 직급 체계를 사용하지 않으시는 경우, 대외적 상황에 적용되는 직급을 선택해주시면 됩니다.

5. 귀하의 현 직장 재직기간은?   (     )년  (    )개월

6. 귀하의 HRD 업무 경력은?    (     )년  (    )개월

7. 귀하께서 속한 HRD 조직은 다음 중 어디에 해당합니까?

① 본사 HRD 업무수행 부서   ② 계열사 HRD 업무수행 부서   ③ 그룹 연수원/인재개발원  

④ 계열사 연수원/인재개발원  ⑤ 기타(구체적으로:      )

8. 귀하께서 속한 HRD 부서/팀의 구조는 다음 중 어떠한 형태입니까?

※ 정확하게 일치하는 내용이 없을 경우, 가장 유사한 형태를 선택해주십시오.

어떠한 구분에도 속하지  않는 상이한 조직 형태의 경우, ⑥번 기타를 선택해주시고 구조에 대하여 설명해

주시면 감사드리겠습니다.)

① 독립적인 HRD 업무수행 전담 부서로 존재(HR 부서와 분리됨)

② HR(인사) 부서 내 하위조직인 HRD 업무수행 팀으로 존재

③ HR 부서 내에 HRD 업무수행 전담자로 존재

④ HR 부서 내에 인사업무와 병행하여 HRD 업무수행

⑤ HR 부서 이외의 조직에서 HRD 업무수행

⑥ 기타(구체적으로:     )

9. 귀하가 HRD 팀에서 주로 수행하는 직무는 무엇입니까?

① 전략기획   ② 운영관리   ③ 기타(구체적으로:     )



10. 귀사의 업종은?     (     )

  ※ 아래의 한국표준산업분류를 참고하여 해당 번호를 기입하여 주시기 바랍니다.

번호 분류

1 농업, 임업 및 어업

2 광업

3 제조업

4 전기, 가스, 증기 및 공기조절 공급업

5 수도, 하수 및 폐기물 처리, 원료 재생업

6 건설업

7 도매 및 소매업

8 운수 및 창고업

9 숙박 및 음식점업

10 정보통신업

11 금융 및 보험업

12 부동산업

13 전문, 과학 및 기술 서비스업

14 사업시설 관리, 사업 지원 및 임대 서비스업

15 공공 행정, 국방 및 사회보장 행정

16 교육 서비스업

17 보건업 및 사회복지 서비스업

18 예술, 스포츠 및 여가관련 서비스업

19 협회 및 단체, 수리 및 기타 개인 서비스업

    

※ 응답해주시는 모든 분들께 기프티콘을 증정해드립니다.

기프티콘을 전송받을 휴대폰 번호를 기입해주세요. (선택)

‘-’나 띄어쓰기 없이 숫자만 입력해주십시오.

최종설문을 종료하시기 전에 누락된 문항이 있는지 다시 한 번 확인 부탁드립니다.

- 설문에 성실히 응답해 주셔서 진심으로 감사드립니다! -



『대기업 HRD 담당자의 적응수행 영향요인』에 관한 연구(본조사)

안녕하십니까?

저는 서울대학교 대학원에서 HRD(인적자원개발)을 전공하고 있는 강혜림이라고 합니다. 

먼저 바쁘신 와중에도 소중한 시간을 내어 주셔서 깊은 감사의 말씀을 드립니다.

본 설문지는 「대기업 HRD 담당자의 적응수행」에 관한 석사학위 논문의 연구 자료를 

수집하고자 제작되었습니다. 귀하께서 응답해주신 내용은 통계법 제 13조 2항에 

의거하여 익명으로 처리되며, 본 연구목적을 위한 통계 분석 이외에는 절대 사용되지 

않을 것입니다.

귀하의 솔직하고 성의 있는 대답은 좋은 연구결과를 얻기 위한 소중한 자료가 될 

것입니다. 응답하지 않은 문항이 하나라도 있으면, 그 설문지는 분석에 사용할 수 

없으니 한 문항도 빠짐없이 응답해 주시기를 부탁드립니다.

질문지는 총 6면이며, 응답하는 데 소요되는 시간은 약 5~7분입니다. 설문지에서 

제시되는 각각의 질문들은 맞고 틀리는 답이 없으니 귀하의 생각이나 느낌을 솔직하게 

응답해주시기 바랍니다. 응답과 관련하여 문의사항이 있으시면, 아래 연락처로 연락해 

주시기 바랍니다.

끝으로 늘 건강과 행복이 가득하시길 기원하며, 귀중한 시간을 내주신 귀하의 협조에 

다시 한 번 진심으로 감사드립니다.

2019년 9월

서울대학교 대학원

석사과정 강 혜 림

지도교수 김 진 모 드림



 Ⅰ. 적응수행(Adaptive Performance)

다음은 새로운 변화와 도전적인 상황에 적절하게 대응하는 업무 행동을 묻는 문항입니다.

아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�업무�수행�시� ……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
풀리지 않는 문제에 대하여 새롭고 참신한 접근을 
시도한다. ① ② ③ ④ ⑤

2
겪어보지 못한 낯선 일에 대하여 창의적인 해결책을 
제시한다. ① ② ③ ④ ⑤

3
부족한 도구나 자원을 극복하기 위한 획기적인 
방법을 찾아낸다. ① ② ③ ④ ⑤

4
예상치 않은 일로 상황파악이 되지 않아도 효과적인 
조치를 취한다. ① ② ③ ④ ⑤

5
변화하는 상황에 맞추어 목표나 계획을 유연하게 
조정한다. ① ② ③ ④ ⑤

6
애매하거나 불확실한 상황에 적용할 수 있는 나름의 
대응방안을 생각해낸다. ① ② ③ ④ ⑤

7
긴급한 상황이 발생해도 일에 집중하면서 침착한 

상태를 유지하는 편이다. ① ② ③ ④ ⑤

8
위기상황을 극복하기 위한 대처방법을 신속하게 

찾아낸다. ① ② ③ ④ ⑤

9
급박한 상황을 회피하지 않고 적절히 해결하고자 

노력한다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅱ. 임파워링 리더십(Empowering Leadership)

다음은 조직의 리더가 구성원들에게 적절한 권한, 책임, 자율성을 부여하며 내적 동기를 촉진시키는 행동을 

묻는 문항입니다. 아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 

바랍니다.

여기에서‘직속 상사’는 귀하의 인사권을 가지고 있는 직속 상사를 의미합니다.

나의�직속�상사는�……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
구성원들에게 좋은 본보기가 되는 업무 수행을 

보여준다. ① ② ③ ④ ⑤

2
스스로 높은 업무성과를 달성함으로써 구성원들의 
귀감이 된다. ① ② ③ ④ ⑤

3 솔선수범으로 팀을 이끈다. ① ② ③ ④ ⑤

4 구성원들이 아이디어나 견해를 내도록 독려한다. ① ② ③ ④ ⑤

5
모든 구성원들에게 의견을 제시할 수 있는 기회를 

준다. ① ② ③ ④ ⑤

6
구성원들과 의견이 불일치할 경우에도 구성원들의 
생각을 고려한다. ① ② ③ ④ ⑤

7
구성원들에게 더욱 교육훈련이 필요한 분야가 
무엇인지 파악할 수 있도록 돕는다. ① ② ③ ④ ⑤

8 구성원들의 업무 수행을 위한 도움을 제공한다. ① ② ③ ④ ⑤

9 구성원들이 노력하도록 지원을 아끼지 않는다. ① ② ③ ④ ⑤

10
구성원들에게 회사가 추구하는 목표에 대해 설명해 
준다. ① ② ③ ④ ⑤

11 구성원들에게 회사 정책의 목적을 설명해준다. ① ② ③ ④ ⑤

12 구성원들의 역할과 기대치를 설명해준다. ① ② ③ ④ ⑤

13 구성원들의 복지(well-being)에 관심을 가진다. ① ② ③ ④ ⑤

14
구성원들의 관심사항에 대해 주의 깊게 이야기를 
나눈다. ① ② ③ ④ ⑤

15 구성원들의 성공에 관심을 기울인다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅲ. 창의적 자기효능감(Creative Self-Efficacy)

다음은 창의적 업무 수행에 대한 자신감을 묻는 문항입니다. 아래의 각 문항들을 읽으신 다음, 귀하의 생각을 

가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�업무�수행�시� ……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
내가 세운 목표의 대부분을 창의적인 방식으로 달성할 
수 있을 것이다. ① ② ③ ④ ⑤

2
어려운 업무에 직면했을 때 창의적으로 업무를 완수할 

수 있다고 확신한다. ① ② ③ ④ ⑤

3
스스로에게 중요한 결과를 얻기 위해 보통 창의적인 

방법을 활용한다. ① ② ③ ④ ⑤

4
나의 창의적 시도가 좋은 성과를 가져올 것이라 
믿는다. ① ② ③ ④ ⑤

5 여러 도전 상황을 창의적으로 극복할 수 있다. ① ② ③ ④ ⑤

6 다양한 과업을 창의적으로 수행할 수 있다고 자신한다. ① ② ③ ④ ⑤

7
다른 사람들보다 업무를 더욱 창의적으로 수행할 수 
있다. ① ② ③ ④ ⑤

8 어려운 상황에서도 창의적으로 업무를 수행할 수 있다. ① ② ③ ④ ⑤

다음 장에 계속



 Ⅳ. 무형식학습(Informal Learning)

다음은 업무 현장에서 자기주도적으로 이루어지는 비공식 학습 활동을 묻는 문항입니다.

아래의 각 문항들을 읽으신 다음, 귀하의 생각을 가장 잘 나타내고 있는 곳에 체크해주시기 바랍니다.

나는�……

전혀

그렇지

않다

←
보통

이다
→

매우

그렇다

1
공식적인 업무 시간 이외에도 업무와 관련된 문제를 

해결하기 위해 상사, 동료들과 아이디어를 교환한다. ① ② ③ ④ ⑤

2

주어진 업무 상황에 대해서 상사, 동료들과 
비공식적인 이야기를 나누기도 한다.
(예: 가벼운 토론)

① ② ③ ④ ⑤

3
다른 사람들이 어려운 업무 상황을 어떻게 해결하는지 
관찰한다. ① ② ③ ④ ⑤

4
업무상 문제를 해결하기 위해 다른 사람들과 
협력한다. ① ② ③ ④ ⑤

5
업무 정보와 지식 습득을 위해 관련 서적이나 전문 
자료를 찾아서 읽는다. ① ② ③ ④ ⑤

6
유용한 정보를 얻기 위해 자발적으로 컨퍼런스,
세미나 등에 참여한다. ① ② ③ ④ ⑤

7
어려운 업무상황 해결에 필요한 정보를 얻기 위해 
외부 전문가들과 연락을 시도한다. ① ② ③ ④ ⑤

8
새로운 업무를 해야 할 때 과거의 업무처리 경험을 
되돌아본다. ① ② ③ ④ ⑤

9
업무를 처리하기 위해 과거의 시행착오나 실수를 다시 
생각해본다. ① ② ③ ④ ⑤

10
스스로 ‘왜?’라고 물어보는 자기대화를 통해 나만의 
업무처리 방식을 터득하려고 한다. ① ② ③ ④ ⑤

11

업무를 해결하기 위해 과거 교육에서 배운 내용을 
되돌아본다.
(예: 연수, 직무 워크숍 등)

① ② ③ ④ ⑤

다음 장에 계속



 Ⅴ.   일반적 사항

1. 귀하의 성별은?  ① 여성  ② 남성

2. 귀하의 연령은?     만 (     )세

3. 귀하의 최종학력은?    ① 전문대졸 이하   ② 4년제대졸(학사)   ③ 대학원졸(석사)   ④ 대학원졸(박사)

4. 귀하의 현재 직급은?  ① 사원(급)  ② 대리(급)  ③ 과장(급)  ④ 차장(급)  ⑤ 부장(급)  ⑥임원(급)

※ 귀사가 위 직급 체계를 사용하지 않으시는 경우, 대외적 상황에 적용되는 직급을 선택해주시면 됩니다.

5. 귀하의 현 직장 재직기간은?   (     )년  (    )개월

6. 귀하의 HRD 업무 경력은?    (     )년  (    )개월

7. 귀하께서 속한 HRD 조직은 다음 중 어디에 해당합니까?

① 본사 HRD 업무수행 부서   ② 계열사 HRD 업무수행 부서   ③ 그룹 연수원/인재개발원 

④ 계열사 연수원/인재개발원  ⑤ 기타(구체적으로:      )

8. 귀사의 업종은?     (     )

  ※ 아래의 한국표준산업분류를 참고하여 해당 번호를 기입하여 주시기 바랍니다.

번호 분류

1 농업, 임업 및 어업

2 광업

3 제조업

4 전기, 가스, 증기 및 공기조절 공급업

5 수도, 하수 및 폐기물 처리, 원료 재생업

6 건설업

7 도매 및 소매업

8 운수 및 창고업

9 숙박 및 음식점업

10 정보통신업

    



번호 분류

11 금융 및 보험업

12 부동산업

13 전문, 과학 및 기술 서비스업

14 사업시설 관리, 사업 지원 및 임대 서비스업

15 공공 행정, 국방 및 사회보장 행정

16 교육 서비스업

17 보건업 및 사회복지 서비스업

18 예술, 스포츠 및 여가관련 서비스업

19 협회 및 단체, 수리 및 기타 개인 서비스업

※ 응답해주시는 모든 분들께 기프티콘을 증정해드립니다.

기프티콘을 전송받을 휴대폰 번호를 기입해주세요. (선택)

‘-’나 띄어쓰기 없이 숫자만 입력해주십시오.

최종설문을 종료하시기 전에 누락된 문항이 있는지 다시 한 번 확인 부탁드립니다.

- 설문에 성실히 응답해 주셔서 진심으로 감사드립니다! -
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