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Abstract The purpose of the study is as follows. This is to understand the effect of ethical leadership of
small and medium businesses employers on job satisfaction and to understand the mediating effect of
organizational fairness in their relationship. The study conducted an online survey and analyzed 508
employees of small and medium-sized enterprises in Seoul and northern Gyeonggi. The research results are
as follows. First, the higher the ethical leadership of small and medium businesses employers, the higher
the job satisfaction. Second, the higher the ethical leadership of small and medium businesses employers,
the higher the organizational fairness. Finally, the partial mediating effect of organizational fairness was
confirmed in the effect of ethical leadership of small and medium businesses employers on job satisfaction.
Therefore, there is a need for a plan to strengthen the ethical leadership capabilities of small and medium
businesses employers to improve job satisfaction and organizational fairness of SME employees.

Key Words : Ethical leadership, Job satisfaction, Organizational fairness, Employer, Small and medium

businesses
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Table 12 47|19 Z242] Uuka EAJo|tt. 4
He oA 2629(51.6%)°1H, B4 246™(48.4%)9] H]
Bk Agds 30~404] mlvto] 217H(42.7%)

oz 7}% =2 ujgoln, TR0 g 40~504 mgto]
169%(33.3%), 20~30A4] H]¥to] 788(15.4%), 5041 ©]
AJo] 4478(8.7%)2] H] %OlO*E} geglog 4dr) £o]
2027(39.8%) 02 7 =2 H|golH, thgo g HE
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o ol 1848(36.2%), tHst ol4 907(17.7%), 1L
Zolsl7t 32%8(6.3%)2] Hl&oISith FE2 44¥~64
ojgto] 128%(25.2%) 02 7} w2 "o, thg o
2 6d~84 Huto] 10778(21.1%), 2¥~44 m]gto] 92
4(18.1%), 108~159 ©|gk 4178(8.1%), 15¥~20¢
ulgke) 2 wigto] Zbzt 279(5.3%), 209 ol4o] 129
(2.4%)9] v]&o|qltt. uiAlEto 2 Foj2= 2509 o]
/g~3005Hd mlgto] 12978(25.4%) 28 =2 Hl&olH,
o2 30097Hd  olA~350%kd  H]Fo] 108
(21.3%), 2005+ o]A~2509+ mldto] 899(17.5%),
3507H o]4~4007Hd wlvto] 78%8(15.4%), 4507t
A~5007HA w]9to] 2478(4.7%), 2008+ w]Hto] 22
(4.3%), 5009+ o]4fo] 1398(2.6%)9] H|&o]3irt.

Table 1. General characteristics

Division N %
gender male 246 48.4
female 262 51.6
20s 78 15.4
age 30s 217 42.7
40s 169 33.3

50s 44 8.7

~high school 32 6.3

education junior college 184 36.2
university 202 39.8

graduate school~ 90 17.7

~2 years 27 53

2~4 years Q2 18.1

4~6 years 128 25.2

working 6~8 years 107 211
period 8~10 years 74 14.6
10~15 years 41 8.1

15~20 years 27 53

20 years~ 12 24

~2 million won 22 43

2~2.5 million won 89 175

2.5~3.5 million won 129 254

salary 3~3.5 million won 108 21.3
3.5~4 million won 78 154

4~4.5 million won 45 8.9

4.5~5 million won 24 47

5 million won~ 13 26

43 FQ HAO| 7|55

Table 2+ *24 2o, 2334, AFH=E
et 71&EA—oIt. 71&EAE Bl BRI F8
W WA 294 2H4 3.004(SD=.689), 2AE
4 2.999(SD=.642), HFEH=: 3.036(SD=.631)°lct.
F9 HPEY] PP Jr+2 olstel Hx +3 o]}
g Uehiosn HREg Gyt

=

Table 2. Major Variables

v | o | S [ &

|egézircs?':ip 3.004 0.689 .067 145
oganaational | 5000 | opr2 | 007 | 307
satisjgatz:tion 3.036 0.631 263 235

4.4 HEEA

Table 32 FRHS9] ATTAEA ZAutolrt, A
A B0l FAA QARSI A1 A3 (014=0,
$4=1), A=40 ek=0. 40t) o]A}=1), SHe(HE
olsl=0. 4t old=1), 464 HTt=0, 64 ol4=1),
293009+ ©¥k=0, 3007 o=1)E HulA st
ct. Pearson®| ATEA Ay} HRUEL 22FH
3(r=.642, p<0.01), &2A FHAH(=.623, p<0.01)°]
A(HHQ AAE By, 2FIHHL 224
HA4(r=.695, p<0.01), F9(r=.222, p<0.01)} H(+)ZF
QA ATEAE It o84 oS F(r=.147,
p<0.01), 8F2(r=.095, p<0.5), AE(r=.089, p<0.5)7
AR FHIAE BTt B3, FoWR19) AT

A ASE BE 08 olstz Ro] cEEAAd] BAE
glee Bzt

Table 3. Correlation among Major Variables

1. 2. 3. 4. 5. 6. 7.

1
a3
o
1o
1B
06
b
. B
p<.05%, pl.O1**

1. gender, 2. age, 3. education, 4. working period, 5. salary,
6. ethical leadership, 7. organizational fairness, 8. job satisfaction

gender(male=1, female=0),

age(more than 40s=1, less than 40s=0),
education(more than university=1,

under junior college=0),

working period(more than 6years=1,
less than 6years=0),

salary(more than 3 million won=1,

less than 3 million won=0

7
a5+ 1
6B+ a2

GEEIEINES
a|r|8|§|4|-
2(8|8|Y|-
IR

45 SRUSHELDZO) OX F)

Table 4 1.859] gel4 eudlo] 4USY 7
o] mjXE dPe FARHCR FET Asolch
0] QA ATALEIOH BAQL (80, T
=1), Qo HIT=0. 40t o)4k=1), SHE(AERT of



16 MAEIGT H20H HEZ

5k=0. 499 olid=1), F=(69d vwwk=0, 69 ol
=1), FI(3007Hd wet=0, 3009t oAF=1)E U]
ottt IARPY HEHLS  38.3%(F=53.548,
p<.001)o|H, EAFEAAS Fro] 100]5t= thg-3-414
of A7t glgiet. ARl vx= 82102 224
2 4(8=.624, t=17.645, p<.001)Z It I
4 Boto] 1859 224 Frjqlo] HUEY A

=2
sRiso] (HAel GFo] Y ST

Table 4. Regression analysis

B B t p VIF
- 1.319 12829 .000

gender 019 015 428 669 1.026

age -044 -034 -903 .367 1183

education 042 033 .88 391 1.227
working _ _ _

period 019 015 380 T4 1.307

salary -005 -004 -105 916 1.301

ethical
leadership 571 624 17.645 .000 1.027

R?=.383, F(pp)=53.548(000)

(.05, *p(01, ** p( 001

gender(male=1, female=0),

age(more than 40s=1, less than 40s=0),

education(more than university=1, under junior college=0),
working period(more than 6years=1, less than Byears=0),
salary(more than 3 million won=1, less than 3 million won=0)

Table 5 Mediation effect verification

4.6 ZXSFFQ PR HF
-

Table 5% 1859 a4 eidlo] A5 4

Serze] v Ggeld 2ATHAC aTiE
2% Adolch WALIE ASFHA Baron &

Kenny(1986)9] A% W< ARSI oi7iH4=l
23S FH5HSE 45T A9 293 oy
(B=680, t=21.282, p<.001)z} F(8=.145, t=4.038,
p<.00D)7} Fefmlet JFES vFa, T 29 A
HEL 50.2%2 F-oJn]stgriF=84.075, p<.001). &
TohES &ML 2 guE SIS 4y} 2%
4 (8=.624, t=17.645, p<.001)°] Folu|gt FTF
< vHY, T BP9 AL 38.3%= FofHokd
THF=53.548, p<.001). 1852 &2 4]
FRkgo] 3R vA= HAolA 2AFH49] Wi
e HEe FAy 2ATHAEB=419, t=9.156,
p<.00DH 214 2H4(8=.339, t=7.495, p<.05)°]
folulet e wHth B 239 Ay
47 8% SOJUISFATHF=65.463, p{.001). Table 59}
2ol Eguael 1859 o84 i 23344
< iR ASEHAE o ods] fejulstng, J8]3
g 4o] AETSIe] FAOA AT/ FE ol

NEIsE 2t

DV: job satisfaction DV: organizational DV: job satisfaction
(Total Effect) fairness (Direct Effect)
B B t VIF B B t VIF B B t VIF
- 1319 289" 104 1.0 80 839"
gender 019 015 48 1.0%6 [003) o4 124 1.006 017 013 M 1.006
age -04 -0 -9B 118 [009) o4 nm 118 -046 -036 -1.021 118
education o B 8 127 -on -0 -246 1227 o7 7 1027 127
V‘V)‘gﬁgf o9 | -055 | -3 17 | -8 | - | a7/ | 13w | o4 | on aw 1315
salary -6 - =106 1.301 187 146 408" 1301 - -0% 1737 133
ethical o
leadership 571 o4 17646" 1027 4 &0 2.2 1.027 310 339 746" 196
organizational «
faimess 412 49 915" 2007
R? 333 B 478
adj R? 301 4% 47
Fp) 53.548(.000) 84.075(.000) 65.463(.000)

(.05, *pCO1, ** p( 001

gender(male=1, female=0),

age(more than 40s=1, less than 40s=0),

education(more than university=1, under junior college=0),
working period(more than 6years=1, less than 6years=0),
salary(more than 3 million won=1, less than 3 million won=0)
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Table 6. Verification of Mediated effect by Sobel test
Sobel Test z p

ethical leadership — organizational fairmess
— job satisfaction

*p(.05, **p¢.01, ***p(.001

8.401™ .000

Organizational
faimess

B8O

4197

Lzl
Ethical 339

Leadership Job Satisfaction

Control variable : gender, age, education, working period, salary

Fig. 2. Mediated Effect by resilience

5. 28

EEERCSEREREERES)
o A7E 4719 1879 2o eeiyo] AR
gl WA el 242 WARTE 4%

A BP0 A5 AP, ol I 28

o]
rlo
o

2R, $4719 1839 LeH Peiilo] Angrs
o (A FFL vIHHE=471, p(00L). ol 2
1859 2214 eidlo] AReso] u3
A3 AgeTeh e gol Trhi5-18]
olo] F4719 TEFE AUS HRyE S L A}

WA 919 el SuAle B8 Ague ool

=4, $4719 1859 &d4 Fo4lo] 233H
Aol FH)AQA I uHCKB=680, t=21.282,
p<.001). T AZL {84 4o 2257940 1]

e B Ay B
>
oft
o
ox
o
i
i)
1
J
H
i)
_O|l"
e
N

[e]
a7} o]0 A 4 QES 1850 1

S,
=)
ol
>
N
in
=
[e]
i
e}
Mo
i
o~
aCh
fin}
it
o,
o
o 4o
s

of mlAE FolN 24P e

o B
=
B -

N
1]
o0
I
=
s
PN
o
<
o
o
st
N
)
I
=
5o
oo
X
N
™
ok

o] A5ze] mlAl Qo] Bat A725-2819%
Zolgiet. olo] 180] 824 Pee 243
= 0] Aeigtomn AUSY ARuE

ox flo
[o
i3

)
of
ok ¢
o,
30
o
k1
o)
R
1o
40
)
)
ik
in}
it
Mo

olN
2 X

N,
Mo
of
filo
off
ol
[
o,
)
e
:
>
N
in
N
rlr
BN
N

-{g tlo
=
s
=2, r{o
of
ol
tlo
=,
~
2
N
J
sk
)
fo
N
%0,
o)

e
-
19
i)

=
i

N
i

o
rO[l
oX
B
p=)
>
o
)
-
-

Mo
3 rhe
X 5
o #

my

i)

4719 HUSY ARAES Y 5 UES
FL o] a7E A9 2 22 Yok

o] 2719 HAll GFL Fol= Broha SoyE
o] Z8% F471%0IA olejFTo] oleie g 3
US| ARPES dusple] olzigol Urk. ol
F47199) ARH /1AL U5 A
BEEe RS Slste] FA gL St Al
A9t #Alo] 87E,

B, 34719 185 geld ARl AT 5
UYES Fi WEEo] L7H, US| Ao
2eld uiio] ZAUS WFY U, FA/1YL &
ot LEFEY 2 ATHS ol/] AT &
B RS ol%ot 7be ZuolA 1gRe 2ol
A e HEY 4 AEs F 4Pt 12ad
Aglo] Washt. Slot 2 W 9 BRIHL 1.8

o QU4e ANFFORH JUSY AREiEo] FHH2

4

o)

4



[7]

ox, '{I‘:""
AP
1
L)
> 2
y g or 2

30
_I(HEI_YL
i
r[o—a
3
£s
[N
o g ¢
2
5K

[e)
LN
ﬂ‘ o
oot

lm r;‘o

REFERENCES

Korea Federation of Small and Medium Business.
(2020). Small and medium businesses current
situation. Korea Federation of Small and Medium
Business.

K. W. Lee. (2021). A study on the effect of ethical
leadership of SME managers on organizational
fairness  and  job  satisfaction.  Doctoral
dissertation. Sinhan University.

B. M. Na. (2017). The Effect of Ethical Leadership
on Help Behavior and Job Performance. The Role
of Obligation and Boss Trust. Doctoral
dissertation. Chung-Ang University.

M. R. Kim. (2021). The Effects of Organizational
Culture and Psychological Capital on Job
Satistaction and  Organizational —Immersion.
Doctoral dissertation. Konkuk University.

J. H. Han. (2014). The effect of the boss' ethical
leadership on the subordinates' ethical
decision-making intention-the moderating effect
of the organizational atmosphere. Human
Resource Management Research, 21(3), 103-120.

B. J. Jang, K, Y, Kim & S. J. Choi. (2016). A Study
on the structural relationship between the ethical
leadership and job satisfaction, organizational
commitment, and organizational performance of
the boss perceived by hotel employees. Northeast
Asian tourism research, 12(3) 145-166.

J. H. Park & D. C. Sim. (2018). The Effect of
Ethical Leadership on the Work Enthusiasm of
Members of Public Organizations. Journal of the
Korean Academy of Private Administration, 17(2),
59-89.

H. Y. Lee. (2020). Dynamics analysis of the
motivation and occupational adaptation of new
college graduates to select SMEs. Doctoral
dissertation. Kyunggi University.

[91 Y. O. Jang. (2016). The Effect of Ethical
Leadership and Empathetic Leadership on Job
Satisfaction and Turnover Intention of Youth
Leaders. Research by the Youth Association,

23(2), 175-197.

B. K. Park. (2020). The effect of ethical leadership
on the turnover intention of SME members. the
mediating effect of empowerment and the
moderating effect of organizational fairness.
Doctoral dissertation. Korea National University
of Technology Education.

B. K. Jung. (2019). Effect of ethical leadership of
university CEOs on organizational effectiveness.
Focusing on the moderating effect of
organizational culture and dynamic
competencies. Doctoral dissertation. Konkuk
University.

L. D. Lee. (2017). A Study on the Effect of Leader's
Ethical Leadership on Job Stress and Job turnover
Intention. Master's thesis. Hanyang University.

D. H. Jung. (2019). A study on the effect of
organizational culture and organizational fairness
on job satistaction, organizational commitment,
and organizational citizenship behavior. Doctoral
dissertation. Widuck University.

[14] J. H. Park. (2018). Effect of organizational fairness
factors in the performance management system
on job attitude and management performance.
Doctoral dissertation. Dong-A University.

K. T. Lee & H. Y. Park. (2012). A study on the
relationship between the ethical leadership of
hotel middle managers and the empowerment of
members, job satisfaction, and organizational
commitment. Tourism Research Journal 25(6),
63-80.

Y. O. Jang. (2016). Effect of Ethical and
sympathetic leadership on job satisfaction and
turnover intention of youth leaders. Research by
the Youth Association, 23(2), 175-197.

H. S. Park & D. G. Lee. (2016). The relationship
between ethical leadership and job
satisfaction/discontent: the mediating effect of
psychological ownership. Administrative Debate,

54(4), 141-168
Y. U. No. (2017). Effect of the boss' ethical

leadership on job satisfaction, job enthusiasm,
and job performance of employees of a
restaurant company. Master's thesis. Kyung Hee
University.

M. N. Go. (2020). A Study on the Effect of
Organizational Culture in the Public Sector on
Recognition of Promotion and Compensation

(101

(111

[12]

(13]

[15]

[10]

(171

[18]

[19]



BA71Y 18%0| R2IX 2IHM0| MFUR0| DRl I ZIXTHNS WHENZ 19

Fairness. Master's thesis. Seoul University.

Y. H. Lee & 1. H. Bae. (2011). Effect of hotel
employees' perception of organizational fairness
and ethical leadership on organizational loyalty.
Tourism Research journal, 25(4), 455-467.

B. G. Park. (2013). Effect of the ethical leadership
of beginner commanders on military personnel’s
Jjob stress and adaptation to military life: Focusing
on the mediating effect of perceived
organizational fairness. Master's thesis. Korea
University.

S. M. Kim & G. K. Moon. (2019). Effect of ethical
leadership on organizational commitment in
public organizations: Focusing on the moderating
effect of procedural fairness, Journal of the
Korean Governance Association, 26(2), 109-131.

Klein, S. M. (1973). Pay Factors as Predictors to
Satisfaction: A Comparison of Reinforcement,
Equity, and Expectancy. Academy of Management
Journal. 16(1), 130-154

Folger, R. & Konovsky, M. A. (1989). Effects of
procedural and distributive justice on reactions to

pay raise decisions. Academy of Management
Journal. 32(1), 115-130.

Y. H. Choi. (2000). Research on the Effect of
Personnel  Management  Fairness on jJob
Satisfaction. Master's  thesis. Wonkwang
University.

S. S. Kim. (2003). A Study on the Perception of
Fairness and Organizational Effects of Local
Public Officials. Korean Journal of Autonomous
Administration, 17(2), 39-59.

H. J. Lee. (2009). A study on strategies for
facilitating family business succession through
analysis of factors influencing the management
performance of successors. Doctoral dissertation.
Konkuk University.

S. H. Nam. (2013). The effect of organizational
members' perception of fairness and evaluation
and the structural characteristics of the
organization on organizational commitment and

job satisfaction. Research Rural, 15(3), 309-335.

Brown, M. E., Trevino, L. K. & Harrison, D. A
(2005). Ethical Leadership: A Social Learning
Perspective for Construct Development and
Testing. Organizational Behavior and Human
Decision Processes, 97(2), 117-134.

M. S. Lee. (2009). Prior and consequential factors
of ethical leadership. Doctoral dissertation.
Kyung-Hee University.

[31] J. H. Moon. (2009). 4 study on the effect of ethical

leadership on the attitudes and behaviors of
members.  Doctoral  dissertation.  Dongsin
University.

B. M. Na. (2009). The effect of ethical leadership
on helpful behavior and job performance. the
role of a sense of duty and trust in the boss.
Doctoral dissertation. Chung-Ang University.

Weiss, D. J., Dawis, R. V., England, G. W. &
Lofquist L. H. (1967). Manual for the Minnesota
Satisfaction  Questionnaire(22),  Minneapolis:
University of Minnesota Press.

H. J. Kim. (2002). Effect of administrative
organizational  culture  on  organizational
commitment and job satisfaction. Korean journal
of Public Administration, 35(4), 87-105.

[35] J. S. Kim. (2012). An empirical study on the effect

of the team leader's ethical leadership on the
organizational citizenship behavior of members
of the organization: focusing on the mediating
role of organizational fairness and job
satisfaction. /ndustrial Innovation Research, 28(4),
175-209.

Moorman, R. H. (1991). Relationship Between
Organizational  Justice and  Organizational
Citizenship Behaviors: Do Fairness Perceptions
Influence Employee Citizenship? Journal of
Applied Psychology, 76, 845-855.

M. S. Kim. (2009). Effect of organizational
political perception and organizational fairness
on organizational citizenship  behavior, job
tension, turnover intention, and mediating effect
of perceived organizational support. Doctoral
dissertation. Yeungnam University.

X 2 &(Yong-Chung Jung) (5]

-19914 2¢ : Wetishy AHSlEX
st

19974 8¥ : Y AFSA Y
gt A EASHESH AAD

201749 8¥ : A&ty skl
AR SHALS| 215} vFA}

-20189 19~84) : Sl vtk AfslE st}
EES
R FIEE ML AT EEY

- B-Mail : jujube0424@naver.com



20 AI8ERT H20 H|5S

M Z HJong—Che

gy} ¢ molE A,

ol Seo) (A3
20184 2¥ : @AYEHT AR EA

sz}

- 20209 2¥ : SHAYistw sk

(/\]—jc‘;;]g;(] WPAE A /\]_)

oo™ 71

- 20209 3E~TFA : AL Hist

A A st W)

PNLEEY

- E-Mail : sjc27672@naver.com



	02 정용충_중소기업.pdf

