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PURPOSE Inclusive leadership has become increasingly important in sport
organizations. Accordingly, this study examines interorganizational inclusive
leadership effects on organizational trust and affiliated organizations’ employees
depending on power distance. METHODS A total of 250 affiliated sport organization
employees participated, and latent moderated structural equation modeling with a
bifactor structural model was employed to test the hypotheses. RESULTS The results

indicated that macro inclusive leadership as well as its two components significantly
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enhance organizational trust. Interestingly, power distance positively moderated
the macro effect of interorganizational inclusive leadership on organizational trust.
Lastly, organizational trust enhanced job performance and well-being, and reduced
turnover intention. CONCLUSIONS The results provide meaningful insight into
the relationship between lead and affiliated organizations in the context of highly

competitive and collaborative sport organizations.
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AXNA ZEA Y AUoA d#E AE ok, 159 4
Zrk O A, TAAF 5o FAE Hol= FHAE 9u|gttHChoi et
al., 2016). Randel et al.(2018)°] 9J35}H, Z-8&2 2H4 257t
A o] A& 7H £ QIEE ofH, LU OEA Y] SHH B
A A 5 AEE 5= JuidE guigtth o] Ho= V&
o AXNA ZgA YrjdHet FA AR A A 284 g
HA o] MdS TSt 7129 APAoAes 28F FEHHY
THALARE MYA, 24, 422 HAHCarmeli et al.,
2010). °o] FY&= AXNHCE 2AY o] 2-& w51 o,
Randel et al.(2018)9] A9l 25 9] X 82 HUo| 24347 =
Aol digt 74 45 BE SI3A7=H 23S BE dS2
2 7]E9Y Forot LA Holm 2AZF 4ol B Aetsitial A
F T (Shore et al., 2011).
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T WA, =34 (indicating uniqueness)2 2] go] z}A19] AHZ+-S
S/MH o2 FEst TIF WollA 58T 7137 oke AL Q1A
SIES FHEM EfS T A2 U th(Leroy et al,, 2021).
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g4 @A o|tHAvolio et al., 2009). £H3F QAAT L FAES
Zolel IR ARE A5 ¢ ALE HEotH FEE AFot1At
St =88 oulgtth(Rawlins, 2009). o] Y5ty R Z st=
AEE A7 LFE UEY 845 FIAZ £ §U] fiol &
|24 S Adstrl 918 a3t /g olth(Hooks et al., 2002).
ojAY T YrtaEE FHAR 24 AAE FAck=T 58
3t 9&2 7" th(van Riel & Fombrun, 2007). WehA], 2 A
o= mAA Z8&A Y AR Ndo s A&7, 534, Y
3t JAAG O & FLAJ5FaLA} B

227 287 PriAlT 22407
2HAHE 220] 71450l AoAUS W SEeA
Ae] A GREYT FoIg TP5oH She WA §

(Yucel, 2006). ol Ti9l BAE &3] glo] FaT a4
A, FYshs £81E S3sHeY) ZlodtHBarnard, 1938).
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A= Q1T 240 159 BRE Ay A=A FE]
HPugh, 1991). AFAFoN M= 2HAZE= F U HEEY
Tl 34HA FFE Tkl AckDirks & Ferrin, 2002).
E3h o] =LA A AFT T A& b7 o, X
7] IAE FHA Ao R AT 7Hs4do] &t o] A, &
H2 2] e HFo g =2 AFAENE W] Y =gt
(Salanova et al., 2021). AZE vigto g U= 2P A5t}
Sk 571707 A =2 435 d 4 Slth(Velez, 2000).

Y D ARt Eofo] dAtolA 2ZAA T A9 X F
A FFS v AS HAH(Vokie et al., 2020). °ol& &
A3 AFT = s FAE = A2 AR HELE =o)L, o
F AEHAE Ao A di7kA] dZ2E 4 o AAER"EHLiu
et al., 2010). Diener & Seligman(2002)2 ¥Hlo] &2 AR 41
g, A9, oA 9Ee 2ooke 1EE BAE 7HA I AL gt

o9k A& o g Hutes AFS Yudth(Tett &
Meyer, 1993). 220 gt 412|= Z 49| o] & W&ttt
49 AYAL7F th(Harhara et al., 2015; Mulki et al., 2008).
Dirks & Ferrin(2002)2 Z21of| tigt A&7} =2 2ALF=E JF
o 38ARI & HoJo o]2jgt B oo g WErt ol
T APAFLES B O 2 T3 T2 7S A A

ﬂ
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7hd 3. 3922 AU 2L JRYo] FHHA IFL
o8 Holet,

M 4. 59128 A0 2AARE Do FHHA FES )
A Zole,

7h 5. 39 2% AU 2N o] Fol o] FHH JFE
u]d Holet,

A9 ﬁ-_rLFH J% it S8, k-2, Sh=toF 9 Us|(KBO)

5 2] 2 g o 2 281 AEA ProlificE AHE-sHY

HAES —’Fé"é’ﬂi‘:} % 274719] ARo|A EALSH 24715 At
=

250718 2% B0 AgHh AT AFEANY B2
(Table 1)} 2}
2AET

AR 22 7189 48 282 2 Ao 9A #=Asto 74
LikertA =& AR A LA 287 ZHAL Randel et
al.(2018)3} Rafferty & Griffin(2004)& vl o2 A&7 38 &
54 42% 5T JALE 3ETCE F 08P E 3T
Z A A2 Giessner & Van Knippenberg(2008)9] &8-S 2115}
o 5EFOE A AFJT= 43 5(Yilmaz, 2015), €9 6%
E(Arnold et al., 2007), °©]& 9)E = 43-2(Moore, 2000) 2.2 T4
A}t opReto 2 FHAZE Dorfman & Howell(1988)9] A =&
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Table 1. Demographic information

Variables Group N %
Male 195 78%
Gender
Female 55 22%
20s 32 12.8%
30s 105 42%
Age 40s 79 31.6%
50s 31 12.4%
Over 60s 3 1.2%
Bachelor’s degree 216 86.4%
Education Master’s degree 26 10.4%
level
Doctoral degree 8 3.2%
Contract Employee 41 16.4%

Staff - Assistant Manager 103 41.2%

Work level Section Chief - Chief 71 28.4%
Manager 20 8%
Director 15 6%

Under 1 year 33 13.2%

1 year - 3 years 33 13.2%

Duration of 3 years - 5 years 32 12.8%
work 5 years - 7 years 35 14%

7 years - 9 years 40 16%

Over 9 years 77 30.8%

Total 250 100%

2-g5to] 52O R T4 AT BFL (Table 20 ot

AEA )

287 i 23 293 2413, AEAY, AR, 94,
olele] 14 AQlg Eeet ol2d 24 wdAS A
Mplus 8& AH&-5to] g1 8 RJIEAE AAIF 7HEHSE fldl
E87 2u4 Y] AAH GG oyt Al 7FA] A (43T

T4 T AL A3 R 2 oA

] 3} bifactor +FREFES £ cHHoward et al.,
2018). &, ﬂﬂﬂﬂﬂu ZAaN} 287 Goyn 2410

nAe S B719s AR E 129 ﬁ(LMS)— Mplus 8 &
ZIPE AFEste] ASAHKlein & Moosbrugger, 2000).

ZAETO BT 9 AlFE

gl g9l B4 Ad ,2/df=1037.49/509=2.04, CFI=.93,
TLI=.93, RMSEA = .06, SRMR = .05% gt %= #gst 2 o
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Table 2. Summary results of measurement model validation

Measurement Items B CR AVE
Supporting group members: Lead organization stays in touch within my 35
organization ’
Facilitating Encouraging justices and equity: Lead organization gives us honest and fair 3 90 74
Belongingness~  answers ’ ' '
Shared decision making: Lead organization encourages us to engage in 90
productive debates in an effort to improve decision making ’
Encouraging diverse contribution: Lead organization values our personal 9%
competence ’
Macor Encouraging diverse contribution: Lead organization appreciated our unique 95
Inclusive Indicating attributes (e.g., ability, intelligence, or talent) ' 9 -
Leadership* Uniqueness Helping members: Lead organization provides the encouragement and 34 ' .
emotional support necessary to ensure we continue presenting new ideas ’
Helping members: Lead organization discusses with us our thoughts to 89
improve us '
Participation: Lead organization involves us to help identify the information 90
we need '
Transp.arer}t « Substantiality: Lead organization provides accurate information .85 .89 74
Communication
Accountability: Lead organization is forthcoming with information that might 2
be damaging to the organization ’
I trust lead organization absolutely 92
I think lead organization does the right things .85
Organizational Trust I think lead organization is trustworthy 92 .96 .83
Lead organization is very committed to our organization 93
Lead organization wants to the best for the organization 92
I make sure that my work meets/exceeds performance standards .84
I meet/exceed my goals 94
Job Performance - 93 .76
I complete my tasks on time .83
I respond quickly when problems come up .89
In the past 6 months, I have felt motivated 93
In the past 6 months, I have felt energetic .96
) In the past 6 months, I have felt enthusiastic .96
Well-being - .98 .87
In the past 6 months, I have felt lively .90
In the past 6 months, I have felt joyful .94
In the past 6 months, I have felt cheerful .64
Sometime I am thinking about work for another organization .83
. If I can choose again, I won’t choose the current organization 94
Turnover Intention - - - - — .93 .76
If there is a better job, I am intending to changing jobs .88
I intend to leave this organization .84
Lead organization should make most decision without consulting affiliated 83
organization ’
. It is frequently necessary for a lead organization to use authority and power
Power Distance when dealing with us 66 96 54
Lead organization should seldom ask for the opination of employees .87
Employees should not disagree with management decisions 75

“First-order factor, ‘Second-order factor.
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0.107* Power
Distance

Global Inclusive
Leadership

Fig. 1. Results of structural model test

Table 3. Parameter estimators of direct effects in the structural model

Standardized
Structural Path .
Het Coefficient
Macrg inglusive leadership — 57 <001
organizational trust
Facilitati longi -
o Facilitating belongingness — 20 <01
organizational trust
Indicating uni
118 UrUueness = -01 >.05
organizational trust
Hlc Transparent communication — 18 <05

organizational trust

Power distance macro
H2 inclusive leadership — A1 <.05
organizational trust

3 Organizational trust — job 567 <001
performance

H4 Orgamzatlonal trust — well- 69" <001
being

H5 Organizational trust — 50" <001

turnover intention

*

p<.05."p<.01."p<00l.

o] £20] et TS, AYAZ g 287 2 Hy 22429
BAE B AT

7Hd 19] A= 4929 x84 FEio] F U9 A
of mAls AAA aRET ofy} vA A aRE v Ae
BTG 1a, 7H1c). o] A Fx2F FH 9 243 f9
F8%E Yatagol Ao FAFARI FFE vt APALE
A gkeH(Akalin et al., 2006; Jung & Avolio, 2000; Whitener,
2001). AHE] A ol 7|Rto 2 A 9] A&Fto] XA HH
£ FAs17] sl Erty sk Alof Higt A+ 2o A AR
(Tyler & Blader, 2003). E3F, £35tal &2 &oln] FA3 AR{Y
Aol sk AT FfxA 2] A4 S EoFnE AUE
Z AR H& § w2 AFE 7H 5 oke AS YuiRid
(Rawlins, 2009).

o, 242 gEe A9 119 BAEAWANA 585 4T

1o
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5= Ao & YERGAWHRandel et al., 2018), &7t Ao &
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Aotz 7R R QI 159 S ST & Atk(Yue et al.,
2021). o] 24& HquAY @& 2g5t= ‘:ﬂ 8% 34 55t
U= 22 gt A8 A& u]gttk(Dirks & Ferin, 2002). o] &gt
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