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Abstract

Purpose - This study reveals antecedent factors to help de-
velop expressway rest areas in which employees were exposed 
to inferior environments, using Hackman and Oldham’s Job 
Characteristics Theory.

Research design, data, and methodology - The survey was 
conducted on 148 expressway rest area employees in 
Gyeonggi-do. After excluding questionnaires with invalid re-
sponses, 141 questionnaires were analyzed.

Results - The sub-factors of job characteristics had a positive 
influence on the organizational commitment of employees, and 
organizational commitment had a positive influence on organiza-
tional citizenship behavior (OCB). Further, the results of media-
tion effects showed that organizational commitment and 
self-leadership were partially mediated. Finally, the results of the 
moderation effect of self-leadership showed that self-leadership 
was thought to be vital to let members endeavor to promote the 
competitiveness of expressway rest areas.

Conclusions - The expressway rest area company needed to 
design jobs to let employees be self-motivated, productive, pos-
itive, responsible, and aspirational; job redesign, including job 
enrichment and job enlargement can be considerably helpful for 
affirmative influence.
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1. Introduction

Expressway rest areas had various kinds of use patterns and 
purposes in accordance with expansion of expressway infra-
structure, one-day life zone by passenger cars and 5-days work-
week (Lee, 2013). As many as 197 expressway service areas 
at 26 expressway lines in the nation were said to do business 
(see, 2013 homepage of KHSA). In 2013, 99 members of 
KHSA were said to do business at rental and/or commission 
shop (http://has.or.kr). Expressway rest areas that were essential 
to travel provided users with services of meal, taking rest, ob-
servation, exchange of information, standby and rest rooms, etc 
and gave services of inspection, car wash, simple repairing, fuel 
supply to be bases of traffic accident handling and replacement 
at emergency (Kim & Ham, 2001). Despite tremendous increase 
of use, search the results of KERIS (Korea Education and 
Research Information Service) provided RISS (Research 
Information Service System) showed that 86 graduate theses, 
75 journal theses and 246 books were published according to 
retrieval of "Expressway service areas", and no more than 25 
studies were published at retrieval of KIS (Korean Studies 
Information) provided KISS (Koreanstudies Information Service 
System). Most of the results of the studies described such as 
improvement of location and use of expressway service areas, 
and only some papers investigated consumer satisfaction (e.g. 
Jeong, 2003; Kim & Ham, 2001). No demographic statistical da-
ta about more than 40,000 employees at 197 expressway rest 
areas including full-time and temporary workers were not re-
ported ever, and the employees who were exposed to worse 
working conditions and emotional labor had higher turnover rate 
than employees of other business types had no finding to have 
no political approach such as better service through service 
workers who contacted so many users.

‘7Ps’of service marketing mix added three factors of people, 
physical environment and process to four factors of existing 
marketing mix (i.e. product, price, promotion and place), and 
many scholars such as Srinivasan (2012) and others thought 
very much of 'people' among three service marketing factors. 
People who participated in service delivery process, that is, par-
ticipants had influence upon perception of buyers. In other 
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words, the costume, appearance, attitudes and behaviors of the 
employees had great influence and important clues upon cus-
tomers' service perception (Gang, 2010). From the point of view, 
it is very necessary for the satisfaction of customers to study of 
employees working at expressway rest areas apart from various 
studies with respect to the use of the expressway rest areas. 

The purpose of the study was to find out antecedent factors 
that could help develop expressway rest areas of which employ-
ees were exposed to inferior environment. We expected that 
finding these factors will directly contribute and offer important 
clues to promote customer satisfaction through the solution of 
the problem such as the employees with high turnover rate un-
der inferior service conditions. And, the study investigated what 
factors had influenced upon employees' voluntary self-develop-
ment efforts. Especially, the study investigated characteristics of 
the employees from point of view of 'Y' theory of McGregor 
(1957) who were ready to be responsible to have strong desire 
of self-development and to cognize fruitfulness at 
accomplishment. And, the study investigated intervening factors 
as well as facilitation factors. 

For this purpose, this study selected outcome variable as or-
ganizational citizenship behavior that could help develop organ-
ization of the employees to be given attention recently, and 
sub-factors of job characteristics as antecedent variables that 
had influence upon organizational citizenship behavior. According 
to Hackman & Oldham (1976)’s job characteristic theory, they 
argued that the one who had skill variety, task identity, task sig-
nificance, autonomy and feedback and psychological features 
could be satisfied with upper level desire. So, design of job that 
kept characteristics of job itself could give motives. In this 
study, commitment was likely to mediate between members' job 
characteristics and organizational citizenship behavior. In other 
words, the one who had motives by job characteristics could 
have influence upon organizational citizenship behavior by medi-
ating variable as commitment. Finally, the study paid attention to 
self-leadership that the employees cognized, and it build up a 
model subject to effects of members' cognition of self-leadership 
between job characteristics and commitment, and between com-
mitment and organizational citizenship behavior, respectively. 

The results of this study will be provide various personal and 
organizational level of the clues through any mechanism that 
may contribute to the development of expressway rest areas, 
and to let the employees work in affirmative way to be satisfied 
by themselves and to be happy. 

2. Literature Review

Sims et al. (1976) reported that The problem of measuring 
job characteristics has been important to at least three areas of 
management research. Specifically, first, the current interest in 
alienation from work gives special impetus to serious research 

into how job characteristics influence the satisfaction and per-
formance of workers. Indeed, many of the recent efforts to de-
velop job enrichment and job enlargement programs are directed 
toward redesigning jobs to reduce the problems of boredom and 
alienation at the work place, which in turn will hopefully in-
crease productivity. Second, the psychological study of work mo-
tivation, both at the worker level and at the managerial level, is 
thought by some to be highly related to the characteristics of 
the work itself. Third, the study of leadership has frequently ig-
nored the influence of task characteristics upon the relationship 
between leader behavior and subordinate satisfaction and 
performance.

The job characteristics model was introduced by Hackman & 
Oldham (1976). They explained that the basic job characteristics 
model is five "core" job dimensions are seen as prompting three 
psychological states which, in turn, lead to a number of benefi-
cial personal and work outcomes. They argued that job charac-
teristics factors were composed of 3 elements such as three job 
characteristics (i.e. skill variety, task identity and task sig-
nificance) combine additively to determine the psychological 
meaningfulness, toward experienced responsibility, and toward 
knowledge of results of a job (Hackman & Oldham, 1976). 
Specifically, they explained the following factors: First of psycho-
logical meaningfulness is skill variety, it means that the degree 
to which a job requires a variety of different activities in carry-
ing out the work, which involve the use of a number of different 
skills and talents of the person. second of psychological mean-
ingfulness is task identity. it means that the degree to which the 
job requires completion of a "whole" and identifiable piece of 
work; that is, doing a job from beginning to end with a visible 
outcome. Third component of psychological meaningfulness is 
task significance, it means that the degree to which the job has 
a substantial impact on the lives or work of other people, 
whether in the immediate organization or in the external 
environment. The job characteristic predicted to prompt employ-
ee feelings of personal responsibility for the work outcomes is 
autonomy toward experienced responsibility. Autonomy means 
that the degree to which the job provides substantial freedom, 
independence, and discretion to the individual in scheduling the 
work and in determining the procedures to be used in carrying 
it out. The job characteristic that fosters knowledge of results is 
feedback toward knowledge of results. Feedback is defined that 
the degree to which carrying out the work activities required by 
the job results in the individual obtaining direct and clear in-
formation about the effectiveness of his or her performance 
(Hackman & Oldham, 1976). According to job characteristics 
model, job characteristics affect the performance of organization. 

According to Yang & Tasnuva (2013), they reported that com-
mitment(e.g. Kang et al., 2011; Lyu & Yang, 2013; Yang et al., 
2011; Yang & Lee, 2009) has the following three properties. 
First, strong trust and submission to organization’s goals and 
values, second, tendency to work hard for the organization, 
third, a desire to remain a member of the organization (Mowday 
et al., 1982). Both Porter et al. (1974) and Northcroft & Neale’s 
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(1990) definitions posit that organizational commitment is not 
simply loyalty towards the organization but a process by which 
organizational members work for the long-term benefit of the 
organization. Social exchange theory states that employees form 
relationships at work, which could form the basis of 
commitment. Organizational commitment has the following three 
properties. First, strong trust and submission to organization’s 
goals and values, second, tendency to work hard for the organ-
ization, third, a desire to remain a member of the organization 
(Mowday et al., 1982). Organizational commitment is con-
ceptualized as a state where many aspects of the individual 
and organization’s values are in agreement, and in these state, 
organizational members strive to accomplish organizational goals 
through self-actualization efforts, increasing the effectiveness of 
the organization.

3. Models and Hypotheses

According to Cho et al. (2009), the perception of job charac-
teristics of employees are vary from individual to individual, and 
if employees who had the more positive level of job satisfaction 
for their job, than they accepted the more attractive with their 
process of job and work experiences, and they perceived that 
they’d been provided with an one side of stable work 
environment. And, previous studies (Choi & Lee, 2007; Joo & 
Lim, 2007; Kiggundu, 1983; Sims et al., 1976; Singh, 1998; 
Steers, 1997) reported that the relationship between the job 
characteristics and organizational commitment had strong 
relationship. For example, Steers (1997) argued that organiza-
tional commitment would determined the characteristics of the 
individual, job, role, and factors related to organizational 
characteristics. Also, Breaugh & Becker (1987) reported that au-
tonomy was higher related than other job characteristics. James 
(1993) argued that perceived task significance will recognized to 
contribute to their organization, and that can increase con-
tribution to the organization. Therefore, we established the fol-
lowing hypotheses. 

Hypothesis 1. Job characteristics will exert a positive influ-
ence on organizational commitment.

  Hypothesis 1-1. Skill variety will have a positive impact on 
organizational commitment.

  Hypothesis 1-2. Task identity will have a positive impact on 
organizational commitment.

  Hypothesis 1-3. Task significance will have a positive im-
pact on organizational commitment.

  Hypothesis 1-4. Autonomy will have a positive impact on 
organizational commitment.

  Hypothesis 1-5. Feedback will have a positive impact on 
organizational commitment.

Organ (1988) was defined that OCB was not to be role of 
job to have no compensation according to contract and to be 
beneficial to organization, And Smith et al. (1983) explained that 
OCB was defined to member's discretional deed to overcome 

obligations of an organization to be other behaviors than no 
compensation by official compensation system. OCB is con-
structive behavior, not included in an employee’s formal job de-
scription (Organ, 1988). Specifically, Ang et al. (2003) focus on 
helping forms of organizational citizenship, the most commonly 
researched form of OCB, such as when workers use discretion 
and decide to assist co-workers with their work or when they 
volunteer to do things that benefit the workgroup (LePine et al., 
2002). Ju et al. (2013) reported that the organizational citizen-
ship behavior (OCB) means other behaviors than job role so 
that considerable portion of behavior for enterprises and/or cus-
tomers of a member shall follow not regulation of the role but 
voluntary and optional rule. Even if OCB of frontline employee 
of the service industry may have influence upon customer's per-
ception to promote effectiveness of business, it is unable to re-
flect customers' position. This is because scale that can test 
OCB of the employees from point of view of customers is not 
enough and OCB is tested not by self-reporting but by other's 
evaluation to test insufficiently (Moon & Kim, 2006). In a recent 
meta-analysis, Mathieu & Zajac (1990) presented evidence on 
the links between organizational commitment and a number of 
critical in-role behaviors, including performance, absence, late-
ness, and turnover. Furthermore, commitment may be partic-
ularly important in predicting nonrole behaviors (Scholl, 1981; 
Wiener, 1982), such as organizational citizenship behavior 
(Shore & Wayne, 1993). Also, We expected that organizational 
commitment will mediated between sub-factors of job character-
istics and organizational citizenship behavior, respectively. 
Therefore, we established the following hypotheses.

Hypothesis 2. Organizational commitment will have a positive 
impact on organizational citizenship behavior. 

Hypothesis 3. Organizational commitment will mediate between 
job characteristics and organizational citizenship 
behavior.

  Hypothesis 3-1. Organizational commitment will mediate be-
tween skill variety and organizational cit-
izenship behavior. 

  Hypothesis 3-2. Organizational commitment will mediate be-
tween task identity and organizational cit-
izenship behavior. 

  Hypothesis 3-3. Organizational commitment will mediate be-
tween task significance and organizational 
citizenship behavior. 

  Hypothesis 3-4. Organizational commitment will mediate be-
tween autonomy and organizational citizen-
ship behavior. 

  Hypothesis 3-5. Organizational commitment will mediate be-
tween feedback and organizational citizen-
ship behavior. 

Hougton & Yoho (2005) reported that self-leadership (Manz, 
1986; Manz & Neck, 2004; Manz & Sims, 2001) is a process 
through which people influence themselves to achieve the self-di-
rection and self-motivation necessary to perform. Manz and Sims 
(1980) introduced the idea that employee self-management can 
serve as a substitute for leadership and thereby provides an al-
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ternative to more typical top-down views of leadership. According 
to Manz (1986), self-leadership is conceptualized as a compre-
hensive self-influence perspective that concerns leading oneself 
toward performance of naturally motivating tasks as well as man-
aging oneself to do work that must be done but is not naturally 
motivation. Self-leadership has deep roots in several related the-
ories of self-influence including self-regulation (Carver & 
Scheier,1981; Kanfer, 1970), self-control (Cautela, 1969; Mahoney 
& Arnkoff, 1978, 1979; Thoresen & Mahoney, 1974), self-man-
agement (Andrasik & Heimberg, 1982; Luthans & Davis, 1979; 
Manz & Sims, 1980), intrinsic motivation theory (e.g., Deci & 
Ryan, 1985), social cognitive theory (e.g., Bandura, 1986), and 
clinical cognitive psychology (e.g., Beck et al., 1979; Burns, 
1980, Ellis, 1977; Seligman, 1991). Building on these theoretical 
foundations, self-leadership prescribes specific sets of behavioral 
and cognitive strategies aimed at positively affecting individual 
performance outcomes (Hougton & Yoho, 2005).

In addition, resent study presented that it need to consider 
associated moderating variables as individual differences and or-
ganizational related variables in order to explain the relationship 
between job characteristics and the response of the employees. 
We expected that self-leadership was to serve a moderating or 
mediating role among job characteristics, organizational commit-
ment and organizational citizenship behavior on the basis of 
previous studies such as Thakor & Joshi (2003), Choi & Jang 
(2004), and Kim & Han (2006). Therefore, we established the 
following hypotheses. 

Hypothesis 4. Self-leadership will moderate the relationship 
between job characteristics and organizational 
commitment.

  Hypothesis 4-1. Self-leadership will moderate the relation-
ship between skill variety and organiza-
tional commitment. 

  Hypothesis 4-2. Self-leadership will moderate the relation-
ship between task identity and organiza-
tional commitment. 

  Hypothesis 4-3. Self-leadership will moderate the relation-
ship between task significance and organ-
izational commitment. 

  Hypothesis 4-4. Self-leadership will moderate the relation-
ship between autonomy and organizational 
commitment. 

  Hypothesis 4-5. Self-leadership will moderate the relation-
ship between feedback and organizational 
commitment. 

Hypothesis 5. Self-leadership will moderate the relationship 
between organizational commitment and or-
ganizational citizenship behavior.

Hypothesis 6. Self-leadership will mediate between organiza-
tional commitment and organizational citizen-
ship behavior.

Hypotheses and research model were presented in <Figure 1>.

Job Characteristics Organizational
Commitment OCB

Self-
Leadership

• Skill variety

• Task identity

• Task significance

• Autonomy

• Feedback

<Figure 1> Research Model

4. Empirical Analysis

4.1. Designs and Data Collection

The survey were conducted 148 participants who worked for 
expressway rest areas in Gyeonggi-do. 141 copies that excluded 
questionnaire with unfaithful answer were used. Demographic 
characteristics of these participants consisted of 81 female 
(57.4%) and 60 male (42.6%). and 86 participants were un-
married (61%) and 55 participants were married (39.0%) in mar-
ital status. In the age distribution, 52 participants (36.8%) were 
30 or below, 53 participants (37.6%) were the most common 31 
years old to 40 years old, and 34 participants (26.5%) of more 
than 40 years old. The participants had lower educational back-
ground than the ones at another jobs had. Specifically, 68 par-
ticipants (48.2%) of high school graduates or lower, 35 partic-
ipants (24.8%) of college graduates, and 31 participants (22.0%) 
of university graduates and 7 participants (5.0%) of other educa-
tional background. It could been seen that the years of service 
is less than three years in the case of 107 participants (75.9%) 
is reflected at a high turnover late and the harsh working 
conditions. However, working identity to be presented in good 
condition just like 106 full-time workers (75.2%) larger than 35 
temporary workers (24.8%) compared to other working sectors 
reflected serious manpower shortage of the employees in ex-
pressway rest areas.

4.2. The Questionnaire

The following self-report measures were used. Specifically, 
sub-factors of job characteristics were measured 25 item likert 
5-point scale based on Hackman & Oldham (1976). 
Organizational commitment was measured 9 item likert 7-point 
scale based on Mowday et al. (1979), and organizational cit-
izenship behavior was measured 12 item likert 7-point scale 
based on Organ (1988). Self-leadership was measured 35 item 
likert 5-point scale based on Hougton & Neck (2002). In order 
to compensate for scale difference of the variables, we con-
verted z-score.
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Variable Final
item

Cronbach's 
α

Construct
Reliability AVE

Skill variety 4 .870 .875 .638
Task identity 5 .851 .876 .590

Task significance 5 .798 .819 .478
Autonomy 4 .817 .831 .557
Feedback 5 .855 .881 .600

Organizational 
commitment 7 .926 .855 .459

Self-leadership 28 .947 .965 .507
OCB 12 .939 .937 .558

1 2 3 4 5 6 7 8
1. Skill variety (.638)
2. Task 

identity .632** (.590)

3. Task 
significance .638** .746** (.478)

4. Autonomy .584** .618** .631** (.557)
5. Feedback .540** .632** .649** .719** (.600)
6. OC .291** .291** .479** .432** .476** (.459)
7. Self-

leadership .294** .386** .487** .358** .512** .526** (.507)

8. OCB .416** .499** .572** .493** .575** .637** .668** (.558)
Mean 3.12 3.43 3.25 3.25 3.34 4.10 3.48 4.67
S.D 0.83 0.72 0.70 0.78 0.71 1.22 0.62 1.03

Step

Independent Variables(IV)

Skill
variety

Task
identity

Task
significa

nce
Autonomy Feedback OC

1(β1) .321** .298** .496** .452** .485** .524**
2(β2) .488** .522** .592** .502** .590** .625**

4.3. Reliability and Validity Test

Cronbach α was used to test reliability and to evaluate in-
ternal consistency of measuring items. According to Nunnally 
(1978), Cronbach α coefficient should exceed 0.7. In this study, 
Cronbach α was 0.817 or more to be ensure the reliability. 
Analyses of the results for the validation of the variables, the 
confirmatory factor analysis was completed with maximum like-
lihood estimation. The results of factor loading of each factor 
exceeded 0.5 to have construct validity, and AVE(average var-
iance extracted) of each variables except organizational commit-
ment (AVE=.459) exceeded 0.5 to have convergent validity. Also 
organizational commitment was validated comparing with the re-
sults of correlation analysis (r2) and AVE have convergent 
validity. These results are shown in <Table 1>.

<Table 1> Reliability and Validity

4.4. Correlation Analysis

Correlation analysis was done to verify relations and direction 
between the variables (see <Table 2>). Comparison between or-
ganizational commitment (AVE=0.459) with less than 0.5 of AVE 
and coefficient of determination (r 2) had convergent validity. 
However, there may be the problem of multicollinearity that the 
results of relationship between task identity and task significant 
(r =.746, p<.01) compared to AVE of task significant 
(AVE=0.478), we conducted using tolerance, and the result veri-
fied by the tolerance value of 0.424, 0.433 showed have no 
problem. To verify with residual independence, we conducted 
the Durbin-Watson test. As a result showed that Durbin-Watson 
threshold of one explanatory variable 2 (k=2) and 100 number 
of observation (n=100) accounted for 1.502 ≤ D ≤ 1.582, 150 
number of observation (n=150) accounted for 1.598 ≤ D ≤ 
1.651 whereas result of d-value did 1.705 to have no au-
to-correlation.

<Table 2> Mean, standard deviations and correlation matrix

Note) * p<.05, ** p<.01, OC: organizational commitment, OCB: organizational 
citizenship behavior 

4.5. Hypothesis Test

A regression analysis was done with control of gender, age, 
educational level and year of service to test hypothesis of direct 
effect. Specifically, skill variety (β=.321, p<.01), task identity (β
=.298, p<.01), task significant (β=.496, p<.01), autonomy (β
=.452, p<.01) and feedback (β=.485, p<.01) had positive influ-
ence upon organizational commitment, respectively. Therefore, 
hypothesis <1-1>, <1-2>, <1-3>, <1-4>, and <1-5> was sup-
ported, respectively. It was found that organizational commitment 
(β=.625, p<.01) had strong positive influence upon organizational 
citizenship behavior. So, hypothesis 2 was supported, too. And 
multiple regression analysis was done to investigate effect of 
sub-factors of job characteristics showed that task significance 
(β=.427, p<.01) and feedback (β=.291, p<.05) had positive influ-
ence upon organizational citizenship behavior, respectively. 
However, skill variety (β=-.032, n.s) and autonomy (β=.152, n.s) 
was not statistically significant. Unusual point, the result of task 
identity (β=-.269, p<.05) had negative influence upon organiza-
tional commitment suggested that it need for cautious inter-
pretation of expressway rest areas employees’perceived task 
identity. 

At analysis upon Baron & Kenny (1986)’s 3-step regression 
for mediating effects with control of demographic variables, not 
only organizational commitment between sub-factors of job char-
acteristics and organizational citizenship behavior but also 
self-leadership between organizational commitment and organ-
izational citizenship behavior was partially mediated, 
respectively. Therefore, hypothesis <3-1>, <3-2>, <3-3>, <3-4>, 
<3-5> and hypothesis 6 was supported. These results pre-
sented in <Table 3>.

<Table 3> Results of mediation effect
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Independent Variables(IV)

Skill
variety

Task
identity

Task
significa

nce
Autonomy Feedback OC

model
1

IV .132 .080 .291** .285** .278** .384
MV .481** .491** .378** .420** .375** .459

model
2 IV*MV .207** .237** .055 .137 .039 .132*

3(β3,IV) .313** .365** .365** .270** .372** .384**
3(β4,MV) .543** .527** .458** .513** .450** .459**

Note) * p<.05, ** p<.01, MV: Mediating variable - Organizational commitment 

In this study, we predicted that self-leadership would moder-
ate the relationship between sub-factors of job characteristics 
and organizational commitment, and the relationship between or-
ganizational commitment and organizational citizenship behavior, 
respectively. Therefore, the multiple regression analysis using in-
teraction terms were conducted. These results presented in 
<Table 4>.

<Table 4> Results of moderation effect

Note) * p<.05, ** p<.01, MV: Moderating variable (Self-leadership) and 
dependent variable is organizational commitment except OC.

The results of multiple regression analysis showed that 
self-leadership had moderation effect between the interaction 
term of skill variety (β= .207, p<.01), and between the inter-
action term of task identity (β= .237, p<.01) was statistically sig-
nificant, respectively. So, hypothesis <4-1> and <4-2> was 
supported. But the interaction term of task significant, autonomy 
and feedback was not significant, respectively (see, Table 4). 
So, hypothesis <4-3>, <4-4>, <4-5> was not supported. In addi-
tion, self-leadership had moderation effect between organizational 
commitment and organizational citizenship behavior. Therefore, 
hypothesis 5 was supported, too.

5. Conclusions and Research Limitations

In this study, we were looking for the antecedents variables 
to provide that the employees could give good quality services 
by themselves despite of worked at inferior environment in the 
era of one-day life zone throughout the nation owing to ex-
pansion of expressway infrastructure and passenger cars as well 
as 5-days workweek to increase expressway rest areas. 
Especially, the study investigated characteristics of the employ-
ees from point of view of 'Y' theory of McGregor (1957) who 
were ready to be responsible to have strong desire of self-de-
velopment and to cognize fruitfulness at accomplishment. And, 
the study investigated moderating factors as well as mediating 

factors. This study selected organizational citizenship behavior 
that could help the employees develop organization, and it 
adopted external factor of job characteristics that could have in-
fluence upon organizational citizenship behavior. In this study, 
we added build up research model such as commitment was 
likely to mediate between job characteristics and organizational 
citizenship behavior. Self-leadership that was important to im-
prove inferior environment was likely to have affirmative influ-
ence between job characteristics and commitment, and between 
commitment and organizational citizenship behavior, respectively. 

The study was the first research with precedence variable of 
job characteristics, mediating variable of organizational commit-
ment and moderating variable of self-leadership that had influ-
ence upon organizational citizenship behavior of the employees: 
And, the study gave several findings and implications: First, 
sub-factors of job characteristics had positive influence upon or-
ganizational commitment of the employees, and organizational 
commitment had positive influence upon organizational citizen-
ship behavior. Therefore, company of expressway rest areas 
needed to design jobs to let the employees be satisfied with 
self-realization, fruitfulness, acknowledgment, responsibility and 
upper grade desires. At multiple regression analysis, factors of 
job characteristics had positive influence upon task significance 
and feedback only and had no influence upon skill variety and 
autonomy, and task identity had negative influence upon organ-
izational commitment. These results reflected that the employees 
who worked in expressway rest areas with very much simple 
task and mechanically working upon request of so many 
customers. Therefore, it means that job redesign such as job 
enrichment and job enlargement can be considerably helpful for 
affirmative influence. And a variety of training was needed to let 
the employees cognize that their jobs were connected with cus-
tomers' satisfaction and loyalty. Second, the results of mediation 
effects showed that organizational commitment was partially 
mediated between sub-factors of job characteristics and organ-
izational citizenship behavior, and self-leadership between organ-
izational commitment and organizational citizenship behavior, too. 
These results indicated that we considered antecedents to in-
crease the level of organizational commitment apart from 
sub-factors of job characteristics suggested by previous studies. 
And, employees should cognize values of self-leadership that 
members could increase efficiency and make efforts for organ-
izations by their own efforts, and should set up their own direc-
tions and create environment for motivation and give vision. 
Finally, the results of moderation effect of self-leadership 
showed that self-leadership was thought to be very much im-
portant to let members make efforts by themselves in order to 
promote the competitiveness of the expressway rest areas, be-
cause self-leadership had moderation effect upon skill variety, 
task identity and organizational commitment that were not sig-
nificant at multiple regression analysis. 
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<Figure 2> Moderation effect of self-leadership between job characteristics and organizational commitment 

Not only skill variety but also job identity had less influence 
than other sub-factors of job characteristics compared than task 
significance, the results of interaction term multiplied by 
self-leadership could develop organizational commitment. And in-
teraction term multiplied by organizational commitment self-lead-
ership could develop organizational citizenship behavior, too(see. 
Figure 3). Theses results proposed that when the employees 
were given vision for higher self-leadership to have opportunity 
of doing by themselves through belief and empowerment that 
they could do, they could decrease turnover rate to provide cus-
tomers with good quality service. 

Low OC High OC

O
C
B

Low Self-
leadership

High Self-
leadership

<Figure 3> Moderation effect of self-leadership between organizational 
commitment and organizational citizenship behavior

There are at least several potential limitations in this study 
that need to be considered. First, because the subjects of this 
study have been limited only to members of expressway rest 
areas near Seoul, the possibility for generalization may be said 
to be quite low. And, the study made use of self-report ques-
tionnaire has problems of hindsight bias and is based on 
cross-sectional study. So, further studies shall discover and de-
velop objective scale and investigate by longitudinal study to 
overcome problems of cross-sectional study.
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