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Abstract 
 

The 4th Industrial Revolution (FIR) has already begun. Corporations have to fulfill their 
social responsibilities to the FIR. This study explores the leadership and attitudes required in 
the FIR era for companies to fulfill their social responsibilities. In the FIR era, workers 
should have certain attitudes, such as self-efficacy, expectancy, and acceptance of change. If 
workers have these attitudes, they will be able to make a difference in the future. This study 
suggests the leadership styles that are needed to improve these attitudes. Participation, 
creativity, delegation of leadership, and inspirational motivation of leaders involves 
organizational change and improvement of organizational performance. This paper 
demonstrates the kind of leadership that is more important for each attitude through 
statistical analysis. Furthermore, when workers have these attitudes, not only the future, but 
also their current performance can be improved. To explain this relationship, the paper 
describes the effect of attitudes on job satisfaction. If workers have certain attitudes, their 
current and future performance will improve. As a result of the research, all four leadership 
styles had positive effects on attitudes toward FIR, and attitudes showed a mediating effect 
on the relationship between leadership styles and job satisfaction. In addition, it has been 
proven that the role of participative and delegating leadership, which is more member-
oriented leadership, is more important. Leadership will enable workers to have a particular 
attitude through member-centered leadership, and workers will be able to increase current 
and future performance. Through these efforts, companies will be able to increase their 
performance in the current and FIR era, and fulfill their social responsibilities more faithfully. 
Therefore, in the FIR era, companies will play an important role in the development of 
society, and create new values. 
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1. Introduction  

Companies have to adapt to new changes, and strive for social development. In particular, 
corporate social responsibility (CSR) is a very important factor contributing to the 
improvement of long-term performance of the enterprise, and the development of society. In 
today’s rapidly changing environment, the importance of ethical management is increasing 
day-by-day, in order to maintain and grow the company. While currently, the company is 
pursuing only short-term profit or focusing on visible financial performance, among the 
various tasks that focus on sustainable management and long-term development of the 
enterprise, ethical management is an essential element that is becoming increasingly 
important. The fourth industrial revolution (FIR) is underway in our lives. This study 
explores the relevance of attitudes and leadership needed in the FIR era to companies that 
practice social enterprise, social responsibility, and ethical management. In the FIR era, if 
companies donot make use of Internet information, they will be culled. New information will 
be produced quickly and in large quantities based on the Internet and mobile. New leadership 
is very important for companies to adapt to FIR. Today's leadership involves organizational 
change. Leaders are the key to organizational change. Thus, leaders need to harness Internet 
information, fulfill social responsibilities and drive new changes in their organizations. In the 
FIR era, if leaders do not change their organizations, interpret sufficient information, make 
decisions, and fail to fulfill their social responsibilities, companies will not adapt to the new 
era. With new changes, companies and workers need to adapt to change and technology, and 
establish new strategies and attitudes to the future [1, 2]. With regard to FIR, workers need to 
have certain attitudes, and by having these attitudes, they will be able to generate higher 
performance in the near future. In particular, important attitudes in relation to the transition 
to the fourth industrial age are self-efficacy, expectation, and the acceptance of change [2]. 
These attitudes will ensure future performance. In order to adapt to future society and new 
changes, and to improve performance, companies need to pursue shared values of 
organization, and adapt to new technologies [3, 4]. For this purpose, it is also necessary to 
pursue better leadership for future or specific organizations, such as the FIR [5]. Hence, this 
study explains the particular leadership styles needed to improve these attitudes for future 
performance. These specific leadership styles that are being studied in business 
administration today will improve critical attitudes, such as self-efficacy, expectation, and 
the acceptance of change for FIR. Typically, creative leadership, which encourages members’ 
creative potential and capacity [6], member-focused leadership that supports the growth of 
members [7], or utilizes inspirational motivation [8, 9], and leader’s intelligence [10] will 
influence members’ motivation to accept the change. In addition, this study explains the role 
of self-efficacy in change, as well as the influence of leadership [11]. These leaderships will 
exert influence, so that members have certain attitudes. In addition, this paper explains the 
effects on the current performance, as well as the future, when workers have these attitudes 
through specific leaderships. Job satisfaction is a representative indicator of the performance 
of current members in organizational research. In general, job satisfaction directly affects the 
performance of workers [12]. By enhancing the self-efficacy, expectation, and acceptance of 
change in the fourth industrial age of a member through specific leadership, workers will be 
satisfied with the present job and the future, and create high performance. This study tries to 
explain what leadership is needed for the future FIR. These specific leaderships will have 
positive attitudes toward the future, and will effect current and future performance 
improvements. Furthermore, improving the satisfaction and performance of the members 
will improve the competitiveness of the organization, and lead to the creation of new value 
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of the organization. Hence, companies should create new value in the near future like the 
present and the FIR, and contribute to social development with social responsibility. 

2. Literature Review 

2.1 Job satisfaction 
Job satisfaction is one of the most active and continuously studied subjects in organizational 
research, because it is one of the most representative variables for measuring individual and 
organizational performance. Job satisfaction refers to perception and cognition of the degree 
to which an employee likes their own job or are satisfied with their job environment. The 
degree of satisfaction with work is the psychological condition of the individual themselves, 
while the job environment includes factors such as pay and fringe benefits, job security, and 
relationships with supervisors [13, 14]. Although job satisfaction has been studied 
extensively in relation to organizational performance, this concept needs to be more clearly 
distinguished, because there are similar concepts, such as morale [12]. For example, job 
satisfaction is related to the worker’s individual situation, but morale concentrates on how 
workers relate to a shared purpose within an organization. Also, morale emphasizes 
individual feelings about the future, whereas job satisfaction more appropriately focuses on 
present and past situations [15]. Job satisfaction is a feeling and positive emotional state of 
workers arising from their work and work experience [12]. Job satisfaction involves the 
feelings of individual achievement, and the facilitation and promotion of the job value of 
workers [16]. Hence, it can be said that job satisfaction means workers’ comprehensive 
satisfaction with the job itself, the job experience, and job environment. Also, the 
performance of members with high job satisfaction can be improved. Workers’ satisfaction 
with their jobs has a direct impact on a company’s overall performance. Workers with higher 
job satisfaction are more likely to be productive, more flexible, and handle pressure, but are 
less likely to think of leaving their organization. Therefore, job satisfaction directly reflects 
the current performance of employees and organization. 
 

2.2 Attitudes for FIR 
2.2.1 Self-efficacy for FIR  

The expectations for the future can be divided into efficacy and outcome expectancy. 
Efficacy is related to the point of view of the self [17]. Self-efficacy means individual belief 
in one’s capabilities, and ability to achieve a specific level of result and performance. This 
personal belief produces various effects on perspective, emotional, behavioral, and 
motivational processes. Also it can be defined as “beliefs in one’s capabilities to mobilize the 
motivation, cognitive resources, and courses of action needed to meet given situational 
demands” [19: p.408]. Self-efficacy does not give value to workers themselves. Since self-
efficacy is a belief about the ability that workers themselves are confident they can perform 
their work successfully, this is closely related to successful work and performance 
improvement [20]. Workers with a high level of self-efficacy have a tendency to make more 
effort and accept challenges when faced with difficult problems [21]. In contrast, the 
performance of workers with low self-efficacy may also be low. Thus, self-efficacy is an 
important factor explaining differences in motivation, learning, and task performance among 
individuals as a significant attitude toward individual performance [22, 23]. Self-efficacy is a 
belief that performance can be achieved in a given situation, and it improves motivation [24]. 
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Therefore, self-efficacy for FIR is an individual’s belief that it is more motivated to change 
into the FIR era, and that it will be able to achieve high results in this age. If individuals have 
high self-efficacy for FIR, they will have more confidence in the change to FIR, and will be 
able to achieve higher performance in the FIR era [2]. In addition, when workers believe that 
they can accomplish work on their own, they can be more satisfied with their job [14, 21]. If 
workers themselves believe that they can perform certain tasks, they can predict the outcome 
of the work, and achieve a high level of performance. Through this process, job satisfaction 
is increased [14, 21]. Therefore, self-efficacy can be a predictor of job satisfaction, and 
hypothesis 1 was set as follows. 
 
H1. Self-efficacy for FIR will have a positive relationship with job satisfaction.  

 
2.2.2 Expectancy for FIR   

People generally have a subjective ability to anticipate the future. Forecasts for the future 
affect current behavior. People prepare for, or anticipate, what will happen in the future [17]. 
This can be expected to be the subjective probability of an individual having to do things 
about the future [25]. Expectancy for the future affects current motivation, job behavior, and 
performance. Positive expectations can lead to more positive current behavior [26]. Hence, 
expectancy is a motivational factor that measures performance, and it is a predictor of 
current behavior through perspective on the future [27]. Expectancy for FIR involves a 
positive attitude toward this future, as well as a belief that it will change to the FIR age in the 
near future [2]. Therefore, expectancy for FIR means that the individual has a more positive 
attitude toward the FIR age, and predicts the future positively. Those who have positive 
expectations about the future will be able to adapt more easily, and achieve higher results in 
the coming future. In particular, because expectancy has a direct impact on workers’ 
motivation, workers with positive expectancy for the future are more motivated, and more 
satisfied with their job [26, 27]. Therefore, hypothesis 2 was set as follows. 
 
H2. Expectancy for FIR will have a positive relationship with job satisfaction.  
 

2.2.3 Acceptancy of change for FIR   
Acceptance of change means the willingness to adopt it more aggressively, and adapt to 
change without rejecting the new change. Today’s corporate environment is changing 
rapidly. The transition from the present to the FIR is also proceeding rapidly. The adaptation 
of a company to the environment not only means changing the system and technology, but 
also means that the workers change together. Organizations that are struggling with 
adaptation to new changes fall behind, and fail [28]. However, not everyone and every 
organization can easily adapt to the new environment. People and companies are afraid of 
change, or they are interested in the benefits that can be gained by maintaining existing ones. 
Compared to those who reject change, those who accept change can become more effective 
and successful in a new environment [29, 30]. Therefore, acceptance of change for FIR 
implies workers’ willingness to accommodate and adapt to changes in the FIR age. Workers 
with higher acceptance of change for FIR will adapt more effectively, and create higher 
performance in this age. The performance of workers who adapt to changes well is generally 
high. Leaders can also motivate members by engaging them in change [28, 32]. It is rare to 
directly examine the relationship between job satisfaction and acceptance of change. 
However, current performance, such as job satisfaction, can be improved for workers who 
accept change. Hypothesis 3 is as follows:  
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H3. Acceptancy of change for FIR will have a positive relationship with job satisfaction.  
 

2.3 Leadership styles and attitudes for FIR 

2.3.1 Participative leadership and attidudes for FIR  
Participative leadership refers to leadership in which leaders give members the opportunity 
to participate in decision making, and that members have influence on making decisions or 
business operation [31, 32]. Participative leadership is a field of empowering leadership, and 
is used as a very similar concept. Empowerment is the sharing of power. Participation 
leadership is the sharing of decision-making power with members [33, 34]. Participative 
leadership can improve work performance by encouraging members to work on their own. 
Also, since decision making is a choice for future business operations, the influence of 
participative leadership will affect the attitudes of members to the future, such as the FIR age. 
Firstly, participative leadership provides guidance on how leaders work and participate in 
their work as a model for their members. Thus, the members become aware of how to 
improve their performance [7], and their self-efficacy increases [35]. By participating and 
being empowered, members increase their confidence, and improve their feelings of self-
efficacy [36]. Therefore, participative leadership plays a role in increasing self-efficacy for 
the FIR era. Second, participative leadership allows members to participate in decision 
making, to expand new knowledge, and learn skills [33]. Participative leaders have a more 
change-oriented attitude, as members make new opportunities [37]. Therefore, this 
leadership has a positive effect on members’ acceptance of change, such as transfer to the 
FIR era. Third, by empowering leadership to involve members in decision-making, they 
become more independent, and participate in goal-setting processes themselves [38]. 
Generally, a goal is a plan for the future that leaders present to their members [32]. When 
members become independent and participate in goals, they will be able to have a more 
positive attitude in the future. Therefore, participative leadership will improve the 
expectancy of the members. Based on this theoretical relevance, the following hypotheses 
were set: 
 
H4 . Participative leadership will increase positive attitudes for FIR. 
H4-1. Participative leadership will increase self-efficacy for FIR. 
H4-2. Participative leadership will increase expectancy for FIR. 
H4-3. Participative leadership will increase acceptance of change for FIR. 
 

2.3.2 Creative leadership and attitudes for FIR  
Creative leadership usually encourages the organizational members’ creative potential and 
capacity [6]. This means that the creative leader does not need to be creative themself, but 
the leader should influence the followers’ creativity. The creative member focuses on 
developing members’ human capital, such as their personal capabilities, abilities, knowledge, 
information, task skills, and employee job experience. Moreover, the creative leader 
emphasizes the importance of social capital, such as the network of human relationships in 
the organization. In addition, the creative leader is oriented to task risk, making a decision in 
an uncertain environment, and unconventional actions [6]. Creative leadership plays a 
critical role in creating a company environment that creates new knowledge and promotes 
inventions [6, 39]. Thus, this leadership can encourage a creative environment, and also 
influence members’ attitudes and performance. First, creative leadership influences members’ 
self-concepts, such as self-worth, by allowing them to work with creative ideas [40]. The 
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specific support of the leader gives the members confidence in their work [33]. Thus, 
creative leadership promotes the creativity of the members, and the members will have more 
self-efficacy in their work, while demonstrating their creativity. Second, the specific support 
of the leader influences the expectancy of the members [33, 41]. Creative leadership helps 
members to pursue new values, take risks, and accept challenges [6, 40]. Through this 
leadership, members will have the belief that they will be able to achieve creative results in 
the future. This belief is directly related to the expectations of the members [17, 25]. 
Creative leadership involves a long-term perspective not only for immediate performance, 
but also for future creative performance [6, 42]. Therefore, creative leadership will affect the 
expectancy of the members for the future, such as the FIR era. Third, creative leaders are 
sensitive to new knowledge and change, because they take risks in the external environment, 
and seek new opportunities. This leadership stimulates the members to be creative [6]. Also, 
the leader’s creative leadership style makes the members have originality and innovation 
[40]. Leaders become role models, and influence members [32, 39]. Innovation and new 
value pursuits all involve change, so that creative leadership can better accommodate risk 
and new things for the future. Therefore, creative leaders will improve members’ acceptance 
of change for the FIR. With this relationship, the following hypotheses were set:   
 
H5 . Creative leadership will increase positive attitudes for the FIR. 
H5-1. Creative leadership will increase self-efficacy for the FIR. 
H5-2. Creative leadership will increase expectancy for the FIR. 
H5-3. Creative leadership will increase acceptance of change for the FIR. 
 

2.3.3 Inspirational motivation and attidudes for the FIR  
While traditional leadership is characterized by transactional leadership, which involves 
situational reward and management by exception, transformational leadership influences its 
members through inspirational motivation, individualized consideration, idealized influence, 
and intellectual stimulation. In particular, inspirational motivation is a feature of a leader that 
allows a leader to present a new vision, creativity, and a more positive outlook to the future 
for its members. Also, inspirational motivation is the leader’s capacity to present a clear 
vision of the future, explain challenging standards to members, and endure controversial 
problems [8, 9]. If the leader presents a clear vision to the members, and shows optimism 
about the future with him, the members will also have a more positive view of the future and 
change. Hence, when the leader provides inspirational motivation to the members, their 
attitudes can be changed. First, a transformational leader influences members’ self-efficacy. 
This leader becomes a role model for the followers, persuades them to achieve a goal, and 
affects the psychological arousal of members [43]. In particular, inspirational motivation can 
give leaders confidence in achieving a goal, so that members can have confidence in 
achievement, and have a sense of self-efficacy [32, 44]. Therefore, inspirational motivation 
will improve the self-efficacy of the FIR, by giving the members the confidence that they 
will be able to achieve the future direction, such as the FIR. Similar to the mechanism by 
which the inspirational motivation of the transformational leader influences self-efficacy, it 
also improves the expectancy of the members [43, 45]. Because inspirational motivation 
gives a clear vision of the future and believes that it can be achieved, workers have 
confidence and expectations about the future with leaders. In particular, clear blueprints 
presented through inspirational motivation can be clearly perceived by members of the future 
with the leader [9, 38, 46]. Therefore, inspirational motivation will influence the members to 
have more positive expectations in the future, such as the FIR. Particular leadership styles, 
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such as transformational leadership, lead to changes in organizations and members [32, 39]. 
The inspirational motivation of the leader suggests the members’ new values that are 
different from the existing ones, and stimulates them to follow them [46]. Thus, members are 
more receptive to new changes. Leaders are also accompanied by changes to the FIR era. 
Therefore, by inspirational motivation, if leaders give their followers the vision they need for 
FIR, and they believe that they can achieve it, they will better accommodate change. In this 
regard, the following hypotheses were set.  
  
H6 . Inspirational motivation will increase positive attitudes for the FIR. 
H6-1. Inspirational motivation will increase self-efficacy for the FIR. 
H6-2. Inspirational motivation will increase expectancy for the FIR. 
H6-3. Inspirational motivation will increase acceptance of change for the FIR. 
 

2.3.4 Delegating leadership and attidudes for the FIR  
Delegation is a type of decision-making [47]. Delegation refers to lowering within the 
hierarchy the supportive and directive behavior of a leader. Delegating leadership is the 
optimal style, to give decision-making power to members, not leaders [48]. When a leader 
delegates the decision-making and working methods without directing the members, they 
perform their own tasks, and the performance of workers with ability and willingness can be 
improved [49]. Delegation positively affects job satisfaction, work capacity, and 
performance [47]. First, since delegating leadership gives autonomy to members and 
delegates tasks and decisions, members become more immersed and spontaneous in their 
work. Thus, members who have spontaneity can become more confident about their work 
[49, 50]. Therefore, delegating leadership gives confidence in the capacity of the workers, 
and they will have a higher self-efficacy for the present and the future. Second, autonomy 
improves intrinsic motivation, and positively impacts new value creation [49-51]. Workers 
with an orientation to create new value have a positive expectancy for the future, as well as 
the principle that creative leadership enhances members’ expectancy [6, 17, 25, 40], Since 
workers create new value for themselves, they expect a better outcome. The follower who 
trusts the leader will be intrinsically motivated, and expects to achieve high performance. 
The expectancy of this result will have a positive impact on the expectations for the FIR. 
Third, intrinsic motivation from autonomy also helps people to adapt to new business [51]. 
Intrinsically motivated people are less afraid of change, because they tend to challenge new 
work [49-51]. Therefore, these people will be better able to adapt to new changes, such as 
the FIR. Based on these relationships, the following hypotheses were set.  
 
H7 . Delegating leadership will increase positive attitudes for the FIR. 
H7-1. Delegating leadership will increase self-efficacy for the FIR. 
H7-2. Delegating leadership will increase expectancy for the FIR. 
H7-3. Delegating leadership will increase acceptance of change for the FIR. 

3. Research Framework 
The independent variables in this study are leadership styles. Leadership styles involve 
participative leadership, creative leadership, inspirational motivation, and delegating 
leadership. Leadership styles will have a positive effect on job satisfaction, which is the 
dependent variable. In these relationships, positive attitudes toward FIR will have mediating 
effects. The mediating variables in this study are self-efficacy for FIR, expectancy for FIR, 
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and acceptance of change for FIR. The relevance of these variables is shown in Fig. 1.  
 

 
Fig. 1. Research Model 

4. Participants and Measurement 

4.1 Participants 
Data was collected from 191 workers who were members of social enterprises or companies 
with social responsibility. Traditionally, one variable or one factor should have at least 10-15 
samples [52, 53]. For regression analysis, statistically significant results can be obtained 
when the sample size is at least 20. The sample size has to be at least 50 to be effective if 
there are more than two variables in multiple regression analysis [54, 55]. This study used 
multiple regression analysis, so it should have at least 50 samples. In addition, there are eight 
variables in this study, so a minimum of 120 samples or more ensures that the results of 
statistical analysis are valid. Thus, the 191 samples used in this study are large enough to 
describe the population. 

In general, companies need to exercise social responsibility. The reason why a company 
should have social responsibility is that first, a company is a member of society itself. From 
the external environment of society, companies receive resources. All enterprise systems are 
open to the external environment, such as market, labor force, technologies, and the like. 
Therefore, management activities cannot be carried out while ignoring society, which is the 
environment of gear. Second, CSR provides firms with an opportunity for competitive 
advantage. Since the image of a company fulfilling its social responsibilities is improved, 
customers’ brand loyalty can be enhanced. In addition, governments and social organizations 
can offer various benefits and friendly policies to companies with social responsibility. 
Therefore, CSRhas a positive impact on both social and business development [56, 57].  
In terms of gender, there were 140 males (73.3 %) and 51 females (26.7 %). In terms of age, 
34 were in their twenties (17.8 %), 64 in their thirties (33.5 %), 65 in their forties (34 %), 
and 28 were older than fifty (14.7 %). In terms of academic background, 10 had completed 
high school (5.2 %), 149 had bachelor degrees (78 %), and 32 had master degrees or 
doctorates (16.8 %). In regards to their length of employment, 14 had worked for less than 1 
year (7.3 %), 62 had worked 1–5 years (32.5 %), 59 had worked 5–10 years (30.9 %), and 56 
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had worked longer than 10 years (29.3 %). In regards to their length of working with the 
current leader, 32 had worked for less than 1 year (16.8 %), 106 had worked 1–5 years 
(55.5 %), 25 had worked 5–10 years (13.1 %), and 28 had worked longer than 10 years 
(14.7 %). 
 

4.2 Measurement 
All items were measured on a Likert 7-point scale. First, participative leadership was 
measured by 6 items, including, “My leader encourages work group members to express 
ideas/suggestions”, and “My leader makes decisions that are based only on his/her own ideas” 
[37]. Second, creative leadership was measured by 3 items, including, “My leader 
encourages risk taking and unconventional actions”, “My leader focuses on developing 
human capital (the individual capabilities, knowledge, skills and experience of a firm's 
employees)” [6]. Third, Inspirational motivation was measured by 4 items, including, “My 
leader articulates a compelling vision of the future”, “My leader talks enthusiastically about 
what needs to be accomplished” [8]. Fourth, delegating leadership was measured by 4 items, 
including, “My leader gives me a lot of autonomy in my work”, “My leader gives me a lot of 
delegation” [49, 50]. Fifth, job satisfaction was measured by 3 items, including, “All in all, I 
am satisfied with my job”, “In general, I don't like my job” [13]. Sixth, self-efficacy for FIR 
was measured by 5 items, including, “I feel certain I can perform my job well in the FIR era”, 
“I will have confidence in my ability to solve problems in the FIR era” [2, 21, 35]. Seventh, 
expectancy for FIR was measured by 11 items, including, “I will get more compensation and 
bonus in the FIR era”, “I will have ability, skill and development opportunity in the FIR era” 
[2, 25, 26]. Eighth, acceptance of change for the FIR was measured by 6 items, including, “I 
have become more enthusiastic since moving to the FIR era”, “I see the FIR as a challenge 
and an opportunity for the most part, rather than hanging on to notions of the past” [2, 28, 
29]. 

5. Analysis 
For the statistical analysis, this study utilizes confirmatory factor analysis (CFA), reliability, 
descriptive statistics, and correlation and regression analysis [58-60]. First of all, Table 1 
suggests CFA. Four leadership styles (independent variables), three attitudes for FIR 
(mediate variables), and job satisfaction (depedent variable) have proven validity in this 
research.  

Table 1. Results of confirmatory factor analysis. 

absolute fit 
index 

X2 (p) 1,372.562  AVE C.R 
X2 /df 1.735 expectancy for the FIR .641 .930 
RMR .073 participative leadership .634 .875 

RMSEA .062 creative leadership .622 .774 

incremental fit 
index 

TLI .908 self-efficacy for the FIR .714 .909 
CFI .916 delegating leadership .729 .874 
IFI .917 job satisfaction .721 .807 

parsimonious fit 
index 

PNFI .756 acceptance of change for the 
 

.612 .877 
PGFI .657 inspirational motivation .698 .850 
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Table 2 shows the results of reliability (Cronbach’s alpha) and descriptive statistics (mean 
and standard deviation). All variables have adequate level of Cronbach’s alpha (above .8).  
 

Table 2. Reliability and descriptive statistics. 

 
Table 3 indicates the results of correlation among all variables. Each variable has a positive 
relationship with other variables in significance level. In particular, job satisfaction was 
positively related to self-efficacy for the FIR (.347), supporting hypothesis 1, expectancy for 
FIR (.375), supporting hypothesis 2, and acceptancy of change for the FIR (.395), supporting 
hypothesis 3. 
 

Table 3. Results of correlation. 

 1 2 3 4 5 6 7 8 
1 -        
2 .347*** -       
3 .375*** .812*** -      
4 .395*** .785*** .779*** -     
5 .478*** .438*** .510*** .524*** -    
6 .533*** .347*** .457*** .457*** .785*** -   
7 .566*** .353*** .467*** .402*** .785*** .790*** -  
8 .520*** .494*** .510*** .522*** .746*** .678*** .641*** - 

p<.001 ***, p<.01 **, p<.05 * 
1: job satisfaction, 2: self-efficacy for the FIR, 3: expectancy for the FIR, 4 :acceptance of change for 
the FIR, 5: participative leadership, 6: creative leadership, 7: inspirational motivation, 8: delegating 
leadership. 
 
Table 4 presents the result of the linear regression, which explains the effect of participative 
leadership on job satisfaction and the mediating effects of attitudes for the FIR (self-efficacy 
for the FIR, expectancy for the FIR, and acceptance of change for the FIR). As a result, in 
the relationship between participative leadership and job satisfaction, self-efficacy for the 
FIR (β=.171, sig=.016), expectancy for the FIR (β=.178, sig=.016), and acceptance of 
change for the FIR (β =.199, sig=.008) proved to have significant mediating effects. Also, the 

 Cronbach’s alpha Mean Std. deviation 

job satisfaction .881 4.717 1.222 
self-efficacy for FIR .926 4.976 .989 

expectancy for FIR .950 4.768 .991 

acceptance of change for FIR .899 4.896 .927 

participative leadership .909 4.774 1.001 

creative leadership .832 4.721 1.042 

inspirational motivation .901 4.649 1.125 
delegating leadership .915 4.732 1.118 
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R2 value, which means the model explanatory power, is increased compared to step 1 (.228). 
In addition, the results of the SOBEL test showed that all the results of the mediating effects 
were significant. Therefore, hypothesis 4, which includes 4-1, 4-2, and 4-3, is supported.   
 

Table 4. The effect of participative leadership. 

p<.001 ***, p<.01 **, p<.05 *  
 
Table 5 displays the effect of creative leadership on job satisfaction and the mediating effects 
of three attitudes. As a result, in the relationship between creative leadership and job 
satisfaction, self-efficacy for the FIR (β=.185, sig=.005), expectancy for the FIR (β=.167, 
sig=.015), and acceptance of change for the FIR (β =.191, sig=.005) proved to have 
significant mediating effects. In addition, the R2 value is increased compared to step 1 (.284), 
and the SOBEL test proved that all the results of the mediating effects were significant. 
Therefore, hypothesis 5 (5-1, 5-2, and 5-3) is also supported.  
 

Table 5. The effect of creative leadership. 
dependent : job satisfaction 
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⊿R2 - .030 .022 .029 
F 74.836*** 42.965*** 41.389*** 42.744*** 

SOBEL 
 

- 2.483* 2.314* 2.600** 
p<.001 ***, p<.01 **, p<.05 *  
Table 6 shows the effect of inspirational motivation of a leader on job satisfaction and the 
mediating effects of attitudes. According to the result, all attitudes for the FIR have a 
mediating effect between inspirational motivation and job satisfaction (self-efficacy for the 
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- 2.279* 2.341* 2.575** 



800                                        Hahm et al.: A Study of the Roles of Leadership Styles and Attitudes with 
Social Responsibility for the 4th Industrial Revolution 

FIR: β=.168, sig=.008, expectancy for the FIR: β=.142, sig=.036, and acceptance of change 
for the FIR: β =.199, sig=.002) Moreover, the R2 value is increased compared to step 1 (.321), 
and all mediating effects were demonstrated by the SOBEL test. Hence, hypothesis 6 (6-1, 6-
2, and 6-3) is accepted. 
 

Table 6. The effect of inspirational motivation. 

p<.001 ***, p<.01 **, p<.05 *  
 
Table 7 indicates the effect of delegating leadership on job satisfaction and the mediating 
effects of attitudes. Statistical analysis showed that the mediating effect of all attitudes was 
confirmed. However, the mediating effect of self-efficacy for FIR was relatively low (β 
=.120, sig=.094). The expectancy for the FIR (β=.149, sig=.038) and acceptance of change 
for the FIR (β =.170, sig=.019) are proven to have sufficient mediating effects. Further, the 
R2 value is increased compared to step 1 (.270), and the SOBEL test results supported all 
mediating effects. Hence, hypothesis 7 (7-1, 7-2, and 7-3) is accepted. 
 

Table 7. The effect of delegating leadership. 
dependent : job satisfaction 
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- 1.644 2.206* 2.272* 
p<.001 ***, p<.01 **, p<.05 * 
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In addition, this article conducted an analysis comparing the impact of each leadership style 
on attitudes to the FIR. Table 8 shows that each leadership style has more or less influence 
on self-efficacy for the FIR, expectancy for the FIR, and acceptance of change for the FIR. 
First, delegating leadership (β=.395, sig=.000) has the most influence on self-efficacy for the 
FIR, and participative leadership (β=.207, sig=.098) has a significant effect on self-efficacy 
for the FIR. Second, only delegating leadership (β=.271, sig=.005) affects expectancy for the 
FIR. Finally, delegating leadership (β=.287, sig=.002) has the strongest influence on 
acceptance of change for the FIR, followed by participative leadership (β=.319, sig=.008). 

This result implies that delegating leadership and participative leadership are particularly 
important to improve attitudes for the FIR. Inspirational motivation is the leader’s behavior 
and a part of transformational leadership, which is leader-centered leadership [8, 9]. Creative 
leadership is the trait or behavior of a leader that increases the creativity of the members [6]. 
In contrast, delegating leadership and participative leadership are more member-oriented 
leadership styles [33, 36, 37, 47, 50]. In particular, delegating leadership is more a member-
centered leadership than participative leadership. Thus, in order for followers to have 
attitudes for the FIR, the leader will need to exercise influence with more member-oriented 
leadership. 
 

Table 8. The effects of leadership styles on attitudes for the FIR. 

p<.001 ***, p<.01 **, p<.05 *  

6. Conclusion 

6.1 Results and Implications 
Companies need to fulfill their social responsibilities. The FIR era is approaching our 

society. The social responsibility of companies will still be important in the FIR era. This 
study explores the impact of workers’ attitudes on their current performance in companies 
fulfilling their social responsibilities. To further improve these attitudes, it suggests the 
specific types of leadership that are needed for social enterprises.  

independent dependent 

 

self-efficacy 
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participative 
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creative 
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motivation .010 .089 .929 .123 1.108 .269 -.110 -

1.002 .318 

delegating 
leadership .395 4.055 .000 .271 2.875 .005 .287 3.075 .002 

R2 .258 .304 .318 

F 16.1340*** 20.3560*** 21.6670** 
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First, attitudes for the FIR, such as self-efficacy for the FIR, expectancy for the FIR, and 
acceptance of change for the FIR, influence job satisfaction, which is current performance. 
This result means that certain attitudes toward the future increase current performance. These 
specific attitudes are needed for workers preparing for the FIR era. These workers will be 
able to create various opportunities in the near future, called the FIR era. These attitudes are 
also important for the current performance of workers. According to expectancy theory [25, 
26], positive expectancy about the future affects current attitudes, behavior, and outcomes 
[24, 36]. If employees have positive attitudes toward the future, not only the future, but also 
the present performance can be enhanced. Hence, this study asserts the importance of 
specific attitudes toward the FIR for both the future and the present. 

Second, this study suggests the importance of leadership styles as a way to improve these 
specific attitudes. The mediating effects of attitudes for the FIR have been demonstrated in 
the relationship between all leadership styles and job satisfaction. These results, of course, 
explain the importance of attitudes for the FIR, but also involve the positive relationship 
between current job satisfaction ad all leadership styles, such as participative leadership, 
creative leadership, inspirational motivation, and delegating leadership. 

Thus, the leadership styles suggested in this study all claim to have an effect on 
improving the current performance of the worker. 

Third, all four leadership types have positive impacts on attitudes for FIR. The most 
important finding in this study is that delegating leadership and participative leadership are 
more crucial for these attitudes. These leadership types are member-oriented. Rather than 
having leaders command and control their followers, members can have more positive 
attitudes toward the future when leaders support, engage, and delegate. These findings 
underscore the importance of member-centered leadership focused on members in future 
societies. When leaders engage with and delegate to their members, they will have positive 
attitudes toward the future, and will achieve higher performance, both now and in the future. 
Thus, this study argues that leadership, like delegation and participation, is needed for social 
enterprises.  

As a result, leaders can use specific leadership styles to encourage workers to have 
particular attitudes. Workers with these attitudes will achieve high performance in the present, 
and create new values in the future. This will improve both the employee and company 
performance. Furthermore, companies will be able to create new values, gain competitive 
advantage, and contribute to the development of society with social responsibility in the FIR 
era.  
 

6.2 Limitations and Potential Areas of Future Study 
The limitations of this study and suggestions for future research are as follows. 
First, this study suggests the attitudes necessary for the FIR era. Time series analysis or 

longitudinal studies need to be performed on whether workers who have and maintain these 
attitudes have actually achieved high performance in the future. If the importance of these 
attitudes is proven, it will be possible to know what variables are also needed for the new 
changes after the FIR era. 

Second, the results of the study emphasize the importance of member-oriented leadership. 
Thus, more diverse studies should be conducted on more member-oreinted leadership, such 
as servant leadership [7]. Through these efforts, workers will be able to achieve higher 
performance in the FIR era. In addition, this study examined the impact of leadership styles 
and attitudes on job satisfaction, so further study should address whether they affect other 
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indicators of current performance, such as organizational commitment, work engagement, 
and organizational citizenship behavior.  

Third, in this research, the influence of leadership styles did not directly target the 
attitudes for FIR when explaining the theoretical relevance. This study is based on previous 
studies, which explained leadership styles’ influence on general attitudes, such as self-
efficacy, expectancy, and acceptance of change. Then it predicted that the leadership styles 
presented would have an impact on attitudes for the FIR. Although leadership is closely 
related to the FIR, such as creative leadership, it is necessary to take a deeper look at why 
these leadership styles affect attitudes for the FIR, rather than general attitudes. 

Finally, it is necessary to carry out studies that take into consideration the characteristics 
of the social enterprise, which is the subject of this study. For example, a more important 
attitude or leadership may be different between social enterprises and other companies. Also, 
even if a company fulfills its social responsibilities, workers will not be aware of the 
company’s efforts if the company does not provide workers with information about it. Thus, 
companies and leaders should try to motivate and provide information about their social 
responsibilities, so that members can take pride in their organization, and hold it in high 
esteem. 
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