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Employee wellbeing represents a profound management challenge for both leaders and HR professionals, and both transformational leadership (TL) and high performance work system (HPWS) are assumed to play important roles in tackling this challenge. However, we know little about their unique and relative importance in promoting wellbeing. To shed light on this methodologically, theoretically and practically important issue, we draw mainly on leadership substitutes theory. Based on a comprehensive mediation model we examine whether HPWS substitutes the assumed relationships between TL and employee emotional exhaustion. Our study answers to three important calls for research: to examine the joint effects of leadership and HPWS, to examine their health-related impact, and to pursue more theory contesting research in management studies. Based on data from 308 white collar employees working under 76 middle-managers in five Finnish organizations our study points to the incompleteness of previous siloed research on both TL and HPWS, sheds new light on their relationships with wellbeing, and suggests ways to develop both TL and HPWS theory, thus providing important guidance for future research on their effects.
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1. Introduction

Employees’ work-related wellbeing have profound individual, organizational and societal implications (Ford et al., 2011; Goh et al., 2016), and current research suggests that both leadership (Arnold, 2017; Harms et al., 2017; Inceoglu et al., 2018) and human resource management (HRM) (Van De Voorde et al., 2012; Peccei and Van De Voorde, 2019; Han et al., 2020) are fundamental drivers of wellbeing. However, one serious gap in our understanding of how to promote work-related wellbeing is due to the fact that research on leadership and HRM have advanced in separated research streams. Leroy et al. (2018) brought this fact into sharp focus and called for research simultaneously considering leadership and HRM to improve our understanding of “how to effectively manage people in organizations” (2018: 249). Similarly, other leadership researchers have argued that leadership and HRM represent distinct goal-directed influence processes, the important question being which of these inputs “do organizations need, and how do organizations develop and leverage the inputs for desired outcomes” (Fischer et al., 2017: 1,732). Research aiming to answer such questions with a focus on wellbeing is still very scarce (Kalshoven and Boon, 2012; Jo et al., 2019; Salas-Vallina et al., 2020; Wang et al., 2021; Hauff et al., 2022a,b).

In the present study, we focus on the unique and relative importance of a high performance work system (HPWS) and transformational leadership (TL) for emotional exhaustion. Emotional exhaustion refers to “feelings of being overextended and depleted of one’s emotional and physical resources” (Maslach and Leiter, 2008, p. 498). This is an important health-related outcome as it not only is a strong primary sign of burnout (Maslach and Leiter, 2008) but also has negative performance consequences (Demerouti et al., 2014). Following extant research, we consider TL as constituted by four leader behaviors: idealized influence, inspirational motivation, intellectual stimulation, and individualized consideration (e.g., Arnold, 2017). TL is the most studied form of leadership with extensive accumulated evidence of its relative importance for wellbeing-related employee attitudes in relation to other leadership styles (Hoch et al., 2018) but also with important remaining questions concerning its potential wellbeing “trade-off effects” (Inceoglu et al., 2018: 187). HPWS is the most studied form of HRM, with more controversial wellbeing outcomes (Han et al., 2020). Although still debated (e.g., Villajos et al., 2019), Boon et al. (2019) consider HPWS to be constituted by at least “six core HRM practices” (2019: 2,529): training, participation, compensation, performance evaluation, selection, and job design. Received knowledge in these highly influential research streams supports a negative relationship between both TL and emotional exhaustion (Harms et al., 2017) and HPWS and emotional exhaustion (Fan et al., 2014; Kloutsiniotis and Mihail, 2020; Wang et al., 2022), with some partially conflicting findings with respect to HPWS (Kroon et al., 2009; Zhang et al., 2013; Wang et al., 2022). Notably, this evidence is based on the respective siloed research streams and therefore runs a severe risk of being biased due to omitted variables (e.g., Hill et al., 2021). In order to address the bulk of previous research we focus on the full constructs of TL and HPWS, even as subdimensions of each have been shown to have differential effects (Arnold, 2017; Ogbonnaya and Messersmith, 2019).

In distinction to existing simultaneous research on leadership, HRM and wellbeing, which in line with Leroy et al. (2018) has mostly focused on their interaction effects (e.g., Salas-Vallina et al., 2020; Wang et al., 2021; Hauff et al., 2022a), our study is motivated by a relatively unexamined and provocative conjecture in the literature. based on leadership substitutes theory Jermier and Kerr (1997) suggested that “technological, structural, and other impersonal processes in the organization” are likely to substitute the main effects of pure interactional leadership behavior, thus challenging “the view that interpersonal leadership should be seen as the primary theoretical category” (1997: 98) in understanding organizational behavior. this conjecture deserves to be tested as also other scholars have argued that we may over-estimate the influence of leadership behavior (Meindl, 1995; Bligh et al., 2011). such tests are also important from a theory contesting perspective grounded in philosophy of science (Gray and Cooper, 2010; Leavitt et al., 2010) because both TL and HPWS, as we shall argue in more detail, purport to explain many of the same wellbeing related mechanisms and outcomes. HPWS clearly exemplifies an important organizational influence process whose main effects may substitute those of interpersonal leadership behavior, and which may also indirectly broaden our understanding of the mechanisms through which leaders, in distinction to leadership, can best influence organizational behavior (Jermier and Kerr, 1997). against this background we formulate our research question as follows: Do the main effects of HPWS substitute the assumed main effects of TL on emotional exhaustion?

In the present study the theoretical reasoning is thus based on the later interpretation of leadership substitutes theory (Jermier and Kerr, 1997) while the focal methodological approach is based on theory contests (Gray and Cooper, 2010; Leavitt et al., 2010). Specifically, to answer our research question we build on an important insight in the philosophy of the scientific method and follow the advice to test both the extent to which TL and HPWS “control the same variance” in emotional exhaustion, and whether HPWS adds “significant explained variance” (Leavitt et al., 2010: 655).

Based on a sample of 308 employees working under 76 middle-level managers in five Finnish organizations our study makes several important contributions. First, we extend previous simultaneous research on HRM and leadership which has mostly focused on their interaction effects (e.g., Salas-Vallina et al., 2020; Wang et al., 2021; Hauff et al., 2022a), by focusing on their main effects. Second, in so doing, we shed light on the independent importance of HPWS and TL, and specifically their under-researched direct and mediated associations with negative health-related wellbeing (Inceoglu et al., 2018; Han et al., 2020). The results point to the incompleteness of much of the hitherto siloed literatures on both TL and wellbeing (Arnold, 2017; Harms et al., 2017; Inceoglu et al., 2018) and HRM and wellbeing (Van De Voorde et al., 2012; Peccei and Van De Voorde, 2019; Han et al., 2020) and suggest the need for theoretical developments in both research streams. However, the results also corroborate some recent research suggesting positive effects of HRM on health-related outcomes (Fan et al., 2014; Kloutsiniotis and Mihail, 2020; Wang et al., 2022). Finally, our theory contest lends support for the proposition that conducting competitive tests between theories constitutes an important but neglected part of the “theory building process” (Gray and Cooper, 2010: 621). For practitioners, our research suggests that it is important to prioritize organizational investments of scarce resources in HPWS over TL if the goal is to improve health-related employee wellbeing.



2. The received knowledge of the impact of TL and HPWS

The job demands-resources (JD-R) model (Demerouti and Bakker, 2011) has been used to explain both the relationship between TL and wellbeing (Arnold, 2017) and that between HRM and wellbeing (Boxall et al., 2016; Van De Voorde et al., 2016). To argue for the assumed relationships in the respective siloed research streams we thus build on the integrative JD-R model, but only to establish the plausibility and importance of testing our hypotheses which focus on the substitution effects of HPWS.

In the JD-R model job demands is considered a primary source of stress, and a prime cause of emotional exhaustion, while various resources counteract this influence. Three central resources that according to the JD-R model can offset the negative effects of job demands and improve wellbeing are job control (e.g., Bakker et al., 2004), self-efficacy and organization-based self-esteem (Xanthopoulou et al., 2007). These resources reflect the three basic human needs, autonomy, competence and belongingness (Demerouti and Bakker, 2011). They are also good examples of the social-cognitive and motivational processes proposed to mediate the effects of leadership on negative health related outcomes such as exhaustion, more research on which is called for Inceoglu et al. (2018). Both TL and HPWS can be seen as overarching organizational resource providers, but with the potential to also increase job demands. In the case of TL, extant evidence largely suggests that its resource-based, exhaustion-reducing influence is reinforced by its stress-reducing effect (Arnold, 2017; Harms et al., 2017), with some indications of the opposite and related calls for more research probing this (Inceoglu et al., 2018). In contrast, an influential argument in the literature on HPWS is that its resource-based exhaustion-reducing influence will be counteracted by its work intensification effect that increases job demands and undermines wellbeing (Van De Voorde et al., 2012; Peccei and Van De Voorde, 2019).

In the following we thus first build on the JD-R model and research on TL and HPWS to identify their expected direct and mediated relationships with emotional exhaustion based on the received knowledge in the hitherto separated research streams. We then move to the focus of the paper, developing our competitive tests (Gray and Cooper, 2010) between TL and HPWS based on leadership substitutes theory (Jermier and Kerr, 1997). Our proposition is that the more structural and impersonal HPWS may offer an important alternative explanation (Leavitt et al., 2010) to that of interpersonal TL behaviors.


2.1. TL, job demands, job resources, and emotional exhaustion

A substantial body of research suggests that TL decreases work stress, strain, exhaustion and burnout (Arnold, 2017; Berger et al., 2019) and meta-analytic evidence supports the negative relationship between TL and both work stress and emotional exhaustion (Harms et al., 2017). The latter summarize the key arguments in the literature for these effects by saying that transformational leaders reduce ambiguity, provide encouragement and support, and allow followers to use their resources more effectively. Thus, previous research suggests that TL is negatively related to experienced job demands and positively related to resources and thereby also, in line with the JD-R model (Demerouti and Bakker, 2011), negatively related to emotional exhaustion (e.g., Fernet et al., 2015).

As for the effects of TL on our focal resources, TL theory and existing siloed empirical research also supports TL’s beneficial effects on all mediating resources, experienced job control/autonomy (Breevaart et al., 2014), self-efficacy (Gregersen et al., 2014; Arnold, 2017) and organization-based self-esteem (Kark et al., 2003).

Thus, despite some remaining questions about TL’s potential job demands increasing effect (Inceoglu et al., 2018) extant research largely suggests that TL reduces emotional exhaustion not only by reducing job demands, but also by increasing job control, self-efficacy and Organization-based self-esteem (OBSE). This leads us to put forth a model of the assumed relationships between TL and emotional exhaustion (denoted by dotted lines in Figure 1), notably based on existing research that has not accounted for the simultaneous influence of HPWS. This forms our baseline model in the analysis.
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FIGURE 1
Assumed TL-only model with dotted lines. TL, transformational leadership; HPWS, high performance work system. The model depicts individual- level relationship.




2.2. HPWS, job demands, resources, and emotional exhaustion

The question of job demands lies at the heart of what has come to be called the dark side of HRM, in particular of HPWS, i.e., its tendency to increase job demands with consequential stress-related negative effects on employee wellbeing (Jensen and Van De Voorde, 2016; Han et al., 2020). For example, Jensen et al. (2013) argue that research “suggests that HPWS…(is) resulting in role overload, burnout, and heightened pressure for individuals” (2013: 1,701). These effects have been theorized based on labor process theory (e.g., Ramsay et al., 2000) and a combination of AMO (ability, motivation, opportunity) theory, signaling theory, and identity theory (Ehrnrooth and Bjorkman, 2012). The key argument is that HRM/HPWS gives rise to increased work pressure due to its controlling effects. This controlling effect may take the form of what Ramsay et al. (2000) call “responsible autonomy” (2000: 505), or simply the fact that “the message that the system signals to the employees is one of increasingly higher performance” (Kroon et al., 2009: 512; Van De Voorde et al., 2016). In line with this, several studies have found evidence for a positive relationship between HPWS and job demands (Ramsay et al., 2000; Kroon et al., 2009; Jensen et al., 2013; Heffernan and Dundon, 2016; Ogbonnaya and Messersmith, 2019) and HPWS and stress (Qi et al., 2021; Zhu et al., 2022).

However, the evidence is still inconclusive for the negative effects of HPWS on work intensification, and in particular on emotional exhaustion, thus warranting further research on the topic. First, among the scarce research specifically on exhaustion, some found no direct main effect of HPWS (Kroon et al., 2009; Zhang et al., 2013; Wang et al., 2021), while Kloutsiniotis and Mihail (2020) recently found HPWS to be negatively related to exhaustion and, surprisingly, that this was mediated by the negative relationship between HPWS and job demands. Further, both Fan et al. (2014), Wang et al. (2023) found a similarly negative relationship between HPWS and burnout, closely related to exhaustion. Finally, these results may be explained by theory and evidence for the beneficial resource-based effects of HPWS, and specifically its effects on all the focal mediating resources in the present study, job control/autonomy (Wattoo et al., 2020), self-efficacy (Beltrán-Martín et al., 2017; Wattoo et al., 2020) and OBSE (Zhang et al., 2018; Wang et al., 2022). These resource-based motivational effects of HPWS should at least reduce exhaustion according to the JD-R model.

In summary, the evidence for the relationships of HPWS with both job demands and emotional exhaustion is inconclusive. On balance, however, both theory and evidence suggest that HPWS overall is negatively related to emotional exhaustion, particularly as mediated through the focal resources of job control, self-efficacy and OBSE, but positively related to job demands and thereby having a marginal counteracting effect that increases exhaustion.

Based on this received theoretical and empirical understanding of the effects of both TL and HPWS (see Figure 1), so far based on siloed research on both TL and HPWS, we now turn to the development of our hypotheses.




3. Hypotheses development


3.1. Theory contest based on leadership substitutes theory: HPWS as an alternative explanation of TL’s effects on emotional exhaustion

Theory contests between competing theories are crucially important in that they “can help establish which theory is superior in a given domain and force more precision in the theoretical arguments for the theory that fares less well” (Gray and Cooper, 2010: 629). While none of the theories used in either research on TL or HPWS helps us understand which theory is likely to be stronger, somewhat neglected leadership theory does offer interesting guidance. Recognizing the “phenomenological significance of leadership” Meindl argued that we may be prone to ““false assumption-making” regarding the relative importance of leadership factors to the functioning of groups and organizations” (1995: 330). While romance of leadership theory has focused specifically on understanding our biased attributions of causality to leaders (Meindl, 1995; Bligh et al., 2011), another way to question leadership as “the catch-all antecedent” to organizational outcomes (Bligh et al., 2011: 1,074), is to look for alternative explanations of outcomes that have been attributed to leadership. Leadership substitutes theory points us to such alternatives, also questioning the importance we attribute to leadership. In their later elaboration on the theory, Jermier and Kerr (1997) conjectured that organizational practices and processes may substitute the main effects of interpersonal leadership behavior, and thus offer an important alternative explanation of its assumed outcomes. Their proposition, which has remained largely untested, is that leaders exert much of their influence “through technological, structural, and other impersonal processes in the organization,” rather than through leadership behaviors understood as pure “superior-subordinate” interpersonal interactions (1997: 98). The effects of such behavioral interactions are what most existing leadership theories and styles are concerned with, including TL. In distinction to most extant research on leadership substitutes theory, their argument is that it is the main effects of organizational process substitutes of leadership that “deserve our attention” and that these may challenge the primary theoretical role of leader-centric interpersonal leadership behavior (1997: 98).

To put the above arguments and conjectures to a series of competitive tests (Gray and Cooper, 2010) we propose that HPWS offers an alternative explanation (Leavitt et al., 2010) to that of TL’s purely interpersonal and leader-centric explanation of emotional exhaustion. Such competitive tests are particularly relevant as TL and HPWS, as we have shown, are likely to exert their influence through the same focal JD-R-based mediating mechanisms. Based on this we hypothesize as follows (Figure 1).







	

	
Hypothesis 1a: The main effect of HPWS substitutes the negative main effect of TL on emotional exhaustion as mediated by job control/autonomy. Hypothesis 1b: The main effect of HPWS substitutes the negative main effect of TL on emotional exhaustion as mediated by self-efficacy. Hypothesis 1c: The main effect of HPWS substitutes the negative main effect of TL on emotional exhaustion as mediated by OBSE.






Further, as HPWS and TL are expected to have opposite effects on job demands, HPWS increasing them and TL decreasing them, we put forth the following hypotheses:







	

	
Hypothesis 2a: HPWS is positively related to emotional exhaustion as mediated by job demands. Hypothesis 2b: TL is negatively related to emotional exhaustion as mediated by job demands.






Finally, based on the arguments and evidence of a negative relationship between HPWS and emotional exhaustion we put forth our final and overall hypothesis as follows:







	

	
Hypothesis 3: The total negative main effect of HPWS substitutes the total negative main effect of TL on emotional exhaustion.









4. Materials and methods


4.1. Sample

We recruited five Finnish multinational companies from a pool of organizations that were either partner organizations to a major Finnish business school or had taken part in leadership development programs offered by the school. Our target was to gain access to 125 work units and 500 respondents. Five organizations signed up for the project and, with the help of a contact person in each organization who gathered voluntary participants whose anonymity was guaranteed, we received email addresses to 483 office workers. 308 employees from 76 work units in the five companies responded to our online survey (the employee response rate was 64%). In this dataset the respondents are thus nested within work units headed by a middle-level manager whose leadership behavior is evaluated by the employee-level respondents. On average the data consists of 4.1 subordinate respondents per work unit, with a mean age of 44 years and a mean tenure of 2.7 years working under the same middle-level manager in the same unit. 66% of the respondents were male and all respondents came from the capital region of Finland. All measurement instruments are exhibited in Appendix 1. Their psychometric properties are exhibited in Table 1 and their external validity is also evaluated below.


TABLE 1    Descriptive statistics, reliability scores, and correlations.
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4.2. Dependent variable

Emotional exhaustion was measured by the three best-loading items in Maslach and Jackson’s (1981) original measurement instrument for emotional exhaustion except for the item “I feel burned out from my work.” We excluded the latter because we did not expect all employees to be familiar with the term “burned out.” Cronbach’s alpha of the scale was 0.66. This is slightly under the common threshold of 0.70 (Hair et al., 2010) yet superior to the threshold of 0.6 (Nunnally, 1967). We also refer to the external validation below which shows that the construct behaves in line with previous research, and to the fact that in our analyses we could replicate prior findings of the relationship between TL and EE when not accounting for HPWS, all in further support of a satisfactory reliability.



4.3. Independent variables

High-performance work systems was conceptualized as an individual-level variable and measured based on Sun et al. (2007). We replaced their measures of performance appraisal with two items from Lepak and Snell (2002) as performance evaluation in the present study was likely to depend on judgment rather than objective criteria. We also added a measure of the level of pay based on much other research on HPWS (e.g., Lepak and Snell, 2002; Zhang et al., 2013). Finally, to avoid direct reference to leadership behaviors we removed the measures of “employee participation” (Sun et al., 2007) from the present analysis. Thus, based on a combined consideration of the best-loading items in their validation as well as good coverage of the construct domain, our measure included 17 items covering seven HPWPs: selection, training, pay, performance appraisal, career opportunities, job security, and job descriptions. Cronbach’s alpha of the scale was 0.85.

Transformational leadership was conceptualized as an individual-level variable focused on the middle-level supervisory manager’s behavior and measured by an abbreviated version of the scale developed by Podsakoff et al. (1990). We included nine items based on a careful consideration of the original validations and the construct domain in Podsakoff et al. (1990), Podsakoff et al. (1996), MacKenzie et al. (2001): three items for “core TL behaviors” and two items each for “high performance expectations,” “individualized consideration,” and “intellectual stimulation.” Cronbach’s alpha of the full scale was 0.88.



4.4. Mediating variables

Job control was measured with six items from van Yperen and Hagedoorn (2003) based on the factor loadings in Jackson et al. (1993). Cronbach’s alpha of the scale was 0.87.

Task related self-efficacy was measured using the four best loading items in Riggs et al. (1994), excluding the negatively worded or reverse coded ones. Cronbach’s alpha of the scale was 0.81.

OBSE was measured by three-items from Pierce et al. (1989). Cronbach’s alpha of the scale was 0.77.

Job demands was measured by three items capturing workload based on Bakker et al. (2004). Cronbach’s alpha of the scale was 0.76.



4.5. Control variables

Based on extant research we included controls for gender, age, and tenure under the same superior. Gender was measured as a dichotomous variable (0 = male, 1 = female). Age and tenure were measured as the number of full years.



4.6. The internal validity of our abbreviated scales

Table 1 exhibits the descriptive statistics of all variables, including their reliabilities and correlations. Due to our reduced measurement scales we examined both their internal and external validity in more detail. The reliability of our reflective measures was first assessed by calculating their Cronbach alphas, composite reliability, average variance extracted, and discriminant validity. As shown in Table 1, the scores for all constructs are above expected thresholds. All constructs also exhibit good judgmental qualities in terms of construct domain coverage, i.e., covering the important aspects in the original measurement instruments. This suggests good internal validity and domain coverage of our abbreviated scales (Stanton et al., 2002). For further internal validation, a confirmatory factor analysis (CFA) is presented below.



4.7. The external validity of our abbreviated measures

As for the critical aspect of the external validity of abbreviated scales (Stanton et al., 2002), we compared our correlations with those in previous research. In the case of our measures of TL and emotional exhaustion we find strong evidence of their external validity. First, in Kanste et al. (2007), in a study performed in the same cultural setting as the present one, the correlation between original comprehensive scales of both TL and emotional exhaustion was r = −0.15, exactly the same as in our study r = −0.15. Using similarly comprehensive scales, Gregersen et al. (2014) observed a correlation of r = −0.21. Hetland et al. (2007), Scheel et al. (2019) observed correlations of r = −0.12 and r = −0.22 (T1), respectively. All this provides evidence of satisfactory external validity of our abbreviated measures of TL and exhaustion. Harms et al. (2017) showed meta-analytic evidence of a slightly higher correlation of r = -0.23 between TL and emotional exhaustion, but this evidence is somewhat difficult to evaluate as it included a range of unpublished studies and a master thesis.

In the case of HPWS and emotional exhaustion, research is still both scarce and exhibiting much variation in findings, with Kroon et al. (2009), Zhang et al. (2013) finding no significant direct relationship, while both Fan et al. (2014), Kloutsiniotis and Mihail (2020) finding correlations of between r = −0.33 and −0.36. The correlation in our study is r = −0.27, which corresponds to Salas-Vallina et al. (2020) who reported a correlation of r = −0.26 using a partly different HRM construct and a two-wave study. Finally, the correlation between our measure of job demands and emotional exhaustion is r = 0.61. In Alarcon (2011) the weighted mean correlation was r = 0.49 with a 95% confidence interval of 0.45–0.52, whereas in Lee and Ashforth (1996) this correlation was r = 0.65 with a 95% confidence interval of 0.55–0.75. Thus, the correlation in our study is high, but not unprecedentedly high and well in line with the meta-analysis by Lee and Ashforth (1996).

Thus, overall extant research offers support also for the external validity of our measures (Stanton et al., 2002).



4.8. Analytical procedures

Our data was nested, with 308 employees nested within 76 teams. Therefore, we first calculated the ICC values for our main variables (Raudenbush and Bryk, 2002; see Table 1). Results indicate rather small ICC values for our outcome variables (<0.1), while 18% of the variance in TL and in HPWS could be attributed to team membership. Since low ICC values can bias effects on the between level (Preacher et al., 2010) and since we did not hypothesize team level effects, we decided to focus on an individual-level analysis in which we account for the nested structure of our data (Muthén and Satorra, 1995). Using Mplus version 8 (Muthén and Muthén, 2018), we carried out a confirmatory factor analysis (CFA) with maximum likelihood robust estimation. In this CFA we used all items for the independent, mediating and dependent variables. TL was conceptualized as a second-order factor in which the four leadership domains represent the first-order components. HPWS was also conceptualized as a second order construct. However, to account for the formative character of HWPS (Jiang et al., 2012; Hauff, 2021), we specified only the seven first-order components which we afterward summarized to an additive index (i.e., we conceptualized HPWS as a reflective-formative second-order construct). The model exhibited adequate fit based on Williams et al. (2009): χ2(863) = 1404.893, p < .001; CFI = 0.903; RMSEA = 0.045; SRMR = 0.064. In light of these results, to simplify the model and to avoid problems with model convergence, we computed the arithmetic means of all reflective constructs and used them in the path analysis (e.g., Den Hartog et al., 2013; Ward et al., 2022).

To examine the potential common method variance (CMV) in our data we tried a CFA with a model including an unmeasured latent method construct (ULMC) (Podsakoff et al., 2003). This model was not identified due to the complexity of the model. Thus, we could not evaluate the presence of CMV. However, although debated, recent evidence suggest CMV is unlikely to be the commonly understood threat for validity (Bozionelos and Simmering, 2022) and, most importantly, CMV cannot explain the differential effects of TL and HPWS which the hypotheses in this paper focus on. We return to the adequacy of our data for testing our hypotheses in the limitations section.




5. Results

We first estimated our baseline model, Model 1 [M1, χ2(3) = 6.295, p < 0.098; CFI = 0.992; RMSEA = 0.060; SRMR = 0.022], accounting only for TL, not HPWS (Figure 2). This confirmed the assumed positive relationships between TL and each of the resources (Figure 2) as well as both the direct (Figure 2) and total (Table 2) negative relationship between TL and emotional exhaustion, thus replicating much extant research on TL. However, M1 (Table 2) also showed that only one of the resources, OBSE, played a significant unique mediating role when simultaneously accounting for all three. The relationship between TL and job demands was insignificant in M1.
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FIGURE 2
Model of direct relationship. M1: model 1–baseline model, Tl only. M2: model 2 including also high performance work system (HPWS). Individual–level analysis accounting for the nested structure of the data. Including controls.



TABLE 2    Summary of the mediated and total relationships.
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In our Model 2 [M2, χ2(3) = 10.128, p < .018; CFI = 0.985; RMSEA = 0.088; SRMR = 0.027], we included also HPWS. First, in line with H1a-c, M2 (Figure 2) shows that two of the significant relationships between TL and the mediators in M1 became insignificant once HPWS was taken into account: TL and job control (M1: β = 0.232, p = 0.003; M2: β = 0.003, p = 0.997), TL and self-efficacy (M1: β = 0.197, p = 0.001; M2: β = 0.053, p = 0.470), while the relationship between TL and OBSE was substantially reduced (M1: β = 0.419, p = 0.000; M2: β = 0.132, p = 0.032). Also the direct relationship between TL and emotional exhaustion became insignificant (M1: β = −0.139, p = 0.017; M2: β = −0.078, p = 0.207). However, the hypothesized mediated substitution effects of HPWS as proposed by H1a-c did not receive support (Table 2) much due to the insignificant unique resource-based effects on emotional exhaustion (Figure 2). However, the direct relationship between HPWS and emotional exhaustion was negative and significant (β = −0.131, p = 0.025). Further, M2 (Figure 2) also shows that the direct relationship between HPWS and job demands, when accounting for TL, was significant yet surprisingly negative (β = −0.169, p = 0.014) and Table 2 that job demands mediated a negative relationship between HPWS and emotional exhaustion (β = −0.104, p = 0.012). Equally surprisingly M2 (Figure 2) shows that the relationship between TL and job demands was positive and significant once we accounted for HPWS (TL M2: β = 0.196, p = 0.024) and Table 2 shows that this mediated a positive relationship between TL and exhaustion (TL M2: β = 0.120, p = 0.026). Therefore, while H2a and H2b were rejected based on the opposite hypothesized signs with respect to job demands, the mediating mechanism in the form of job demands remained valid. Finally, as shown in Table 2, in full support of H3 HPWS substituted the total direct and mediated negative effect on emotional exhaustion that would be attributable to TL if the latter was considered alone (HPWS total effect M2: β = −0.286, p = 0.000) whereas TL total effect M1: β = −0.148, p = 0.037 became in significant in M2 β = 0.029, p = 0.716. Finally, we note that most of the variance in emotional exhaustion was explained by job demands and that, despite the interesting significant effects, both TL and HPWS explained relatively little of the variance in job demands. We now turn to a discussion of these intriguing results.



6. Discussion

Against the backdrop of non-existent joint research on the relationships between TL, HPWS and health-related wellbeing, we set out to answer the research question: Do the main effects of HPWS substitute the assumed main effects of TL on emotional exhaustion? To answer this question, we used extant research to establish an assumed mediation model of both TL and HPWS, including a comprehensive set of mediators in the form of both resources and job demands in line with the JD-R model. We then put the explanatory power of TL and HPWS to a series of competitive tests derived on the basis of leadership substitutes theory. The results of our study are partly consistent with previous research, yet surprising and interesting on several accounts.


6.1. TL and wellbeing

Without considering HPWS, our study largely replicates extant research on TL that suggests it is positively related to all resources, job control/autonomy (Breevaart et al., 2014), self-efficacy (Gregersen et al., 2014) and OBSE (Kark et al., 2003) and also negatively related to emotional exhaustion (Arnold, 2017; Harms et al., 2017). This is important both for the credibility of our competitive contest between TL and HPWS theory (Gray and Cooper, 2010; Leavitt et al., 2010) and for establishing the substitution effect.

Importantly, when accounting for the role of HPWS, the relationships between TL and all the resources vanishes, as does the direct negative relationship between TL and emotional exhaustion. It is interesting that, when accounting for HPWS, the partial relationship between TL and job demands was highly positive, mediating an exhaustion-increasing effect of TL, even as the total relationship between TL on exhaustion was insignificant. All this suggests that the unaccounted effect of HPWS has led to an important omitted variable bias (e.g., Hill et al., 2021) in previous research on TL, both with respect to its resource provision (Kark et al., 2003; Breevaart et al., 2014; Gregersen et al., 2014; Arnold, 2017), and its effects on emotional exhaustion (Arnold, 2017; Harms et al., 2017). The substitution effects of HPWS that we identified also provide direct support for leadership substitutes theory (Jermier and Kerr, 1997), specifically the contention that we tend to over-emphasize the role of leader-centric interpersonal leadership behavior. Relatedly, our study provides some support for the general conjecture that to the extent leaders can influence, they can do so largely “through technological, structural, and other impersonal processes in the organization” such as HPWS, rather than purely by their “superior-subordinate interactions” such as TL (Jermier and Kerr, 1997: 98). It thus points to the importance of leaders engaging with the development and implementation of HRM practices (Steffensen et al., 2019), and supports the search for different sets of leader behaviors more directly akin to improve the deployment of HRM (Nishii and Paluch, 2018).

Beyond this, the marginal job demands increasing effect of TL that we found makes sense from the perspective that TL centers around providing employees with responsibility and pushing them to perform while also being theorized to provide resources (Arnold, 2017; Inceoglu et al., 2018). Based on our results it is the resource-improving power of TL that may be overestimated, whereas the pushing effect, and subsequent “high energy investment” leading to increased job demands may be underestimated (Inceoglu et al., 2018: 187; compare Fernet et al., 2015). Some further support for this is provided by Lin et al. (2020), however, only in the sense of increasing challenge stress with positive consequences for employees. To put this in further perspective it is also important to note that in our study the total effect of TL on emotional exhaustion was insignificant, presumably because its weak direct negative effect counteracted its tendency to increase job demands. It is also important to note that while the job demands increasing effect provides interesting support for the reasoning in Inceoglu et al. (2018) and interesting counter-evidence to research pointing to TL’s stress reducing effects (Harms et al., 2017), the explained variance in job demands was low.



6.2. Theoretical development in the case of TL

The results offer some more evidence for the importance of critically examining “leadership tomfoolery” (Bligh et al., 2011: 1,074) and specifically support arguments for the need to take TL theorizing back to the drawing broad (van Knippenberg and Sitkin, 2013). What we add to the latter study is concrete evidence of a lack of the expected causal influence of TL on a number of resources and emotional exhaustion, as no (positive) correlation implies no (positive) causality. More specifically, this supports the identified need to develop the theoretical and empirical understanding of the relationship between leadership, wellbeing and underlying resource-based mediating processes (Inceoglu et al., 2018). In line with their call for research on TL’s potential “wellbeing trade-off effects (p. 187) and our study, Vincent-Höper and Stein (2019) also question the positive resource-increasing and demands decreasing effects specifically of TL, as the latter found that there was little left of TL’s positive effects when controlling for health- and development-promoting leadership behavior. In this way our study, and indeed Vincent-Höper and Stein (2019), exemplify the fruitfulness of “direct empirical comparisons [that] can help establish which theory is superior in a given domain and force more precision in the theoretical arguments for the theory that fares less well” (Gray and Cooper, 2010: 629).



6.3. HPWS and wellbeing

First, the present study provides evidence of a negative relationship between HPWS and emotional exhaustion, corroborating recent research (Fan et al., 2014; Kloutsiniotis and Mihail, 2020; Wang et al., 2022; cf. Salas-Vallina et al., 2020). This offers further counter-evidence to conclusions that HPWSs “do appear to negatively affect psychological and emotional health wellbeing” (Jensen and Van De Voorde, 2016: 69; see also Han et al., 2020).

Second, the unique relationship between HPWS and job demands was negative in the present study, replicating the equally surprising results in Kloutsiniotis and Mihail (2020). Importantly, we note that in our study the negative relationship between HPWS and job demands became visible only once we accounted for TL, which suggests that not accounting for leadership may have led to important omitted variable biases (e.g., Hill et al., 2021) in research on HPWS and work intensification, corresponding to the inverse bias that our study points to in research on TL. This exemplifies that “in our enthusiasm to find significant and theory-supporting results, scholars frequently fail to consider alternative explanations for a relationship” (Leavitt et al., 2010: 660). In line with Kloutsiniotis and Mihail (2020), in our study the negative relationship between emotional exhaustion and HPWS is explained partly by its effect on reduced experienced job demands, but also by its direct reducing effect on emotional exhaustion. The mechanism of the latter remained unidentified in the present study. Together this emerging evidence calls into question the robustness and generalizability of theorizing (Han et al., 2020) and empirical research that has found HPWS directly and positively related to work intensification (Ramsay et al., 2000; Kroon et al., 2009; Jensen et al., 2013; Ogbonnaya and Messersmith, 2019; Qi et al., 2021; Zhu et al., 2022; see also Ehrnrooth and Bjorkman, 2012). Specifically, the change in the relationship between HPWS and job demands when accounting for TL in the present study was significant enough to shed some more doubt on the received view of the nature of this relationship (more on this in the next section). However, as in the case of TL, we note that even as this provides important counter evidence to much research on HPWS, the explained variance in job demands was low. This is important information also given that the explained variance is often not reported in research on HPWS and job demands (e.g., Kroon et al., 2009; Jensen et al., 2013; Kloutsiniotis and Mihail, 2020).

Third, our findings support the importance of simultaneously considering the influence of both HRM and leadership to arrive at more accurate estimates (Leroy et al., 2018). The study specifically contributes to the scarce simultaneous research on HRM, leadership and wellbeing by taking a different theoretical perspective on the independent effects of leadership and HRM. In our study TL did not interact with HPWS (post-hoc results not shown here). This is interesting in that other leadership styles (Kalshoven and Boon, 2012; Salas-Vallina et al., 2020; Wang et al., 2021; Hauff et al., 2022a,b) have been found to do that. Their interaction effects remains an important area of research, but so are their unique main effects as emphasized by our study, not least as the explanatory power of interaction effects tend to be marginal compared to the main effects, in particular when they are positive (e.g., Ehrnrooth et al., 2021; Hauff et al., 2022a,b).



6.4. Theoretical development in the case of HPWS

Overall, our results provide strong support for the call for more theorizing and research on the wellbeing effects of HPWS (Peccei and Van De Voorde, 2019; Han et al., 2020). Currently, we lack a theoretical explanation for the direct negative relationship between HPWS and experienced job demands, as also noted by Kloutsiniotis and Mihail (2020). The dominating assumption is that HPWS increases job demands (Han et al., 2020). More specifically, we need an explanation for why the main effects of HPWS on job demands/stress is sometimes negative (e.g., Kloutsiniotis and Mihail, 2020; the present study) and sometimes positive (Ramsay et al., 2000; Kroon et al., 2009; Jensen et al., 2013; Ogbonnaya and Messersmith, 2019; Qi et al., 2021; Zhu et al., 2022). One explanation may be omitted leadership variables, either in terms of their main effects (as in the present study) or as moderating substitutes (e.g., Wang et al., 2021). Scholars have also identified a range of other moderators explaining under what conditions HPWS is likely to intensify work and reduce wellbeing (e.g., Han et al., 2020). Future research should take a careful look at such moderators to see if general patterns can be found. Kloutsiniotis and Mihail (2020) also consider a curvilinear effect of HPWS as one explanation, but they note that the evidence for that is so far weak and conflicting. Below we suggest two other sets of possible explanations, one related to the ambiguity of the HPWS construct and one related to the ambiguity of its effects.


6.4.1. The ambiguity of the HPWS construct

One possible explanation of the divergent findings is provided by the fact that the HPWS construct leaves room for different attributions as to its implementation (Van De Voorde and Beijer, 2015; Han et al., 2020). Relatedly, we suggest that HPWS may sometimes promote, or be moderated by, either collaborative mastery climates or competitive performance climates (Nerstad et al., 2018), wellbeing oriented or efficiency-oriented climates (Veld and Alfes, 2017), a predominant social exchange or economic exchange (Mihail and Kloutsiniotis, 2016). However, there is no generally accepted theory of how the HPWS construct per se promotes such outcomes. Different results with respect to work intensification and wellbeing in extant research may thus be due to such unaccounted aspects of HPWS. Omitted variables in research on HPWS may also include other organizing principles, beyond leadership (Collins and Smith, 2006). Such principles may in practice sometimes be implemented in combination with HPWS, and sometimes not, representing important independent main causes of increased job demands. One example may be up-or-out policies, most prevalent in consultancy firms and some academic institutions (“publish or perish”). Such policies could show up in experienced job security, but not all HPWS constructs include this as part of the construct.



6.4.2. Resources and the ambiguity of HPWS effects

High-performance work systems may have inconsistent or paradoxical effects (Ho and Kuvaas, 2020), and specifically so on job demands and thus simultaneously both positive and negative effects on wellbeing (Han et al., 2020; Qi et al., 2021). However, the latter also points to the underlying complexity of the resource-based effects of HPWS, some resources possibly increasing job demands while some may reduce them. Indeed, even if our study questions the unique power of the focal resources to explain the effects of either TL or HPWS on exhaustion, the correlations weakly point to a possible paradoxical job demands-increasing effect of OBSE even as it reduces emotional exhaustion. We note that the relationship between specific resources and job demands has not been consistently evidenced in primary research on the JD-R model (Bakker and Demerouti, 2017). For example, Bakker et al. (2004) found a positive relationship between resources and job demands, while Xanthopoulou et al. (2007) found a negative one, using similar kinds of resource constructs. All of this highlights the need to further theorize the role of the resources that HPWS creates.




6.5. Practical implications

While it is often challenging for organizations to make sure that job demands are not too high (Goh et al., 2016), we provide evidence suggesting that the unique effect of HPWS is related to lower levels of experienced job demands and partly thereby to lower levels of emotional exhaustion, while the unique effect of TL is related to increased job demands. Our study thus clearly suggests that to support employee wellbeing organizations should invest scarce resources in HPWS development and implementation rather than TL. This provides actionable advice to top leaders, line managers and HR professionals, in line with recent research pointing to the importance of their involvement in HRM development and implementation (Nishii and Paluch, 2018; Steffensen et al., 2019). The importance of this prioritization represents novel information for organizational practice as positive leadership behavior in general, and TL behaviors specifically, have previously been understood as rather unambiguously enhancing employee wellbeing (Arnold, 2017; Harms et al., 2017) and as there are strong tendencies to attribute positive causality to leadership (Bligh et al., 2011).



6.6. Limitations

Carefully considering the limitations of a study is important (Aguinis and Edwards, 2014). First, while cross-sectional data even with lagged outcome data and/or multiple sources of data all essentially allow only for correlational conclusions, a specific limitation in the present study is our single-source data and related CMV-based endogeneity. However, scholars have recently argued that CMV is unlikely to be the commonly assumed threat to validity even as this remains debated (Bozionelos and Simmering, 2022). More importantly, our paper is focused on HPWS substituting the effects of TL, i.e., the relative importance of these relationships. Based on Podsakoff et al. (2003) CMV does not offer an explanation for the relative importance of independent variables. In fact, any difference between the effects of these variables is unlikely to be explained by CMV inflating the relationships since we have found no reason to believe that CMV would be systematically different in the HPWS-employee attitude and SL-employee attitude relationships, in particular that it would be stronger for HPWS. Also, by simultaneously considering HPWS and TL we address one important cause of endogeneity in both research streams, i.e., that of omitted variable bias (Antonakis et al., 2010; Hill et al., 2021). Noting that correlational studies can still “have important implications for future research” (Antonakis, 2017: 15), we argue that the present study is a case in point as it shows evidence for important substitution effects of HPWS, a related methodological contribution to theory contesting research, and points to surprising results that should inform the “theory building process” (Gray and Cooper, 2010: 620, 621) with respect to both TL and HPWS. Concerning causality, Scheel et al. (2019) also partially question the received relationship between TL and exhaustion, finding some evidence for an indirect reverse causal relationship. This is an excellent example pointing to the possibility that we need to revise much existing understanding in the field of management once scholars engage more broadly in longitudinal research, and in including important omitted variables. Thus, while the absolute correlations in this study may be biased upward and causality cannot be established due to our cross-sectional research design, we submit that our findings provide important information for future longitudinal research (Inceoglu et al., 2018; Peccei and Van De Voorde, 2019), suggesting that such research may remain substantially biased if not including both HRM and leadership in the model, even when primarily focused on one or the other.

Second, we did not analyse differential effects of various individual HPWPs (Guerci et al., 2022), various combinations thereof (Ogbonnaya and Messersmith, 2019; Villajos et al., 2019), nor did we consider dimensional effects of TL (Arnold, 2017). We also did not examine moderation effects of HPWS and various contextual elements (e.g., Jensen et al., 2013; Haider et al., 2020; Wang et al., 2022; Pahos and Galanaki, 2022; Zhang et al., 2022) as we were theoretically interested in a head-on comparison of the main effects of TL and HPWS. Finally, and importantly, we note that we did not hypothesize that HPWS would mediate the effects of TL. We find it crucial that such mediation is not what neither mainstream leadership theory, nor specifically TL theory, implies as these theories focus on the direct effects of the leader’s interpersonal behaviors. These behaviors are not focused on the development or implementation of structural aspects of the work environment such as HPWS, even if this may be an important task of leaders (Fischer et al., 2017). Vice versa, we also see nothing in the mainstream HRM constructs that would clearly causally influence specific supervisory leadership behaviors, for example TL. However, the internal relationships between HRM and leadership certainly deserve more theoretical attention (Leroy et al., 2018).

Finally, as our analyses relied on one database in a single country, the results of the present study need to be replicated/corroborated in different contexts, in addition to being extended by considering combinations of other leadership styles, HRM systems, mediators and outcomes.




7. Conclusion and future research

In summary, while we join others in pointing to the importance of longitudinal research designs in research on both HPWS (Peccei and Van De Voorde, 2019; Han et al., 2020) and TL (Arnold, 2017; Inceoglu et al., 2018), and expanded conceptualizations of HRM (Guest, 2017), our study suggests that all such efforts can arrive at more correct results by simultaneously considering both HRM and leadership. Further, the results of the analyses in the present study support the need for theoretical development of the wellbeing effects of both TL (Arnold, 2017; Harms et al., 2017; Inceoglu et al., 2018) and HPWS (Peccei and Van De Voorde, 2019; Han et al., 2020). More generally, we join calls for more theory contesting research (Gray and Cooper, 2010) that considers alternative explanations (Leavitt et al., 2010) to better understand when and for what wellbeing outcomes any leadership style may provide the better explanation, and when HRM systems may do so. A specific interesting suggestion is to compare the effects of the novel construct of health- and development-promoting interpersonal leadership behavior (Vincent-Höper and Stein, 2019) to HRM. It would also be important to study HRM and leadership as predictors of group or team wellbeing, not only because teamwork is increasingly prevalent and leadership may be relatively more important for team-level outcomes, but also because individual work-related wellbeing may in collectivist cultures be more dependent on the wellbeing of the group. Further, reverse causality is an interesting possibility. Good performance may contribute to the wellbeing of employees, increase their sense of resources and decrease the experience of job demands. Thus, the role of performance as a possible mediator of the effects of HRM and leadership on wellbeing is an interesting research question that also deserves attention in future research. Finally, while our data does not suggest non-linear relationships of either TL and HPWS (post-hoc tests not shown here), it does not exclude the plausibility of such a relationship in different contexts (Ho and Kuvaas, 2020). Also, this merits further research.



Data availability statement

The raw data supporting the conclusions of this article will be made available by the authors, without undue reservation.



Ethics statement

Ethical review and approval was not required for the study on human participants in accordance with the local legislation and institutional requirements. Written informed consent for participation was not required for this study in accordance with the national legislation and the institutional requirements.



Author contributions

SH functioned as an additional content and methods expert, reviewing, writing, commenting, and carrying out the final analyses for the manuscript. All authors contributed to the article and approved the submitted version.



Funding

This research was received supported from the Marcus Wallenberg foundation (Tekn. och Ekon. dr h.c. Marcus Wallenbergs Stiftelse för Företagsekonomisk Forskning) and the Academy of Finland (decision no. 299118).



Conflict of interest

The authors declare that the research was conducted in the absence of any commercial or financial relationships that could be construed as a potential conflict of interest.



Publisher’s note

All claims expressed in this article are solely those of the authors and do not necessarily represent those of their affiliated organizations, or those of the publisher, the editors and the reviewers. Any product that may be evaluated in this article, or claim that may be made by its manufacturer, is not guaranteed or endorsed by the publisher.



References

Aguinis, H., and Edwards, J. R. (2014). Methodological wishes for the next decade and how to make wishes come true. J. Manage. Stud. 51, 143–174. doi: 10.1111/joms.12058

Alarcon, G. M. (2011). A meta-analysis of burnout with job demands, resources, and attitudes. J. Vocat. Behav. 79, 549–562. doi: 10.1016/j.jvb.2011.03.007

Antonakis, J. (2017). On doing better science: From thrill of discovery to policy implications. Leadersh. Q. 28, 5–21. doi: 10.1016/j.leaqua.2017.01.006

Antonakis, J., Bendahan, S., Jacquart, P., and Lalive, R. (2010). On making causal claims: A review and recommendations. Leadersh. Q. 21, 1086–1120. doi: 10.1016/j.leaqua.2010.10.010

Arnold, K. A. (2017). Transformational leadership and employee psychological well-being: A review and directions for future research. J. Occup. Health Psychol. 22, 381–393. doi: 10.1037/ocp0000062

Bakker, A. B., and Demerouti, E. (2017). Job demands–resources theory: Taking stock and looking forward. J. Occup. Health Psychol. 22, 273–285. doi: 10.1037/ocp0000056

Bakker, A. B., Demerouti, E., and Verbeke, W. (2004). Using the job demands-resources model to predict burnout and performance. Hum. Res. Manage. 43, 83–104. doi: 10.1002/hrm.20004

Beltrán-Martín, I., Bou-Llusar, J. C., Roca-Puig, V., and Escrig-Tena, A. B. (2017). The relationship between high performance work systems and employee proactive behaviour: Role breadth self-efficacy and flexible role orientation as mediating mechanisms. Hum. Res. Manag. J. 27, 403–422. doi: 10.1111/1748-8583.12145

Berger, R., Czakert, J. P., Leuteritz, J., and Leiva, D. (2019). How and when do leaders influence employees’ well-being? moderated mediation models for job demands and resources. Front. Psychol. 10:2788. doi: 10.3389/fpsyg.2019.02788

Bligh, M. C., Kohles, J. C., and Pillai, R. (2011). Romancing leadership: Past, present, and future. Leadersh. Q. 22, 1058–1077. doi: 10.1016/j.leaqua.2011.09.003

Boxall, P., Guthrie, J. P., and Paauwe, J. (2016). Editorial introduction: Progressing our understanding of the mediating variables linking HRM, employee well-being and organisational performance. Hum. Res. Manage. J. 26, 103–111. doi: 10.1111/1748-8583.12104

Boon, C., Den Hartog, D. N., and Lepak, D. P. (2019). A systematic review of Human Resource Management Systems and their measurement. J. Manage. 45, 2498–2573. doi: 10.1177/0149206318818718

Bozionelos, N., and Simmering, M. J. (2022). Methodological threat or myth? Evaluating the current state of evidence on common method variance in human resource management research. Hum. Res. Manage. J. 32, 194–215. doi: 10.1111/1748-8583.12398

Breevaart, K., Bakker, A., Hetland, J., Demerouti, E., Olsen, O. K., and Espevik, R. (2014). Daily transactional and transformational leadership and daily employee engagement. J. Occup. Organ. Psychol. 87, 138–157. doi: 10.1111/joop.12041

Collins, C. J., and Smith, K. G. (2006). Knowledge exchange and combination: The role of human resource practices in the performance of high-technology firms. Acad. Manage. J. 49, 544–560. doi: 10.5465/amj.2006.21794671

Den Hartog, D. N., Boon, C., Verburg, R. M., and Croon, M. A. (2013). HRM, communication, satisfaction, and perceived performance. J. Manage. 39, 1637–1665. doi: 10.1177/0149206312440118

Demerouti, E., and Bakker, A. B. (2011). The job demands–resources model: Challenges for future research. J. Indust. Psychol. 37, 1–9. doi: 10.4102/sajip.v37i2.974

Demerouti, E., Bakker, A. B., and Leiter, M. (2014). Burnout and job performance: The moderating role of selection, optimization, and compensation strategies. J. Occup. Health Psychol. 19, 96–107. doi: 10.1037/a0035062

Ehrnrooth, M., Barner-Rasmussen, W., Koveshnikov, A., and Törnroos, M. (2021). A new look at the relationships between transformational leadership and employee attitudes – does a hpws substitute and/or enhance these relationships? Hum. Res. Manage. 60, 377–398. doi: 10.1002/hrm.22024

Ehrnrooth, M., and Bjorkman, I. (2012). An integrative HRM process theorization: Beyond signalling effects and mutual gains. J. Manage. Stud. 49, 1109–1135. doi: 10.1111/j.1467-6486.2012.01055.x

Fischer, T., Dietz, J., and Antonakis, J. (2017). Leadership process models: a review and synthesis. J. Manage. 43, 1726–1753. doi: 10.1177/0149206316682830

Qi, W., Enhua, H., Jiandong, S., and Hongmei, S. (2021). Double-edged sword effect of high-performance work system on employee well-being—moderating effect of union practice. Front. Psychol. 12:619345. doi: 10.3389/fpsyg.2021.619345

Fan, D., Cui, L., Zhang, M. M., Zhu, C. J., Härtel, C. E. J., and Nyland, C. (2014). Influence of high performance work systems on employee subjective well-being and burnout: Empirical evidence from the Chinese healthcare sector. Int. J. Hum. Res. Manage. 25, 931–950. doi: 10.1080/09585192.2014.876740

Fernet, C., Trépanier, S., Austin, S., Gagné, M., and Forest, J. (2015). Transformational leadership and optimal functioning at work: On the mediating role of employees’ perceived job characteristics and motivation. Work Stress 29, 11–31. doi: 10.1080/02678373.2014.1003998

Ford, M. T., Cerasoli, C. P., Higgins, J. A., and Decesare, A. L. (2011). Relationships between psychological, physical, and behavioural health and work performance: A review and meta-analysis. Work Stress 25, 185–204. doi: 10.1080/02678373.2011.609035

Goh, J., Pfeffer, J., and Zenios, S. A. (2016). The relationship between workplace stressors and mortality and health costs in the United States. Manage. Sci. 62, 608–628. doi: 10.1287/mnsc.2014.2115

Gray, P. H., and Cooper, W. H. (2010). Pursuing failure. Organ. Res. Methods 13, 620–643. doi: 10.1177/1094428109356114

Gregersen, S., Vincent-Hoper, S., and Nienhaus, A. (2014). The relation between leadership and perceived well-being? What role does occupational self-efficacy play? J. Leadersh. Stud. 8, 6–18. doi: 10.1002/jls.21318

Guerci, M., Hauff, S., and Gilardi, S. (2022). High performance Work practices and their associations with health, happiness and relational well-being: Are there any tradeoffs? Int. J. Hum. Res. Manage. 33, 329–359. doi: 10.1080/09585192.2019.1695647

Guest, D. E. (2017). Human resource management and employee well-being: Towards a new analytic framework. Hum. Res. Manage. J. 27, 22–38. doi: 10.1111/1748-8583.12139

Haider, S., De-Pablos-Heredero, C., and De-Pablos-Heredero, M. (2020). A three-wave longitudinal study of moderated mediation between high-performance work systems and employee job satisfaction: The role of relational coordination and peer justice climate. Front. Psychol. 11:792. doi: 10.3389/fpsyg.2020.00792

Hair, J. F., Black, W., Babin, B. J., et al. (2010). Multivariate data analysis: A global perspective. Munich: Pearson.

Han, J., Sun, J., and Wang, H. (2020). Do high performance work systems generate negative effects? How and when? Hum. Res. Manage. Rev. 30:100699. doi: 10.1016/j.hrmr.2019.100699

Harms, P. D., Credé, M., Tynan, M., Leon, M., and Jeung, W. (2017). Leadership and stress: A meta analytic review. Leadersh. Q. 28, 178–194. doi: 10.1016/j.leaqua.2016.10.006

Hauff, S. (2021). Analytical strategies in HRM systems research: A comparative analysis and some recommendations. Int. J. Hum. Res. Manage. 32, 1923–1952. doi: 10.1080/09585192.2018.1547779

Hauff, S., Felfe, J., and Klug, K. (2022a). High-performance work practices, employee well-being, and supportive leadership: Spillover mechanisms and boundary conditions between HRM and leadership behavior. Int. J. Hum. Res. Manage. 33, 2109–2137. doi: 10.1080/09585192.2020.1841819

Hauff, S., Krick, A., Klebe, L., and Felfe, J. (2022b). High-performance work practices and employee wellbeing—does health-oriented leadership make a difference? Front. Psychol. 13:833028. doi: 10.3389/fpsyg.2022.833028

Heffernan, M., and Dundon, T. (2016). Cross-level effects of high-performance work systems (HPWS) and employee well-being: The mediating effect of organisational justice. Hum. Res. Manage. J. 26, 211–231. doi: 10.1111/1748-8583.12095

Hetland, H., Sandal, G. M., and Johnsen, T. B. (2007). Burnout in the information technology sector: Does leadership matter? Eur. J. Work Organ. Psychol. 16, 58–75. doi: 10.1080/13594320601084558

Hill, A. D., Johnson, S. G., Greco, L. M., O’Boyle, E. H., and Walter, S. L. (2021). Endogeneity: A review and agenda for the methodology-practice divide affecting micro and macro research. J. Manage. 47, 105–143. doi: 10.1177/0149206320960533

Ho, H., and Kuvaas, B. (2020). Human resource management systems, employee well-being, and firm performance from the mutual gains and critical perspectives: The well-being paradox. Hum. Res. Manage. 59, 235–253. doi: 10.1002/hrm.21990

Hoch, J. E., Bommer, W. H., Dulebohn, J. H., and Wu, D. (2018). Do ethical, authentic, and servant leadership explain variance above and beyond transformational leadership? A meta-analysis. J. Manage. 44, 501–529. doi: 10.1177/0149206316665461

Inceoglu, I., Thomas, G., Chu, C., Plans, D., and Gerbasi, A. (2018). Leadership behavior and employee well-being: An integrated review and a future research agenda. Leadersh. Q. 29, 179–202. doi: 10.1016/j.leaqua.2017.12.006

Jackson, P. R., Wall, T. D., Martin, R., and Davids, K. (1993). New measures of job control, cognitive demand, and production responsibility. J. Appl. Psychol. 78, 753–762. doi: 10.1037/0021-9010.78.5.753

Jensen, J. M., Patel, P. C., and Messersmith, J. G. (2013). High-performance work systems and job control: Consequences for anxiety, role overload, and turnover intentions. J. Manage. 39, 1699–1724. doi: 10.1177/0149206311419663

Jensen, J. M., and Van De Voorde, K. (2016). “High performance at the expense of employee health? Reconciling the dark side of high perfmance work systems,” in understanding the high performance workplace. the line between motivation and abuse, eds N. M. Ashkanasy, R. J. Bennet, and M. J. Martino (New York, NY: Routledge), 63–84.

Jermier, J. M., and Kerr, S. (1997). Substitutes for leadership: Their meaning and measurement – Contextual recollections and current observations. Leadersh. Q. 8, 95–101. doi: 10.1016/S1048-9843(97)90008-4

Jiang, K., Lepak, D. P., Han, K., Hong, Y., Kim, A., and Winkler, A.-L. (2012). Clarifying the construct of human resource systems: Relating human resource management to employee performance. Hum. Res. Manag. Rev. 22, 73–85. doi: 10.1016/j.hrmr.2011.11.005

Jo, H., Aryee, S., Hsiung, H., and Guest, D. (2019). Fostering mutual gains: Explaining the influence of high-performance work systems and leadership on psychological health and service performance. Hum. Res. Manage. J. 30, 198–225. doi: 10.1111/1748-8583.12256

Kalshoven, K., and Boon, C. T. (2012). Ethical leadership, employee well-being, and helping. the moderating role of human resource management. J. Pers. Psychol. 11, 60–68. doi: 10.1027/1866-5888/a000056

Kanste, O., Kyngäs, H., and Nikkilä, J. (2007). The relationship between multidimensional leadership and burnout among nursing staff. J. Nurs. Manage. 15, 731–739. doi: 10.1111/j.1365-2934.2006.00741.x

Kark, R., Shamir, B., and Chen, G. (2003). The two faces of transformational leadership: Empowerment and dependency. J. Appl. Psychol. 88, 246–255. doi: 10.1037/0021-9010.88.2.246

Kloutsiniotis, P. V., and Mihail, D. M. (2020). Is it worth it? Linking perceived high-performance work systems and emotional exhaustion: The mediating role of job demands and job resources. Eur. Manage. J. 38, 565–579. doi: 10.1016/j.emj.2019.12.012

van Knippenberg, D., and Sitkin, S. B. (2013). A critical assessment of charismatic-transformational leadership research: Back to the drawing board? Acad. Manage. Ann. 7, 1–60. doi: 10.5465/19416520.2013.759433

Kroon, B., Van De Voorde, K., and van Veldhoven, M. (2009). Cross-level effects of high-performance work practices on burnout: Two counteracting mediating mechanisms compared. Pers. Rev. 38, 509–525. doi: 10.1108/00483480910978027

Leavitt, K., Mitchell, T. R., and Peterson, J. (2010). Theory pruning: Strategies to reduce our dense theoretical landscape. Organ. Res. Methods 13, 644–667. doi: 10.1177/1094428109345156

Lee, R. T., and Ashforth, B. E. (1996). A meta-analytic examination of the correlates of the three dimensions of job burnout. J. Appl. Psychol. 81, 123–133. doi: 10.1037/0021-9010.81.2.123

Lepak, D. P., and Snell, S. A. (2002). Examining the human resource architecture: The relationships among human capital, employment, and human resource configurations. J. Manage. 28, 517–543. doi: 10.1177/014920630202800403

Leroy, H., Segers, J., Dierendonck, D., and den Hartog, D. (2018). Managing people in organizations: Integrating the study of HRM and leadership. Hum. Res. Manage. Rev. 28, 249–257. doi: 10.1016/j.hrmr.2018.02.002

Lin, C., Xian, J., Li, B., and Huang, H. (2020). Transformational Leadership and Employees’ Thriving at Work: The Mediating Roles of Challenge-Hindrance Stressors. Front. Psychol. 11:1400. doi: 10.3389/fpsyg.2020.01400

MacKenzie, S. B., Podsakoff, P. M., and Rich, G. A. (2001). Transformational and transactional leadership and salesperson performance. J. Acad. Market. Sci. 29, 115–134.

Maslach, C., and Jackson, S. E. (1981). The measurement of experienced burnout. J. Occup. Behav. 2, 99–113.

Maslach, C., and Leiter, M. P. (2008). Early predictors of job burnout and engagement. J. Appl. Psychol. 93, 498–512.

Meindl, J. R. (1995). The romance of leadership as a follower-centric theory: A social constructionist approach. Leadersh. Q. 6, 329–341. doi: 10.1016/1048-9843(95)90012-8

Mihail, D. M., and Kloutsiniotis, P. V. (2016). The effects of high-performance work systems on hospital employees’ work-related well-being: Evidence from Greece. Eur. Manage. J. 34, 424–438.

Muthén, L. K., and Muthén, B. O. (2018). Mplus. Los Angeles, CA: Muthén and Muthén.

Muthén, B. O., and Satorra, A. (1995). Complex Sample Data in Structural Equation Modeling. Soc. Methodol. 25, 267–316. doi: 10.2307/271070

Nerstad, C. G. L., Dysvik, A., Kuvaas, B., and Buch, R. (2018). Negative and positive synergies: On employee development practices, motivational climate, and employee outcomes. Hum. Work Employ. Soc. Res. Manage. 57, 1285–1302.

Nishii, L. H., and Paluch, R. M. (2018). Leaders as HR sensegivers: Four HR implementation behaviors that create strong HR systems. Hum. Res. Manage. Rev. 28, 319–323. doi: 10.1016/j.hrmr.2018.02.007

Nunnally, J. C. (1967). Psychometric theory. New York, NY: McGraw-Hill.

Ogbonnaya, C., and Messersmith, J. (2019). Employee performance, well-being, and differential effects of human resource management subdimensions: Mutual gains or conflicting outcomes? Hum. Res. Manage. J. 29, 509–526.

Pahos, N., and Galanaki, E. (2022). Performance effects of high performance work systems on committed, long-term employees: A multilevel study. Front. Psychol. 13:825397. doi: 10.3389/fpsyg.2022.825397

Peccei, R., and Van De Voorde, K. (2019). Human resource management–well-being–performance research revisited: Past, present, and future. Hum. Res. Manage. J. 29, 539–563.

Pierce, J. L., Gardner, D. G., Cummings, L. L., and Dunham, R. B. (1989). Organization-based self-esteem: Construct definition, measurement, and validation. Acad. Manage. J. 32, 622–648.

Preacher, K. J., Zyphur, M. J., and Zhang, Z. (2010). A general multilevel SEM framework for assessing multilevel mediation. Psychol. Methods 15, 209–233. doi: 10.1037/a0020141

Podsakoff, P. M., MacKenzie, S. B., and Bommer, W. H. (1996). Transformational leader behaviors and substitutes for leadership as determinants of employee satisfaction, commitment, trust, and organizational citizenship behaviors. J. Manage. 22, 259–298. doi: 10.1177/014920639602200204

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common method biases in behavioral research: A critical review of the literature and recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.88.5.879

Podsakoff, P. M., MacKenzie, S. B., Moorman, R. H., and Fetter, R. (1990). Transformational leader behaviors and their effects on employees’ trust in leader, satisfaction, and organizational citizenship behaviors. Leadersh. Q. 1, 107–142. doi: 10.1016/1048-9843(90)90009-7

Ramsay, H., Scholarios, D., and Harley, B. (2000). Employees and high-performance work systems: Testing inside the black box. Br. J. Indust. Relat. 39, 501–532. doi: 10.1111/1467-8543.00178

Raudenbush, S. W., and Bryk, A. S. (2002). Hierarchical linear models: Applications and data analysis methods. Thousand Oaks, CA: Sage.

Riggs, M. L., Warka, J., Babasa, B., Betancourt, R., and Hooker, S. (1994). Development and validation of self-efficacy and outcome expectancy scales for job-related applications. Educ. Psychol. Measure. 54, 793–802. doi: 10.1177/0013164494054003026

Salas-Vallina, A., Alegre, J., and López-Cabrales, Á (2020). The challenge of increasing employees’ well-being and performance: How human resource management practices and engaging leadership work together toward reaching this goal. Hum. Res. Manage. 60, 333–347.

Scheel, T. E., Otto, K., Vahle-Hinz, T., Holstad, T., and Rigotti, T. (2019). A fair share of work: Is fairness of task distribution a mediator between transformational leadership and follower emotional exhaustion? Front. Psychol. 10:2690. doi: 10.3389/fpsyg.2019.02690

Stanton, J. M., Sinar, E. F., Balzer, W. K., and Smith, P. C. (2002). Issues and strategies for reducing the length of self-report scales. Pers. Psychol. 55, 167–193. doi: 10.1111/j.1744-6570.2002.tb00108.x

Steffensen, D.S., Ellen, B.P., Wang, G., and Ferris, G.R. (2019). Putting the “management” back in human resource management: a review and agenda for future research. J. Manage. 45, 2387–2418.

Sun, L. Y., Aryee, S., and Law, K. S. (2007). High-performance human resource practices, citizenship behavior, and organizational performance: A relational perspective. Acad. Manage. J. 50, 558–577. doi: 10.5465/amj.2007.25525821

Van De Voorde, K., and Beijer, S. E. (2015). The role of employee HR attributions in the relationship between high-performance work systems and employee outcomes. Hum. Res. Manage. J. 25, 62–78. doi: 10.1111/1748-8583.12062

Van De Voorde, K., Paauwe, J., and van Veldhoven, M. (2012). Employee well-being and the HRM-performance relationship: A review of quantitative studies. Int. J. Manage. Rev. 14, 391–407.

Van De Voorde, K., Veld, M., and van Veldhoven, M. (2016). Connecting empowerment-focused HRM and labour productivity to work engagement: The mediating role of job demands and resources. Hum. Res. Manage. J. 26, 192–210. doi: 10.1111/1748-8583.12099

Veld, M., and Alfes, K. (2017). HRM, climate and employee well-being: Comparing an optimistic and critical perspective. Int. J. Hum. Res. Manage. 28, 2299–2318.

Vincent-Höper, S., and Stein, M. (2019). The role of leaders in designing employees’ work characteristics: Validation of the health- and development-promoting leadership behavior questionnaire. Front. Psychol. 10:1049. doi: 10.3389/fpsyg.2019.01049

Wang, Z., Xing, L., and Zhang, Y. (2021). Do high-performance work systems harm employees’ health? An investigation of service-oriented HPWS in the Chinese healthcare sector. Int. J. Hum. Res. Manage. 32, 2264–2297.

Wang, H., Zhang, Y. and Wan, M. (2022). Linking high-performance work systems and employee well-being: A multilevel examination of the roles of organisation-based self-esteem and departmental formalisation. Hum. Res. Manage. J. 32, 92–116. doi: 10.1111/1748-8583.12391

Ward, A.-K., Beal, D. J., Zyphur, M. J., Zhang, H., and Bobko, P. (2022). Diversity climate, trust, and turnover intentions: A multilevel dynamic system. J. Appl. Psychol. 107, 628–649. doi: 10.1037/apl0000923

Wattoo, M. A., Zhao, S., and Xi, M. (2020). High-performance work systems and work–family interface: Job autonomy and self-efficacy as mediators. Asia Pacif. J. Hum. Res. 58, 128–148.

Villajos, E., Tordera, N., Peiro, J. M., and van Veldhoven, M. (2019). Refinement and validation of a comprehensive scale for measuring HR practices aimed at performance-enhancement and employee-support. Eur. Manage. J. 37, 387–397. doi: 10.1016/j.emj.2018.10.003

Williams, L. J., Vandenberg, R. J., and Edwards, J. R. (2009). Structural equation modeling in management research: A guide for improved analysis. Acad. Manage. Ann. 3, 543–604.

van Yperen, N. W., and Hagedoorn, M. (2003). Do high job demands increase intrinsic motivation or fatigue or both? The role of job control and job social support. Acad. Manage. J. 46, 339–348.

Xanthopoulou, D., Bakker, A. B., Demerouti, E., and Schaufeli, W. B. (2007). The role of personal resources in the job demands-resources model. Int. J. Stress Manage. 14, 121–141. doi: 10.1037/1072-5245.14.2.121

Zhang, B., Liu, L., Cooke, F. L., Zhou, P., Sun, X., Zhang, S., et al. (2022). The boundary conditions of high-performance work systems–organizational citizenship behavior relationship: A multiple-perspective exploration in the chinese context. Front. Psychol. 12:743457. doi: 10.3389/fpsyg.2021.743457

Zhang, J., Akhtar, M. N., Bal, P. M., Zhang, Y., and Talat, U. (2018). How do high-performance work systems affect individual outcomes: A multilevel perspective. Front. Psychol. 9:586. doi: 10.3389/fpsyg.2018.00586

Zhang, M., Zhu, C. J., Dowling, P. J., and Bartram, T. (2013). Exploring the effects of high performance work systems (HPWS) on the work-related well-being of Chinese hospital employees. Int. J. Hum. Res. Manage. 24, 3196–3212. doi: 10.1080/09585192.2013.775026

Zhu, F., Gao, Y., and Chen, X. (2022). Tough love: impact of high-performance work system on employee innovation behavior. Front. Psychol. 13:919993. doi: 10.3389/fpsyg.2022.919993.



OPS/images/cross.jpg
@ Check for updates.





OPS/xhtml/Nav.xhtml




Contents





		Cover



		High performance work system and transformational leadership: Revisiting and questioning their implications for health-related wellbeing



		1. Introduction



		2. The received knowledge of the impact of TL and HPWS



		2.1. TL, job demands, job resources, and emotional exhaustion



		2.2. HPWS, job demands, resources, and emotional exhaustion







		3. Hypotheses development



		3.1. Theory contest based on leadership substitutes theory: HPWS as an alternative explanation of TL’s effects on emotional exhaustion







		4. Materials and methods



		4.1. Sample



		4.2. Dependent variable



		4.3. Independent variables



		4.4. Mediating variables



		4.5. Control variables



		4.6. The internal validity of our abbreviated scales



		4.7. The external validity of our abbreviated measures



		4.8. Analytical procedures







		5. Results



		6. Discussion



		6.1. TL and wellbeing



		6.2. Theoretical development in the case of TL



		6.3. HPWS and wellbeing



		6.4. Theoretical development in the case of HPWS



		6.4.1. The ambiguity of the HPWS construct



		6.4.2. Resources and the ambiguity of HPWS effects







		6.5. Practical implications



		6.6. Limitations







		7. Conclusion and future research



		Data availability statement



		Ethics statement



		Author contributions



		Funding



		Conflict of interest



		Publisher’s note



		References

















OPS/images/fpsyg-14-1072065-g001.jpg
Assumed direct effect of HPWS (-)

H3
Substitution of total effect of TL
on Emotional exhaustion by HPWS

Job demands

Perceived
HPWS

Emotional
exhaustion

Resources

Job
control (-)

‘_"”/i;.;t.uned mediated

y» TL
gjec? Org.-based
self-esteem

Perceived
1L

-
-
-
o
----
-
-
-
-






OPS/images/fpsyg-14-1072065-g002.jpg
M2.HPWS DIRECT: -.131 (.025)

Job demands

" — —
— — —
S —
CEmemmnoaws . om s om
. ——
—— —
. ——

MI: .419 (.000)
i M2: .133 (.032)

Perceived KBl
:-169 (.
i ¢ Workload
3 R};y= 009 - _
7 Rip =028 e A 932 (.00
/'/A MZ: \.\"-;.\'\
i, i ’ 15(.000) e 2 e

'/ ~a \ 4
< ‘/472.. 3> Job resources Emotional
4 : ie exhaustion
A 000) Job control M1 _'__0"}}_(_ A23) _ .- e

M 2 ?.-e P Rm 058 e 020(695) ~

i d 03\ ’J ’_0,/ RMZ- 141 9( 05\ P I

. 0\?&/ Self-efficacy g N\l 0 s :

o - S RI%u: 037 o /‘/4/ Q) |

\97—(-'90’\""'—' Rz =072 _,./'K’\\\'QQQ%'D :

Perceived w2 04749 - ";h\” i \1\\' i

2 ” ..¢- i

W @

:

[

|

|

MI. TL DIRECT: -.139 (.017)
M2. TL DIRECT:-.078 (.207)





OPS/images/cover.jpg
& frontiers | Frontiers

High perfo
system and

in Psychology

rmance work
‘ransformational

leadership: Reuvisiting

and ques

lioning their

iImplications for health-related

wel

being







OPS/images/fpsyg-14-1072065-t002.jpg
Mediated and total

Estimates and

relationships p-values
M1 TL — job demands — emotional exhaustion 0.058 (0.188)
M2 TL — job demands — emotional exhaustion 0.120 (0.026)
M2 HPWS — job demands — emotional —0.104 (0.012)
exhaustion
M1 TL — job control — emotional exhaustion —0.009 (0.420)
M2 TL — job control — emotional exhaustion 0.000 (0.997)
M2 HPWS — job control — emotional —0.007 (0.696)
exhaustion
M1 TL — self-efficacy — emotional exhaustion 0.014 (0.328)
M2 TL — self-efficacy — emotional exhaustion 0.003 (0.613)
M2 HPWS — self-efficacy — emotional 0.013 (0.425)
exhaustion
M1 TL — OBSE — emotional exhaustion —0.072 (0.015)
M2 TL — OBSE — emotional exhaustion —0.016 (0.224)
M2 HPWS — OBSE — emotional exhaustion —0.056 (0.069)
M1 TOTAL direct and mediated TL — emotional —0.148 (0.037)
exhaustion
M2 TOTAL direct and mediated TL — emotional .029 (0.716)
exhaustion
M2 TOTAL direct and mediated —0.286 (000)
HPWS — emotional exhaustion

Significant relationships bolded. Weakly significant relationship in italics.









OPS/images/fpsyg-14-1072065-t001.jpg
Mean Std. deviation ICC

1. Emotional exhaustion 2.68 0.84 0.09 0.81 0.59 0.77 0.66 - - - - - - - -
2 Ty 3.41 0.69 0.18 0.9 0.5 0.71 —0.15 0.88 - - - - - - -
3. HPWS 23.24 391 0.18 =% - - —0.27 0.61 0.85 - - - - - -
4.Job demands 3 0.84 0.07 0.86 0.68 0.82 0.61 0.1 —0.05 0.76 - - - - -
5. Job control 3.92 0.7 0.04 0.9 0.61 0.78 —0.14 0.24 0.38 —0.04 0.87 - - - -
6. Self-efficacy 4.21 0.59 0.07 0.9 0.7 0.84 —0.04 0.19 0.27 0.06 0.39 0.85 - - -
7. OBSE 3.83 0.73 0.09 0.87 0.69 0.83 —0.13 0.42 0.54 0.11 0.4 0.62 0.76 - -
8. Female 0.34 0.48 - - - - —0.02 —0.06 —0.03 0.04 —0.08 —0.08 —0.08 - -
9. Age 43.71 10.1 - - - - 0 —0.1 0 —0.08 —0.07 0.08 0.02 —0.1 -
10. Tenure with superior 2.71 2.99 - - - - 0.07 —0.03 0.01 0.01 0.03 —0.09 —0.07 -1 0.16

ICC, intraclass correlations; CR, composite reliability; AVE, average variance extracted; DV, discriminant validity according to Fornell-Larcker criterion; a) Formative measurement construct. Cronbach’s alphas on the diagonal (bolded). All correlations above | 0.09] are

significant at the 5% level.







OPS/images/logo.jpg
’ frontiers ‘ Frontiers in Psychology







OPS/images/email.jpg





