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The link between leadership and employee well-being is long established. 
In particular, health-oriented leadership is discussed as a leadership style 
specifically promoting employee well-being. However, the preconditions of 
health-oriented leadership remain largely unexplored. From the perspective 
of conservation of resources theory, leaders can only provide resources when 
receiving some themselves. We propose that organizational health climate (OHC) 
is an important organization-based resource for a health-oriented leadership 
style. More specifically, we hypothesize that the relationship between OHC and 
employee job satisfaction and emotional exhaustion is mediated by health-
oriented leadership. We thereby differentiate two levels of analysis: a within-team 
level and a between-team level. We examined 74 teams with 423 employees of 
childcare centers at three time points, each 6 months apart. By means of multilevel 
structural equation modeling, we found OHC to be a significant antecedent of 
health-oriented leadership at the between-team level. The relationship between 
OHC and employee job satisfaction was mediated by health-oriented leadership 
at the between-team level, but not at the within-team level. The relationship 
between OHC and employee exhaustion showed another pattern of relationships 
at the different levels of analysis, while it was not significantly mediated by health-
oriented leadership. This indicates the value of differentiating between levels of 
analysis. We discuss the implications for theory and practice that can be drawn 
from our findings.
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1. Introduction

In the modern world, workplace well-being is an increasing concern for employees and 
organizations. Due to the intensification of work and increasing mental demands in many jobs, 
stress is becoming more prevalent, with potentially lasting consequences for employees’ health 
and quality of life (Sonnentag and Frese, 2002; de Jonge and Dorman, 2017). Additionally, work 
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stress is among the most prevalent causes of sickness-related absence 
from work and is a highly cost-intensive issue for organizations. In 
2020, the loss of gross value added due to sickness absence was 
estimated to be  144  billion euros in Germany (Brenscheidt et  al., 
2022), nearly 25% of which was due to psychological and stress 
diseases. These numbers are especially acute in the social care sector 
(e.g., education, child care and nursing), which have had, and continue 
to have, the highest sickness rates among all industrial sectors in 
Germany, resulting in significant costs and skill shortages (Kordt, 
2014; Brenscheidt et  al., 2022). Thus, the entire economy, and 
particularly the social care sector, require preventing stress and 
enhancing the well-being of employees to sustain employability in 
Germany, where our sample is situated.

Abundant research in the last 15 years has identified leadership as 
playing a significant role in employee well-being (Montano et  al., 
2017; Teetzen et al., 2022). Complementing this evidence, specific 
measures of health-oriented leadership have been formulated to 
acknowledge the leadership–well-being link, for example, the health-
oriented leadership concept by Franke et  al. (2014). It describes a 
comprehensive framework of attitudes and action patterns of leaders 
that enhance employee well-being and has great leverage in the 
improvement and maintenance of employee well-being (e.g., 
Vonderlin et al., 2021; Hauff et al., 2022). Moreover, such health-
specific leadership concepts have been shown to contribute to 
employee well-being above and beyond what is considered generally 
constructive leadership (Gurt et al., 2011; Franke et al., 2014; Vincent-
Höper and Stein, 2019; Kaluza et al., 2021). Therefore, to understand 
the mechanisms of how leaders influence employee health and well-
being, it is important to consider their specific attitudes and behaviors 
toward health concerns at work through health-specific measurements.

However, the specific preconditions that leaders need to be able 
to lead in a health-oriented way and, thus, enhance employee well-
being, have scarcely been researched (Alilyyani et al., 2018; Inceoglu 
et al., 2021), especially at the organizational level (for two exceptions, 
see Turgut et al., 2020; Krick et al., 2022). Previous research has 
largely focused on leaders’ or employees’ individual characteristics, 
behavior or job demands and resources (e.g., Arnold and Rigotti, 
2020; Klug et  al., 2022; Pischel et  al., 2022). But leaders and 
employees are also embedded in organizational contexts that frame 
their behavioral scope (Oc, 2018). Neglecting organizational 
antecedents thus renders an incomplete picture of what is needed to 
promote healthy leadership. We  suggest that the organizational 
climate, which defines the shared perceptions of organizational 
policies, practices, and procedures and their attached meaning to 
them (Loh et al., 2019), is a critical leadership precondition. More 
specifically, we believe that the organizational health climate (OHC, 
Zweber et al., 2016) provides a crucial antecedent for health-oriented 
leaders. OHC is a facet-specific climate measure that explicitly 
focuses on the psychological well-being of employees through the 
perceived organizations’ prioritization of employee health (Zohar 
and Luria, 2005; Zweber et al., 2015). It is largely driven by senior 
management (Dollard and Bakker, 2010) and provides cues about 
the kinds of behaviors that are expected and rewarded in healthy 
organizations (Dollard et al., 2019). This is comparable to the role of 
other climate facets as normative contexts, such as safety climate, 
which acts as a safety signal for directors and teachers in schools that 
they work in a safe environment and can behave in safety-enhancing 
ways (Yulita and Idris, 2017).

In our study, we draw on the conservation of resources theory 
(COR, Hobfoll, 1989) and argue that leaders in possession of resources 
are more likely to invest these in employees (Hobfoll et al., 2018). 
Based on that logic, several studies have found a positive influence on 
leader behavior by task-related or relational job resources, such as 
delegation, autonomy, and social support (e.g., Arnold and Rigotti, 
2020; Krick et al., 2022); however, organizational-level resources have 
been widely neglected. This lack of consideration of organizational-
level factors has been criticized by Hobfoll et al. (2018) and is needed 
to provide the optimal organizational environment for health-oriented 
leadership behaviors to enhance employee well-being. As one of the 
few examples, Krick et al. (2022) found organizational HRM strategies 
to be a valuable antecedent for health-oriented leadership. Consistent 
with that, we  believe OHC acts as an organizational resource for 
leaders by which they acquire orientation and encouragement to act 
in a health-oriented way. Thus, we propose that OHC is a valuable 
organizational antecedent of health-oriented leadership.

Furthermore, while research has linked OHC to improved 
psychological health and reduced psychological strain (Zweber et al., 
2015), the mechanisms behind this relationship remain unclear (e.g., 
Kaluza et al., 2020). Since leaders are the focal figures to transport 
organizational values and priorities to lower-level employees, 
we further propose that health-oriented leadership is a key mechanism 
by which a healthy organizational climate influences employee well-
being. According to COR theory, different resources (like an OHC and 
health-oriented leadership) initiate a resource caravan passageway by 
reinforcing each other and, hence, replenish the resource reservoir of 
employees to enhance their well-being and leave them less susceptible 
to resource loss (Hobfoll, 2012).

While the outlined mediation process is important to 
be considered, it is not clear at which level (between teams vs. within 
teams) the proposed mechanisms mainly take place. The functioning 
of an organization as a whole depends on intergroup cooperation as 
well as on the functioning of teams (van Knippenberg, 2003). Thus, 
the shared perceptions inherent in OHC and health-oriented 
leadership at the between-team level may be grounded in different 
social processes than the individual within-team perceptions (Dollard 
et al., 2012a), which has valuable implications for leaders wanting to 
lead those teams. Thus, we differentiate the mediating mechanisms at 
the between-team and within-team levels.

Summing up, the present study has the following goals. First, by 
using a three-wave longitudinal survey, we  examine OHC as an 
organizational antecedent of health-oriented leadership and analyze 
its role as a precondition for health-related leadership behavior. 
Second, we analyze the role of health-oriented leadership as a mediator 
of the OHC–employee well-being link. Third, we  examine the 
mediating mechanism of health-oriented leadership at different levels 
of analysis (within and between teams) to reveal different relational 
patterns. We examine all these research goals in childcare centers, a 
unique context whose workforce well-being is in particular need of 
enhancing due to the tremendous impairments in this sector as 
outlined above. The proposed research model can be  viewed in 
Figure 1.

Our study thereby contributes to existing research in several ways. 
First and foremost, we  enhance knowledge of the supporting 
preconditions of health-oriented leadership, counteracting the 
mentioned omission of organizational antecedents of leadership with 
regard to employee well-being. By doing so, we attempt to broaden the 
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scope to a more comprehensive framework that focuses on leaders and 
employees in the context in which they are embedded (Oc, 2018; 
Inceoglu et al., 2021). Contrary to personality (Tuncdogan et al., 2017) 
and leader ability (Courtright et al., 2016), organizational antecedents 
are more influenceable by organizations and can provide important 
starting points for supporting health-oriented behavior (Biron 
et al., 2018).

Second, we  broaden the scope of the mediation processes of 
organizational climate. We thereby provide evidence for OHC as a 
distal factor to employee well-being and mediation via leadership, 
next to the more prominent mediators of job characteristics (e.g., 
Dollard et al., 2012a).

Finally, the differentiation of between-and within-team levels 
regarding the examined variables uncovers differences in relational 
patterns at different levels of analysis and advances theory and practice 
regarding the functioning of intergroup and intragroup dynamics. 
This can sensitize future research to differentiating levels of analysis.

2. Theory

2.1. Organizational health climate and 
health-oriented leadership

Research on organizational-level antecedents of leadership 
remains scarce (e.g., Sharma, 2018; Tafvelin et al., 2018). However, like 
employees, leaders also work in a contextual environment (Nielsen 
and Taris, 2019), which lays out the boundaries of the leadership 
playing field (Oc, 2018). Organizational climate establishes a 
framework for the desired and permitted behaviors of leaders in the 
workplace via their perceptions of implicit and explicit organizational 
policies and procedures (Hammer et al., 2019). However, a focus on 
the enhancement of employee well-being requires considering the 
organizational antecedents that improve this particular employee 
state. OHC is a facet-specific organizational climate that reflects 

organizational values and priorities regarding employee health and 
provides guidance for leadership behaviors via implicit norms and 
cues or explicit guidelines, thus functioning as an important leadership 
resource for enhancing employee well-being (Zohar, 2010; Zweber 
et al., 2015). Indeed, OHC is sensitive to improving employee well-
being, as has been shown empirically by various studies (Zweber et al., 
2015; Kaluza et al., 2020; Krick et al., 2022).

Health-oriented leadership is a specific facet of leadership that 
focuses on strengthening employee well-being and is clearly 
distinguishable from general leadership in influencing employee well-
being (e.g., Gurt et al., 2011; Kaluza et al., 2021). It comprises two 
dimensions, StaffCare and SelfCare, which entail health-oriented 
values, awareness, and behaviors toward employees and leaders’ own 
health, respectively (Franke et al., 2014). In this study, we focus on the 
behavioral dimension of StaffCare and define health-oriented 
leadership as the activities and actions leaders take to improve 
employee well-being (i.e., designing the workplace for employees and 
supporting open communication).

To effectively enhance employee well-being, the health-specific 
organizational guidelines that an OHC provides must be enacted in a 
health-oriented fashion by focal members of the organization, i.e., 
leaders (Dimoff and Kelloway, 2017). This can only happen when the 
“espoused theory” of organizational climate, meaning the perceived 
OHC, will actually be translated into an “enacted theory,” meaning 
actual health-oriented leadership behaviors. This congruence between 
words and actions is grounded in the “theory of action,” which states 
that the values and beliefs of what we intend to do (espoused theory) 
guide what we actually do (enacted theory; Argyris and Schön, 1974). 
According to the “theory of planned behavior” (Ajzen, 1985), 
subjective norms are then responsible for showing this particular 
behavior. Subjective norms are a person’s belief that significant others 
approve of certain behaviors. Indeed, Biron et al. (2018) showed that 
organizational health climate was an antecedent of managerial quality 
in a cross-lagged panel of a sample of managers in four organizations. 
Similarly, Dollard et  al. (2012a) found that OHC should 

FIGURE 1

Proposed 2-2-1 mediation model X Mj jand
 
represent the aggregated OHC and health-oriented leadership of team j, respectively. Xij, Mij, Y1ij, and Y2ij 

represent the within-team OHC, health-oriented leadership, emotional exhaustion and job satisfaction of employee i in cluster j, respectively. For 
clarity, controls and autoregressive effect are not shown here.
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be implemented as a starting condition in the work stress cascade, 
indicating “better readiness for change implementation” (Loh et al., 
2021, p. S. 533). Moreover, Turgut et al. (2020) showed that leaders’ 
perceptions of subjective health norms in their organization were 
associated with their health-oriented leadership behaviour.

According to social exchange theory (Blau, 1964), leaders are 
more willing to show health-oriented leadership behaviors when the 
organization prioritizes employee well-being by providing 
organizational resources (Zohar and Luria, 2005; Zohar, 2010). Since 
corollary one of COR theory states that individuals in possession of 
resources are more likely to invest them, a resource in the form of 
OHC should make it more likely for health-oriented leaders to show 
health-oriented leadership behaviors and hand resources down to 
employees. This should be  especially true for a facet-specific 
organizational resource such as OHC, since it sets the base for a 
greater congruence between words (OHC) and actions (health-
oriented leadership) for employees (Zohar and Luria, 2005; Dollard 
et al., 2012b; Yulita and Idris, 2017; Biron et al., 2018). Dollard et al. 
(2012b) emphasize the importance of facet-specificity in terms of 
organizational climate, stating that “organizational climate constructs 
should be narrowly focused on the outcome of interest rather than 
broad bandwidth concepts” (p. 659). Indeed, the measurement of 
facet-specificity has been shown to increase the probability of 
detecting the desired behavior in various climate (e.g., Clarke, 2006). 
Thus, an OHC should promote leaders’ sense-making process in the 
direction of health orientation and should encourage health-oriented 
behaviors (Kaluza et al., 2020).

H1: OHC (at T1) is positively related to health-oriented leadership 
(at T2).

2.2. Health-oriented leadership and 
employee well-being

According to COR theory, stress occurs when employees’ 
resources (i.e., things or conditions they value) are lost or threatened. 
In turn, as people strive to protect and foster their resources, being 
able to maintain one’s resource level and gaining new resources has 
positive effects on well-being, according to the theory (Hobfoll, 1989; 
Hobfoll et  al., 2018). Leaders influence the well-being of their 
employees through different pathways which reflect either the direct 
creation of resources or amplifying existing personal and 
organizational resources (Wegge et al., 2014).

For example, supporting behavior such as staff care can have 
direct effects on employees: By engaging in staff care, health-
oriented leaders reduce stress and improve employees’ health by 
offering advice, support and showing concern for health at work. 
Accordingly, several studies support staff care as a resource for 
employees in the sense of COR theory, showing direct relationships 
with a range of health outcomes (Horstmann, 2018; Klug et al., 
2019; Santa Maria et al., 2019; Arnold and Rigotti, 2020; Kaluza 
et al., 2021).

Leadership can also have indirect effects via fostering job-related 
or personal resources, both of which can reduce stress: Health-
oriented leadership in terms of staff care includes leaders’ efforts to 

reduce stressors and create job resources for their employees by 
improving their teams’ work organization and work characteristics 
(Franke et al., 2014; Arnold, 2017). Empirical evidence supports job 
resources as an important mediating mechanism between leadership 
and employee health (Teetzen et al., 2022), and staff care has been 
shown to relate to work-related resources (Franke et  al., 2014). 
Additionally, psychological capital, as a personal resource, has been 
shown to mediate the positive impact of staff care on employee 
health in the long run (Arnold and Rigotti, 2020).

Beyond dyadic interactions, leaders also act as role models for 
their employees (Wegge et al., 2014). By the extent to which leaders 
tend to their own and employees’ health, they set standards of 
acceptable and desirable behavior in their team. Via processes of social 
learning, employees may adopt similar behaviors for themselves 
(Dietz et  al., 2020). A number of studies suggest that staff care 
facilitates employees’ own self care, thus setting off a process in which 
employees cultivate their own resources at work (Franke et al., 2014; 
Horstmann, 2018; Santa Maria et al., 2019; Klug et al., 2022).

In summary, both theoretical models and empirical evidence 
suggest that health-oriented leadership functions as a direct resource 
for employees, but also as a resource caravan in the sense that staff care 
creates the foundations to accumulate further job-related and personal 
resources (see Hobfoll et al., 2018). We hypothesize the following:

H2: Health-oriented leadership (at T2) is a) positively related to 
job satisfaction and b) negatively related to the emotional 
exhaustion of employees (at T3).

2.3. The mediation pathway between OHC 
and employee well-being via 
health-oriented leadership

Although research shows that OHC is positively related to 
employee well-being (e.g., Zweber et al., 2015), the mechanism 
between these two variables has seldom been studied (Schulz 
et al., 2017; Kaluza et al., 2020). The proposed mediation between 
OHC and employee well-being via health-oriented leadership is 
again based on COR theory (Hobfoll, 1989). The central idea of 
the theory is that people strive to obtain and preserve resources to 
acquire new ones. When multiple resources are gained, they travel 
in packs to form resource caravans (Hobfoll et  al., 2018). For 
employees, the acquisition of multiple resources such as OHC and 
health-oriented leadership functions as a facet-specific resource 
caravan, which should promote job satisfaction. In case of 
emotional exhaustion, resource loss threats are high (Gorgievski 
and Hobfoll, 2008). In this situation, resource gain increases in 
importance to counteract resource loss (Hobfoll et al., 2018).

Dollard et  al. (2019) stress that organizational climate affects 
worker psychological health by “shaping the social relations at work” 
(p.  10). This directly emphasizes the important role of leadership 
(Zohar and Luria, 2005), since leaders function as seminal figures and 
implementors of the organizational goals, priorities, and values and 
communicate which behaviors will be  rewarded and which will 
be sanctioned (Dollard et al., 2019; Dietz et al., 2020). As Gurt et al. 
(2011) stated, an organization striving for health promotion must 
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create a good fit between organizational values and leader behaviors 
to reach its desired goals.

Through the mechanisms outlined above, we  expect the 
relationship between OHC and employee well-being to be mediated 
by health-oriented leadership:

H3: OHC (at T1) has a) positive indirect effects on job satisfaction 
(at T3) and b) negative indirect effects on emotional exhaustion 
(at T3) by the mediation of health-oriented leadership (at T2).

2.4. The different levels of analysis

Climate perceptions can be  conceptualized at different levels: 
while psychological climate ascertains the sense-making process of an 
individual regarding his or her work environment (i.e., the individual 
level), the group-level organizational climate prescribes the “shared 
perceptions of employees on organizational policies, practices and 
procedures” (Loh et  al., 2019, p. S. 443). While climate research 
becomes increasingly conducted at the group level because climate is 
often viewed as a group-level phenomenon, researchers on 
psychological climate have expressed the concern that individual 
differences in climate perceptions might be lost in this approach. This 
is why a simultaneous examination of these processes seems warranted 
(e.g., Schulz et al., 2017). Through that, organizational researchers gain 
knowledge of the empirical effect of “a comparison between individual 
and group levels of climate” (Loh et al., 2019, p. S. 444). Moreover, 
intergroup dynamics cannot be equalized to processes within groups, 
and this differentiation reveals different social processes that might 
take place (intergroup dynamics vs. within-team processes; van 
Knippenberg, 2003).

The differentiation of levels of analysis makes it possible to 
consider the grounding of variance in the criterion variables due to 
between-group effects (i.e., the team) and within-group effects (i.e., 
individual differences or social processes; Zhang et al., 2009) and 
provides evidence of which level of analysis is more relevant for the 
mediating mechanism of health-oriented leadership in the 
relationship between OHC and employee well-being. In the only 
study known to us that simultaneously examines within-team and 
between-team processes regarding OHC, Schulz et al. (2017) found 
between-team health climate to relate to several employee health 
outcomes beyond within-team health climate perceptions. Thus, in 
this study, we explicitly differentiate the mechanisms between and 
within teams regarding OHC and health-oriented leadership to draw 
implications for theory and practice as to different relational patterns 
between levels:

Research Question 1: Is the mediating pathway within teams of 
different strengths than that between teams?

3. Methods

3.1. Procedure

The data of this study were part of a larger research project on an 
intervention regarding supportive leadership in childcare centers in 

Germany. The objectives and usages of other studies of the dataset can 
be viewed in the supplemental material (Supplementary Table S1).

Invited to the data survey of the research project were leaders of 
80 childcare centers and their teams. They had an overarching union, 
which oversaw the organizations’ health management system and 
steered the information policy regarding health-related topics via 
several division managers, newsletters and regular staff meetings. Data 
was gathered by means of a paper-pencil survey where all participants 
created their own code that allowed us to match individual responses 
to a team identifier. We collected data at three time points with time 
lags of 6 months between each data collection.

The leaders of part of the sample (30 leaders of 243 employees) 
participated in an intervention for supportive leadership training 
between T1 and T2. We conducted additional analyses to control for 
differences between the groups whose leaders had participated in the 
intervention and those whose leaders had not. These analyses gave no 
evidence of a difference between groups and can be viewed in the 
supplemental material (Supplementary Table S2).

3.2. Participants

Our final sample comprised 423 employees in 74 teams. From the 
originally invited 664 employees of 80 teams, 500 participants from 77 
teams responded at T1, 362 participants from 74 teams responded at 
T2, and 321 participants from 70 teams responded at T3, yielding an 
average attrition rate of 41% over all time points. We  excluded 
participants who (1) were trainees or interns to ensure a close enough 
working relationship with the leader and organization or (2) could not 
be matched to a team. We also excluded two teams due to insufficient 
team size (< 3 members). Team sizes ranged from 3 to 17 participants 
across all time points, with an average of 6.5. We compared participants 
who participated at T1 and T2 with those who participated only at T1 
regarding OHC, health-oriented leadership, and employee well-being 
at T1 via t-tests. There were no differences between the subsamples 
found. We  applied the same procedure to those participants who 
participated at T2 and T3 versus those only participating at T2 
regarding the T2 variables. Again, no differences were found.

Due to the study focusing on child care centers, the final sample 
was 98% female and the participants were 17–65 years old, with 13% 
nonpedagogical personnel and 77% pedagogical personnel, 50% 
worked full time, 31% worked part-time with more than 20 h and 18% 
less than 20 h. The job tenure ranged between 1 and 44  years and 
employees worked between 1 and 6 years with their leaders.

3.3. Measures

We used questionnaires as the main data collection approach due 
to previous research pointing to an advantage of this type of data 
collection approach for the construct types we applied (Vonderlin 
et al., 2021) and the ease to collect large amounts of data and the 
feasibility for respondents to participate in the study (Martínez-
Navalón et al., 2019).

The used items varied with regard to their type of dimensionality 
(e.g., agreement-styled dimensions, frequency-styled dimensions, and 
satisfaction-styled dimensions).
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3.3.1. Organizational health climate
We measured OHC perceptions of employees at T1 and T2 via six 

items that were adapted to the context of social care from Ducki 
(2000). To make the instrument fitting to the daily language of our 
context, we added expressions such as “our union” instead of “our 
organization” (response format: 5-point scale with 1 = does not apply 
at all to 5 = applies very often). A sample item was, “Our union attaches 
great importance to the well-being and health of its employees.”

3.3.2. Health-oriented leadership
We measured health-oriented leadership via follower reports at 

T1 and T2 and used four behavior- and relationship-oriented items of 
the health-oriented leadership scale by Franke et al. (2014) with a 
5-point answering scale [1 = (almost) never to 5 = (almost) always]. 
Sample items were, “My supervisor reduces stress through 
improvements in the area of work organization (e.g., setting priorities, 
ensuring undisturbed work, daily planning)” and “My supervisor 
ensures that everyone interacts positively.”

3.3.3. Job satisfaction
Follower job satisfaction was assessed with six items from the 

Copenhagen Psychosocial Questionnaire (Kristensen, 2000) at T1 and 
T3 with a 5-point answering scale (1 = not at all satisfied to 5 = very 
satisfied). A sample item was, “In general, how pleased are you with 
your work?”

3.3.4. Emotional exhaustion
We measured emotional exhaustion with five items from the 

Maslach Burnout Inventory (Maslach and Jackson, 1981) at T1 and 
T3. The responses were given on a 6-point scale (1 = never to 6 = often). 
A sample item was, “I feel burned out from my work.”

3.4. Data analyses

3.4.1. Aggregation procedure
We followed the recommendations and practices in the multilevel 

literature (Mathieu and Luciano, 2019) and calculated several statistics 
to examine both within- and between-group variance to justify the 
aggregation of our data. While the literature discusses several ways of 
how team level measures can be connected to individual perceptions 
(Chan, 1998), our perspective was that of a direct consensus model, 
which requires a certain amount of individual agreement of the 
respective team-level construct. Regarding OHC, a one-way between-
group ANOVA showed sufficient between-group variance (F (76, 
414) = 1.59, p = 0.003) as well as within-group variability (Newman 
and Sin, 2020) with an average rwg(j) = 0.73, reaching the recommended 
threshold of rwg(j) > 0.70 (LeBreton and Senter, 2008). An ICC [1] of 
0.08 at T1 showed a low but adequate variance between groups for the 
climate measure (Bliese, 2000). The ICC [2] was .37 at T1 and 
indicated low reliability; however, one should not refrain from 
conducting a multilevel analysis due to a low ICC 2 value (e.g., Aguinis 
et al., 2013). Since we observed both the Level-1 and Level-2 climate 
in this study and all other values were in the expected direction, 
we decided to proceed with the aggregation of the climate measure. 
For leadership, the between-group variance and within-group 
variability were adequate, indicated by a significant one-way between-
group ANOVA (F (76, 408) = 3.36, p = 0.001) and an average 

rwg(j) = 0.75. An ICC [1] = 0.30 and ICC [2] = 0.71 also indicated 
moderate variance between groups and good reliability of the 
group variable.

3.4.2. Analyses of the results
Our data had a nested structure with employees nested in teams. 

The aggregated team variables (between-team OHC and between-
team health-oriented leadership) were measured at Level 2, while job 
satisfaction and emotional exhaustion of employees and within-team 
predictors were measured at Level 1.

To reflect the nestedness, and thus, multilevel structure of our data 
and to test our hypotheses, we used multilevel structural equation 
modeling (MSEM, Preacher et al., 2011) with a maximum likelihood 
estimator. The MSEM approach separates within and between 
components of all variables and, thus, allows for distinct investigation 
of the direct and indirect effects at each level (Preacher et al., 2011). To 
test our hypotheses, we specified a 2-2-1 mediation model following 
the approach outlined by Hofmann and Gavin (1998). We group-mean 
centered the Level-1 variables and reintroduced the means of those 
variables back at Level 2. This approach allowed us to separately 
examine between-and within-group effects. To test indirect effects, 
we calculated Monte Carlo confidence intervals as recommended by 
Hayes (2017). Overall, we used the open source software R (R Core 
Team, 2022) for data management and preprocessing and Mplus 
(Muthén and Muthén, 1998) for fitting the multilevel models.

4. Results

Descriptive statistics, correlations, and reliabilities can be found 
in Table 1. All correlations were in the expected direction.

4.1. Results of the multilevel structural 
equation model

To test our hypotheses, we fitted the model indicated in Figure 2. 
The model showed a good fit to the data (χ2 = 8.478, df = 6, p = 0.21, 
CFI = 0.99, TLI = 0.97, RMSEA = 0.03). The effects of the model can 
be found in Table 2. As hypothesized, OHC at T1 had a positive effect 
on health-oriented leadership at T2 and was stronger between teams 
(γ = 0.34, p = 0.01, CI95 [0.08; 0.60]) than within teams (γ = 0.09, 
p = 0.12, CI95 [−0.02; 0.21]). This supports hypothesis H1 at the 
between-team level.

Health-oriented leadership at T2 was related to job satisfaction at 
T3 between teams (γ = 0.35, p = 0.001, CI95 [0.16; 0.53]) but not within 
teams (γ = 0.11, p = 0.15, CI95 [−0.04; 0.25]) while being negatively 
related to emotional exhaustion within teams (γ = −0.21, p = 0.007, CI95 
[−0.35; −0.06]), but not between teams (γ = −0.06, p = 0.63, CI95 
[−0.31; 0.19]). Thus, hypothesis H2a was supported between 680 
teams and H2b was supported within teams.

H3 asked for a mediation effect of OHC on (a) job satisfaction and 
(b) emotional exhaustion via health-oriented leadership and could 
only be  supported for job satisfaction at the between-team level 
(γ = 0.12, p = 0.03, CI95 [0.01; 0.22]). The indirect within-team 
mediation effect was nonsignificant (γ = 0.01, p = 0.35, CI95 [−0.01; 
0.03]). Thus, H3a was supported between teams. For emotional 
exhaustion, both the indirect between-team effect (γ = −0.02, p = 0.63, 
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CI95 [−0.10; 0.06]) and the indirect within-team effect were 
nonsignificant (γ = −0.02, p = 0.23, CI95 [−0.05; 0.01]). Thus, H3b 
could not be supported.

Responding to Research Question 1, the mediation pathway 
between teams was significantly stronger than that within teams for 
the outcome of job satisfaction (DiffindJS = IndJSWithin – IndJSbetween = 0.01–
0.116 = −0.11, p = 0.04, MCCI95 [−0.22; −0.01].

5. Discussion

Our study aimed to identify organizational antecedents of health-
oriented leadership and to explore the underlying mechanisms of the 
relationship between OHC and employee well-being in a facet-specific 
manner within and between teams in a longitudinal multilevel analysis 
with three measurement points. Our results showed that OHC can 
be  viewed as an antecedent of health-oriented leadership at the 
between-team level. We also found health-oriented leadership to be an 
important mechanism by which OHC relates to job satisfaction of 

employees at the between-team level, with the effect being significantly 
stronger at the between-team than at the within-team level. We found 
no mediation effect of health-oriented leadership on the relationship 
between OHC and emotional exhaustion.

5.1. Theoretical implications

Recent research highlights the importance of examining 
relationships in their contextual environment (Hobfoll et al., 2018; 
Inceoglu et  al., 2021). The larger organizational context must 
be considered when seeking to influence (health-oriented) behavior 
(e.g., Sharma, 2018). Thus, leaders need organizational prerequisites 
that support their way of leading for them to be  effective and 
supportive. Corroborating this assumption and based on corollary one 
of the COR theory, hypothesis H1, linking OHC to health-oriented 
leadership, was supported at the between-team level. Thus, 
organizational climate functions as a resource for health-oriented 
leaders and grants them the opportunity to use and distribute those 

TABLE 1 Means, standard deviations, reliabilities, and correlations.

Variable M SD 1 2 3 4 5 6 7 8

1. OHC (T1) 2.94 0.95 (0.95) 0.50** 0.42** 0.39** −0.51** −0.39** 0.67** 0.44**

2. OHC (T2) 3.05 0.97 0.66** (0.95) 0.21** 0.29** −0.36** −0.26** 0.33** 0.20**

3. HoL (T1) 3.55 0.96 0.38** 0.21* (0.86) 0.72** −0.44** −0.09 0.62** 0.43**

4. HoL (T2) 3.57 0.89 0.37** 0.31** 0.66** (0.86) −0.33** −0.16** 0.49** 0.42**

5.  Exhaustion 

(T1)
3.56 1.31 −0.57** −0.48** −0.36** −0.34** (0.94) 0.50** −0.69**

−0.53**

6.  Exhaustion 

(T3)
3.69 1.30 −0.51** −0.45** −0.23** −0.28** 0.79** (0.95) −0.41**

−0.66**

7.  Job satisfaction 

(T1)
3.69 0.75 0.61** 0.48** 0.49** 0.41** −0.69** −0.59** (0.91)

0.62**

8.  Job satisfaction 

(T3)
3.67 0.73 0.53** 0.46** 0.48** 0.47** −0.64** −0.66** 0.78**

(0.93)

Within-level correlations (N = 423 employees) are below the diagonal and between-level correlations (74 teams) are above the diagonal; (ω) are given in parentheses along the diagonal. 
*p < 0.05, **p < 0.01.

FIGURE 2

Results from the multilevel path model with unstandardized regression coefficients and standard errors in parentheses. Relationships with control 
variables and autoregressive effects can be viewed in Table 2. *p < 0.05, **p < 0.01, ***p < 0.001.
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TABLE 2 Results of the multilevel structural equation models.

Within/between group 𝛾(SE)

Models –2LL ∆df p 𝜎2
HoL 𝜎2

EE 𝜎2
JS HoL (T2) EE (T3) JS (T3)

Unconditional model 1563.85 0.000 0.38/0.37 1.54/0.04 0.42/0.10

Within:

a1-path OHC (T1) → HoL (T2) 1542.76 1 0.000 0.35/0.37 1.54/0.04 0.42/0.10 0.09(0.06)

c′1-path OHC (T1) → EE (T3) 1491.52 2 0.000 0.35/0.38 1.27/0.04 −0.13(0.08)

c′2-path OHC (T1) → JS (T3) 0.33/0.11 0.10(0.05)

b1-path HoL (T2) → EE (T3) 1483.62 2 0.000 0.35/0.37 1.23/0.04 −0.21(0.08)**

b2-path HoL(T2) → JS (T3) 0.31/0.11 0.11(0.07)

Stabilities:

HoL (T1) 1293.82 3 0.000 0.30/0.38 0.34(0.06)***

JS (T1) 0.20/0.11 60(0.05)***

EE (T1) 0.67/0.11 0.65(0.05)***

Between:

a2-path OHC (T1) → HoL (T2) 1288.23 1 0.000 0.30/0.35 0.67/0.11 0.20/0.11 0.34(0.13)**

c′3-path OHC (T1) → EE (T3) 1261.87 2 0.000 0.30/0.35 0.66/0.04 −0.54(0.12)***

c′4-path OHC (T1) → JS (T3) 0.19/0.06 33(0.10)***

b3-path HoL (T2) → EE (T3) 1242.09 2 0.000 0.30/0.35 0.66/0.03 −0.06(0.13)

b4-path HoL(T2) → JS (T3) 0.20/0.03 0.35(0.10)***

Within indirect effects 𝛾 [MCCI95]

OHC (T1) → HoL (T2) → EE (T3 ; a1 × b1)                                                −0.02[−0.06; 0.003]

OHC (T1) → HoL (T2) → JS (T3 ; a1 × b2) 0.01[−0.003; 0.04]

Between indirect effects

OHC (T1) → HoL (T2) → EE (T3 ; a2 × b3)            −0.02[−0.12;0.07]

OHC (T1) → HoL (T2) → JS (T3 ; a2 × b4) 0.12[0.02;0.23]

Difference test of within and between indirect effects of JS

Ind. JS within—ind. JS between −0.11 [−0.22;-0.008]

OHC = organizational health climate; HoL = health-oriented leadership; EE = employee emotional exhaustion; JS = employee job satisfaction; −2LL = −2*Log-Likelihood; ∆df = change in degrees of freedom; 𝜎2 = residual variance; and MCCI95 = Monte Carlo confidence 
intervals. Displayed are unstandardized estimates.
*p < 0.05, **p < 0.01, ***p < 0.001.
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gained resources to their teams. Organizational climate thereby links 
the larger organizational context with the internal functioning of the 
organization (Dollard et al., 2019). With this finding, we contribute to 
the existing research by widening the lens to an important 
precondition of (health-oriented) leadership. This finding also 
contributes to the discussion of the ordering of the two variables of 
organizational climate and leadership. While initial research on 
organizational climate often conceptualized leaders as the creators of 
organizational climate (e.g., Clarke, 2013), recent research also 
identified organizational climate to be a plausible, if not necessary, 
precondition of leader actions (Yulita and Idris, 2017; Biron et al., 
2018; Kaluza et al., 2020). Our analysis confirmed these studies and 
showed that the climate–leadership link is similarly plausible to the 
leadership–climate link. Future research must reveal if the ordering is 
reciprocal and if there are facet-specific differences for specific climate 
and leadership measures.

Our research further revealed that there is a difference in the 
OHC–health-oriented leadership relationship regarding different 
levels of analysis. A large share of the variance in health-oriented 
leadership is explained at the group level, which highlights the 
meaning of leadership for teams with regard to the conveyance of 
organizational climate.

In our second hypothesis, we postulated a positive influence of 
health-oriented leadership on employee well-being. While health-
oriented leadership was positively related to job satisfaction at the 
between-team level, partially supporting H2a, its positive influence on 
emotional exhaustion (H2b) was only found at the within-team level, 
partially supporting H2b. The finding hints at the different 
mechanisms that influence employee well-being at the distinct levels 
of analysis (Wang and Howell, 2010): While job satisfaction is 
enhanced by positive influences of the whole team, for example, by 
improving team processes, appreciating the whole team for good 
work, or decreasing disruptive job demands for the team (Braun et al., 
2013), emotional exhaustion seems to be a very individual perception 
that is instead based on the personal experience between the leader 
and the individual team members rather than on a group perception. 
It is not easy for leaders to consider all team members’ higher-level 
needs equally and, thus, influence their feelings of exhaustion in a 
similar fashion (Arnold, 2017). Corroborating this, studies have found 
lower ICCs for mental health than for other variables, suggesting that 
they are not significantly determined by group membership 
(Vonderlin et  al., 2021). In sum, our differential findings on the 
different levels of analysis highlight the importance of examining 
level-specific mechanisms and outcomes.

Our mediation hypothesis regarding OHC and job satisfaction 
was supported at the between-team level, although not at the within-
team level (partially supporting H3a). This finding identifies a group-
level mechanism by which climate perceptions influence employee job 
satisfaction. Previous research showed that organizational factors 
influence employee behavior by a leader whose behavior is aligned 
with these organizational factors (Dietz et al., 2020). Thus, health-
oriented leadership behaviors are a way through which health-related 
values and priorities of the organization trickle down to employees 
(Kaluza et  al., 2020). This is in line with COR theory because 
employees “employ key resources not only to respond to stress but also 
to build a reservoir of sustaining resources for times of future need” 
(Hobfoll et al., 2018, p. 104). Thus, the distal organizational resource 

of OHC enhances the more proximal resource of health-oriented 
leadership, which creates a resource caravan passageway for employees 
and, thus, enhances job satisfaction (Hobfoll, 2012).

We further concretized our findings by showing that the 
mediating mechanism is stronger at the between-team level 
(answering Research Question 1), which corroborates research by 
Schulz et al. (2017). Leaders in childcare settings seem to emphasize 
the consequences and possibilities of OHC for their center, which 
transfers to employees focusing more on the “we” than the “I,” which 
results in greater job satisfaction, possibly by a higher identification 
with the work group (Riketta and van Dick, 2005). According to social 
identity theory (Ashforth and Mael, 1989), job satisfaction increases 
with the degree of identification with the organization because 
important human needs are met (van Dick and Haslam, 2012) and 
because a sharedness of values and norms by the group and shared 
group behaviors positively enhance individual outcomes (Häusser 
et al., 2020). This should be even more the case when organizational 
values and priorities and leadership behaviors are aligned in words 
and actions (Yulita and Idris, 2017). Individual perceptions in the 
team seem to fluctuate more easily, contingent upon the overall team 
atmosphere (Inceoglu et al., 2021).

The reason we  did not find a significant mediation effect for 
emotional exhaustion (not supporting H3b) might have been the 
relatively high autoregressive effect of emotional exhaustion, 
indicating great inertia of emotional exhaustion within the measured 
timeframe (Hamaker and Grasman, 2015) and the already mentioned 
difficulty of attending to all employees equally in a group. Similar to 
our findings, Yulita and Idris (2017) found no significant relationship 
between enacted managerial support and emotional exhaustion. 
Moreover, previous research has shown that job demands, rather than 
job resources (such as health-oriented leadership) were the main 
predictors of emotional exhaustion (Dollard and Bakker, 2010; 
Dollard et al., 2012a).

5.2. Limitations and implications for future 
research

The results of our study must be seen in light of several limitations. 
Despite a multilevel design, which reduces common-method variance 
(Loh et al., 2019), we had a single-source design. Thus, we cannot rule 
out that common-method bias inflated the inspected relationships 
(Podsakoff et al., 2003). Even though one might intuitively point to a 
leader’s self-rated leadership measurement to acquaint a multisource 
design, previous research has shown that supervisors’ self-ratings of 
health-oriented leadership did not influence the relationship between 
employee ratings of health-oriented leadership and their mental 
distress, thus, consciously avoiding a leadership self-rating (Vonderlin 
et al., 2021). However, it would be valuable to integrate other-rated 
moderators to control for bias, for example leaders’ resources (i.e., 
skills; Pischel et al., 2022).

Furthermore, in terms of the ordering of the variables, our sample 
power did not suffice to integrate a cross-lagged panel model. Since 
previous research found evidence of the leadership–climate link (see 
Schneider et al., 2017) and the climate–leadership link (e.g., Biron 
et al., 2018), the direction of effects is not yet certain, and it could well 
be a reciprocal one. Thus, we need additional research to provide 
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information on this topic. Future investigations should be especially 
sensitive to the facet-specificity of climate and leadership when aiming 
to explore the ordering of the variables (e.g., a leadership climate as a 
specific climate facet; Chen and Bliese, 2002). Further, OHC should 
also be examined as a moderator of (health-oriented) leadership as it 
has been identified in several works examining specific work 
conditions to identify the boundary conditions of health-oriented 
leadership (e.g., Dollard and Bakker, 2010; Law et  al., 2011; Hall 
et al., 2013).

For the generalizability of the results, one has to keep in mind the 
industrial sector and the associated context (Inceoglu et al., 2021). Our 
study examined childcare centers and, thus, the social care context. 
However, for generalizability to other contexts, one must consider the 
potentially different mechanisms of conveying organizational climate 
and practicing health-oriented leadership in the organization (e.g., 
different communication patterns and collaboration schemes). 
Additionally, our sample was, due to the profession, our sample was 
very female-dominated. Thus, it would be  valuable to examine 
moderators that indicate this gender distribution, for example, work–
family conflict (e.g., Cinamon and Rich, 2002).

Furthermore, while we found differing results for the two levels of 
analysis, we did not test the nature of these differences. Future research 
should work on identifying the conditions on which these differences 
are grounded.

5.3. Practical implications

Interventions designed to improve employee mental health often 
focus on the individual or the personality and skills of the leader and not 
on organizational factors (Stuber et al., 2021). This circumstance involves 
the risk of ceiling effects when the skill set of a leader cannot be improved 
any further (Hammer et al., 2019). Our research provides support for the 
assumption that the value of employee job satisfaction is anchored in the 
organizational culture and that this can then be transferred to employees 
through leader behaviors (Parker et  al., 2017; Health-oriented). 
Leadership behaviors can thereby be trained, as various previous research 
studies have shown (e.g., Parry and Sinha, 2005; Stein et al., 2021; Stuber 
et  al., 2021). Thus, the organizational antecedents on which leader 
behavior forms must be considered when planning to influence leader 
behaviors (Nielsen and Miraglia, 2017).

Furthermore, knowledge about the social processes that influence 
how OHC and health-oriented leadership are perceived by employees 
is valuable to decide on the priorities in management behavior. Our 
research showed that employee job satisfaction is mainly influenced 
by a shared perception of the team regarding OHC and health-
oriented leadership. Thus, addressing the team in a team-oriented way 
(e.g., providing information to the whole team, making decisions in 
participatory team meetings, providing transparency for the whole 
team) would be a good skill set to meet team needs regarding job 
satisfaction. At the same time, our study showed that impaired well-
being (i.e., emotional exhaustion) cannot be influenced via health-
oriented leadership at the team level. Thus, leaders can react more 
precisely to the needs of the team when they have a precise goal and 
familiar knowledge about the mechanisms by which OHC and health-
oriented leadership are conveyed to reach this goal.

6. Conclusion

By identifying OHC as an organizational antecedent of health-
oriented leadership, this study illustrates the relevance of 
organizational preconditions for the effective functioning of (health-
oriented) leadership. This finding complements other research works 
that have identified the context as a notable part of leadership research 
(Oc, 2018; Sharma, 2018) and encourages research and practitioners 
to not solely focus on the outcomes of leadership but to also 
incorporate the “other side of the equation.” The study also showed 
that the relationship between OHC and job satisfaction is coming to 
life via health-oriented leadership and a team-based pathway, which 
gives organizations cues as to how to distribute OHC throughout the 
organizational environment. While research is starting to differentiate 
levels of analysis with greater frequency, the findings of this study 
encourage to a more consequent examination of multiple levels; 
otherwise, important knowledge on relationship patterns may 
be masked.

Data availability statement

The raw data supporting the conclusions of this article will be 
made available by the authors upon request, with undue reservation.

Ethics statement

The studies involving human participants were reviewed and 
approved by Institutional Review Board of the University of Hamburg. 
The patients/participants provided their written informed consent to 
participate in this study.

Author contributions

FT, HS, and KK contributed to the conception and design of the 
study. FT organized the database, performed the statistical analysis, 
and wrote the first draft of the manuscript. All authors contributed to 
the article and approved the submitted version.

Funding

We thank the Institution for statutory Accident Insurance and 
Prevention in the Health and Welfare Services for funding the open 
access publication fees. The funder was not involved in the study 
design and collection in the context of an evaluation, analysis or 
interpretation of the results.

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.

https://doi.org/10.3389/fpsyg.2023.1181599
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org


Teetzen et al. 10.3389/fpsyg.2023.1181599

Frontiers in Psychology 11 frontiersin.org

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.

Supplementary material

The Supplementary material for this article can be found online 
at: https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1181599/
full#supplementary-material

References
Aguinis, H., Gottfredson, R. K., and Culpepper, S. A. (2013). Best-practice 

recommendations for estimating cross-level interaction effects using multilevel 
modeling. J. Manag. 39, 1490–1528. doi: 10.1177/0149206313478188

Ajzen, I. (1985). From Intentions to Actions: A Theory of Planned Behavior. Springer 
Berlin Heidelberg.

Alilyyani, B., Wong, C. A., and Cummings, G. (2018). Antecedents, mediators, and 
outcomes of authentic leadership in healthcare: a systematic review. Int. J. Nurs. Stud. 
83, 34–64. doi: 10.1016/j.ijnurstu.2018.04.001

Argyris, C., and Schön, D. A. (1974). Theory in Practice: Increasing Professional 
Effectiveness. Oxford, UK: Jossey-Bass.

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

Arnold, M., and Rigotti, T. (2020). The leader in the spotlight: health-oriented 
leadership and its antecedents and outcomes. Acad. Manag. Proc. 2020:16724. doi: 
10.5465/AMBPP.2020.16724abstract

Ashforth, B. E., and Mael, F. (1989). Social identity theory and the organization. Acad. 
Manag. Rev. 14, 20–39. doi: 10.2307/258189

Biron, C., Parent-Lamarche, A., Ivers, H., and Baril-Gingras, G. (2018). Do as you say: 
the effects of psychosocial safety climate on managerial quality in an organizational 
health intervention. Int. J. Workplace Health Manag. 11, 228–244. doi: 10.1108/
IJWHM-01-2018-0009

Blau, P. (1964). Power and Exchange in Social Life. NY, USA: John Wiley & Sons.

Bliese, P. D. (2000). “Within-group agreement, non-independence, and reliability: 
implications for data aggregation and analysis” in Multilevel Theory, Research, and 
Methods in Organizations: Foundations, Extensions, and New Directions. eds. K. J. Klein 
and S. W. J. Kozlowski (San Francisco, CA: Jossey-Bass), 349–381.

Braun, S., Peus, C., Weisweiler, S., and Frey, D. (2013). Transformational leadership, 
job satisfaction, and team performance: a multilevel mediation model of trust. Leadersh. 
Q. 24, 270–283. doi: 10.1016/j.leaqua.2012.11.006

Brenscheidt, S., Siefer, A., Hünefeld, L., Backhaus, N., and Halke, T.. (2022). 
Arbeitswelt im Wandel Zahlen–Daten–Fakten Ausgabe 2022 [Changing world of work; 
numbers—Dates—Facts; edition 2022]. Bundesanstalt für Arbeitsschutz und 
Arbeitsmedizin (BAuA). 1–86. Available at: https://www.baua.de/DE/Angebote/
Publikationen/Praxis/A107.html

Chan, D. (1998). Functional relations among constructs in the same content domain 
at different levels of analysis: a typology of composition models. J. Appl. Psychol. 83, 
234–246. doi: 10.1037/0021-9010.83.2.234

Chen, G., and Bliese, P. D. (2002). The role of different levels of leadership in predicting 
self- and collective efficacy: evidence for discontinuity. J. Appl. Psychol. 87, 549–556. doi: 
10.1037/0021-9010.87.3.549

Cinamon, R. G., and Rich, Y. (2002). Gender Differences in the Importance of Work and 
Family Roles: Implications for Work–family Conflict. Sex Roles 47, 531–541. doi: 
10.1023/A:1022021804846

Clarke, S. (2006). The relationship between safety climate and safety performance: 
a meta-analytic review. J. Occup. Health Psychol. 11, 315–327. doi: 
10.1037/1076-8998.11.4.315

Clarke, S. (2013). Safety leadership: a meta-analytic review of transformational and 
transactional leadership styles as antecedents of safety behaviours. J. Occup. Organ. 
Psychol. 86, 22–49. doi: 10.1111/j.2044-8325.2012.02064.x

Courtright, S. H., Gardner, R. G., Smith, T. A., McCormick, B. W., and Colbert, A. E. 
(2016). My family made me do it: a cross-domain, self-regulatory perspective on 
antecedents to abusive supervision. Acad. Manag. J. 59, 1630–1652. doi: 10.5465/
amj.2013.1009

de Jonge, J., and Dormann, C. (2017). “Why is my job so stressful? Characteristics, 
processes, and models of stress at work” in An Introduction to Work and Organizational 
Psychology: An International Perspective. eds. N. Chmiel, F. Fraccaroli and M. Sverke. 3rd 
ed (Chichester, West Sussex, UK: John Wiley & Sons, Ltd.), 80–101.

Dietz, C., Zacher, H., Scheel, T., Otto, K., and Rigotti, T. (2020). Leaders as role 
models: effects of leader presenteeism on employee presenteeism and sick leave. Work 
Stress 34, 300–322. doi: 10.1080/02678373.2020.1728420

Dimoff, J. K., and Kelloway, E. K. (2017). “Leaders as resources: how managers and 
supervisors can socially support employees towards better mental health and wellbeing” 
in Leading to Occupational Health and Safety. eds. E. K. Kelloway, K. Nielsen and J. K. 
Dimoff (Chichester, West Sussex, UK: Wiley Blackwell), 149–162.

Dollard, M. F., and Bakker, A. B. (2010). Psychosocial safety climate as a precursor to 
conducive work environments, psychological health problems, and employee 
engagement. J. Occup. Organ. Psychol. 83, 579–599. doi: 10.1348/096317909X470690

Dollard, M. F., Dormann, C., and Idris, M. A. (2019). “Psychosocial safety climate: a 
new work stress theory and implications for method” in Psychosocial Safety Climate—A 
New Work Stress Theory (Cham, Switzerland: Springer Nature Switzerland AG), 3–30.

Dollard, M. F., Opie, T., Lenthall, S., Wakerman, J., Knight, S., Dunn, S., et al. (2012a). 
Psychosocial safety climate as an antecedent of work characteristics and psychological 
strain: a multilevel model. Work Stress 26, 385–404. doi: 10.1080/02678373.2012.734154

Dollard, M. F., Tuckey, M. R., and Dormann, C. (2012b). Psychosocial safety climate 
moderates the job demand–resource interaction in predicting workgroup distress. Accid. 
Anal. Prev. 45, 694–704. doi: 10.1016/j.aap.2011.09.042

Ducki, A. (2000). Diagnose gesundheitsförderlicher Arbeit. Eine Gesamtstrategie zur 
betrieblichen Gesundheitsanalyse [Diagnosis of health-promoting work. A holistic strategy 
of an occupational health-analysis]. Zurich, Switzerland: vdf Hochschulverlag.

Franke, F., Felfe, J., and Pundt, A. (2014). The impact of health-oriented leadership on 
follower health: development and test of a new instrument measuring health-promoting 
leadership. German J Hum Resour Manag 28, 139–161. doi: 10.1177/239700221402800108

Gorgievski, M. J., and Hobfoll, S. E. (2008). “Work can burn us out or fire us up: 
conservation of resources in burnout and engagement” in Handbook of Stress and 
Burnout in Health Care. (Hauppauge, NY: Nova Science Publishers).

Gurt, J., Schwennen, C., and Elke, G. (2011). Health-specific leadership: is there an 
association between leader consideration for the health of employees and their strain 
and well-being? Work Stress 25, 108–127. doi: 10.1080/02678373.2011.595947

Hall, G. B., Dollard, M. F., Winefield, A. H., Dormann, C., and Bakker, A. B. (2013). 
Psychosocial safety climate buffers effects of job demands on depression and positive 
organizational behaviors. Anxiety Stress Coping 26, 355–377. doi: 
10.1080/10615806.2012.700477

Hamaker, E. L., and Grasman, R. P. P. P. (2015). To center or not to center? 
Investigating inertia with a multilevel autoregressive model. Front. Psychol. 5, 1–15. doi: 
10.3389/fpsyg.2014.01492

Hammer, L. B., Truxillo, D. M., Bodner, T., Pytlovany, A. C., and Richman, A. (2019). 
Exploration of the impact of organisational context on a workplace safety and health 
intervention. Work Stress 33, 192–210. doi: 10.1080/02678373.2018.1496159

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

Häusser, J. A., Junker, N. M., and Dick, R. (2020). The how and the when of the social 
cure: a conceptual model of group- and individual-level mechanisms linking social 
identity to health and well-being. Eur. J. Soc. Psychol. 50, 721–732. doi: 10.1002/ejsp.2668

Hayes, A. F. (2017). Introduction to Mediation, Moderation, and Conditional Process 
Analysis—A Regression-based Approach. NY, USA: Guilford Press.

Hobfoll, S. E. (1989). Conservation of resources: a new attempt at conceptualizing 
stress. Am. Psychol. 44, 513–524. doi: 10.1037/0003-066X.44.3.513

Hobfoll, S. E. (2012). Conservation of resources and disaster in cultural context: the 
caravans and passageways for resources. Psychiatry 75, 227–232. doi: 10.1521/
psyc.2012.75.3.227

Hobfoll, S. E., Halbesleben, J., Neveu, J.-P., and Westman, M. (2018). Conservation of 
resources in the organizational context: the reality of resources and their consequences. 
Annu. Rev. Organ. Psych. Organ. Behav. 5, 103–128. doi: 10.1146/annurev-
orgpsych-032117-104640

Hofmann, D. A., and Gavin, M. B. (1998). Centering decisions in hierarchical linear 
models: implications for research in organizations. J. Manag. 24, 623–641. doi: 
10.1177/014920639802400504

Horstmann, D. (2018). Enhancing employee self-care: the moderating effect of 
personal initiative on health-specific leadership. Eur. J. Health Psychol. 25, 96–106. doi: 
10.1027/2512-8442/a000014

https://doi.org/10.3389/fpsyg.2023.1181599
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1181599/full#supplementary-material
https://www.frontiersin.org/articles/10.3389/fpsyg.2023.1181599/full#supplementary-material
https://doi.org/10.1177/0149206313478188
https://doi.org/10.1016/j.ijnurstu.2018.04.001
https://doi.org/10.1037/ocp0000062
https://doi.org/10.5465/AMBPP.2020.16724abstract
https://doi.org/10.2307/258189
https://doi.org/10.1108/IJWHM-01-2018-0009
https://doi.org/10.1108/IJWHM-01-2018-0009
https://doi.org/10.1016/j.leaqua.2012.11.006
https://www.baua.de/DE/Angebote/Publikationen/Praxis/A107.html
https://www.baua.de/DE/Angebote/Publikationen/Praxis/A107.html
https://doi.org/10.1037/0021-9010.83.2.234
https://doi.org/10.1037/0021-9010.87.3.549
https://doi.org/10.1023/A:1022021804846
https://doi.org/10.1037/1076-8998.11.4.315
https://doi.org/10.1111/j.2044-8325.2012.02064.x
https://doi.org/10.5465/amj.2013.1009
https://doi.org/10.5465/amj.2013.1009
https://doi.org/10.1080/02678373.2020.1728420
https://doi.org/10.1348/096317909X470690
https://doi.org/10.1080/02678373.2012.734154
https://doi.org/10.1016/j.aap.2011.09.042
https://doi.org/10.1177/239700221402800108
https://doi.org/10.1080/02678373.2011.595947
https://doi.org/10.1080/10615806.2012.700477
https://doi.org/10.3389/fpsyg.2014.01492
https://doi.org/10.1080/02678373.2018.1496159
https://doi.org/10.3389/fpsyg.2022.833028
https://doi.org/10.1002/ejsp.2668
https://doi.org/10.1037/0003-066X.44.3.513
https://doi.org/10.1521/psyc.2012.75.3.227
https://doi.org/10.1521/psyc.2012.75.3.227
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1177/014920639802400504
https://doi.org/10.1027/2512-8442/a000014


Teetzen et al. 10.3389/fpsyg.2023.1181599

Frontiers in Psychology 12 frontiersin.org

Inceoglu, I., Arnold, K. A., Leroy, H., Lang, J. W. B., and Stephan, U. (2021). From 
microscopic to macroscopic perspectives and back: the study of leadership and health/
well-being. J. Occup. Health Psychol. 26, 459–468. doi: 10.1037/ocp0000316

Kaluza, A. J., Schuh, S. C., Kern, M., Xin, K., and Dick, R. (2020). How do leaders’ 
perceptions of organizational health climate shape employee exhaustion and 
engagement? Toward a cascading-effects model. Hum. Resour. Manag. 59, 359–377. doi: 
10.1002/hrm.22000

Kaluza, A. J., Weber, F., van Dick, R., and Junker, N. M. (2021). When and how health-
oriented leadership relates to employee well-being—the role of expectations, self-care, 
and LMX. J. Appl. Soc. Psychol. 51, 404–424. doi: 10.1111/jasp.12744

Klug, K., Felfe, J., and Krick, A. (2019). Caring for oneself or for others? How 
consistent and inconsistent profiles of health-oriented leadership are related to follower 
strain and health. Front. Psychol. 10:2456. doi: 10.3389/fpsyg.2019.02456

Klug, K., Felfe, J., and Krick, A. (2022). Does self-care make you a better leader? A 
multisource study linking leader self-care to health-oriented leadership, employee self-
care, and health. Int. J. Environ. Res. Public Health 19:6733. doi: 10.3390/ijerph19116733

Kordt, M. (2014). Gesundheitsreport 2014. Die Rushhour des Lebens. Gesundheit im 
Spannungsfeld von Job, Karriere und Familie. (DAK-Gesundheitsreport 2014, pp. S. 
1–157). DAK Forschung.

Krick, A., Felfe, J., Hauff, S., and Renner, K.-H. (2022). Facilitating health-oriented 
leadership from a Leader’s perspective: antecedents at the organizational, workplace, and 
individual level. German J. Work Org. Psychol. 66, 213–225. doi: 10.1026/0932-4089/
a000397

Kristensen, T. S. (2000). A New Tool for Assessing Psychosocial Factors at Work: The 
Copenhagen Psychosocial Questionnaire.  Copenagen, Denmark: National Institute 
for Health.

Law, R., Dollard, M. F., Tuckey, M. R., and Dormann, C. (2011). Psychosocial safety 
climate as a lead indicator of workplace bullying and harassment, job resources, 
psychological health and employee engagement. Accid. Anal. Prev. 43, 1782–1793. doi: 
10.1016/j.aap.2011.04.010

LeBreton, J. M., and Senter, J. L. (2008). Answers to 20 questions about interrater reliability 
and interrater agreement. Organ. Res. Methods 11, 815–852. doi: 10.1177/1094428106296642

Loh, M. Y., Dollard, M. F., McLinton, S. S., and Tuckey, M. R. (2021). How psychosocial 
safety climate (PSC) gets stronger over time: a first look at leadership and climate 
strength. J. Occup. Health Psychol. 26, 522–536. doi: 10.1037/ocp0000308

Loh, M. Y., Idris, M. A., Dormann, C., and Muhamad, H. (2019). Organisational 
climate and employee health outcomes: a systematic review. Saf. Sci. 118, 442–452. doi: 
10.1016/j.ssci.2019.05.052

Martínez-Navalón, J. G., Gelashvili, V., and Debasa, F. (2019). The impact of restaurant 
social media on environmental sustainability: an empirical study. Sustainability 11:6105. 
doi: 10.3390/su11216105

Maslach, C., and Jackson, S. E. (1981). The measurement of experienced burnout. J. 
Organ. Behav. 2, 99–113. doi: 10.1002/job.4030020205

Mathieu, J. E., and Luciano, M. M. (2019). “Multilevel emergence in work collectives” in 
The Handbook of Multilevel Theory, Measurement, and Analysis. eds. S. E. Humphrey and 
J. M. LeBreton (Washington, USA: American Psychological Association), S.163–S.186.

Montano, D., Reeske, A., Franke, F., and Hüffmeier, J. (2017). Leadership, followers’ 
mental health and job performance in organizations: a comprehensive meta-analysis 
from an occupational health perspective: leadership and followers’ mental health. J. 
Organ. Behav. 38, 327–350. doi: 10.1002/job.2124

Muthén, L. K., and Muthén, B. O. (1998). Mplus User’s Guide. (8th). Los Angeles, CA:  
Muthén & Muthén.

Newman, D. A., and Sin, H.-P. (2020). Within-group agreement (rWG): two theoretical 
parameters and their estimators. Organ. Res. Methods 23, 30–64. doi: 
10.1177/1094428118809504

Nielsen, K., and Miraglia, M. (2017). What works for whom in which circumstances? 
On the need to move beyond the ‘what works?’ Question in organizational intervention 
research. Hum. Relat. 70, 40–62. doi: 10.1177/0018726716670226

Nielsen, K., and Taris, T. W. (2019). Leading well: challenges to researching leadership 
in occupational health psychology—and some ways forward. Work Stress 33, 107–118. 
doi: 10.1080/02678373.2019.1592263

Oc, B. (2018). Contextual leadership: a systematic review of how contextual factors 
shape leadership and its outcomes. Leadersh. Q. 29, 218–235. doi: 10.1016/j.
leaqua.2017.12.004

Parker, S. K., Van den Broeck, A., and Holman, D. (2017). Work design influences: a 
synthesis of multilevel factors that affect the design of jobs. Acad. Manag. Ann. 11, 
267–308. doi: 10.5465/annals.2014.0054

Parry, K. W., and Sinha, P. N. (2005). Researching the trainability of transformational 
organizational leadership. Hum. Resour. Dev. Int. 8, 165–183. doi: 
10.1080/13678860500100186

Pischel, S., Felfe, J., and Klebe, L. (2022). Should I  further engage in staff care?: 
employees’ disclosure, leaders’ skills and goal conflict as antecedents of health-oriented 
leadership. Int. J. Environ. Res. Public Health 20:162. doi: 10.3390/ijerph20010162

Podsakoff, P. M., Mac Kenzie, 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

Preacher, K. J., Zhang, Z., and Zyphur, M. J. (2011). Alternative methods for assessing 
mediation in multilevel data: the advantages of multilevel SEM. Struct. Equ. Model. 
Multidiscip. J. 18, 161–182. doi: 10.1080/10705511.2011.557329

R Core Team (2022). R: A language and environment for statistical computing. R 
Foundation for Statistical Computing, Vienna, Austria. Available at: https://www.R-
project.org/

Riketta, M., and van Dick, R. (2005). Foci of attachment in organizations: a meta-
analytic comparison of the strength and correlates of workgroup versus organizational 
identification and commitment. J. Vocat. Behav. 67, 490–510. doi: 10.1016/j.
jvb.2004.06.001

Santa Maria, A., Wolter, C., Gusy, B., Kleiber, D., and Renneberg, B. (2019). The 
impact of health-oriented leadership on police officers’ physical health, burnout, 
depression and well-being. Policing 13, 186–200. doi: 10.1093/police/pay067

Schneider, B., Gonzáles-Romá, V., Ostroff, C., and West, M. A. (2017). Organizational 
climate and culture: reflections on the history of the constructs in the journal of applied 
psychology. J. Appl. Psychol. 102, 468–482. doi: 10.1037/apl0000090

Schulz, H., Zacher, H., and Lippke, S. (2017). The importance of team health climate 
for health-related outcomes of white-collar workers. Front. Psychol. 8, 1–14. doi: 
10.3389/fpsyg.2017.00074

Sharma, P. N. (2018). Moving beyond the employee: the role of the organizational 
context in leader workplace aggression. Leadersh. Q. 29, 203–217. doi: 10.1016/j.
leaqua.2017.12.002

Sonnentag, S., and Frese, M. (2002). “Stress in organizations” in Comprehensive 
Handbook of Psychology: Industrial and Organizational Psychology. eds. C. 
Bormann, D. R. Ilgen and R. Klimoski (Hoboken, NJ, USA: Wiley), S 453–S 491.

Stein, M., Schümann, M., Teetzen, F., Gregersen, S., Begemann, V., and 
Vincent-Höper, S. (2021). Supportive leadership training effects on employee social and 
hedonic well-being: a cluster randomized controlled trial. J. Occup. Health Psychol. 26, 
599–612. doi: 10.1037/ocp0000300

Stuber, F., Seifried-Dübon, T., Rieger, M. A., Gündel, H., Ruhle, S., Zipfel, S., et al. 
(2021). The effectiveness of health-oriented leadership interventions for the 
improvement of mental health of employees in the health care sector: a systematic 
review. Int. Arch. Occup. Environ. Health 94, 203–220. doi: 10.1007/
s00420-020-01583-w

Tafvelin, S., Isaksson, K., and Westerberg, K. (2018). The first year of service: a 
longitudinal study of Organisational antecedents of transformational leadership in 
the social service Organisations. Br. J. Soc. Work 48, 430–448. doi: 10.1093/bjsw/
bcx038

Teetzen, F., Bürkner, P.-C., Gregersen, S., and Vincent-Höper, S. (2022). The mediating 
effects of work characteristics on the relationship between transformational leadership 
and employee well-being: a Meta-analytic investigation. Int. J. Environ. Res. Public Health 
19:3133. doi: 10.3390/ijerph19053133

Tuncdogan, A., Acar, O. A., and Stam, D. (2017). Individual differences as antecedents 
of leader behavior: towards an understanding of multi-level outcomes. Leadersh. Q. 28, 
40–64. doi: 10.1016/j.leaqua.2016.10.011

Turgut, S., Schlachter, S., Michel, A., and Sonntag, K. (2020). Antecedents of health-
promoting leadership and workload as moderator. J Leadersh Organ Stud 27, 203–214. 
doi: 10.1177/1548051819848988

van Dick, R., and Haslam, S. A. (2012). “Stress and well-being in the workplace: 
support for key propositions from the social identity approach” in The Social Cure: 
Identity, Health, and Well-being. eds. J. Jetten, C. Haslam and S. A. Haslam (London & 
New York: Psychology Press/Routledge), S.175–S.194.

van Knippenberg, D. (2003). Intergroup relations in organizations. M. A. In and 
D. Tjosvold West, & Smith, K. G. International Handbook of Organizational 
Teamwork and Cooperative Working S.381–399. Chichester, West Sussex, UK: John 
Wiley & Sons, Inc.

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

Vonderlin, R., Schmidt, B., Müller, G., Biermann, M., Kleindienst, N., Bohus, M., et al. 
(2021). Health-oriented leadership and mental health from supervisor and employee 
perspectives: a multilevel and multisource approach. Front. Psychol. 11:614803. doi: 
10.3389/fpsyg.2020.614803

Wang, X.-H., and Howell, J. M. (2010). Exploring the dual-level effects of 
transformational leadership on followers. J. Appl. Psychol. 95, 1134–1144. doi: 10.1037/
a0020754

Wegge, J., Shemla, M., and Haslam, S. A. (2014). Leader behavior as a determinant of 
health at work: specification and evidence of five key pathways. German J Hum Resour 
Manag 28, 6–23. doi: 10.1177/239700221402800102

https://doi.org/10.3389/fpsyg.2023.1181599
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1037/ocp0000316
https://doi.org/10.1002/hrm.22000
https://doi.org/10.1111/jasp.12744
https://doi.org/10.3389/fpsyg.2019.02456
https://doi.org/10.3390/ijerph19116733
https://doi.org/10.1026/0932-4089/a000397
https://doi.org/10.1026/0932-4089/a000397
https://doi.org/10.1016/j.aap.2011.04.010
https://doi.org/10.1177/1094428106296642
https://doi.org/10.1037/ocp0000308
https://doi.org/10.1016/j.ssci.2019.05.052
https://doi.org/10.3390/su11216105
https://doi.org/10.1002/job.4030020205
https://doi.org/10.1002/job.2124
https://doi.org/10.1177/1094428118809504
https://doi.org/10.1177/0018726716670226
https://doi.org/10.1080/02678373.2019.1592263
https://doi.org/10.1016/j.leaqua.2017.12.004
https://doi.org/10.1016/j.leaqua.2017.12.004
https://doi.org/10.5465/annals.2014.0054
https://doi.org/10.1080/13678860500100186
https://doi.org/10.3390/ijerph20010162
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1080/10705511.2011.557329
https://www.R-project.org/
https://www.R-project.org/
https://doi.org/10.1016/j.jvb.2004.06.001
https://doi.org/10.1016/j.jvb.2004.06.001
https://doi.org/10.1093/police/pay067
https://doi.org/10.1037/apl0000090
https://doi.org/10.3389/fpsyg.2017.00074
https://doi.org/10.1016/j.leaqua.2017.12.002
https://doi.org/10.1016/j.leaqua.2017.12.002
https://doi.org/10.1037/ocp0000300
https://doi.org/10.1007/s00420-020-01583-w
https://doi.org/10.1007/s00420-020-01583-w
https://doi.org/10.1093/bjsw/bcx038
https://doi.org/10.1093/bjsw/bcx038
https://doi.org/10.3390/ijerph19053133
https://doi.org/10.1016/j.leaqua.2016.10.011
https://doi.org/10.1177/1548051819848988
https://doi.org/10.3389/fpsyg.2019.01049
https://doi.org/10.3389/fpsyg.2019.01049
https://doi.org/10.3389/fpsyg.2020.614803
https://doi.org/10.1037/a0020754
https://doi.org/10.1037/a0020754
https://doi.org/10.1177/239700221402800102


Teetzen et al. 10.3389/fpsyg.2023.1181599

Frontiers in Psychology 13 frontiersin.org

Yulita, D. M. F., and Idris, M. A. (2017). Climate congruence: how espoused 
psychosocial safety climate and enacted managerial support affect emotional 
exhaustion and work engagement. Saf. Sci. 96, 132–142. doi: 10.1016/j.
ssci.2017.03.023

Zhang, Z., Zyphur, M. J., and Preacher, K. J. (2009). Testing multilevel mediation using 
hierarchical linear models: problems and solutions. Organ. Res. Methods 12, 695–719. 
doi: 10.1177/1094428108327450

Zohar, D. (2010). Thirty years of safety climate research: reflections and future 
directions. Accid. Anal. Prev. 42, 1517–1522. doi: 10.1016/j.aap.2009.12.019

Zohar, D., and Luria, G. (2005). A multilevel model of safety climate: cross-level 
relationships between organization and group-level climates. J. Appl. Psychol. 90, 
616–628. doi: 10.1037/0021-9010.90.4.616

Zweber, Z. M., Henning, R. A., and Magley, V. J. (2016). A practical scale for multi-
faceted organizational health climate assessment. J. Occup. Health Psychol. 21, 250–259. 
doi: 10.1037/a0039895

Zweber, Z. M., Henning, R. A., Magley, V. J., and Faghri, P. (2015). Considering the 
differential impact of three facets of organizational health climate on employees’ well-
being. Sci. World J. 2015, 1–10. doi: 10.1155/2015/407232

https://doi.org/10.3389/fpsyg.2023.1181599
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1016/j.ssci.2017.03.023
https://doi.org/10.1016/j.ssci.2017.03.023
https://doi.org/10.1177/1094428108327450
https://doi.org/10.1016/j.aap.2009.12.019
https://doi.org/10.1037/0021-9010.90.4.616
https://doi.org/10.1037/a0039895
https://doi.org/10.1155/2015/407232

	Organizational health climate as a precondition for health-oriented leadership: expanding the link between leadership and employee well-being
	1. Introduction
	2. Theory
	2.1. Organizational health climate and health-oriented leadership
	2.2. Health-oriented leadership and employee well-being
	2.3. The mediation pathway between OHC and employee well-being via health-oriented leadership
	2.4. The different levels of analysis

	3. Methods
	3.1. Procedure
	3.2. Participants
	3.3. Measures
	3.3.1. Organizational health climate
	3.3.2. Health-oriented leadership
	3.3.3. Job satisfaction
	3.3.4. Emotional exhaustion
	3.4. Data analyses
	3.4.1. Aggregation procedure
	3.4.2. Analyses of the results

	4. Results
	4.1. Results of the multilevel structural equation model

	5. Discussion
	5.1. Theoretical implications
	5.2. Limitations and implications for future research
	5.3. Practical implications

	6. Conclusion
	Data availability statement
	Ethics statement
	Author contributions
	Funding
	Conflict of interest
	Publisher’s note
	Supplementary material

	References

