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Abstract

This study investigates the influence of experienced eleship (i.e. transformational,
abusive) on positive and negative follower weaing (i.e.job satisfaction, engagement,
workaholism, burnogtand the mediating role of follower affect and the -selfiscious
emotions shame, guilt, and pride. Data usechia study was collected from two diverse
studies, with Study 1 having obtained data from a Japanesematitthal firm (n=183), and

Study 2 including data from an Iridlbcal governmenemergencyresponse organisation
(n=237). The findings from my analysis showed that, as predifitdwer perceptions of
transformational leadership positively and significantly predicted follower -lveitig
outcomes of job satisfaction and engagement, and negairedicted the follower #Hbeing
outcome of burnout in both studies. The predicted negative relationship bgiemeived
abusive supervision and follower job satisfaction and engagement was supported in Study 2,
while the positive influence of abusiveupervision on follower #being outcomes of
workaholism and burnout was supported in both studiedlower perceptions of a
constructive or destructive leadership style baohadlythe same relationship with follower
positive and negative emotions bah studies.The research further confirmed follower
emotions of pride and positive and negative affect (PANA) as emotional pathways through
which constructive and destructive leaders influence follower-belig (i.e. engagement)

and ilkbeing (i.e.workaholismworking compulsivelyand burnout)n Study 1 The research
findings make three distinct contributions to the leadership andbswll literatures. Firstly,

the research confirms the role of diverse leadership styles in influencing followereivel
andilkbei ng out comes, thereby addressing calls
kinds of | eader shi p b e haad webbeingsoutdtomet (Bakékem,c e e n

Albrecht & Leiter, 2011, p.14AVu & Hu, 2009). Secondly, the research resjsoto calls for

Xiii



future leadership research to broaden the measurement criteria to enable us to understand
how leaders and leadership are related to emotional congdasisorough, Ashkanasy, Tee,

& Herman, 2009; Hiller, DeChurch, Murase, & Doty, 2011 ao calls toidentify the
pathways through which leadership influences follower “elhg and iHbeing
(Hansbrough, Lord, & Schyns, 2015; Skakon et al., 2010). Thirdly, the findings in both
studies identify when leademnfluence follower wellbeing andill-being through the
pahways of follower emotions. The research findings establish the important role of the
leader in follower welbeing (job satisfaction, engagement) anebding (work&olism,
burnout),and identify the leader as positivaly negaively influencing follower positive and
negative emotions across both studies. The hypothesised mediating effects of follower
emotions between perceived leadership style and-bveéllg and ilbeing outcomes was
found only in Study 1This highlights the need for future research to consider the rolthef

work environmentwhen measuring the antecedents of weding and illbeing at work.
Overall, e research findings identify the important role of the leader in influencing follower
emotions and welbeing and iltbeing at work and establish the abusive leader as a job
demand placing emotional demands on the follower, and the transformational leader as a job

resource, uplifting and supporting the follower with implications for theory and practice.

Keywords: abusive supervision, transformational leadership, affect, shanig, pyide,

employee weltbeing, job satisfaction, engagement, workaholisumnout.
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CHAPTER ONE
INTRODUCTION

1.0 Research Aims and Contributions

The aim of this research is to measure the influence of experieuredructive
leadership ttansformational leadershjpanddestructive leadershi@ljusive supervisigron
positive and negative follower wdbkeing (i.e.job satisfaction, engagemerahd ill -being
(workaholism, burnoygt and to identify the emotional pathways through which leaders
influencethesewell-being and ilbeing outcomes. The research aims to answer the following
research questions;

A What howandwhendo leaders influence follower wetkeing and iHbeing at work?

o0 Whattype of leadershiptgles as perceived by followersfluence their weH

being and ilbeing at work?

0o Howdoes perceived leadership style influence follograotions andavell-being

andill -being? Do follower emotions (PANAand the discrete emotions sifame,
guilt andpride) mediate this relationship?

o Whendo leaders influence follower webeing and iHbeing outcomes through the

pathways of follower emotions? Are the research figslisupported acrod®th

studiesin two diverse organisatierand sectofs

Employee weHbeing is an important issue for organisations. Research shows that
engagement and wddeing have performance implications that are linked to individual and
team performance (Bakker & Bal, 201Breevaart, Bakker, Demerouti, & van den Heuvel,

2015; Freeney & Fellenz, 2018albesleben & Wheeler, 2008), client satisfaction (Salanova,



Agut, & Peiro, 2005), financial returng{anthopoulou, Bakker, Demerouti, & Schaufeli,
2009) andproactive work behaviour@Bakker and Xanthopoulou, 2009; lliex;d®t & Judge,
2006; Miner & Glomb, 2010)Follower ill-being (burnout)has beenlinked to absence
(Peterson, Demerouti, Bergstrém, Asberg, & Nygren, 208Bsence duratiorS¢haufeli,
Bakker, & Van Rhenen, 2009) and poor performance (Bakker, Detn&d/ erbeke, 2004,
Taris & Sataufeli, 2014). Organisations also have an ethical and legal obligation to provide a
safe place to work which discourages abusive supervision and supports employesingell

(Lavan & Martin, 2008).

Many authors have moved awé&pm defining mental health as the absence of illness
to identifying ment al health as a oO0flouri s
experience positive feelings about life (Diener, 2000he employee welbeing construct
stems fromthis positive organisational psychology approach and positive mental health
approach promoted by a number of scholBekker, Schaufeli, Leiter, Taris, 2008ptton &
Hart, 2003; Diener, 2000; Hart & Cooper, 2001; Keyes, 2007; Page & Brildrick, 2009).
Thisresarch uses a taxonomy of affectivegnitive workrelated weHlbeing and iHbeing as
conceptualised by BakkeDemerouti and Xanthopoulo2012)to operationalise employee
subjective welbeing. The taxonomy of workrelated subjective welbeing is adapteffom
Russell 6s (2003) circumpl ex of core affect
(pleasantnesspBakker et al. (2012have adapteRu s sel | 6s (2003) circum,
to map a taxonomy agmployee subjective welleingand ill-beingto indicate the level of
emotion and activationdisplayed by employees during each state of -iveilhg at work
(Figure 20).

There is already a large body of research confirming the relationship between an
empl oyeebs | ebbeiaamgd att h eviorr kwlebRemarm-CenttobMode{ 1 97 9)

JnC) , Hackman and Ol dhamos (1975) Job Char



Demand-Resources model (JR) proposed byDemerouti, Bakker, Nachreiner and
Schaufeli (2001) are widely used to measure e e mpl oyeeds experience
supports within the work environmenthis research investigates the role of the leader in
follower weltb e i n g, as | eaders form an 1 mportant p
whether the overall job experience is perceived as pleasant or unpleasant (Schyns &
Schilling, 2013).In doing so, the research addresses calls in the literature torexpl
alternative model s of wheslod andwhatkins of leadelsled p und
behaviour s i nf |(Bakker, Alerecbt & §etey, @0de, p.14u & Hu, 2009)

and wider welbeing outcomesBy investigating the role of the leadan followers 6
affectivecognitivewell-being the study alseesponds to calls fduture leadership research

to broaden the measurement criteria to enable us to understand how leaders and leadership

are related to emotional construcfPasboroughet al, 2009; Hiller, et al., 2011).

A review of the literature identifiestransformational leadership and abusive
supervision as constructive and destructive leadership sgdpectively Transformational
leadership theory describes the leader as ugifie morale, motivation and morals of their
followers, inspiring followers to perform to high standards and to achieveian \a$ the
future (Bass, 1999)In contrast, abusive supervision describes negative, hostile leader
behaviours andhterpersonal alse, suchaput t i ng O6an empl oyee down
and passive abuse such as giving an employe
Although existing research supports the influence of constructive and destructive leadership
on employee welbeing and iHbeing at work, the pathways through which the leader exerts
this influence are not so walhvestigated and thus understo(gkakon Nielsen, Borg, &
Guzman, 2010 Thepresentesearchssto ut t o i nvestigate how emp

their leader as transformational or abusvem influence their welbeing at work?n doing



so, he research responds to calls to identify thehways through which leadership
influences follower wetbeing and iHbeing outcomes (Hansbrough al.,2015; Skakon et
al., 2010)and theneed forfuture leadership research to broaden the measurement criteria to
enable us to understand how leaders aatidrship are related to emotional constructs
(Dasborougtet al.,2009; Hilleret al.,2011). The researchusé&a t s o n Clark & Te
(1988) Positive and Negative Affect Sched{ANAS)t o measure foll owel
positive and negative affectiveHowswe fh@enses t
have beencalls in the literature to go beyond measuring general positive and negative
affective states only and to measure discretotmns Ashkanasay & Humphrey, 2011;
Gooty et al., 2009)These calls informed mgecision to alsaneasurethe effects of the
discrete selconscious emotionshame, guilt, and pridén the present researciThese
emotions operate at both a public and private levedsuling from relationships and
interactions Qrth, Robins & Sot0,2010; Tangney & Dearing, 20R3 In sum, the present
research proposea comprehensive research mod€ig(re 1.0) which states that (a)
perceived constructive and destructive leadershiipinfluence follower well-being and il
beingrespectively, and, (o) ol | ower sd6 positive ananscioesgyati ve
emotions shame, guilt and priddl mediate these relationships

The proposed research model isunique for a number of reasons. Firsit
simultaneously testdiverseleadershipstyleson follower weltbeing and iHbeing outcomes,
giving a better understanding wafat types of leadershigtyle influences follower work
related weltbeing and iHbeing. Second,the research measures the influence of perceived
constructive and destructive leadership on follower positive and negative emotions at work.
Measuring thenediating effect of follower emotions indhelationshipbetween leadership
and follower welbeing and iHbeingleads to a better understandinchofvleaders influence

follower subjective wellbeing at work.Third, by conducting the research in two distinctive



organisations from different sectors, the study identiWigen leadersinfluence follower
emotions andvell-beingand ill-being at work

The researclvas conducted at the individual levaltwo diverse organisations. Study
1 gathered data from Jap@esemulti-national firm(n=183) andStudy 2obtained data from
an Irish local government emergency response organisafior237) A crosssectional
survey questionnairevas used to collect dateSelf-report measures that captura@oyee
perceptions of their work environment and work experience ideatified as a better
indicator of within person attitude, behaviour and vibeling than third party observations or
management reports (Boxall & Mackay, 20Marr et al, 2014; Wood &e Menezes,

2017).

1.1 Significance of the Present Research

Bakker and Oer | e wea nesd a( htterl Unjlerstandirey t o€ howd
organi sations can enaéalelieng}p WBlEE findisgleghengt i v e
analysis shoedthat, as predicteherceivedtransformational leadershipas positively and
significantly related to follower welbeing outcomes job satisfaction and engagement, and
negatively related tehe follower ill-being outcome burnout in both studies. The regat
relationship hypothesised betwegperceived abusive supervision and follower job
satisfaction and engagemewds supported in Study 2, while the positive influence of
perceivedabusive supervision on follower-ileing workaholism and burnowutas suppoted
in both studies. The researdatentified followers @ride and positive and negative affect
(PANA) as emotional pathways through which constructive and destructive leaders
influencad follower wellbeing (engagement) and -being (workaholism- working
compulsively, burnout exhaustion and disengagement).

The findings present the abusive leader as a job demand placing emotional demands

on the follower, and the transformational leader as a job resource, uplifting and supporting
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the follower.Organiséions are responsible for the behaviours of their managetfave an
ethical and legal obligation to provide a safe place to work, discouraging abusive supervision
and supporting employee wdieing (aVan & Martin, 2008). The research findings
thereforehave practical implications and a number of human resource policies and practices

are outlined to enhance transformational leadership and address abusive supervision.

1.2 Research Hypotheses

The following is a summary of the hypothesised relationships tested in the
comprehensive research model presented in Figurel.0.

Hypothesis 1Follower perceptions of transformational leadership will be positively related
to follower wellbeing and negately related to follower iHbeing at work.

Hypothesis 2Follower perceptions of abusive supervision will be is negatively related to
follower well-being and positively related to follower-Being at work.

Hypothesis 3 Perceived transformational #ership and abusive supervision will influence
follower positive and negative emotions at work.

Hypothesis 4 Follower positive and negative emotions will influence theiraelhg and
ill-being outcomes at work.

Hypotheses 5Follower emotions will radiate the effects of perceived transformational
leadership and abusive supervision on followerwelhg and iHbeing outcomes at work.



1.3 Hypothesised Research Model

Leadership

Constructive

Transformational
Leadership

Follower

Follower Well-being

Positive Affect
Pride

Job Satisfaction

Destructive

Abusive
Supervision

Engagement

NegativeAffect
Shame, Guilt

Workaholism

Burnout

Follower Il1-being

Figure 1.0 Hypothesised Research ModelLeadership, Follower Emotions, Well-being and Il -being at Work




1.4 Overview of the Thesis Structure

The research is structured over seven chapters, each detailing a specific part of the

researckprocess;

Chapter Ondntroduction presentsan overview of tke dissertationoutlining the thecetical
framework informingthe research aims and the hypothesissdarch modelThe chapter
outlines the significance of the reseansfth regards to theoretical perspectives in the
leadership and webeing literaturesChapterTwo i Literature ReviewPart 1 providesan
introduction to employee welbeing The chapterpresents a taxonomy of employee
subjective weHlbeingranging from well to unwell. Employee wdikeing is definedas job
satisfactionandengagementand employee Hbeingis defined asvorkaholismandburnout
ChapterThreei Literature Review Part Besribesthe predictors oémployee wrk related
well-being The chapter refers to the trend feviousresearch tanvestigate the influence
of the employeebds | ob -aeing. ahe phaptedpropdas torextead e mp |
the employeenell-being literature by reviewing the role of the leader in follasdevell-
beingand ill-beingat work. Chapter Four Research Contexiutlines the context in which
the research is conducted. It presents the diverse sectors and organisation culemésnevid
Study 1 and Study ZChapter Five- Methodologyexplores the philosophical basis of the
research methodologysed inStudy 1 and Study.2t describes the appropriateness of a
positivist approachand provides support fothe individual level crossectional survey
research design. This chapter outlines tbgearch proces®llowed in both studies and
outlines the validity of measurement variables and scales utedoperationalise the
hypothesised research mod€hapter SixAnalysispresents thelaa analysis strategy and
results including a presentation of sample representativerasd model fit statisticsfor

Study 1 and Study.Z’he model fit statistics for thiell hypothesised research model and the



overall regression weights and mediatresults are presentdulst for Study 1 and then for
Study 2 Chapter Sevein Discussionreviews the findings based on the respitssentedn
ChapterSix. The chapter evaluaté®w the findings makeontributionsto the leadership and
well-being literatwes. In addition, limitations of the researclare discussed. The chapter
concludes by presentingiplications forfuture researchers and for practitionevsshing to
enhance employee wdleing. Finally, Chapter Eight - Conclusion provides aconcise
summay of the research aimand hypothesised research modeiterating the main

contributions made by the slyiwith implications for future research and practice.



CHAPTER WO
LITERATURE REVIEWPART 1: DEFINING EMPLOYEE WELBEING

2.0 Introduction

This chapter identifies the theoretical frameworks which inform the research model
and hypotheses tested in stedy. It brings together relevant literatures that span the fields
of occupational welbeing, leadership theory, affective events theanyd emotion. The
literature review is presented in two parts. ParDéfining Employee Webeing aims to
define employee work-relatedwell-being and addresthe current debasein the literature
regarding the discriminant validity of engagement as atcoct. The chapter describes both
a taxonomy of employee webleing (job satisfaction, engagementnd ill-being
(workaholism, burnoutpnd an affectiv&ognitive model of employee wdbeing Part 2:
Factors Influencing Employee Wiélking discusses the predictors of employee weling,
specifically follower perceptions of leadership style andrtidluence onaffective and

behavioural responses.

2.1 Employee Well -being

Employee weHbeing is an important issue for organisations. Bete shows that
engagement and wddeing have performance implications that are linked to individual and
team performance (Bakker & Bal, 201Breevaart, Bakker, Demerouti, &avi den Heuvel,
2015;Freeney & Fellenz, 20134albesleben & Wheeler, 20Q8)lient satisfaction (Salanova
et al.,2005), financial returngXanthopoulou, Bakker, Demerouti, & Schaufeli, 2009) and
proactive work behaviouréBakker and Xanthopoulou, 2009; llies, Scott & Judge, 2006;
Miner & Glomb, 2010).In contrast,evidence suggesthat follower ill-being (burnout)is
linked to absencePetersoret al.,2008, absence duratiorS¢haufeliet al.,2009 and poor

performance Bakker, Demerouti & Verbeke, 200Faris & Sdaufeli, 2014. Given the
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implications of these outcomes for both organisations and employees, the fostering of

employee welbeing and the prevention of employeebiding is an important issue.

2.2 Defining Employee Well -being

The employee welbeing construct stems frothe positive organisational psychology
and positive mental health approastthat have been advanced by a number of scholars in
recent year¢Bakker, Schaufeli, Leiter, Taris, 2008ptton & Hart, 2003; Diener, 2000; Hart
& Cooper, 2001; Keyes, 2007; Page\&lla-Brodrick, 2009). These authors have moved
away from defining mental health as the absence of illness to identifying mental health as a
0fl ourishingd state (Keyes, 2007) in which i
(Diener, 2000). llies, Morgeson and Nahrgang (2008fine employee welbeing as
subjective, with employees making a O0subj ec
versus unpleasantness or as a summation of evaluative reactions to life stimuli encountered in

various si tuati dn34)or domai nso

It is important to note that employee wb#ing is not just a renaming of the concept
of stress. In their review of organisational health research and occupationddeingll
Cotton and Hart (2003) make a clear idistion between stress and wbiking. They define
stress as O6adverse work experiences or "str
result in negative psychological and physiological respoi@&etson and Hart (2003) present
occupationalvell-being ashaving bothemotional and cognitiveomponentsTheemotional
componentompromisegositive or negative emotions whicksult in an affective response
and feelingf pleasantness or unpleasantn@&s® cognitive component is conceptualised as
an ealuative judgement tha mpl oyees 6 make about their | ev

work (i.e. job satisfaction)
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Occupational health researalas previouslydominated by a stresrsstrain approach
(Beehr 1998 Spector & Jex, 1998) and driven &y assumption that stress arises when work
characteristics and demands contribute to poor psychological and physical Healéver,
this is a onadimensionalview focusing only on the negativ@spectf occupational well
being.The emergence of th@stive organisational psychology approaelgardedstress and
negative employee experiencagsonly one part ofa broader construct of welleingwhere
both positive and negative experienca® positedas making independent contributions to
overalllevels d employee welbeing (Diener, 2000; Hart, 1999; Hart & Cooper; 2001; Page
& Vella-Brodrick, 2009 Schaufeli & Bakker, 2004 In their 2004 studySchaufeli and
Bakker found that job resources such @erformance feedback, social support from
colleaguesard supervisory coachindjad a positiveinfluence on employeengagement
While job demands, such as workload, emotional demandgime pressuriead a positive
influence on burnoutA further development in the occupational weding literaturesees
somejob demandgi.e. challenge demands such job complexity, time urgeasy)aving a
positive influence on employee wdleing, specifically engageme(ttrawford, LePine &
Rich, 2010)when supported by job resources (i.e. supervisor supforiployeesappraise
stressful situations such as job demands as either potentially challenging or threatening
(Lazarus & Folkman, 1984). &anaugh, Boswell, Roehling and Boudréa000) termed
thesechallengestressors andhindrance stressors, where challenge stressmclude high
workload, time pressure, and high levels of job responsikditghindrance stressors include
role conflict and role ambiguity. ésearcherfiavefound that job demands are a source of
both positive and negative experiences in the workpléCullinane, Bosak, Flood &
Demerouti, 20147 a d Bakker and Oerlemans, 2Q1&ullinane et al (2014) found that job

demands (workace, problem solving demands, accountability) in isolation depleted the
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energy of employees, however, these demands astetivational challenges and predicted
work engagement when supported by job resourae®iiomy, feedback, training~urther
evidence suggest thatalenge demandsuch asvorkload, job complexity and time urgency
have positive well-being outcomes through opportunitiesfor growth and learning
particularly when supported by job resources such as supervisor s(igideer, Demerouti,

& Euwema, 20057 a d ét &l,,2014).

This body of literature suggests that employee-eihg is a broader constit which
includes both positive and negative experier
can increase morale or increase distress, depending on whether they are given adequate
support to meet these demands and whether the work generates aenegpefichallenge
and O6upl i ft 6Employee iteingetmetefora, & ot due to negative work
experiences alone, big also due to a lack of positive work experieneesl supporting
resources

A number of researchers assert that employee-begtly is subjective with
individuals making cognitive evaluative judgements about their experience of work,
accompanied by varying levels of positive and negative emotional reactions (Cotton & Hart,
2003; Salonova et al.,2013; Diener, 2000; Page & VeHBrodrick, 1999;Warr, 2014).

Diener (2000) identifies three components of subjective-betigi dife satisfaction(global

judgments of one's lifelatisfaction with important domaiige.g. work satisfan), positive

affect (experiencing many pleasant emotions and moaig},low levels of negative affect
(experiencing few unpleasant emotions and m
Watson (1988), is an emotional experience with two distilictensions termegbositive

affect and negative affectWatsondefines positive affect as a pleasurable, emotional state
which reflects an individual 6s | evel of en

characterised bgnthusiasm, energy, mental alessanddetermination In contrast, Watson
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suggests that negative affect is a distressed, emotional state characteridestrdsg,
nervousness, fear, anger, gudhd scorn High levels of positive affect and low levels of

negative affect\{atsonet al, 1988) and the cognitive evaluatic
life (Diner, 2000) are identifie@dsthe core dimensions of subjective wd#ling (Lucas &

Diener, 2008; Page & VelBroderick, 2009; Taris & Schaufeli, 2014The literature
thereforedefines employee subjective welleing as a mukdimensionalconstruct which
consists of employeesd eval uresulsirvpositiyelaffiegte me nt s
(e.g. moralg or negative affecte.g. distresgs which impacs well-being at work (Cottor&

Hart, 2003; Hart & Cooper, 2001; Page &\8eoderick, 2009 Salanoveet al.,2013; Warr,

2014).

2.3 Circumplex Model of Affective Well-being

Various researchers (Daniels, 2000; Russell, 2003; Warr, 1987, 1990) have further
contributed to our undstanding of subjective webeing with a circumplex model of
affective weltbeing Figure 3.). These authors present a diverse but somewhat similar
circumplex of emotion which characterises core affect based upon the apésasifire
arousal (Warr, 1990),anxietyi comfort, depressidpleasure, boredenthusiastic, tiredness
vigour, angry placid (Daniels, 2000), andctivatiori deactivationand pleasuré displeasure
(Russell, 2003). Each axis represents a continuum of emotion reflective of thosens
defined by Watsonébés (1988) positive and nega

felt by individuals in the workplace.

14



HIGH
ACTIVATION

BURNOUT

>
& LOW
ACTIVATION

Source : Bakker, Demerouti &anthopoulou, 2012

Figure 2.0. Taxonomy of Work -related Subjective Well-being

In keeping with the move to define work related subjective-beilhg as a broader

construct which includes both positive and negative experiences and responses (Cotton &

Hart, 2003; Diener, 2000; Hart & Cooper; 2001; Page & VBHadrick, 1999), a taxomy

of affectivecognitive workrelated welbeing and iHbeing is conceptualised by Bakker,

Demerouti and Xanthopould@2012). These researchersaddpt s sel | 6s (200 3)

core affect based on valance (activation) and arojdehsantnessRussell defines core

affect as 6a neurophysiological state that

which comprises four axes of emotion, rangplgasant to unpleasamindhigh activation to

low activation.Bakker et al. (2012) adapt RusseB
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taxonomy of employee subjective wbélkking spanningjob satisfaction, engagement,
workaholism andburnout which indicates the level of emotion displayed by employees
each state of welbeing Figure2.0).

Each dimension of the taxonomy of subjective walated welbeing is defined and

described in more detail in the following sections.

2.4 Employee Work Related Well-being: Job Satisfaction

Jobsati sfaction was first aeléasurmlelaor fiositiveL o c k e
emotional state resulting from the appraissea
Centr al to Lockeds definition is cognition (
(Saari & Judge, 2004). llies, Wilson and Wag (2009) define job satisfaction as the
empl oyeebs attitude about t heir j ob, an O6e
indicating both positive and negative dimensions. This conceptualisation of job satisfaction is
supported by researchersavtiescribgt as an evaluative judgement and positive emotional
reaction and attitude to onerdCass & Gaooper,ZOBr i ner
Wegge, \an Dick, Fisher, West & Dawson, 2006; Weiss, 2002; Weiss & Cropanzano, 1996;
Wright, Cropanzao & Bonet, 2007). In the four dimensional taxonomy of employee work
related weHbeing, Bakker et al (2012) identify job satisfaction as a passive state of
contentment accompanied by low activation. While an employee in a state of contentment
would be wetomed by many organisations, a state of low activation would suggest the
employee is not inputting their full selves or capabilities into their work (Warr et al. 2014).
However, if the taxonomy of employee wbking is a continuum ranging from job

satisfation to work engagement, workaholismnd burnout, then job satisfactiors an
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important state of welbeingwhich maybe anantecedent of work engagemehiowever,

this hypothesis has not yet been tested empirically.

2.4.1 Job Stisfaction Outcomes

A metaanalysis conducted by Faragher et al (2005) systematically reviewed research
evidence from 485 studies which linked job satisfaction to measures of health among 267,995
employees worldwide. Thefpund statistically significant negative correlatiohstween job
satisfaction and indicators of mental health including burnout, depression, and .aiodety
satisfaction has also been | inked aanalysls per f c
of the satisfactioiperformance relationship across 3,140 payees concluded that
individual job satisfaction and job performance are positiwarrelated. However, Rich,
LePne and Crawford (2010) found that the strength of the relationship between job
satisfaction andtwo peformance indicators i.e.task perfomance and rganistional
citizenship behaviouwas not as pronounced as the relationship between engagement and the
same two indicators. These findings are echoed in the work of Warr et al. (2014) who found
that 6 h ragtitiation pleasant affect was matongly correlated with positive behaviours
thanwerelomact i vati on pl easant f eel4pirpssgyest(that 342
job satisfac-tobén edhpsoyierss wa® are O6content
However, caution maybereéqgqu ed i n t hte5daseemnm theddfcri be
are content and passive, as this would imply émaployeesvho are engaged and work with

vigor, dedication and absorption, must work long hours.

2.5 Employee Work Related Well-being: Engagement

This research will use Schaufeli, Salanova, Gonz&lezm § and Bakker ds

definition of engage me n-telatedstate charaoterized byivigae, , ful
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dedication, and absor pt i on éeménpKahni¥®W90)defines hi s
engagement as Othe simultaneous empl oyment a
task behaviars that promote connections to work and to others, personal presence (physical,
cognitive, and emotional), and active, fullol e per for manceso6 (p. 7
engagement as the study of addhhe foung thapgoglee o0 c c u
invest their selves physically, cognitively, and emotionally in their vionkarying degrees.

However, despite a keen acade interest in researching engagement by various researchers
(Christian, Garza & Slaughter, 201¥acey & Schneider, 2008; Rich, Lef & Crawford,

201Q Schaufeliet al., 2002a; 2002h, and a keen practitioner interest in measuring and
enhancing engageme (Harter Schmidt & Hayes, 20P)2some researchers question the
construct validity anddiscriminant validity of engagemenBriner, 2014; Newman &

Harrison, 2008; Purcell, 2014n the following sectiopa critiquepertainingto the construct

of engagemet isoutlined in detail.

2.5.1 Criticisms of the Engagement Construct

Purcell (2014) an@riner (2014)claim that despite a continued growth in engagement
researchin academia and industrthey are concerned about the lack of an agreed definition
of engagemenPurcell (2014 states that this is confounded by the fact there aralivayse
approachesstate /work engagemenand behavioural émployee engagemerde identifies
state engagemeasthat definedoy Kahn (1990) and Schaufeli, Bakker andaBala (2006)
namely Othe individual 6s psycp)Pgdelcusds st at
Trussodos (2014) definition of employee engage
t o manage t KpeBi,thatwsahe kumanresairge and management pratieies
enable an employee to become engageuacell claims that these diverse definitions do not

support a clear research agefataengagement.
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2.5.2 Discriminant validity

Concerns of construct overlap between engagement and job satisfaction, job
involvement and organisational commitment are expressed by Briner (2014), and Newman
and Harrison (2008Briner (2014) specifically questions the construct validitgcdminant
validity and predictive validity of engagement. He argues that engagement overlaps with
other constructs, and consequently, existing measures of engagement cannot be valid or
reliable in the absence of an agreed definition and construct patbfer Briner (2014)
claims there is very little evidence that engagement is linked to positive individual or
organisational outcomes and calls into question studies wiade cause and effect claims.
To address the question of whether engagement igiactlisonstruct from job satisfaction,
job involvement and job motivation, the taxonomy of work related subjectivebeiil
(Bakker et al, 2012helps to address this confusion. By differentiating work engagement
from job satisfaction on physical, cogmé and emotional dimensions, the taxonomy of
employee welbeing differentiates engagement from job satisfactibine taxonomy of
employee welbeing describes engagement, the optimum state of employebeidll as a
pleasant state of enthusiasm and higiivation, while job satisfactiors described as
pleasant bupassive state of contentmetitat isaccompanied by low activation. From these
descriptions it follows that engagement and job satisfaction are two different states. In
relation to job involvement, Kahn (1990) specifically distinguishes engagement from job
involvement and commitment. He states that job involvement and commitment are more
generaked states where employees maintain average lefetsachover time, whereas
engagement refers to specific fluctuations
work. Kanungo (1982) further clarifies the difference between engagement and job

invove ment when he defines job involvement as
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much a job can satisfy their specific needs
individual's psychol ogi cal i d easttoibé a fargtion on  wi
of how much the job can s at degidisypb involverheatap r e s e n
a cognitive rather than affective concept, where individuals evaluate the potential of a job to

meet their needs and consequentipeyt decide to identify with that job.

Schaufeli (2013) clearly distinguishes engagement from commitment on the grounds that
engagementrepresentsthe relationship an employee has with their work, whereas
commitment also includes the relationship the employeevitaghe organisation. He further
clarifiesthe distinction betweetw 0 r k e n gamdgEnpieyeeteldigageméats follows

Al though typically HAemployee engagement

interchangeably work engagement refers to the relationship of the employee

with his or her work, whereas employee engagement may also include the

relationship with therganisatiord (Schaufeli, 2013; p.1)

Rich et al (2010) measured the relationship betwergagemenijpb satisfaction, job
involvement, job motivation andwo performance indicators task performance and
organisation citizenship behaviours. They found that engagement loadedestan task
performance and citizenship behaviours than the other three conststetslishing distinct
predictive validity of engagementhis provides empirical evidence that engagement is a
unique construct that relates differently to performanceooes- task performance and
citizenship behaviours than job satisfaction, job involvement and job motivation.

This body of research provides evidence to suggest that the construct of engagement
is a distinct and unique construdflore specifically, itdemonstrates that engagement is

distinct from job satisfaction in relation to the emotions and energy levels displayed, and
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different to organisational commitme(i¥leyer & Allen, 1991 Mowday, Steers & Porter,

1979)in that engagement is the relationsbipe holds with the job and tasks and not the
organisatioras a whole. Engagement is also different from job involverfiariungo, 1982)

i . e. the individual 6s cognitive belief abou
Finally, engagement is fierent from motivation. Motivation relates tehy someone gives

their full selves to their work e.g. for need satisfaction, whereas engagerhentsemeone

gives their full selves to their work i.e. physically, cognitively and emotionally.

2.5.3 Construct validity and measurement

In relation to concerns regarding construct validity and the measurement of
engagement (Briner, 2014; Newman & Harrison, 2008gearch was carried out by
Schaufeli et al(2006) and by Rich et a{2010)to establish the Vaity of the construct of
engagementSchaufeli et al(2006)tested a 9 item version (UWEH of their original 18
item Utrecht Work Engagement Scale in 27 studies, across 10 countries, using 14,521
respondents across 9 occupational groupings. Strucegaktion modelling (SEM)
confirmed a thredactor model of engagement with the dimensions, vigor, dedication, and
absorption. Cr onb a ®htetnsscala meabueng Vigor, dedichtien andb t a |
absorption varied between .85 and .92 (median = a@®)ss all 10 countrieRich et al
(2010) al so devel oped a measur e o fdefinitionr Kk e ng:
They tested th@ob Engagement Scale using a sample of 245 respondents. Three factors were
extracted with eigenvalues greater than 1.00 measuring emotional, physical and cognitive
engagement, with internal consistency reliabilities ranging from .89 to .94 (Rich 23114,
p.624).Theresults 6 these two studies shoathree factor model of engagement measuring

physical engagement, affective engagement and cognitive engagement.
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2.5.4 Towards an Agreed Definition of Engagement

Bakker, Schaufeli, Leiter and Taris (&)Qall for an agreed definition of engagement
that will support the progression of research into the construct. Different uses of terminology
exist between European (Schaufeli et al.,, 2002) and United States (Kahn, 1990; Macey &
Schneider, 2008, Rich et, 010) researchers, however, there are many similarities in their
definitions of engagement. Tal##d summarises the dimensions of engagement identified by
these researchers who harapirically confirmed that engagement can be defined as a-multi
dimensonal construct characterised gshysical engagement, affective engagenmemd

cognitive engagement

Looking firstly at thoseEuropean researchers suchSzhaufeli et al(2002a)who
define work engagement -relastedstate characterized by eigor, f ul f
dedi cati on, a n dBreavhast,0Bakier, i Demetouti (ard . Hétknd .(2012) and
Schaufeli (2013) describe thvggor dimension of engagement as high levels of energy and
mental resilience They describededicationas bé ng strongly invol ved
experiencing a sense of significance, challenge, being inspired, enthusiastic and proud of
oneods wo raksorptiénis deacridedisa state of being fully concentrated, happy and
engrossed i n o mech so, thabtimk seens gokfly by.sResearchers in the
United States such ddacey and Schneider (2008) distinguish betwtait engagement
(positive views of life and work)pehavioural engagemeiéxtrarole behaviour) andtate
engagemen(feelings of energy, absorption and emotion/satisfaction). Their definition is
similar to that used by practitioners in that they present engagement as an umbrella concept
which includes a number otonstructs. However, their conceptualisation state
engagemenghaes the samphysical, affectivandcognitivedimensions as other definitions
discussedOt her US researchers (Rich et al ., 2010

i nvest ment of cognitive, affective, and phy
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Christian et al. (2011), consistent with Kahn (1990) d&tdh et al. (2010),define
en g a g e me metativelyaesduring state of mind referring to the simultaneous investment

of personal energies in the experience or pe

As can be seen in Table 2.0 there are many synergies between the European and US
definitions of engagementVigor shares dimensions witphysical engagement, dedication
with emotional engagemenand absorptionwith cognitive engagementchaufeli (2013)
himself draws these comparisons in an attempt to move towards an agreed definition of
engagera n t b y the ddinitions @f ergagement as a psychological state by Kahn
(1990) and Schaufeli et al. (2002a)....agree that engagement entails a ganysigatic

(vigor), an emotional (dedication), and a co

2.5.5 Engagement Outcomes

Evidence suggests that engagement is linked to a range of positive individual and
organisational outcomes such as task performance (Bakker & Bal, Bf¥aart, Bakker,
Demerouti, & Van den Heuvel, 201btalbedeben & Wheeler, 20Q08Kanthopoulou et al.,
2008, organisational citizenship behaviour (Rich et al., 20ki@her personal initiative and
more innovative behaviour (Hakanen, Perhoniemi & Toppif@mer, 2008). Bakker and
Bal (2010) found that engagememtas positively related to imle and extraole
performance among a study of Dutch teachers.
found that engagement had positive individual and team outcomes. They found that
engagement had a positive infleenat the individual level positively and significantly
influencing personal initiative which in turn had a positive influence on work group

innovativeness.
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Table 20 Towards an Agreed Definition of Engagement- Physical, Cognitive and Emotional.

Schaufeli, Salanova, Gonzéalez-Roma, &
Bakker (2002a) EU

Conceptualised and operationalised
engagement.

Developed the 18 item UWES (2002) and
shorter 9 Item UWES-9 (2006) to measure
the dimensions Vigor, Dedication,
Absorption.

Kahn (1990) US

Conceptualised engagement.

Macey Schneider (2008) US

Conceptualised engagement.

Rich, LePine & Crawford (2010) US

Conceptualised and operationalised
Engagement.

Adopted Kahndés (1990)
conceptualisation of engagement.

Developed the 18 Item Job Engagement
Scale to measure Physical, Cognitive, and
Emotional engagement.

6wor k engagement i s a
work-related state characterized by vigor,
dedicati on, @Schdufeladb a.o r
(20024, p.74)

Vigor (high levels of energy and mental
resilience = physical engagement)
Dedication (i nvol ved i n onge
experiencing a sense of significance,
challenge, inspiration, enthusiasm, pride =
emotional engagement)

Absorption fully concentrated , happy and
engrossed i n o ncedigivewo
engagement)

@ngagement is the simultaneous
employment and expression

of a person's "preferred self" in task
behaviors that promote connections to work
and to others, personal presence (physical,
cognitive, and emotional), and active, full
role performances?d

6Peopl e become
whether alone or with others, cognitively
vigilant, and empathically connected to
others in the service of the work they are
doingd (p.700)

(p

physic

Macey and Schneider (2008) present
engagement as an umbrella concept and
distinguish between trait engagement
(positive views of life and work), behavioural
engagement (extra-role behaviour) and state
engagement (feelings of energy, absorption
and emotion/satisfaction).

State Engagement
Feelings of energy = physical engagement.
Absorption = cognitive engagement.

Emotion/satisfaction = emotional
engagement.

6job engagement is
multidimensional motivational concept
reflecting the simultaneous investment of an
i ndi v iplysical, dbgnitive, and
emotional energy in active, full work
performanceb6(p.619).
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However, me of thecriticismslevelled against cause and effect claims for engagement is that

such claims rely orongitudinal research design@riner, 2014).Hakanen, Schaufeli and

Ahol ads (2008) three year | ongitudinal stud)
engagemented to higherorganisationalcommitment over timeFinally, Schaufeliet al.

(2009) found evidence that high levels of engagement are relatetbwer levels of

absenteeisnwhich can be quantified in financial tesm

2.6 Employee Work R elated Ill-being: Workaholism

Wor kaholism was first ¢ on.cthepcompaldionsréhd by (
uncontrollable need to work incessabt(p. 11). It is characterised by a strong irresistible
inner drive to work excessively haruilding on this definitionjn their development of the
Workaholism Battery, Spence and Robbins (1992) conceptualis and measured
workaholism in terms of the dimensiongork involvementdrive and reducedwork
enjoyment(workaholic triad) Mc Mi | | a iscoll a@dd Burke (2003) identified both
behavioural and cognitive components of workaholism where the behavioural component
was operationalised assaong irresistible inner driveandworking excessively hardvhile
the cognitive component was evident timnking persistently about wagrkand working
compulsivelyThis definition is adopted b$chaufeli, Shimazu and Taris, (2009) wdefine
wo r k a h o Ithe sendenaysto wbrk excessively hard (the behamlodimension) and
being obsessed with work (the grotive dimension), which manifests itself in working
compul sivelyd (p. 322).

The taxonomy of employee wdlkeing (Bakker et al., 2012) identifies workaholism as
an unpleasant state of-being, accompanied by high activation and emotions such as
agitation, anger, and feeling tense. How then do workaholics differ from engaged/easplo

who are also in a state of high activation? (Bakker et al., 2Q#like employees in a state
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of work engagement who get &6écarried awayod wl
and who are intrinsically driven and enjoy their work, workahaliosnot enjoy their work
(Shimazu, et al., 2013himazu & Schaufeli, 2009; Van Wijhe, Peeters & Schaufeli, 2014
Kahn (1990) firstidentified the enjoyment aspect that distinguished engagement when he
st at e gpeoplehwdd aredpersonally engaged keegirtselves within a role, without
sacrificing one for the otherdé (p. 700).
Van Beek et al.(2012) found workaholic employees work harder than their
colleagues, work harder than their organisation expects them to, and are driven or pushed to
work hard.To understand what drives workaholics to work excessively and compulsively,
Van den Broeck et al., (201anhd Van Beek et al., (2012) draw on sd#termination theory
(Ryan & Deci, 2000). This theory distinguishes between two types of motivation whieh hav
different origins and outcomeRyan and Deci (200@)escribeautonomous motivatioas an
individual's perception of the locus of calitya(the reason to act) as 'enaing from their
self', while controlled motivationis identified as an inferior typef motivation that 'occurs
when individuals experience an external locus of causality (p. 605).-d&elimination
theory predicts that individuals experience an activity as interesting, enjoyable, and satisfying
when they perceive autonomy and the matorato act as intrinsic and coming from within.
However, individuals who perceiveatmotivationis extrinsic and out of their control, will
experience disinterest, displeasure, and dissatisfaction (Ryan & Deci,\280®Beek et al.,
2011). Usng seltdetermination theory, Van Beek et €012) and \an Den Broeck et al.
(2011) examined the motivation driving each dimension of workaholism (working
excessively and working compulsively) to distinguish between the quality and intensity of the
motivation.Both studiegound that each dimension of workaholism is driven by two different
types of motivation, autonomous motivation and controlled motivation. They found the

cognitive component of workaholismworking compulsivelyi arose out of introjected
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regultion, a controlled motivation, where the individual feels they must comply with
standards that are set externally to satisfy feelings ofaseth and selesteemln a sample

of 760 health care pre$sionals, ¥n Beek et al (2012) found that high leie of
workaholism were associated with high levels of introjected regulation (controlled extrinsic
motivation where individuals act to avoid criticism or to receive reward) and high levels of
identified regulation (autonomous extrinsic motivation wheréviddals accept and identify

with the reasons to act)Vorking excessively, the behavioural component of workaholism
(Schaufeli et al., 2008), is identified as arising out of autonomous motivation, the individual
perceives the reason to act or behave asrgp from within. Deci and Ryan (2000) refer to

this as an internal perceived locus of causality, whereas Schaufeli et al., (2011) describe it as
identified regulation, where the individual has internalised the reason to act and therefore

believes the motiation comes from within.

2.6.1 Workaholism O utcomes

While workaholics may be productivie the short termin the longterm, however,
workaholism may lead tburnout (Schaufeli, Taris &an Rhenen, 2008Workaholics do
not enjoy their work, they sacee their families and friends through working excessively
and compulsively, and they experience ill healdmely fatigue, anxiety and depression
(Bakker, Demerouti & Burke, 2008himazu & Schaufeli, 2009Shimazu, Schaufeli &
Taris, 2010. Workaholicsoften have poor relationships with their colleagues as they feel the
need to control work, and find it difficult to delegatéaf Wijhe, Peeters & Schaufeli, 2014).
Workaholics are tense, agitated, and unwelcoming (Bakker et al., 2012), behaviours which
are at odds with the values of many organisations. Therefore, workaholism is a state of ill

being that can have negative individual and organisational outcomes.

27



2.7 Employee Work Related Well-being: Burnout

The final dimension of the taxonomy of werilated wellbeing is burnout, which is
a three dimensional construct first conceptualised by Maslach;(1998 and measured by
Maslach and Leiter (1997)Bur no u't is defined as 6éa type of
emotional and interpersonal stresson the job......a psychological syndrome of emotional
exhausti on, depersonalisation, and reduced g
1998, p.64).Maslach,Schaufeli, and_eiter (2001) further define the three dimensions of
burnout as (agxhaustion i.ethe depletion and draining of mental and physical resources, (b)
cynicismiiedet achment and i ndi ff erireficacyie.tacegatived s 0 n «
evaluation of oneds work perf or manoorgobt hat I
related sellesteemThe taxonomy of work related wedeing (Bakker et al., 201&alanova
et al., 2014; Schaufeli et al., 2Q08lassifies burnout as an unpleasant state ofdctivation
indicated by emotions such as dejected, fatigued, andrsadntrast to engagement which is
classified as a state of high activation and pleasures. research usdke conceptualisation
of burnout developedby Demerouti, BakkerVardakou and Kantas (2003) who define
burnoutas atwo dimensional construct cqrased ofexhaustionand disengagement from
work. They def i ne exhaustion as 6a consequence
cognitive strain, that is, as a lotgrm consequence of prolonged exposure to certain job
demands 6 ( De meBakkart2D10, p.RudPBitemgagemenin the other hands
d e f i n distanceg oneself fromm n e 6 s in gemarak work object, and work cont@nt

(p.211).

2.7.1 Discriminant validity
While differences of opinion surround the definition of engagentkeate are similar
debates regarding the relationship between burnout and engagement. A number of researchers

propose that the two dimensions of engagemerdol and dedicatior) and burnout
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(exhaustionand cynicisn) are each ot her 0 *zRpmalenal, 2006;p0osi t
Maslach & Leiter, 1997; Schaufeli & Salanova, 2013). In keeping patispectivesvithin

positive organisational psychologiaslach and Leiter (1997) claim that burnout is an
erosion of engagement with the jolm a study drawn from three different samples, one
telecom company (n=477) and two financial services companies (n = 507 (E8alez

Roma et al. (2006found that exhaustiotvigor, and cynicisrdedication, were scalable on

two distinct bipolar dimensi@ namely, energy (exhaustiorvigor) and identification
(cynicismdedication). Their study provides empirical evidence supporting the
conceptualiation of burnouind engagement aslaroppositesvith two distinctéunderlying

bipolar dimensions dubbed egg and identificatiofgp.172). Schaufeliet al. (2008) in a
subsequent study of 58¢lecom managerfound evidence to suggesitat engagement,
workaholism and burnout were three distinct yet correlated constructs and that they were
three different typesf employee welbeing. Schaufeli et a(2008) further differentiated the

three constructs on the basis that they did not constitute one single common factor and that
the three concepts relatatifferently to excess working time, job characteristics, work
outcomes, quality of social relationships, and perceived health. However, this study also
showed that engagement and burnout acted as

negatively correlated.

As described earlier,ngagement is characteed byvigor (high activation) and

dedication( hi gh i denti ycati on) (Schaufeli bgt al .,
exhaustion(low activation) andcynicism( | ow i d e nDemejoatiaet al.2003). It (
would therefore appear that burnout @@t g a g e me n t are conceptually

(GonzalezRoma et al., 2006 However, despite conceptualising engagement as the positive
antithesis of burnout, Schaufeli and Bakker (2010) define and operationalise engagement in

its own right on the bas that burnout and engagement are independent, yet negatively
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correlated states of mind. We know from Mas
engagement that burnout has a third dimensios,d uced pr of eveichisoaot a | ef
negatively cormelated with the third dimension of engagemeéndibsorption (Schaufeli &
Bakker, 2004) . Schaufeld] and Bakker (2010) c
to measuring engagement and burnout by reverse scoring the Maslach Burnout Inventory
(MBI-GS). They argue that engagement cannot be measured by the opposite profile of the
MBI-GS. Schaufeli and Bakker (2010) argue the structure and measurement of engagement
and burnout are different as they have different antecedents and are explained by different
psychological mechanisms. They found that burnout is determined by demanding aspects of
the job such as workload and physical demands, whereas engagement is determined by the
availability of resources such as autonomy or support. Thesendsmdire suppaet by

Demerouti et al(2010) who found that the cynicism dimension of burnout (measured with

the MBI-GS) and the dedication dimension of engagement (measured with the UWES) are
opposite ends of the attitude continuum terngehtification. However, the dnensions
exhaustion(burnout) andvigor (engagement) did not represent different ends oketlexgy

continuum, despite being highly correlated. In fact, they found that exhaustion was related to
work pressured job demand), while vigor was related to jabtonomy & job resource).

Therefore, Schaufeli and Bakker (2010), and Demeedwdl. 010), claim that burnout and
engagement should be conceptualised and measured as independent, distinct psychological
states that are negatively correlat€dle, BedeanandO 6 B o y | e furthér 2xplared)the
discriminant validity of burnout and engagement and how both constructs relate to other
antecedent and outcome variables. In relation to discriminant validity, findings from their
metaanalytic review showed hiig correlations between the dimensions of burnout and
engagement ranging from r-85 to r =-.79 (Cole et al., 2012; p. 1571). These findings are

indicative of convergent rather than discriminant validity (Kline, 2011). They also found that
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burnout and egagement showed very similar patterns of correlations with antecedent (job
demands, work load, job resources;vaarker support) and outcome (health complaints, job
satisfactionprganisationacommitment)variables.Therefore, Cole et al. (2012) questiie
distinctiveness of burnout and engagement as independent and unique constructs. However,
Cole et al. also express some doubt over their own findings. Their findings show that when
they controlled for bur nout , sdaadstciated withuties t a n't
di mensions underlying engagemento (p.1572) é
complaints accounted for by engagement declined by 80%, indicating that burnout and
engagement relate differently to health outcomes. In an pittéon further explore the
distinctiveness between the burnout and engagemenstructs Cole et al., (2012)
specifically cal/l for Schaufel.| and coll eag!

and burout to be reformulated

2.7.2 Burnout Outcomes

Employees in a state of burnout experieagbaustionlow activation) andynicism,
l ow i dentiycati on an {Derderostietralg200ereerotitietal; om wo
2003) Therefore burnout is a negative state whicight havedetriment individual and
organisation outcomesBakker et al. (2004) found thpatb demands (e.g. work pressure and
emotional demands) predicted burnout which turn predietolm performance Other
researchers have found that burnout is positively related eneb$eterson, et al., 20P8
and absence duratios¢haufeli et al., 20091t is related to reduced mental and physical
health (Bakker & Costa, 201&chaufeliet al.,2001; Sonnenscheit al, 2007, andhas a
negativespibver effect to the individual s home |

Burke & Greenglass 2001).
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Summary

Part 1 of thiditerature reviewfocused on defining employee wéléing.It reviewed a
taxonomy of employee webeing which preseatl subjective welbeing as a muki
dimensional constructomprisingwell-being (engagement, job satisfaction) anebding
(workaholism,burnou), with each dimension displaying unique and independent states of
activation and pleasure. Current debatesénliterature regarding the discriminant validity of
engagement and burnout as a constugce also discussed. The affectiwegnitive model of
employeesubjective weHbeing reviewedprovides researchers and organisations with a

means of defining and measuring emplosekjectivewell-being at work.
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CHAPTERTHREE
LITERATURE REVIEW PART 2:
PREDICTORS OF EMPLOYEE WEBEING

3.0 Introduction

Part 2 of the literature véeew considers those factors and antecedents which influence
subjective workrelated welbeing. Using various models of work to identify the importance
of job demands and supporting resources in influencing-nedated weHbeing, this section
identifiesgaps in the literature and calls for further research to identify the pathways through
which leaders influence follower wdbdeing. This section details how the following

theoretical frameworks inform the overall hypothesised research model,

Work relatel well-being is an evaluative state with employees making positive or
negative judgements about their work and work environmiées (et al, 2005). Therefore
employee work related welleing is malleable and open to influence from a range of stimuli
in the work environment.There is already a large body of research confirming the
relationship bet ween a-eingawdrkdDemerdutset gl.,2001;and t
Hackman & Oldham, 1975; Karasek, 1979). These various work models have identified the
i mportant role of the |l eader in the empl oyece
with the | eader i dentified as having a sig
resources and experience of work (Demerouti et al., 2001; Hackman &r®|dtO75;
Karasek, 1979). Leadership theory, specifically Transformational Leadership tBass; (
1985; Bass & Avolio, 1993; Burns, 1978hows that leaders can be perceived as positive,
having a constructive and s ienxgofwork.Havevernf | uer
Abusive Supervision theory (Tepper, 2000) also shows the reverse, that leaders can be

perceived by followers as having a negative and destructive influence on their experiences of
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work. To understand how leaders influence followerse x per i ences at wor k
draws on Affective Events Theory (AET) (Weiss & Cropanzano, 1986¢h states that

events in the workplace elicit both positive and negative emotional reactions from employees
(Basch & Fisher, 1998; Brief & Weiss, 2Q0Brijda 1994). The research proposes that
foll ower perceptions of their | eader 0s |/ [
emotional reactions of pleasantness oiplegasantness which has consequences for follower
behaviours leading to high adiitvon or low activation as indicated by the Taxonomy of
Employee WeHbeing Bakker et al., 2012). The research specifically proposes a relationship
between follower perceptions of a constructive or destructive leadership style and the discrete
selfconscous emotions Shame, Guilt and Pride as thas®tions operate at both the
individual and relationship levels amdise from public approval or disapprovabfgney &

Dearing, 2003). It is proposed that perceived transformational leadership style will act as a
job resource providingigh levels of effort, resources and support throdghelopment and
coaching (Bass, 1999; Skakon et al., 2010) and will elicit positivetienal reactions such
happiness enthusiasmand pride, leading to high activation and follower wddéing.
Conversely, it is proposed that perceived abusive supervision will act as a hindrance demand
where the follower will experience both active (pubkprimanding) and passive (the silent
treatment) abuse which will elicit negative emotional reactions such as sadness, tension and

dejection, leading to low activation and followerbking.

3.1 Predictors of E mployee Work Related Well-being: Job Demands and
Resources.

There is already a large body of research confirming the relationship between an
empl oyeeds | ob -tmenidnghiast owo rhke.dobiDesrdmisConrad s ( 1 9°

Model (D-C) is widely used to measure job strain and to show howvttk environment
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influences employee welleing. The JBC model describes the work environment in terms of

two dimensions, the psychologiadmandf the work situation, and the amountaaintrol

(decision latitude, skill discretion) workers have to tneet hese deman-@s. Kar
model has been used in a number of studies to show how low leyels aintroland high

levels ofjob demandsnfluence employee strain, psychological and physical-lihg (De

Jonge & Kompier, 1997; De Lange et al., 20Q004; Schnall et al., 1990; Taris & Kompier,

2004; Van der Doef & Maes, 1999In a longitudinal study spamg three years, Taris and

Kompier found a causal relationship between work characteristics specifically job control

(skill discretion,decision authority and social support from supervisors, anental health

(depression, job satisfaction, emotional exhaugtion

Hackman and Ol dhamés (1975) Job Characte
five core job dimensionsskill variety, task idcentity, task significance autonomy and
feedbackhas also been used in many studieshér, Noe, Moeller & Fitzgerald, 198%)
show how job characteristics influence work outcomes such as job satisfactionension
of well-being as outlined in Part),Jlemployee feelings, and employee behaviours such as
work performance (Judge, Bono, Locke, 2000her et al 1985). However, in a meta
analysis which included 28 studies, Loher et(3985) found only a moderate relationship
between job characteristics and job satisfacfidreir results showed that after correcting for
variance due to sampling error and unreliability in the measures, the observed variance in the
correlation betweenop-characteristics and job satisfaction across 28 studies was .0028,
accounting for 53 per cent of the observed variance. Their results indicated that 47 per cent of
the observed variance in job satisfaction was accounted for by other situational dactors

asmanagement supporthis aspect of work, featuring the role of the manager/supengisor
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incorporated into the more recent model of workhe Job DemaneResources model (3D

R) developed bypemerouti et al(2001).

The JBR model proposes thatl working environments can lzan be considered in
terms of two characteristicsyamely job demands and job resouyoskich have health
impairment or motivating influences respectivglgakker & Demerouti,2007; 2014)
Researchersiave showrhow job demands and resources are predictors of employee well
being, specifically engagemerCtifristian et al., 2011; Cullinane et,a2014)and burnout
(Bakker & Demerouti, 2007; 2014; Crawford et al., 2010; Makikangas,
Bakker,Aunola,Demerouti, 2010Schaufeli, Bakker, Van Rhenen, 2009a d ét &l,,2014.
Jobdemands are defined as the Ophysical, soci al
require sustained physi c &ine &Rich, @l @a5)ande f f or t
include aspects of the job such wasrk load time pressuresemotional demandsand
physical demand@Bakker & Demerouti, 2007; Bakket al.,2005) Job demandsan actas
a positivechallengeor as a negativhindrance depending otthe corresponding jpresources
available to the employee to meet these dem@@uasvfordet al.,2010;T a d ét &l., 2014
In a recent studyT a d ét &l.(2014) found thahindrance job demandeamelyrole conflict
and role ambiguity had a negative relationship with employee positive affect and work
engagemenfThey foundhatjob resources, includingpcial support, autonomy, performance
feedbackandopportunities for developmeniuffered this relationship such that the negative
effect was lower when job resources were higher. In contrast, they found challenge job
demands,workload, time urgency, job responsibilitgnd job complexity had a positive
relationship with positive affect and work engagement, and job resources alsedbibist
relationship. Challenge demands such as worklgdx complexity and time urgendyave

positive weltbeing outcomes when supported by job resources which provide opportunities
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for growth and learning (Bakker, Demerouti, & Euwema, 2005 d etial, 2014). Job
demandghereforeare associated with both negative psychological costs such as exhaustion
(resulting from demands), or positive outcomes such as engagement (resulting from
challenge demands]J (a d ét &l,,2014.

JDi R theory proposethat job resources are directly related to positive indisaof
work-related welbeing,job satisfactiorand engagementBakker & Demerouti, 2014)Job
resourceswhich incorporate management/supervisor support, are defined as those aspects of
the job hat are functional in achieving work goalschasjob control, autonomysupervisory
coaching opportunities for developmenparticipation in decision makingtask variety
performance feedbackand work social support(Bakker & Demerouti, 2007; Bakker,
Demerouti, de Boer, & Schaufeli, 2003; Bakletral., 2005; Demeroutet al.,2001). Job
resources Ostimulate personal growth and
associated physiological and pRly 2000 p. 83§)i c a |
Job resources are consistently found to positively predict engagement (Hakanen et al., 2006;
Llorens, Bakker, Schaufeli, & Salanova, 200&chaufeli et al., 20@). For example,
Schaufeli et al. (20G9 found that an increase in jotesourcegsocial support, autonomy,
opportunities to learn and develdp)l to an increase iangagement A number of studies
have also found a negativerelaionship between job resourcésutonomy, a high quality
relationship with the supervisagperfomance feedbaglandemployee burnduBakker et al.,

2005; Bakker, Demerouti, & Schaufeli, 2003; Schaufeli & Bakker, 2004. study of over
1000 employees from the higher education se@akker, Demerouti and Euwema (2005)
found that high job demand¢éwork overload, physical demands, wdegmily interface)and
low job resourcegautonomy,support from colleagues, a higjuality relationshipwith the
supervisor, performance feedbackproducel the highest levels of burnout (exhaustion,

cynicism).
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A number of work models in the wdbeing literature (Demerouti et al., 2001;
Hackman& Oldham 1975 Karasek 1979)have identified the important role of the leader in
controlling job resources and influending f
job resourcedhereforecan have both &ealth impairment and a motivational influence.

These esearchers have established itheortantrole of the leader as a job resouleeg.
enabling opportunities for development, participation in decision makagk variety
performance feedbagland also as a job demafelg. dictating work load, time pressures,
emotional demandgpb control and physical demangsvith consequences for employee

well-being.

3.2 Leadership Style and Follower Well-being

Immediate managemnd supervisorforman impas t ant part of a f ol |
through their leadership stylecan contribute significantly to whether the overall job
experience is perceived as pleasant or unpleasant (Schyns & Schiihg). Some
researchers distinguish between leadership and management, identifying leaders as focusing
on long term strategy and influencing followers to commit to achieving this vision, while
managers focus on shddarm stability, monitoringresourcesand achieszing efficiencies
(Bennis & Nanus, 1985; Zaleznik, 197However, other researchers identify leadership and
management as being inextricably linked with effective leaders demonstraitig
leadership and management behavidittekman, 1992 Kotter, 1990, behaving with the
mind of a manager and the soul of a leader (Hickmar())198ere is also a mowawvayfrom
identifying leadersn positional termsas those individuals who occupy togeswithin the
organisation Kollander, 2012Meindl, 1995 Uhl-Bien, 2006 to identifying leadership as
relational Hollander, 2012Howell & Shamir, 2005UhI-Bien, 2006) Relational Leadership

Theory (UhiBien, 2014) identifies leadershgsa process that is emnstructed in social and
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relational interactionbetween two or more people ftre attainment of mutual goal3his

research adopts the view that leadership and gesemt are inextricably linkedthat

leadership is relationalndthose individuals who areesponsible for managing peoded
resourcesfrom frontline supervisors to the senior management team, demonstrate both
leadership and management behviolihe f ocus of the present t
perceptions of their I mmedi ate supervisor,
organi sati onal hierarchy, and therefore to ayv

6supervisiondé are adopted throughout the the

Shamir (2007, 2012) proposed that feadership to exist, one party must have
influence overthe other. A leadercentric approachto leadership (Hollander, 1993;
Meindl,1985 viewsthe leader asa O pwiwelr di ngé i nfl uence that
and organisational outcomedh(-Bien, Riggio, Lowe& Carsten 2014, p.84. McDermott,

Conway, Rousseaand Flood (2013) state that | i ne managersd | eader sh
the potential to influence employee behaviors and attitudes, through their impact on ability,
motivation, and opportunt y f or emp | o y208)deades arp presénted asd ( p
motiveting and directingfollowers into actionto achieve individual and organisation goals

(Bass, 1985)The level ofeffort, resources and suppaekchanged between the leader and
follower influences the quality of the working environment (Dansereau, Gra¢iaga, 1975;

Graen & UhiBien, 1995;Liden, Wayne & Sparrowe, 2000ayne Shore & Liden,1997).

Wayne et al. (1997h%ound that the relationship the follower has with their leadet their
perceptions obrganisationsupport(POS) significantly influencedmanager ratedollower
performance and follower organisation citizenship behaviothisy state that leaders have
influence overan organisatiod gesources such as task and training opportunities, emotional

support and access to information whichturn influences performance outcoes. Aside
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from job crafting behaviours, where some employees proactively influence their tasks and
work relationships (Tns, Bakker & Derks, 2032Wrzesniewski & Dutton, 2001), the

majority of control over job resources and ¢mpy ees 0 experience of wo
leader(Christian et al 2011; Dulebohn et al.2012, Sy, Cote& Saavedra, 2005Zhang,

Wang & Shi, 2012)Tuckey, Bakker and Dollard (2012) also assert this view when stating

that deaders play an influentiabrl e i n how empl oyees.1®lm@meri enc
study of 540 volunteeemergency respondgr they found that empowering leadership
encourages both teamwodnd independent actignrand encouragefollowers toseek out

learning opportunities for their developmeatd thispositively enhanced individual level
motivational processes which in turn supported engagem@werall Tuckey et al. (2012)

found that leaders who empowered their followers created a @osunrk environment

which led to an increase in engagement

The relationship the employee has with their managen isn@ortantlens through
which they evaluate their work environment and experience of vBrdwer, Schoorman &
Tan, 2000; Dulebohat al, 2012 Gerstner & Day, 199MNielsen & Daniels, 2012; UtBien,
2009. Leadership theory has showinat leader behaviours can be constructive e.g.
transformational(Bass, 1985; Bass & Avolio, 199Burns1978 or destructive e.gabusive
(Tepper, 2000, 2007) , wi t h Pell etier (2012
unintentionally, inflict harm upon their con

3.3 Constructive Transformational Leadership and Follower Well-being
and Il -being

Transformationalleadership, first introduced by Burns (1978), is a |leadetric
theory (Uhl Bien et al 2014) based on the traits and behaviours of the leatierh

influences followers. Transformational leadership is identified as a constructive leadership
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stylewherd he | eader 6s behaviour influences &édmaj o
of organisationmembers....building commitment for tloeganisatiod s mi s si on, obj
and strategigqYukl, 1989, p269)Transformational leadership theory descritbesleader as
uplifting the morale, motivation and arels of their followers (Bassl1999), insping
followers to see beyond their own seiterests, to perform to high standards and to achieve a
vision of the future (Bass, 1999). This is achieved thrdogh transformational leadership
behaviours (Bass, 1999; Skakon et 2010): (1)idealisedinfluence(the leader acts as a role
model, communicating the values, purpose and importance obthanisatiod s mi ssi on,
demonstrating charisma and qualities that will motivate respect and pride from followers), (2)
inspirational motivation (the leader provides meaningful and challenging work), (3)
intellectual stimulatior(the leader encourages follower creativity and probéslving),and
(4) individualised consideration(identifying the individual needsof followers advising,
supporting, developing and coachinghis multidimensional view of transformational leader
behaviours is supported by the workRddsakoff MacKenze, Moorman and Fetter (1990)
who similarly describe transformational leadership as comprising six key behaviours: (1)
identifying and articulating aision, (2) providing an appropriate role odel, (3) fostering
the acceptance of groupodgls (4) communicatinghigh performance expectationgb)
providingindividualisedsupportand(6) encouragingntellectual stimulation

Employees who perceive transformational leadership are said to experience
intellectual stimulation, meaningful and challenging work and individualised consideration
(Bass, 1999Podsakoff et al., 1990)The transformational leader acts as a job respurce
supporting follower needs through development and coac{Bags, 1999; Skakon et al.,
2010), ands thereforelikely to enablefollower well-being (job satisfactiongngagement
Constructive transformational leaders provide high levels of effesurces and suppod t

followers by communicating a clear vision, providing individualised support to achieve this
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vision, and encouraging follower grow{Bass & Avolio, 1993 Podsakoffet al, 1990)
Perceived transformational leadership is likely ésult in the follower experiencing their
leader as a resource, providing autonomy, support, clear direction and feedback. Thus
enabling the follower to experience positive emotions as indicated by the taxonomy of
employee wetbeingwhere the follower fesl content, relaxed, calm, happy amthusiastic
when interacting with their leader. These resulting positive emotions influence follower
activation levels indicated by the taxonomy of employee-tneithg and enable followers to
work with vigor, dedicatiorand absorption, and to experience contentment and satisfaction in
their work.

Freeney and Fellenz (2013) found tiperceived supervisor support positively and
significantly predicted engagement. Their findings are supported by the waikskt al.,
(2011) and Shamir, House and Arthur (199®)o specifically identify transformational
leadership (characterised by coaching, supporting and stimulating employees to perform
beyond their own expectations) asositwa gni f i
experiences of workTims et al (2011) in a diary study of 42professionalemployees
conducted over five consecutiveorking days, found th&ansformational leader increased
foll owerdés daily personal resoud sigaiscanttypt i mi s
influenced follower engagement®Other researchers have fourtlat transformational
leadershippositively enhance®llower working conditions and webeing outcomedn two
separate studies across different work environments, Arnold €04817) found that work
involvement partially mediated the relationship between transformational leadership and
well-beingin Study 1 and fully mediated the relationship in StudyBis is consistent with a
study conducted by Nielsen et al. (2008) wheoalound work involvement mediated the
positive relationship between transformational leadership and theb&ieti indicator job

satisfaction This theory and research has led to the following hypothesised relationship
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between perceived transformatiofeddership and follower webleing at work;

Hypothesis 1a Employee perceptions of transformational leadershiii be
positivelyrelated to employee job satisfaction.

Hypothesis 1b Employee perceptions of transformational leadershili be
positively related to employee engagement.

However, evidence from the workaholism literature casts some doubt over the
negative relationship proposed in this research between transformational leadership and
employee illbeing, specifically, workaholism. Resehr in the area of organisational
identification suggests that an oudentification with a transformational leader may drive
follower workaholism, with a follower working excessively hard to avoid disappointing an
influential and inspiring leader. Orgaais i o n a | identification, def
oneness or belongingnessd (Ashforth & Mael,
employee health and less stress (Avanzi, Van Dick, Fraccarolia & Sarchielli, 2012; Haslam &

Van Dick, 2011; va Di ck & Hasl| am, 2012) . Il ndi vi dual s
with different units within their organisation (e.g. work groups), or with the organisation as a
whol ed (Avanzi et al., 2012, p.290) .whdnndi vi d
they internalise the values and norms of the organisation giving them a sense of
meaningfulness and belonging (Ashforth, Harrison, & Corley, 2008). However, research by
Avanzi et al. (2012) show a curvilinear relationship between organisationéfiaion and
workaholism. Their research among a sample of 358 teachers in Study 1, and 205 court
employees in Study 2 in Italy shows that workaholism decreases initially when organisational
identification increases, but when identification becomes ttong, termed over
identification then workaholism increases. ditesearch concluded that an ocudentification

with the organisation is positively related to workaholism and can have a negative influence
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on employee welbeing. It is therefore possibtkatanovei dent i fi cati on with

could have the same negative outcome.

Working excessively, the behavioural component of workaho(Saohaufeli et al.,
2008), is identifiedas arising out of autonomous motivation amkntified regulation
(Schaufeli,2011), where the individual is inspired to perceive the reason to act or behave as
coming from within. Deci and Ryan (2000) refer to this as an internal perceived locus of
causaltyAshkanasy and Daus (2002) matgpléadersbil t he
where an inspirational leader canrbanipulative and emotionally demanding, particularly if
the follower is open to such exploitation. This view is further clarified by McMillan et al.
(2003) who draw on operant learning theory (Skind®84) to predict that workaholism
could be instilled into an individual given adequately potent and suitable reinforces such as
peer approval. Based on these theories, it is posgibtethe transformational leader who
inspires followers through idealdenfluence and inspirational motivation, could potentially
be related to employee -tleing, specifically workaholism. For examplMéan Wijhe et al.
(2013) identified performancebased selesteem (Hallsten, 1993) as a predictor of working
compulsively,ai ndi vi du a l-estéemvsltantingent spon outstanding performances
are likely to work hard to achieve recognition from their leader. The research findings of
Burke, Matthiesen and Pallesen (20@fo found neuroticism was a predictor of working
compul si vel y awakaholiem is best éxpldined ds a persanal trait that may
be activated and supported by experiences a
|l i kely being the most I mport anestfsteetréeseanch 6 ( p.
is needed to identify the influence of the constructive leader, who motivates and

communi cates a c¢l| ear vhigbadactvation and umplebsarit bffecve r s 6
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(identified as workaholism in the affectre®gnitive model of subjective welbeing
presented in Part 1).

Althoughevidence of a positive relationship between transformational leadership and
ill-being, specifically workaholism, is explored in the data and discussed in Chapter Six
Analysis, this research insteadoposes thetransformational leader who demonstrates
idealised influence,inspirational motivation,intellectual stimulation andndividualised
consideration (Bass, 1999) witlot create an environment that encourages workaholism in
their followers (Burke eal., 2006) Followers who perceive transformational leadership
experience individualised consideration, the leader identifies individual needs of followers
through advising, supporting, developing and coaching (Bass, 19B8)transformational
leader through this supportive work environmehas the opportunityto identify in the
follower those behaviourghat are characteristicof workaholism e.g. agitation, anger,
hostility, tension (Bakker et al., 2012) and move to address this thrategh feedback
coaching and developmerithe reseach thereforeproposes a negative relationship between
perceived transformational leadership and the followebeihg indicator workaholisnas
follows;

Hypothesis 1c Employee perceptions of transformational leaderskiill be
negatively related to employee workaholigrarking excessively.

Hypothesis 1d Employee perceptions of transformational leadership will be
negatively related to employee workaholigrarking compulsively.

It is also unlikely follower perceptions of a transformational leadership style will
support a work environment that leads to follower burnout. Throunglividualised
consideration (Bass, 1999) and providing individualised supiiotsakoff et al, 1990)
followers who perceive transformational leadership are likely to experience a supportive

work environment which does not encourage exhaustion or disengagement characteristic of
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burnout (Demerouti et al., 2003). Through individualised consideration, traregfonal
leaders listen and communicate with followers and engage in intellectual stimulation
developing and mentoring followers to ensure they have the competencies to achieve clearly
defined goals (Bass, 1999). Therefore, the transformational leadesupjport a balance

bet ween job demands and job resources, ensu
depleted therefore reducing the potential for burndgsearch shows thateqgeived
transformational leadership has been linked to reduced sineslsurnout among employees
(Densten 20051 eithwood, Menzies, Jantzi & Leithwood, 1996; Liu, Siu & Shi, 2010;
Webster& Hackett, 1999 Liu, Siu and Shi (2010) found that trust and enhanced personal
resourcegas measured by levels of sefficacy) fully mediated the negative relationship
between transformational leadership and followebdling outcomesamelyperceived work

stress and stresymptomgheadache, constant tiredngssd partially mediated thgositive
relationship between transfoational leadership and the wélkingindicatorjob satisfaction.

This is consistent with previougsearch onob demandsand resourcesliscussedearlier

which identifies the important role of the leader as a job resowhieh can buffer the
negative efécts of pb demands (Cullinanest al., 2014) This theory and research has

informed the following hypotheses;

Hypothesis 1e Employee perceptions of transformational leadershipp be
negativelyrelated to employee burnouéxhaustion.

Hypothesis 1f: Employee perceptions of transformational leadershifl be
negativelyrelated to employee burnoutlisengagement.

This body of literatursuppors the view that constructive transformational leaders are
positively related to follower welbeing (job satisfaction, engagement) and negatively related

to follower ill-being (workaholism, burnout).
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3.4 Destructive A busive Supervision and Follower Well-being and Ill -being

There are a growing number of researchers investigating destructive leadership
through a variety of conceptualisationdestructive leadershigAasland et al., 2010;
Einarsen, Aasland & Skogstad, 200ahusive supervisiofiTepper, 200) andpetty tyranny
(Ashforth, 1997) . Einarsen et al. (2007) det
repeated behaviour by a leader, supervisor, or manager that violates the legitimate interests of
the organisation by undermining and/or @i@ging the organisation's goals, tasks, resources,
and effectiveness and/or motivation, wiele i ng or | ob satisfaction
Ashforth (1997) defines petty tyranny as 0:
oppressively, capriciolsy , and per haps inicontastc Tepper 20000 ( p .
defines abusi ve supervision as t he 6subord
supervisors engage in the sustained display of hostile verbal anderimal behaviours,
excluding physt a | c (p.nl78ahichdmay or may not be intentiondlhis research will
use Tepper 0s (2000) conceptualisation of a
leadership at the individual levell h e reason for focussing
conceptualisation of busive supervision ighat it is a closer fit with thehypothesised
research model presentelligure 3.). This researchme asur es the individu
perception of their leader as destructive and abusive, resulting from negativlostile
interactions aimed specifically at them personally rather than the organisation or team.
Evidence suggests that employees who experience abusive supervision will experience poor
effort, poor resources and suppdfel(loway, Sivanathan, Franc¢i& Barling, 2005;Tepper,
2000).

Followers who perceive abusive supervisory behaviour experience a leader who
actively puts them down in front of others, tells them their thoughts and feelings are stupid,

reminds them of past mi st akes, d o e svaxb@lt gi ve
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abusive behaviours such as giving the fol
behaviours are in stark contrast to the transformational leader who uplifts the morale and
motivation of their followers. Perceived abusive supervision iskeiylito support the
follower to experience a positive work environment and through active and passive abuse, the
abusive supervisor is likely to elicit unpleasant follower emotions such as tension, agitation
and sadness, indicators of employedding onthe taxonomy of workelated welbeing. It

is unlikely followers who experience negative emotions as a result of perceived abusive
supervision will evaluate their work as satisfying or feel motivated to work with vigor,
dedication and exhaustion, instedahese followers are likely to work excessively to avoid
negative evaluations and feedback from their supervisor or to disengage to protect

themselves.

Tepper, Moss, Lockhart and Carr (2007) indicate #imatsivesupervision damages
the quality of the leadebollower relationship with employees using regulative
communication strategies i.e. specifically avoiding contact and communications with their
supervisor, to escape the negative consequences of abusive sapekii, Liao and Loi
(2012) found that abusive supervision negatively influenced follower performance in terms of
creativity. In their study of 1,392 team members, they found that team leader abusive
supervision negatively and significantly predictednte member creativityln relation to
follower work-related welbeing, Tepper (2000) provides evidence of the negative impact of
abusivesupervision on job satisfaction. Only two studies to dB&l€y, Madden, Alfes &
Fletcher, 2015Sulea, Fischmann, &ilipescu, 2012have directly studied the negative link
between abusive supervision and engagenfagee et al. (2008also found a link between
abusivesupervisionand lower levels of dedicationTepper (2000) characterises abusive
supervision as endmng and likely to continue until the leadlower relationship is

terminated or the leader changes their behaviour. He uses the work of Walker (1992) and
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abuse experienced within partnerships to ex
supervison in the workplace out of a feeling of powerlessness, due to economic dependence,
or fear of separatiof.hesetheories and research hamérmed the following hypotheses;

Hypothesis 2a:Employee perceptions of abusive supervision will be negatively
related to employee job satisfaction.

Hypothesis 2b Employee perceptions of abusive supervision will be negatively
related to employee engagement.

Tepper (2000) suggests thauaive leadersvho impose a tense and controlling work
environment a likely to encourage individuals to perceive an external locus of causality.
This forces the follower to behave and act to avoid negative evaluations and ridicule from an
external source (Deci & Ryan, 2000). Extrinsic drivers can be found in the social
ervironment or even purposefully be induced by others or organisationsiedetmination
theory focuses on the soetontextual conditions that enhance or diminish the processes of
selfmotivation, and supports the view that workaholism has both intrersit extrinsic
drivers. This view is further supported in the literature by McMillan et al., (2003) who
identify the social environment as encouraging workaholism. Drawing on operant learning
theory (Skinner, 1984), McMillan et al. hypothesise 'that worksimocould be shaped into
anyone given adequately potent and suitable reinforcers' or positive outcomes such as peer
approval (McMillan et al., 2003, p. 172). Schaufeli, Taris and Van Rhenen, (2008) have
identified working compulsively, the cognitive commamt of workaholism (Schaufeli et al.,
2009), as arising out of introjected regulation, a controlled motivation, where individuals feel
they must comply with standards that are set externally. The individual has not internalised
the reason to act or behavmstead, they are driven by an external pressure to have
acknowledgement from their supervisor or for ego enhancement (Deci & Ryan, 2000). They

also work to avoid negative feedback, and an internal pressure to avoid guilt, shame or
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anxiety (Ryan & Deci,2000; Van Wijhe et al., 2014).The relationship between the

empl oyeebs pabuswespgenvisorgtyleoahd redaced enjoyment of their work
(Schaufeliet al.,2002) a key difference between workaholism and engagement, suggests a
positive relatbnship between abusive supervision and workaholism, and a negative
relationship between abusive supervision and engagement. A possible link between abusive
supervision and workaholism is suggested by the work of Zhang and Bartol (2010) who
assert that abusve supervisors who evalwuate their su
manner, may push their employees to work excessively hard to avoid negative evaluations in

the future. This body of literature suggestpasitiver el at i onshi p bet ween
perception of abusive supervision and workaholism.

Hypothesis 2cEmployee perceptions of abusive supervisigihbe positively related
to employee workaholismworking excessively.

Hypothesis 2dEmployee perceptions of abusive supervisidhbe positively related
to employee workaholismworking compulsively.

Tepper 6s (sloaldtRa) emplayegek who perceive a destructive leadership
style, specifically abusive supervision, suffer from anxiety and emotional exhaustion, a key
dimension of burnoutemerouti et al., 20t0repper, 2000; Zellars, Tepper & Duffy, 2002).
In a survey of 249 employees in varied workplace settings, Yagil (2006) found that abusive
supervision positively and significantly predicted follower burnoDemeputi and Bakker
(2008) found that Oburnout is a psychologic
are exposed to a stressful working environm
(p. 1). Throughinterpersonal abussuchagput t i ng 6an empl oyee down
and passive abuse, such as giving an empl oyc¢
the abusive supervisaicts as a hindrance demanfluendng employee ilibeing.Liu et al.

(2012) s t ad emplaydes often Gsaffer frene depression, anxiety, and emotional
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exhausti on, and they tend t oThialstudg tharédfoee t he m
proposes the following hypotheses;

Hypothesis 2eEmployee perceptions of abusive supervisigihbe positively related
to employee burnoutexhaustion.

Hypothesis 2fEmployee perceptions of abusive supervisidhbe positively related
to employee disengagement.

This section has highlighted both the theory and extant evidence that has led to the
hypotheses proposed. It demonstrates that leadership can have both a positive and negative
influence on follower&experiencs of work andcan influence both positive andnegative
indicators of weHlbeing The next section consideise pathways through which leaders can

influence f ol | atwwrk and thee well-being and cilbesng outcomes

3.5 Pathways through which Leaders Influence Follower W ell-being and Ill -
being

Uhl Bien (2006) states that |l eadershiop
connections and interdependencies of organisations and their members and is determined by
the reactions of the indivi dawverdcan perceiveothewr e d 6 (
leaders to beonstructiveor destructivewith varying weltbeing outcomesSkakon et al.,

2010)

Hansbrough et al. (2015) recentlglled forthe study of leadership to extend its focus
to investigate how leaders influence follower outcomes. They argue that contemporary
approaches t o | eader ship have not adequate
processes (Br own &sciéntific study of |I8adelship requires a géeatdr e

sensitivity to followers' information processing beyotig traditional focus on reported
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|l eader characteristics and actAlhoubk éxistbgHans br
research supports the inéince of constructive and destructive leadership on employee well

being and iHbeing at work, the pathways through which the leader exerts this influence are

not so well documentedskakonet al.,2010. In a systematic review of 49 papers across 30
yearswhich confirm the influence of leadership on employee dveihg, Skakon et al
(2010) state that o6it is stildl uncl ear how |
leadership and welbeing research to extend beyond merely identifying catiogls between

leadership style and follower wddeing outcomes and to investigate thathways and

processes which account for this relationshipis call is echoed by Bakker and Oerlemans
(2011) wemeed & lzettee understanding of how organisons can enabl e
(subjective welb e i n g ) 0 THene are & Rujnber of calls in the literature for further
research to explore the role of the leader in follower-velhg and engagement (Bakker,

Albrecht & Leiter, 2011; Christiaet al.,2011;Skakon et al., 2010Nu & Hu, 2009) and to
specifically measure the positive and negative influence of the leader on the taxonomy of
follower well-being (®haufeli, Taris and & Rehenen, 2008) ranging from well (job
satisfaction, engagement), to unwelloflaholism, burnout).Bakkeret al.(2011, p.14) call
foralternative models of |l eadership to help
|l eadership behavi ouA sall thahid echoes hyVEu aednHg 20086 me nt 6 .
164) who call for future @search to examine whether effective and ineffective leadership
behaviars are predictive of employee wleing and whether these leadership behasio

have the same consequenddsler et al. (2011) state there is a needdof ut ur e | eade
researcho bet ween now and 20356 to broaden the
understand how | eader s p.A4l70) Theynspezificalynqall fory e e o
further research to investigate the complex ways in which the leader and leadership are

related to emotional constructs, motivational states, and outcomes of performance or
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effectivenesslt is clear from these calls that there is a need to measure the pathways and
processes through which constructive and destructive leaders influence thentaxaino
follower subjective wetbeing (job satisfaction, engagement) anebding (workaholism,

burnout)at work

3.6 Emotion in the Workplace

To explore the pathways through which the leader influences followetbheiely at
work, this research draws oiffective Events Theory (AET) developed by Weiss and
Cropanzano (1996 Affective events theorfWeiss & Cropanzano, 199@psits thatevents
in the workplace generate positive and negative emotional reactions (Basch & Fisher, 1998;
Brief & Weiss, 2002; Frijda 1994Affective events theory explains how exogenous factors,
such as leadership, caglicit emotional reactions that have consequencesfdiower
attitudes and behaviour®ifolaMerlo, Hartel, Mann & Hirst, 2002). Baschand Fisher
(1998) def i ne annimiflehtehattsiimulates eppmisat of and emotianal
reaction to a transitory or ongoing job related agent, objextorc u r r e nrctleidstufyp . 3 ) .
of 101 employees from ten international hotels across Australia and the Asie/Ragion,
Basch and Fisher (1998t out to identifyan event matrix, identifyingvhich events elit
positive or negative emotional reiets at work They identified 14 categories of job events
which elicit positive emotionsthese includacts of management, receiving recognition, job
involvement, job control Those events which elicit negative emotions inclaats of
management, lack @écognition, making mistakekck of influence and controConsistent
with these findingsWegge et al(2006) found in a study &f091 call centre employees from
85 different call centres that various work conditions related to the arousal of affective

reactions of employeesliheir study found that work characteristics such as autonomy,
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opportunities for participation and supervis@ypport were positively and significantly
related to follower positive emotions (strong, inspired, determined, attentive, active). They
foundthat negative work experiences such as vawérload was positively and significantly
related to negative emotisr(guilty, scared, nervous, jittery, afraiaidthat work overload

alsoreduedfollower positive emotions

3.6.1 Emotion and Mood

Emotions are transient and intense reactions to an event, person or entity
(Cropanzano, Weiss, Hale, & Reb, 2068&cher Shaver, & Carnochan, 199zard, 1991,
Lazarus, 1991; Waret al., 201 4) , a o6discrete, i nnat e, fu
expr ess i oFscheret al.t189Mm@84).( It is the transient nature of emotion and a
perceived point of origin that distinguishes emotion from mdddods activate in an
individual's cognitive background, they have no specific target, they are less intense than
emotions, and persist for a lger duration (Briner & Kiefer, 2009; Fisher, 201@)jrola
Merlo et al. (2002gnlso make this distinction definimgmotionas 6a di scr et e af i
t hat is perceived by the individual to have
suggestig that it is a reactive state. They also definodas6 a di f fuse affecti
|l acks a clear referent or <caus @maWMaloetdd.62) t h
(2002) also provide a clear definition affecta s 6 a g econaprising both endoé and
emotiondé (p. 562) . Emotions involve a react
interaction (Briner & Kiefer, 2009) which re
enervatedod ( Ru skKuménbTuerliddkx) Bussellpand1Bardett (2013, p.917)
state that o6éaffective experiences involve at
pl easant to unpleasant) and arousal (rangi ng
arousal dimensionsf affect is supported by a number of researchers (Fisher, 2010; Larsen &

Diener, 1992; Watrr et al.,201%Watson, Wiese, Vaidya, Telleget99) and clearly outlined
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in Russell 6s (2003) <circumpl exreviewanctdapted af f e c

in Figure2.0).

3.6.2 Positive and Negative Affect

Researchers have shown théieet is a reactive state or stable dispositional tendency
to evaluate events as positive or negative (Russell, 2010, Watsah, 1988; Weiss &
Cropanzano, 1996In developing a measure of affect, the Watson et al. (1988) Positive and
Negative Affect Schedule (PANAS) identifies specific positive and negative dimensions that
can be used to measure momentary emotional states or longer dispositional mood. Positive
affect (mood or emotion) is demonstratedatientive, interested, alert, excited, enthusiastic,
inspired, proud, determined, strongnd active. Negative affect (mood or emotion) is
demonstrated adistressed, upset, hostile, irritab{angry); scared, afaid, ashamed, guilty

nervous, jitteryWatson et al., 1988).

3.7 Leadership Style and Follower Emotions

Ashforth and Humphrey (1995) assert that 'the experience of work is saturated with
emotion' (p. 97)and enotions at work are aroused by features of the job sucutasomy,
participation, supervisor support (Ashkanasy & Daus, 2002; Brief & Weiss, Bladgian &
Ashkanasy, 2015\Vegge et al., 2008/Veiss & Cropanzano, 1996)Ve have already seen
that the majarity of control over these job resources are held by the Id&teistian et al,
2011; Dulebohnet al., 2012, Sy et al., 2005Zhanget al.,2012).In a longitudinal study
involving 282 employees]sai, Chen,and Cheng, (2009 found transformational leaders
influenced follower positive emotiongOther esearchers who have found thedders are a
source of employee positive andgative emotions at work inclu@®no, Folds, Vinson and

Muros 007)and (Dasborough, 200@8o0no & al. (2007) in a experience sampling study of
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health care workers found that employees who perceived their supervisors as high on
transformational leadership experienced more positive emotions throughout the workday than
those employees who did notn keeping with affective events theory Dasborough (2006)
found that leaders are a source of affective events which elicit positive and negative emotions
from followers. Her research found that positive leader behaviours such as the leader showing
awarenessfeemployee concerns, respect and empowering followers, led to follower positive
emotions (excitement, enthusiasm). Conversely, she found that leaders who did not
communicate, who communicated aggressively or were rude, prompted follower negative
emotions(anger, frustration).

In 2004, Avolio et al. referred to the absence of a conceptual framework of leadership
and foll ower s 0GoeynCGdnmnelynGriffith antl &upe 2010) have since
specifically called for research to examine the influence of transformational leadership on
followers' affective experience and work outcomis.previously stated, for leadership to
exist, one party mat have influence over the other (Shamir, 2007, 2B2).n o et al . 0s
study suggests thatdders influence follower emotions at work and emotional states are the
core of follower attitude and behaviour in organisations (Ashkanasy & Daus, 260@n-

James & Ashkanasay, 2008This view is consistent withh. a wl er 6 s (2001) af f
social exchange which predicts that emotions produced by social exchange generate positive
or negative feelings which can be internally rewarding (feelings of ani¢@eass) or punishing

(feelings of unpleasantnesshis body of research has informed the following hypothesis;

Hypothesis 3a Transformational leadershipill be positively related to employee
positiveaffect.

Hypothesis 3b Transformationaldadership will benegatively related to employee
negative affect.

Hypothesis 3c Abusive supervisionwill be negatively related to employee positive
affect.
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Hypothesis 3d Abusive supervisionvill be positively related to employee negative
affect.

3.8 Self-conscious Emotions: Shame, Guilt, Pride

Gooty, Gavin, and Ashkanasy (2009) and Ashkanasay and Humphrey (2011) have
called for emotion research to extend beyond the dimensions of positive and negative affect
to include the differentiagffects of discrete emotions such as anger, guilt, pride (Weiss &
Cropanzano, 1996pn work outcomesWeiss, Suckow and Cropanzano (1999) state that
measuring general positive or negative affective states alone, reduces the ability to predict
behaviours asing from specific emotional stateSonsequently,his researclalsotess the
influence of corstructive transformational leadership and destructive abusive supervision on
follower discrete seftonscious emotions shame, guilt and pride, to measure hese t
emotions influence follower webeing and iHbeing outcomesShame guilt, andpride are
identified asdiscreteemotionsin this research as they have been identifieceaslting from
relationships and interaction®©1th, Robins & Soto0,2010; Tangney& Dearing 2003.
Tangney and Dearing (20pR@lenify that these very publicsetfons ci ous emoti ons
at both the individual arised from euble texposares &dnd p | e
disapproval of some shortcoming transgressionlhis view is also supported @rth et al.
(2010) who identify shame and guilt as unpleasant emotions when failing to meet internalized
social standards such as morality or competeitds.proposed that followers who perceive a
transbrmational leadership style where the leader engagesdeéalised influence,
inspirational motivation,intellectual stimulation andndividualised consideration (Bass,
1999),will experience positive emotions and fewer negative emotions. Conversely,dmdlow

who perceive arabusive supervisiorstyle where the leader engages in ridiculing the
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employee, lying to the employeer giving them the silent treatment, will experience

negative emotions and fewer positive emotions.

Hypothesis 3e Transformational leadershipill be negatively related to employee
shame.

Hypothesis 3f Transformational leadershipill be negatively related to employee
guilt.

Hypothesis 3g Transformational Leadershipill be positively related to employee
pride.

Hypothesis 3h Abusive supervisiowill be positively related to employee shame.
Hypothesis 3i Abusive supervisiowill be positively related to employee guilt.

Hypothesis 3j Abusive supervisiomwill be negatively related to employee pride.

3.9 Follower E motions and Well -being and Il -being

Lewis (1971) first introduced the salbnscious emotions defining shame and guilt as
unpleasantself-evaluative emotions, with shame focusing on the global self and guilt
focusing on specific behavio Stamei s descri bed as an 6éover whe
emotiond that par al y s e s-scrutime ressilen in atsénseoofi gh n
worthlessness, powerlessness and the need to withdraw (Tangney, 1996; p. 743). This shift in
selftperception, wtah is often accompanied by a sense of shrinking, of being small and of
wanting to O0si nkapipretacg 6t el afnlgom@py. 23R nsdygehits @ n g ,
positive relationship between shame and the disengagement dimension of burnout
(Demeroutiet al., 2003) which islocated in the low activation displeasure quadrant of the
circumplex of emotion (Bakker et al, 2012; Russell, 206&)listen, Josephson & Torgén,

(2005) also support this view and identify individuals wpigrformance based sedsteem

(self-esteem that is gained through good role performance) as being at risk of bGuntiut.
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is described as a sense of tension, remorse and regret over the 'bad thingquuidiealds to
O0repar at i coefessmg, taploongi zi ng, or somehow repairtr
(Tangney, 1996, p743). Tension, is a high activation state of displeasure (Bakker et al, 2012;
Russell, 2003), and is situated on the workaholism quadrant of the circumplex of emotion
(Schaufeliet al.,20M). It is therefore possible that this negative -sgtiluative behaviour

drives the employee to reassess their actions and to work compuksneekyxcessivelyo

make amends or to avoid future negative evaluations from their leader.

Pride is describedas a positive selfonscious emotion, a pleasant emotion resulting
from meeting internalized social standards (Orth et 2010; Tangney, 1999; Tracy &
Robins, 2004).Tracy, Cheng, Robins and Trzesniewski (20di8jinguish between authentic
pride (I dd a good thing) and hubristic pride (I am a good person), confirming authentic pride
the affective core of selsteem, and hubristic pride, the affective core of narcissism. Orth et
al. (2010) confirm that authentic pride results from attributions toablestand specific
causes (e.g. specific accomplishments or prosocial balmavid did a good thing). Hubristic
pride results from attributions to stable and global aspects of the self (e.g. | am a good
person)Orth et al. (2010)It is possible that these positive emotions are related to job
satisfaction and engagement which laated in the pleasure quadrants on the circumplex of
emotion (Bakker et a, 2012; Russell, 2003).

Shame, guilt and pride are identified as importaoblic emotions that have
significant influences on moral judgment (Tangney, Stuewig, & Mashek, 2007), social
behaviar (Tangney, Wagner, Fletcher, & Gramzow, 1992), and subjectivebeily (Tracy
et al.,2009).Positive emotions and sedivaluations, articularly pride, have been identified
as a dimension of employee wbking, specifically engagemenSdhaufeli, Bakker,

Salanova, 20Q6Schaufeliet al.,20023). Also, in a study of 2327 undergraduate students,
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Tracy et al. (2009) found that authenticide is positively related to sedfsteem and

negatively related to anxiety and depression.

Hypothesis 4a Employee positive affect and prideill be positively related to
job satisfaction.

Hypothesis 4b:Employee positive affect and prideill be positively related to
employeeengagement.

Hypothesis 4c:Employee positive affect and prideill be negatively related to
working excessively.

Hypothesis 4d:Employee positive affect and prideill be negatively related to
working compulsively.

Hypothesis 4e:Employee positive affect and prideill be negatively related to
employeesxhaustion.

Hypothesis 4f:Employee positive affect and prideill be negatively related to
employeeadisengagement.

Negative seHevaluations, have been linked to exhaustion and burnout (Best,
Stapleton, & Downey, 2005; Grant & Sonnentag, 26bfoll, 2002; Morrison, Payne &
Wall, 2003) Hobfoll (2002)found that employees whengaged imegative seHevaluations,
similar to those associated with shame, are positively and significantly related to exhaustion
with employees expending valuable psychological resources focusing on negative aspects of
themselves (Fritz & Sonnentag, 2006). Vdfijhe et al. (2014) identify the &6 cogni t i v
approach to workaholism as stemming from dys
(p. 160) 6 anaaluatiers.dhey ideptify the important role of pride and guilt in
workaholics whose selvorth is contingent upon perfmance bask selfesteem (Hallsten,
1993). Oates (1971) and Vawijhe et al. (2014)also suggest a link between pride and
workaholism, asserting workaholics take pride in the amount of work they achieve,
particularly those with an over reliance on perforoemased seksteem.This body of

research has led to the following hypotheses;
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Hypothesis 4gEmployee negative affect, shame and guilt, be negatively related
to employee job satisfaction.

Hypothesis 4hEmployee negative affect, shame and guilt, be negatively related
to employee engagement.

Hypothesis 4iEmployee negative affect, shame and guiili, be positively related to
working excessively.

Hypothesis 4jEmployee negative affect, shanmedaguilt, will be positively related to
employee working compulsively.

Hypothesis 4k Employee negative affect, shame and guwiltl be positively related
to employee exhaustion.

Hypothesis 41 Employee negative affect, shame and guwiltl be positively related
to employee disengagement.

Research by Glasg and Einarsen (2006) confirm that emotions produced during
interactions between leaders and followers influence followetl-being outcomes,
specifically job satisfaction. Followers who experience transformational leadership in
particular are said to develop an emotional attachment to their leadalio( et al.,2004;

Bass, 1999).Dulebohnet al. (2012)explain how high quality leadeanember relationships,

typical of transformatiorideaders, have positive individual and organisational outcomes as a
result of Oi ncr e abseetdweaefnf el cetaidveer sa tatnadc hfnoelnlto we
relationship between positive affect and the sbeling outcome job satisfactidms been

corfirmed by a number of researchers (Ashkanasy, & Humphrey, 2011; Connolly &
Viswesvaran, 2000; llies & Judge, 2002; Weiss, Nicholas, & Daus, 1999). Conversely, a
negative relationship between negative affect and job satisfaction has been confirmed by
Glasoet al (2011). Wegge et al., (2006) found thatipervisory supportauonomy and
opportunities for participation were positively and significantly related to follower job

satisfaction and this relationship was partially mediated by follower positive emaotio
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(feeling strong, inspired, determined, attentive, active). The research model presented (Figure
3.0) identifies follower positive and negative emotions and the discrete emotions shame, guilt
and pride as mediators in the relationship between leadership and follow®eimglland i

being.

This body of research has informed theerall research hypotheses that constructive
transformational leadersositivelyinfluence follower wellbeing outcomes through folker
positive emotions and pridend negatively influence follower iBeing through a negative
relationship withfollower negatie emotions,shame and guiltConversely, thaesearch
proposes thatlestructive abusive supervisors negatively and significamiiiyence follower
well-being througha negative relationship with follower positive emotions and praahe]
positively influerce follower illbeing througtiollower negative emotios) shame and guilt.

Hypothesis 5a: Eployee positive affect and prideyill mediate the positive
relationship between transformational leadeirs and welbeing outcomes job
satisfaction aneéngagement.

Hypothesis 5b: BEployee positive affect and prideyill mediate the negative
relationshipbetween abusive supervision and wading outcomes job satisfaction
andengagement.

Hypothesis 5c: Eployee positive affect and prideyill medates the negative
relationshipbetween transformational leadership andbéing outcomes workaholism
andburnout.

Hypothesis 5d: Eployee positive affect and prideyill mediate the positive
relationshipbetween abusive supervision andbiling outcomes workaholism and
burnout.

Hypothesis 5e:Employee negative affect, shame and guilt mediate the positive
relationship between transformational leadership and -lestlg outcomes job
satisfaction anéngagement.

Hypothesis 5f :Employee negative affect, shame and guilt mediatethe negative
relationship between abusive supervision and-tbeithg outcomes job satisfaction
and engagement.

Hypothesis 5g Employee negative affect, shame and guilt mediate the negative
relationship between transformational leadership artakilhg outcomes workaholism
and burnout.
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Hypothesis 5h :Employee negative affect, shame and gwilt mediate the positive
relationship between abusive supervision andbelhg outcomes workaholism and
burnout

Summary

The second part of this chapter reviews research on the antecedents of employee
wellbeing at work. It focuses on the role of job demands and job resources as being important
antecedents of employeeellbeing and in particular the role of the leader in influencing
follower well-being and experience of work. This review of the literature clearly identified an
important gap in our understanding of how leaders influence follower-begly and
highlights calls in the literature to further explore the pathways through which leaders
influence follower welbeing and illbeing. Building on this review of existing literature and
the framework of Affective Events Theory, a research model on the mediatingfrole
positive and negative affect and the discrete-@aiiscious emotions shame, guilt, and pride
are presented to explain the pathways through leaders influence followdyeimgjland iH
being outcomes. The r esear ch iomidaaoodstrugtivemp os e s
destructive leadership style will influence critical positive or negative-cegi§cious
emotions which in turn influence their wddeing or iltbeing at work. Research hypotheses
are presented to test the specific pathways threugch constructive and destructive leaders
influence different aspects of employee wmding ranging well (job satisfaction,
engagement) to unwell (workaholism, burnout) in order to contribute to a wider

understanding of how leaders influence followdbjsctive weltbeing at work.
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CHAPTER FOUR
RESEARCH CONTEXT

4.0 Introduction

Employee welbeing and engagement are important organisational issues which have
performance (Bakker & Bal, 2010; Halbesleben & Wheeler, 2008), e(hiagbn & Martin,
2008) and health and safety implicatiorfBakker & Costa, 2014 Schaufeli, Bakker,
Hoogduin, Schaap, & Kladler, 2001; Sonnenschein, Sorbi, Van Doornen, Schaufeli, & Maas,
2007 across a number of industries and sectbhés chapter prodes a description of the
organisations involved in Study 1 and Study 2 of this reseBrchonducting the research in
two distinctive organisations from different sectors and cultures, the study can icdreify
leaders influence follower welieing through the pathways of follower emotion. Collecting
data from two diverse samples reduces common method variance and increases the potential

for results to be generalised across contexts.

4.1 Japanese Multi-natio nal Firm BIE

Study 1 was conducted Brother International Europehich is part of The Brother
Group headquartered in Nagoya, Japtais a multinationafirm with offices throughout the
world and manufacturing plants in Japan, Taiwérea, AmericaMalaysia, Irelandgnd the
United Kingdom (UK). A nultinational organisation is a firm which operates beyond their
nati onal borders to yield Obenefits from pr
economi es of Isotake) Seinivasar®l Autakh02p02,16.80). The research took

place in the European headquarters of Brother International Europe which is based in
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ManchestetJK and has a total of 175 employed3ata was ab colleced from a number of

Brothersiteslocated in Europe and these are detailedhapter Four- Methodology

4.1.1 Background

The research commenced almost four years into a global recession. For Brother,
however, 2011 also saw the organi satedton e mbe
by BIE chairman and managing director, Mr .
would be achieved by 6staying positived and
International Europethreéay O Look t o the Futoaseeedt heldighl oy e e
the BIE Ltd. headquarters in Manchester in June 2012, Mr. Tada spoke of this new phase of
growth being committed to a future built on courage, quality and reliability. To achieve this
future vision, the Brother Global Charter and Codé®ractice were communicated to all
participants on the day and called for all employees to behave with trust, respect, ethics and

morality and to behave with challenging spirit and speed.

4.1.2 Organisation Structure

The BIE organisation structure, defed in Figure 4.0, shows a hierarchical
organisation with strict reporting lines. This is consistent with a study conducted by
Schaufeli, Shimazu and Tari€009) involving 3, 311 Japanese workers. They identify a
culture in which work and social relatiships are strongly hierarchical requiring employees
to respect their senior superiors. They also suggest that the social harmony element of
Japanese culture plays a ke ybeingosisecontaoytotthee e xt
well-being of thegroup (lwata, Roberts, & Kawakani995; Schaufeli, 2009). The influence

of culture is discussed later @hapter 7i Discussiorto interpret the research findings.
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Figure 4.0 Brother International Europe (BIE) Organisation Structure
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4.2 Irish Local Government Emergency Response Organisation DFB

Study 2 takes place in an Irish context in a local government emergency response
organisatonEmer gency responderso work is both phy
An essential requirement for the role of emergency responder requires that they must be
physically fit and assessment centres during recruitment are used to measure physical fitness,
handgrip and leg strengtihere are a total of 750 emergency respandanployed by

Dublin Fire Brigade.

4.2.1 Background

This research took place almost five years into a global recession which saw Ireland
plunged into a banking crisis and the Irish Government impoSimancial emergency
measures in the Public Interest Acts of 2@04.3 and the Public Service Stability Agreement
20132016 (Haddington Road Agreement). This meant that public sector pay was
significantly reduced and a moratorium on recruitment and prometas put in place. This
led to many local government and public sector emplolgeasy required to work harder for
less money and with fewer resour¢B®che & Teague, 2014)owever, the effects of these
financial and resource restrictions did not nagdy influence customer satisfaction and
service levels as perceived by users. In the most recent annual report of the local government
emergency response organisation published in 2013, a customer satisfaction survey was
carried and the findings show ththe overall satisfaction rating for services provided by this

organisation were 99% compared to 96% in 2007.

4.2.2 Organisation Structure
This emergency response service, similar to many other emergency response
organisations around the world, operates a strict hierarchical reporting structure that is almost

militaristic in nature (Archer, 1999jang, Hong, Takayama & Landay, 2004). In &ddj
68



this organisation continues to hold a quality standards accreditation (ISO 9001:2008) for all
aspects of their service. ISO compliance and awards require strict standards and protocols.
This, coupled with its hierarchical and militaristic featuresyjules a usefuensfor

interpreting the research findings discussed in det&hiapter Seveh Discussion

— Chief Fire Office

Assistant Chief Fire
Officer

—  Third Officer

— District Officer

— Station Officer

Dublin Firebrigade

— Sub Officer

— Leading Firefighter

— Firefighter

Figure 4.1 Dublin Fire Brigade (DFB)Rank Structure

Summary

This chapter has provided a brief overview of the context of both organisat@nded in
ther esear ch. It provided a description of
structure and culture. This overviewill help to contextualise theesearchfindings

presentedn Chapter Seven Discussion
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CHAPTER FIVE
RESEARCH MTHODOLOGY

5.0 Introduction

The present research proposad testd (a) the impact of employee perceptions of
constructive and destructive leadership (i.e. transformationabusive supervisigron their
wellbeing (i.e., job satisfaction, engagement, burnout and workaholism), and (b) the
mediating role of sel€onscious emotions (i.e., shame, guilt, and pride). This chapter presents
a detailed description of the research methodology beginnitly avidescription of the
positivist research philosophy that informed the quantitative approach taken in the present
study. The research process is outlined including a description of the pilot study which in turn
informed the final measurement instrumeséd. The sampling and survey procedures used
in both studies are described in detail. Finally, the measurement model is presented along
with the results of a confirmatory factor analysis and model fit statistics for the measurement

variables.

5.1 Research philosophy z Positivism in Social Science

If accurate decisions based on scientific evidence are to be made in organisations,
the way in which knowledge is acquired and tested is criticatliffger & Lee, 2000)The
application of previously testeddts to understand current reality and predict future reality is
important in social science and organisation researehlifi§er & Lee, 2000). &sitivism, a
term first introduced by French philosopher August Comte ({IBE) in the nineteenth
century, réers to anepistemological approach in which only knowledge acquired through
human experience, observation, measurement and testing can inform social reality.
Positivism is based on tipginciple of verification where a hypothesis is meaningful only if it

can be empirically tested by observation through sense experience, analytical or mathematical
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calculation Abbott, 1990).Augu st C o mit8%/ ) mositiisl apPr@ch to acquiring
knowledge and testing its reliability supports a quantitative methodaloggproach. A
guantitative approach, typically conducted through esymuestionnaire, isharacteried by
operational definitions of phenomena built on existing theory which are objectively measured
to investigate causality and then replicated across different contexts (Kerlinger & Lee, 2000)
to either confirm or disconfirm existing theory (Whetten, 1989)is empiricist view of

reality believes that we acquire knowledge through our sensory experience of the world and
that any knowledgelaim can be tested by experience which is observable and quantifiably
measured (Benton & Craib, 2001). The quantitatpesitivist approach attempts to
understand human behaviour by objectifying and measuring human actions, interactions, and
outcomes, in an attempt to predict and contrAl. positivist approach to research
measurement and designderlies much of the theoand research in the leadershigags &

Avolio, 1994; Graen & UhiBien, 1995;Tepper, 2000, 2007; Yukl, 1989) and wed#ing
literatures Demerouti, Bakker, Vardakou, & Kantas, 2003; Maslach, Jackson & Leiter, 1986;
MaslachSchaufeli, Bakker & Salanova, 280Schaufeli, Shimazu, & Taris, 2008pence &
Robins, 1992). Social scientists who adopt a positivist apprbatibve thato s ci ent i f i
objectivity rests on a clear separation of testable factual statements from subjective value
judgement s06 [ Bl@ln p.lan antkat t6is @bservation can be neutral, value
free and objective. The positivist ontology is therefore objectithgt investigator and the
investigated are assumed to be independent entities, with the investigator assumed to be
capableof studying the phenomena without influencing it or being influenced Bemtbn

& Craib, 2001 Kerlinger & Lee, 200006 Br ol ch §8i n, 2011) .

However, critics of gpositivist approach claim it does not enable the research of
Ohuman beings and deeith wWwalydvi(iCumwnssiam, arR008

defined quantitative measures remove other potential influencing variables and removes the

71



potential f& unique personal individualised input. Rpsisitivism (Popper, 1959) emerged as

a result of these challenges. The pussitivist approach does not reject positivism but
extends It maki ng t he assumption t hat or e
constructed by individual sé (Crossan, 200 3;
more indepth way, the pogiositivist approach usually adopts an interpretivist and
gualitative research methodology. This approach typically uses diary studigésreieins to

generate broad themes to understand phenomena and generally gives the individual being
researched opportunities for unique personalised responses. However, this approach is
deemed inappropriate for this study as this research set out witmeaddefsearch question

to measure specific hypothesised causal relationships between existing constructs embedded
in theory (Figure 5.0). Rather than a qualitative approach using open questions, structured
interviews or diary studies to elicit a broad rargf responses and themes from respondents,

this research used a survey questionnaire to focus participant responses in relatien to pre

defined measurement variables and hypothesised causal relationships.

5.2 A Quantitative Theory -Model-Test Approach

The positivistic approach adopted in this study to investigate the influence of
constructive and destructive leadership on employee emotiodsweltbeing at work
assumes eealist ontology where the researcher develops objective knowledge by working in
a theorymodeltest approach.Theoriesare identified which specify causal laws which are
taken to represent reality. A hypothesised reseaimtiel(Figure 5.0) is specified identifying
causal relationships to answer a specific research question. The istlgehtestedusing
validated and reliable instruments which can measure unobservable variables and causal
relationships, to confirm or disconfirm theof(Benton & Craib, 2001Kerlinger & Lee,

2000; 06 Br ol c h 8 A pasitivi @dprbgch was deemedosh appropriate for this
72



research as the research sought to add to existing theory investigating new relationships

between previously theorised and tested variables (Figure 5.0).

The following key characteristics of the positivist quantitative methoddBggton & Craib,
2001) wereadopted in this study as follows:
A the investigator and the investigated are assumed to be independent entities;
A a scoping literature reviewd¢sson, Matheson & Lacey, 2011) was undertaken
understand existing theory addvelop hypotheses through a process of deduction;
A a structured research methodology based on the selection of a representative and
sufficiently large sample was surveyed using valid and reliable measurement tools;
A an accurate analysis of data was congliigt

A the results can be replicated.

Through a process of testing ameplication of observations across two diverse
studies, the research aimed to contribute to existing leadership ardevwnglliteratures to
predict future events and behavioursdifferent organisationalsectors However, Popper
(1976) cautions that no scientific | aw can
Instead, he proposes that science is a continuous process of observation and testing of
previously confirmed hypbeses that may be disproved in the future. He supports the view

that existing theory must be continuously tested to stinengts predictive power.
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WORK RELATED WELL -BEING

SHORT PANAS JOB SATISFACTION
(Kercher, 1992; (Cammann, Fichman &
McKinnon et al, 1999) Klesh (1979)
3 items
DESTRUCTIVE
LEADERSHIP STATE SHAME ENGAGEMENT
Abusive Supervision (Marschall, Saftner, & (Schaufeli, Bakker
(Tepper, 200215 items Tangney, 1994% items &Salanova, 2006)
UWE99 items
 —  —
CONSTRUCTIVE STATE GUILT WORKAHOLISM
LEADERSHIP (Marschall, Saftner, & (SC_hane“, Shimazu,
Transformational Tangney, 19943 items Taris, 2009.? .
Leadership (Podsakoff et al, DUWAS10T 10 items
1990) 12items
BURNOUT
STATE PRIDE Demerouti,Bakker,
(Marschall, Saftner, & Vardakoug
Tangney, 19945 items .Kantas,2003) OLB16
items

WORK RELATED ILL -BEING

Figure 5.0. Hypothesised BsearchModel Representinga Theory-ModelTestM ethodologywith Measures
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5.3 Research Process

To test the external validity and the ability to replicate the hypothesised research
model acrosssectional study using survey questionnaire was designed and distributed to
two diverse samplesStudy 1 Brother International Europe (BIE), a Japanese malional
firm (n = 183), and5tudy 2 Dublin Fire Brigade (DFB), a local Irish government emergency
response orgaration (n = 237).The proposed survey questionnaire (Appendix A) was first
submitted with t hehicsuapplicatom @ppendixd Byvhiah ersceied ¢ h
approval(Appendix C)as alow-risk social research project. The survey questionnaire was
designed in paper and dime format. It was decided, where feasible, to distribute the paper
survey and collect it on the same day to improve participant response rates. This was possible
for the researcher toonductin all Study 2 (DFB) sites, but for Sty 1, only the BIE
Manchester, Ireland and German sites received gageil surveys. Despite a 97%
response rate in Study 2 (DFB) using a paprcil survey, the response rate for Study 1
(BIE) was somewhat lower as pagmncil participants did not osistently lead to higher
response rates than-tine survey participants. A summary of the research process used in

both studies is presented in Tablé.5.

Table 50. Summary Research Process: Study 1 and Study 2

Select the organisation for fit withthe research aims

Pilot study designed

Site visit and pilot study tested

Survey guestionnaire edited to reflect pilot results and participant feedback
Select the sample participants

Survey dstribution and data collection.

Data Analysis

© N o o & w D P

Findings communicated to participating organisations to contribute to

practice.
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5.4 Study 1 BIE Research Process

Brother International Europe (BIE) is part of The Brother Group headquartered in
Nagoya, Japan. It is a multinatiorimim with offices throughout theworld and
manufacturing plants in Japan, Taiwlorea, America, Malaysia, Irelarahd the United
Ki ngdom (UK). | n ¢ o mmamiversaty in Eutopey fesedBoh furidinge r 6 s
was provided by the firm to Dublin City University Business Schoahvestigate the factors

influencing employee welbeing and engagement in BIE.

5.5 Study 1 BIE Pilot Study

In preparation for the study, the researcher piloted the survey questionnaire with ten
PhD researchers in the DCU Business Schiol.changesvere suggested regarding item
wording or item ordering by the PhD group. However, they commented that the 15 minutes
completion time indicated on the survey instruction letter did not accurately reflect the actual
completion time which all ten found wassker to 20 minutes.hE researcher also conducted
athreeday pil ot site visit to BIEb6s European h
which can be found in Appendi x D. This visi
O0Look to damloyad uced®muni cati ons event, ai me
Global Charter, Code of Conduct, and its thyear growth strategy 2012015. A pilot
survey was distributed to the 29 participant
European ises. These were: Hungary (n=1), European HQ Manchester (n=4), UK (n=3),
Finland (n=1), France (n=2), Germany (n=2), Italy (n=2), Norway (n=1), Russia (n=2),
Sweden (n=1), Switzerland (n=2), and 5 anonymous surveys where the work |ocetiuot
specified This was an ideal group with which to conduct the pilot survey as it captured the

cultural diversity of the range of potential European survey participants. Participants were
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timed completing the survey and were asked for their feedback in relatioretodidity and
sensemaking of the individual items.

The following feedback was received which informed the final survey design, sample
selection, and survey translation:

A employees whose first language is not English stated it took them a longer time to
complete the survey questionnaire than was initially identified in the survey
introduction and cover letter;

A participants stated that English language proficiency should be taken into
consideration when selecting Brother sites for survey distributiortrengossibility
of translating the survey to be explored.

As a result of this feedback, the survey was also translated into German for distribution to
employees in German speaking sites. Using a good practice translation process for adapting
selfreport neasures for crossultural use Bullinger et al., 1998) the participating
organisationarranged for the surveg be translatetly native speakers into German and
backtranslatecdby native speakers into English. Participants also raised concerns about the

bi ographi cal i nf ormati on whatlisyeucjobetitle, 6 sapse cti hf & yc
felt individuals could be identified from this response. Pilot participants claimed this question
would jeopardise the anonymity and confidentiality assuredhan invitation letter to

participate in the research. Consequently, this question was removed from the survey. Finally,

the following two items from the Dutch Work Addiction ScdlBJWAS (Schaufeli,

Shimazu, & Taris, 2009)ere reworded to reduce ambiguitgnd toincrease understanding

and improve face validityd I  f i nd mysel f ¢ o nworkersuhave galledvib r k a f
guitsod which was reworded t o OWorkérshawk gome s el f
homed &I stay busy and keep my irons in the

and do many tasks at oncebo.
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5.6 Study 1 BIE Sampling

There are a total of 19 Brother Europe sites with Brother International Europe
headquarters based in Manchester, BK.a result of participant feedback from the pilot
survey regarding survey length, English language difficulties, and survey completion time,
the researcheéit oget her with the firmds HRgresthtimb ger
only sites proficient irEnglish, and also German speaking sites using a German translated
survey, would be included in the research. Those sites which condutd-day operations
in both their local language and English were identified for inclusion in the survey. These
siteswere: UK, Ireland, Brother NordicsNorway, Sweden, Denmark, Finland, Brother CEE
T Central & Eastern Europe, Switzerland and Italy. The number of employees invited to
participate in the research in each site along with the response rate and survéyaferma

summarised in Table 5.

5.7 Study 1 BIE Survey Procedure

The survey was distributed to all staff at all grades in the selected European sites. As
some of thee sites have a very small number of employees, it was decided to protect
anonymity and enfidentiality by groupingresponses fronNorway, Sweden, Denmark and
Finland as Brother Nordics, while Germany, Austria and Italy were grouped as Brother
Central and Eastern Europe (CEE). A total of 388 surveys were distributed between June
2013 and Deceber 2013 and 183 surveys were returned, yielding an overall Brother
Il nternati onal Europe response rat e of 47 %.
perception of their manager 0s | eader ship s

participants mst report to another person.
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Table 51 Study 1 SampleBIE

Organisation Total number % (number) Questionnaire Distribution
of employees Response Rate | Format
employed at
the site
Pilot study : Brother 100% (n=29) 90% (26) Paper Researcher
Europe LTF Employee
Training
(June 2013)
Brother Dublin 100% (17) 88% (15) Paper Researcher
(May 2013)
Brother Intl Europe UK 100% (175) 33% (57) Paper HR Manager
(August 2013)
Brother Nordics : 100% (80) 41% (33) Qualtrics Researcher emailed
Norway, Sweden, guestionnaire link
Denmark, Finland
(December 2013)
Brother Switzerland 100% (68) 51% (35) Qualtrics Researcher emailed
(December 2013) guestionnaire link
Brother CEE Central & 100% (19) 89% (17) Qualtrics German translated
Eastern Europe: paper survey
Germany, Austria, Italy distributed by HR
(December 2013) Manager to Germany
& Austria employees,
A Sites selected for English language proficiency
A 388 Surveys were distributed to Brother Ireland, UK, European sites between June 2D&8amber
2013.
A 183 completed surveys from all sites, 47% response rate.

To encourage survey response rates, a paper survey was distributed in a sealed envelope to
Brother reland staff by the researchand to Brother International Europe Headquarters
(UK) staff and two German speaking sites by the HR manager. As anticipated, sites where
paper surveys were distributed and collected on the day had hégpenseates compared

to emailed surveys. All paper surveys were returned in a sealed enveloply daek to the
researcher in DCU Business School and the HR Manager did not have access to the
participantdresponses. However, it was not possible for the researcher or the HR manager to
access all European sites, therefore, all other participating s#eeived the survey

guestionnaire by email using the Qualtrics survey tool.
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Each participant received an invitation letter (Appendix E) outlitinagthe purpose of the
researclwasto capture their experience of work and wweding at Brother. Participants were

advised that participation in the survey was voluntary, that their responses were strictly
confidenti al (cruci al as the surveygeeasur e
leadership style), and under no circumstances would their individual responses be made

available to anyone.

5.8 Study 2 DFB Research Process

Dublin Fire Brigade (DFB) is an emergency response organisation that is part of
Dublin City Council, tke largest local authority in Ireland. In contrast to Brother International
Europe, DFB is a local government organisatéord provides the opportunity to tetbie
hypothesised research model in a different organisatemior A copy of the research
proposl presated can be found in Appendixahda summary of the DFB research process

is outlined in table ®.above.

5.9 Study 2 DFB Pilot Sudy

In preparation for the research, the researcher met with two senior members of DFB
to understand the organisa on6s oper ati ons, cul tur e, and
was piloted with these senior staff membditse survey had already been changed to reflect
participant feedback from the Brother International pilot survey. No changes were suggested

regarding item wording or item ordering by DFB staff.

5.10 Study 2 DFB Sampling

To minimise the impact of the research on operations, it was agreed that five fire
stations would béncluded in the data collectioimhesestationswere chosen as they were the

| argest stations in terms of o6watchesdé (tear
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to maximise the number of participants and response. taéeh station operates with four
rotating watches, A, B, C and D. The noen of team members within each watch varies
from station to station. Of the participating fire statioBsation 1operates the largest
watches / teams with 28mployees in each watclwhile Station 5operates the smallest
watches with six members. Due to rotating shift duties and operational demands, it was
agreed that surveys would not be left for employees who were not in attendance at the station
during the data collection if they were on aalits annual leave or sick leave. This is because

the way in which shift patterns and recovery days are structured in DFB, there may be gaps of
up to four days before an employee returns to work and it was feared surveys would be lost or
forgotten with no resscher contact to prompt participation. It was agreed that the survey
guestionnaire would only be distributed to DFB staff in attendance in the fire station on the
day, and would include all grades/ranks and duties e.g. senior officerfigliters, and

kitchen staff who are rotated from the operationatigaters.

5.11 Study 2 DFB Survey Procedure

Within a twoweek data collection period, the researcher visited each fire station on
four different occasions to distribute the survey to each offdlie watches. On each
occasion, the station officer called all employees who were in the station to the break room
where the researcher explained the aim of the research. The researcher distributed an
invitation letter (similar to that in Appendix F) andiestionnaire (the same as that in
Appendix A) to 245 DFB employees outlining the purpose of the research. Employees were
advised that their participation was voluntary, their responses were strictly confidential, and
under no circumstances would their widual responses be made available to anyone. The
researcher waited for employees to return from emergencyusllor to complete meal
times in order to distribute the survey. Completed survey questionnaires were returned

directly to the researcher ohet day, and this contributed to a 97% (n = 237) response rate.
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Due to the orcall emergency aspect of the job, a total of eight surveys were not commenced,
these are very low numbers and had little impact (3%) on the overall responsdl lateB A
employes surveyed were operational fire fighters (1680%)or senior officers (47 20%),

10% (28) of respondents chose not to indicate their rank.

Table 52 Study 2 Sample (DFB)

Fire Station & Watch | Number of employees | % (number) Methodology for site selection
present in the fire Response Rate and response rates

station during the site

visit
Station 1A Watch 25 100% (25)
Station 1B Watch 20 100% (20)
Station 1C Watch 20 100% (20) A Sites with the largest
Station 1D Watch 18 100% (18) watches were selected.
Station 2A Watch 16 100% (16)
Station 2B Watch 15 50% (8) A 245 surveys were
Station 2C Watch 15 100% (15) distributed between Januar
Station 2D Watch 14 100% (14) 2014 and April 2014.

Station 3A Watch 100% (7)

Station 3B Watch 100% (5) A 237 completedurveys,

780 fire fighters, 30%

=
5

Station 3C Watch 8 100% (8) 97% response rate.
6
9

Station 3D Watch 100% (6)

Station A Watch 100% (9) representative sample.
Station 4B Watch 14 100% (14)

Station 4C Watch 12 100% (12)

Station 4D Watch 15 100% (15)

Station 5A Watch 100% (6)

Station 5B Watch 100% (5)

6

5
Station 5C Watch 8 100% (8)
Station 5D Watch 6 100% (6)

5.12 A Quantitative Approach z Survey Questionnaire

The positivist quantitative approach adopted in this research informed the collection

of data through a survey questionnaire using previously validated and reliable measures. The
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survey questionnaire is a statement basedresptirt measure, designed usipgeviously
validated item scalewith well-established construct validityhe survey questionnaire is an
appropriate and useful means of gathering information when the information sought is
reasonably specific and familiar to the respondents. As thit ystu measur ed f ol |
negative perceptions of their leader and their feelings and emotions as a result of interactions
with their leader, the survey questionnaire provided anonymity and confidentiality.
Measurement scales werelexted for their fit withconstruct dimensions being measured
(Table 5.3, Table 5.4, Table 55) and scale length to ensure a concise questionnaire to
encourage participant completidResearch was conducted at the indivicfiolibwer level to
measure follower perceptions of theg & d e r 6 sansfotmgtional leadership, abusive
supervisiol), the influence on follower emotionshame, guilt, pride, positive and negative
affec) and follower welbeing at work job satisfaction, engagement, workaholism,
burnou). It is suggestedhat selfreport measures that capturaoyee perceptions of their

work environment and work experience are a better indicator of within person attitude,
behaviour and welbeing than third party observations or management reports (Boxall &

Mackay, 2014Warr et al. , 2014; Wood & De Menezes, 2011).

5.13 Questionnaire Structure

The survey questionnaire used in both studies can be found in Apgenidie questionnaire

consists of an introductory letter and the following four sections:

A Section 1:About your work
Measures employee perceptions about their work.
A Section 2 : About your manager

Measures empl oyee perceptions about their

83



A Section 3 : Interacting with your immediate manager
Measures employee perceptiaisow their interaction with their immediate
manager makes them feel.
A Section 4 : Your general disposition
Measures the employeeds disposition and h
A Section 5 : Biographical information
Demographic information, work relatenformation in relation to grade, tenure, and
number of days absent.
Outcome variables which were of major interest to the stjodyqatisfaction, engagement,
workaholism, burnoyt were positioned at the start of the survey as there is a greater
probability of participants completing the first section of the questionnaire (Kerlinger & Lee,
2000; Siniscalco, & Auriat, 2005). Also,ependent variables were positioned before
independent variables to reduce the likelihood of social desirability contigbtaticommon
method variance (Boxall & Mackay, 2014; Kline et al., 200%j.regards items placement,
items measuring individual constructs were grouped together, a method which Davis and
Venkatesh (1996) confirm neither positively nor negatively influendes reliability or
validity of the scales over an intermix method of construct itdtems measuring similar
constructs were positioned together in sections one to four to improve sense reading.
Sensitive items about participant emotions and perceptohs t hei r I mmedi at e
leadership style were placed in later sections. Section five measbjective continuous

data such as education, years of service and absenteeism.

5.14 Confirmatory Factor Analysis, Model Fit Indices and Scale Reliability

All survey responses were measured using a spoien Likert scale ranging from

strongly disagree (1) to strongly agree (7). Confirmatory Factor Analysis (CFA) was
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conducted using MPlus tmeasure the internal validity of item scales and to assess the f
indices. Reliability analysis was then conducted on each scale in(SB&®n 21)to assess

the Cronbachos alpha usi ng-oMdnn&lOl wadmue, Barmnr
(2001) more stringent value of .80 as a gudieA and reliability esults along with the items

used to operationalise each construct are outlined in Tables 5.3, 5.4 and 5.5.

5.15 Common Method Variance

Measuring different constructs with the same methods (Podsakoff et al, 2012),
particularly selreport measures (Bodner, 2006), can bring into question whether observed
covariance between constructs is due to the same measurement metho8elisedort
measures of different constructs can often contain items of similar conterr{gagement
UWES961 am proud of StatdPedevBESrGS toh a tf Adtthoughgiaiao u d 6 ) .
in this study was collected in two different organisatiosedtors the survey measurement
and desigmusedcrosssectionalkelf-reportdata,and wascollected using the same method i.e.

a survey questionnairePodsakoff, MacKenzie and Podsakoff (2012) identify this
measurement method as creating those conditions whicheadyo Common Method Bias
(CMB), a measurement error which can either inflate or deflate the observed relationships
between constructs. Podsakoff et al. (2012, p.540) identify CMihabiasing effects that
measuring two or more constructs with the samethod may have on estimates of the
relationships be tetat 2012, p.40eCMB is (rBbbethatiaik resedrch

asit can lead to an incorrect perceptioihhow much variance is accounted for in a criterion
construct it can alsoenhance or diminish the discriminant validity of a s¢&ledsakoff et

al., 2003; 2012)If common method variance is present, a single factor will emergedrom
factor analysis, or one general factor will account for the majority of the covariance among
the variables (Campbell & Fiske, 1993odsakoff & Organ, 198@odsakoff et al., 2003;
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2012).To test for the presence of common method biasptesentresearch measurement
and design implemented number of procedural and statistical recommendations by

Mirowsky and Ross (1991), Podsakoff and Organ (1986), and Podsakoff et al., (2003, 2012).

Procedural recommendations by Podsakoff et al. (2012) to reduce the likelihood of
CMB in crosssectional seffeport studies were adopted in the research measuoteamd
designand ®me of thesdave already beeoutlined in section 5.13 above in relation to the
survey structure. The surveguestionnairevas structured to ensuresaparation between
predictor and outcome variablestoe duce t he r ean/o maietioh @ssea b i | i
previous answers to fill in gaps with what is recalled from previous answers. A number of
items were ravorded to improve face validity and sense making, particularly for those
participants whose first language was not EnglisheM/tappropriate, scales with positively
and negatively worded items were selected
preference for a positive or negative response style (Mirowsky & Ross, 198ughthe
same Likert scale famat (seven point ikert scale)was used throughout the survey
guestionnaire t he survey design ensured partici pa
different sections and instructions for measuring various constructs (see Questionnaire
Structure 5.13 above and Appendix E). The survey questionmagedivided into four
sections ach with its own unique instruction. Section three instdittte respondent to pause
and take some time to reflect on their recent interactions with their immediate manager and
how they felt during these interactionBodsakoff and Organ (1986, p.53gpeifically
identified the recall of discrete events using-selé p o r t measures as being
di stortion6 and common met hod wvariance, as
repetitive line of answers from previous questions, ortotukee i r 61 ay t heori e

organi zational phenomena ought to be related
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Statistical recommendatisnto test for CMB includé Har manos One Fact
(Podsakoff & Organ, 1986) where all the variables included in the stadyentered into a
factar analysis. The results of the unrotated factor solutierereviewed, if CMBis present
inastudy, then 6a single factor will emerge f
will account for the majority of the covariance in the independania cr i t eri on v a
(Podsakoff & Organ, 1986, p.536).ar mandés One Factor Test was
Study 2.Study1 showed thaP8.2% of tle variancevas explained by onéactor, and27.6%
of the variancewvas explained by one factor i&tudy 2. This would indicate that common
method biasvas not a serious concern in either study as the total variance explained by one
factorwas less than 50%.

Finally, a series of confirmatory factor analyses were conducted to establish the
discriminant validty of the scales. A full measurement model was initially tested, where all
variables were allowed to load onto their respective factors and all factors were allowed to
correlate. Fit indices were calculated to determine ti@amodel fitthe datagHair, Ringle &

Sarstedt, 2011; Wikhms, Vandenberg, & Edwards, 2008pr thet /df, values less than 2.5
indicate a good fit and values around 5.0 an acceptabl@fituckle, 2006) For the
Comparative Rilndex (CFl), values above .90 are recommended as an indication of good
model fit (Hair et al, 2011). For the Root Mean Square Error of Approximation (RMSEA), a
value below 0.08 indicates an acceptable model fit (Williams et al., 2009). For the
Standardied Root Mean Square Residual (SRMR), values less than .06 indicate a good

model fit and values less than .10 an acceptab{@ruckle, 2006)
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5.16 Measurement Variables

The following section outlines the measurement variabled i#é@ms used to
operationaliséhe hypothesised research model. Results of the CFA conducted in MPlus and
reliability conducted in SPSS (Version 21) are described and summarisedes $3p54

and 5.5

5.16.1 Measurement Variables Work Related Well -being

Employee weHlbeing was operationalised as job satisfaction and engagement.

Job satisfactionwas construedas one factomand measuredvith three items from

Cammann, Fichman andd&h (1979)An example item igln general, | like working hefe .

Exploratory Factor Analysis (EFA) revealed a single factor structure which accounted for
82% of the variance in Study 1 BIE, and 83% of the variance in Study 2 DFB. The scale
showed high internal consistency reliability in Study 1 BIE .89 and in Studg DFBU=

.89.

Confirmatory Factor Analysis (CFA) also revealed a good model fit in both stiedi&l =
0.0/0 = 0,p <.001, CFI = .10, RMSEA = .00, SRMR = .00and Cronbach Alpha dj= .89

in Study 1 BIEandU= .89in Study 2 DFB.

A

Engagementvas measured usinc hauf el i et al .o6s (2006)
Engagement ScaletUWE9which assesses three dimensions of work engagement, i.e., vigor
At my wor k, I feel t hatdeldilamenthusiassiccaboutgny wi t h
jobband abslorpeebnhappy when .ISchaufei ewa. r(2006ng i n
recommend a one factor model using one composite engagement score to measure
engagement to avoid grlems of multicollinearity which they encountered when each of the
three engagement dimensions were entered simultaneously as independent predictors in a
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regression equation (Demerouti et al., 2001; Salanova et al., 2001; Schaufeli, et al., 2002;

Schaufeli, et al., 2002).

EFA revealed a single factor structure which acoedirior 45% of the variance in Study 1
BIE, and 58% of the variance in Study 2 DFB. This result was achieved when iterhgehe (
carried away Wihvieich did domoadvoorektly mrgo a single factor was
removed. The UWES showed high internalonsistency reliability in Study 1 BIB= .84

and in Study 2 DFRJ=.90.

However, CFA confirmed three firsbrder factors \{igor, dedication, exhaustidrplus one
secondorder factor and this model demonstrated acceptable model fit indices in Study 1
(c2/df = 50.78/15 = 3.3% <.001, CFI = .93, RMSEA = .11, SRMR = .05nd in Study 2

(c2/df = 27.249/15 = 1.81p <.001, CFI = .99, RMSEA = .06, SRMR = .03Nine items

were adopted for the CFA butoneitémi get carri ed awasyemanece n | a
during the factor analysis due to low factor loadings. Participants in the pilot study
commented that this item was confusing, particularly for those whose first language was not

English, they understood this to mean that they were liftechdarried away.

The Cronbach alphas in Study 1 were viger.74, dedicatior)= .80 and absorptiob = .46
(absorption included onl? itemsasitem 9wasr e moved 6| get carried
wor kingdé). The 6Gtudy 2 vere Vigolhad.8p, Wedisationth=.81, and
absorptionU =.69. Therefore, employee engagement is analysed as one factor with three

dimensions in both studies.
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Table 5.3Measurement Variables, CFA and Model Fit Indices : Leadership

Independent Variables

Construct definition and
dimensions

Construct Measure & ltems

Study 1 BIE : CFA, Alpha

Study 2 DFB : CFA, Alpha

Transformational Leadership

Transformational leadership theory
describes the leader as uplifting the
morale, motivation and morals of thei
followers (Bass, 1999), they inspire
followers to see beyond their own self
interests, to perform to high standards
and to achieve a vision of the future
(Bass, 1999).

Transformational Leadership behavior!

1.Articulating a vision.
2.Providing arappropriate model.

3.Fostering the Acceptance of Group ¢

4. High Performance Expectations.
5.Individualised Support.
6. Intellectual Stimulation.

Transformational Leadership Inventory i
12 ltems(Podsakoff et al., 1996)

12 items from Podsakoff et al (1996);

Idealised Influence

1.

N

One factor model, four dimensions
usingall 12 items.

(c2/df = 97.68/49 = 1.97 <.001,
CFl = .98, RMSEA = .07, SRMR
= .03)

One factor model, four dimensions
using all 12 items.

(c2/df = 134.25/49 = 2.73<.001,
CFI = .97, RMSEA = .09, SRMR
= .04).

Has a cleaunderstandingf where we are
going.

Has a clear sense of where he/she want
our unit to be in the future.

Provides us with a compelling vision to
work towards.

U= .91

U= .93

Intellectual Stimulation

4.

5.

6.

Inspires others when he/she discusses g
direction for the future.

Encourages people to see changes as
situations full of opportunities.

Is able to get others to commit to what w
need to accomplish in our unit.

C
1

.91

e
1

. 89
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Inspirational Motivation

7. Challenges me to think about old probler
in new ways.

8. Stimulates me to rthink some things that
| have never questioned before.

9. Challenges me to rexamine some of my
basic assumptions about my work.

Cc
1

.90

Cc
1

. 93

Individualised Consideration

10.Considers peopl eds

11. Behaves in a manner which is thoughtfu
of the personal needs of others

12. Sees the interests of employees are give
due consideration.

Cq
1

. 88

Cq
1

.90

Abusive Supervision

The6subordinat es?d
extent to which supervisors engage in
the sustained display of hostile verbal
and nonverbal behaviours, excluding
physical contactd

Active interpersonal abuseridicules
me, tells me my thoughts and feelings
are stupid.

Passive acts of abused o e s n 6 t
credit for jobs requiring a lot of effort,
gives me silent the treatment.

Abusive Supervision Scalé 15 items
(Tepper, 200D

1. Ridicules me

2. Tells me rg thoughts or feelings are stupi
3. Gives me the silent treatment.

4. Puts me down in front of others.

5. Invades my privacy.

6.Reminds me of my past mistakes and
failures.

7. D o eesrme@redit fpri jobs requiring a
lot of effort.

8. Blames me to save himself/herself
embarrassment.

9. Breaks promises he/she makes.

10. Expresses anger at me when he/she is
for another reason.

11. Makes negative comments about me to
others.

12. Is rude to me.

13. Does not allow me to interact with rog-
workers

14. Tellsmd 6 m i
15. Lies to me.

ncompeten

One factor model using all 15 items

(c2/df = 185.80/81 = 2.2 <.001,
CFI = .95, RMSEA = .08, SRMR
= .04)

Cc
1]

. 95

One factor model using all 15 items

(c2/df = 408.75/85 = 4.819<.001,
CFI = .92, RMSEA = .13, SRMR
= .04).

Ce
1

.97
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Table 5.4 Measurement Variables, CFA and Model Fit Irdices : Follower Emotions

Mediator Variables

Construct definition and
dimensions

Construct Measure &
ltems

Study 1 BIE : CFA, Alpha

Study 2 DFB : CFA, Alpha

State Positive and Negative Affect

Affect is a reactive state or stable
dispositional tendency to evaluate
events as positive or negative (Russg
2003, Watson, Clark & Tellegen,
1988;Weiss & Cropanzano, 1996

resul t o f
of t he

Statei as a
perception
leadership style.

State Positive Affect
Inspired

Alert

Excited

Enthusiastic
Determined

State Negative Affect
Afraid

Upset

Nervous

Scared

Distressed

State PANAT 10 items
(Kercher,1992; Mackinnon et al.,
1999)

Positive Affect
1. [feltinspired
| felt alert

2

3. | felt excited

4. | felt enthusiastic

5. | felt determined
Negative Affect

6. | felt afraid

7. |felt upset

8. | felt nervous
9. | felt scared
10. | felt distressed

Two-factor model (two first order factorg
Positive Affect and Negative Affect using g
10 items.

(c2/df = 60.63/34 = 1.78p <.001, CFI
= .96, RMSEA = .07, SRMR =.05)

PAU=74
NA U=.86

Two-factor model (two first orde
factors) Positive Affect and Negatiy
Affect using all 5 items.

(c2/df = 121.97/34 = 3.59 <.001,
CFI = .94, RMSEA = .11, SRMR
= .06).

PA
N A

. 87
.92

CcCc

Shame, Guilt, Pride

The selfconscious emotiorshame

guilt, andpride, as these have been

Shame, Guilt & Pride 7 15
items.
(Marschall, Saftner, & Tangney,

1994)

State Shamea one factor model using all
items.

(c2/df = 4.28/5 = .86p <.001,

State Shame a one factor model usin
all 5 items.

(c2/df = 20.63/4 = 5.16p <.001,
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identified as important public and seli
conscious emotions resulting from
relationships and interactions
(Tangney & Dearing, 2003; Orth,
Robins & Sota2010)

Shamads described as an
6over whel mi ng
emotiond6 that
through negative seHcrutiny,
resulting in a sense @forthlessness,
powerlessness and the need to
withdraw (Tangney, 1996, p743).

and
par

Guilt, described as a sense of tensiol
remorse and regret over the 'bad thin
done' , |l eads -to
confessing, apologizing, or somehow
repairing, the dgeg
1996, p743).

Pride however, is a positive self
conscious emotion.

Shame (about me / the self)

1. [ felt small.

2. | want to sink into the floor
and disappear.

3. | felt humiliated, disgraced.

4. |feltlike | am a bad person.

5. | felt worthless, powerless.

Guilt  (about the action / the

behaviour)

1. [felt remorse, regret.

2. | felt tension about somethin
| have done.

3. | cannot stop thinking about
something bad | have done.

4. | felt like apologizing,
confessing.

5. I felt bad about something |
have done.

Pride

1. |Ifelt good about myself.

2. | felt worthwhile, valuable.

3. | felt capable, useful.

4. | felt proud.

5. |felt pleased about

something | have done.

Note : Trait Shame Guilt Pride
are not in the same order.

CFl =1.00, RMSEA = .00, SRMR =.01

U=.91

CFI = .98, RMSEA = .14, SRMR = .02)

U=.93

State Guilt a one factor model using all
items.

(c2/df = 7.58/5 = 1.20p <.001,
CFI = .99, RMSEA = .05, SRMR =.02)

U .99

State Guilt a one factor model using al
items.

(c2/df = 15.49/5 = 3.1p <.001, CFI
= .97, RMSEA = .09, SRMR =.03)

U .82

State Pride a one factor model using al
items.

(c2/df = 4.80/4 = 1.2p <.001,
CFI = .99, RMSEA = .03, SRMR =.02)

U .85

State Pride a one factor model using a
items.

(c2/df = 15.69/4 = 3.92p <.001,
CFl = .98, RMSEA = .11, SRMR = .31)

U=.85 in Study 2 DFB.
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Table 55 Measurement Variables, CFA and Model Fit Indices : Employee Welbeing and lll-being

Dependent Variables

Construct definition and
dimensions

Construct Measure & ltems

Study 1 BIE : CFA, Alpha

Study 2 DFB : CFA, Alpha

Job Satisfaction
0. . . a pleasur a
state resulting from the appraisal of
oneds job or job
1976 p. 1304).

Central toL o ¢ kdefiditson is
cognition-evaluating, thinking, and
affect- emotion feeling(Saari & Judge,
2004).

Job Satisfaction - 3 items(Camman et al.,
1979)

1. Allinall, I am satisfied with my job.

2. Ingeneral, | like working here.

3. All things considered, | am satisfied
with my current job.

One factor using all 3 items. CFA
results = 0

U= .89

One factor using all 3 items. CFA
results =0

U= .89

Engagement

6a positi ve-relatedustate
characterized by vigor, dedication, and
absorptiond (Scha
GonzéalezZRoma, & Bakker, 2002, p.74)

Vigor - high leels of energy and
mental resilience while working.

Dedication- refers to a sense of
signiycance, enth
pride, and challenge.

Absorption- characterized by being
fully concentrated and happily engross
in one's work, whereby time pses

UWES-9 : Utrecht Work Engagement
Scale- 9 items(Schaufelj Bakker,
Salanova, 2006)

Vigor

1. At my work, | feel that | am bursting wit
energy.

2. At my job, | feel strong and vigorous.

3. When | get up in the morning, | feel like
going to work.

Dedication

4. | am enthusiastic about my job.
5. My job inspires me.

6. | am proud of the work that | do.

Absorption

Three firstorder factorsigor,
dedication, exhaustioand one
second order factor using 8 items.

(c2/df = 50.78/15 = 3.35 <.001,
CFl = .93, RMSEA = .11, SRMR
= .05)

vigor U= .74
dedicationJ= .80
absorptiorlJ= .46

(Absorption- Item 9 was removed to
improve model fit statistics;

| get carried away when | am
working)

Three firstorder factorsvigor,
dedication, exhaustion and one
second order factasing 8 items

(c2/df = 27.249/15 = 1.81p <.001,
CFI = .99, RMSEA = .06, SRMR
= .03).

vigor U= .81
dedicationJ= .81
absorptiorJ= .69

(Absorption- Item 9 was removed
to improve model fit statistics;

| get carried away when | am
working)
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guickly and one h

detaching from work .

7. | feel happy when | am working intensel
8. | am immersed in my work.

91 get carried away

Workaholism

d¢he tendency to work excessively he
(the behaviaral dimension) and being
obsessed with work (the cognitiy
dimension), which manifests itself i
wor king ¢ o mschaugeli,

DUWAS - Dutch Work Addiction Scale
10 items(Schaufeli, Shimazu, Taris, 2009)

Two first-order factors and one
second order factor using 9 items.

(c%/df =43.192/25=1.73, p<.001,
CF1.951, RMSEA = .063, SRMR
= .050)

Two first-order factors and one
second order factor.

(c%/df =56.224/19=2.96, pO1,
CF1.914, RMSEA = .091, SRMR
= .061)

Shimazu, and Taris, 2009,322).

Working Excessivelyi the
behavioural component, astrong
irresistible inner drive and working
excessively hard.

Working Compulsively - the cognitive
component was evident in thinking
persistently about work, and working
compulsively.

Wo r k a h o Ithe semdenicysto wgorl
excessively hard (& behaviaral
dimension) and being obsessed w
work (the cognitive dimension), whic
manifests itself in working
c o mp ul sSchaaféliy Shimazu, &
Taris, 2009p.322).

Working Excessively
1. | seem to be in a hurry and racing again
the clock.

2.1 find myself continuingvork after my
co-workers have called it quits.

* Reworded to improve face validjty result
of the pilot survey participant feedback;

| find myself continuing work after my eo
workers have gone home.

3.1 stay busy and keep my irons in the fire
* Reworded to improve face validity as a
result of the pilot survey participant
feedback;

| stay busy and do many tasks at once.

4. | spend more time working than
socializing with friends, on hobbies, or on
leisure activities.

5. I find myself doing twar three things at
one time such as eating lunch and writing
memo, while talking on the phone.

U=.71 for working excessively

Item 6 was removed to improve
model fit statistics;

't is hard f
not working.

or

m

U=.68 working excessively was

The following items (3, 10) were
removed to improve model fit
statistics;

| stay busy and keep my irons in th
fire.

| feel guilty when | take time off
work.
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Working Compulsively
6. Itis hard formeto e |
working.

ax when

tant f
enj oy

7. I'tds i mpor
when | donét

8.1 often feel t hat

me that drives me to work hard.

9. I feel
not enjoyable.

obliged t

10. | feel guilty when | take time off work.

U=.70 for working compulsively

U=. 78 working compulsively.

Burnout

Demerouti et al. (2003) define burnout
as a two dimensional construct
comprisingexhaustiorand
disengagement from wark

Exhaustionis defined as a consequenc
of intense physical, affective and
cognitive strain, i.e. as a loftgrm
consequence of prolonged exposure t(
certain job demand®émerouti &
Bakker, 2008, p.4)

Disengagement in the OLBI refers to
distancingones| f fr om on
general, work object and work content
(e.g., uninteresting, no longer
chall enging, but
Moreover, the disengagement items

concern the relationship between

Oldenburg Burnout Inventory - 16 Items
(Demerouti, Bakker,Vardakou, Kantas,
2003)

Note: positive items are reversed scored.
Exhaustion

1. There are days when | feel tired before
arrive at work.

Two first-order factors (with items
removed to improve model fit
Mplus would not run a second orde
model).

(c/df =88.198/53=1.66, p<.001,
CF1.929, RMSEA = .060, SRMR
= .061)

Two first order factors (with items
removed to improve model fit).

(c%/df =41.151/19=2.17, p<.001,
CFI1.953, RMSEA = .070, SRMR
= .065)

2. After work, | tend to need more time tha
in the past in order to relax and feel better
3. | can tolerate the pressure of my work
very well.(R)

4. During my work, | often feel emotionally,
drained.

5. After working, | have enough energy for|
my leisue activities. (R)

6. After my work, | usually feel worn out
and weary.

7. Usually, | can manage the amount of my

work well. (R)

U=.74 for exhaustion

The following items were removed t
improve model fit statistics.;

7.1 find my work to be a positive
challenge.

13.This is the only type of work that
can imagine myself doing.

U= .76 Burnout exhaustion

The following items were removed
to improve model fit statistics;

2.There are days when | feel tired
before | arrive at work.

14. Usually, | can manage the
amount of my work well.

16. When | work, | usually feel
energized.
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employees and their jobs, particularly
with respect to idification with work
and willingness to continue in the sam
occupation.

(Demerouti & Bakker, 2008, p.5)

&Exhaustionis defined as a consequen
of intensive physical, aftgive, and
cognitive strain, ., as a longerm
consequence of prolonged expostare
certain job demands (Demeroulti et al.,
2003).

Disengagemeni 6 r ef er s t o
oneself from oned
experiencing negative attitudes
toward the work object, work content, (
oneds
wor k in
2003).

gener al 6 (

8. When | work, | usually feel energizedR)

Disengagement

1. I always find new and interesting aspec
in my work. (R)

2. It happens more and more often that | te
about my work in a negative way.

3. Lately, | tend to think less at work and d
my job almost mechanically. D

4. | find my work to be a positive challenge
(R)

5. Over time, one can become disconnecte
from this type of work.

6. Sometimes | feel sickened by my work
tasks.

7. This is the only type of work thatan
imagine myself doing. D(R)

8. | feel more and more engaged in my
work. (R)

(R) = Reverse Scored

U=.71 for disengagement

OLBIDis = ROLBI1 OLBI3 OLBI6
OLBI9 OLBI11 ROLBI15

U=.73 Burnoutdisengagement

The following items were removed
to improve model fit statistics;

3.I1t happens more often that | talk
about my work in a negative way.
6.Lately, | tend to think less at wor
and do my job almost mechanicall
9.0ver time, one can become
disconnected from this type of
work.

11. Sometimes | feel sickened by
my work tasks.

13. This is the only type of work
that | can imagine myself doing.

Note: items underlined were removed during CFA to improve model fit indices.
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5.16.2 Measurement Variables Work -Related Ill -being
Employee iltbeing was operationalised as workaholism and burfigakker,

Demerouti & Xanthopoulow2012;Salanova, Del Libano, Llorens & Schaufeli, 2014)

Workaholismwas measured using the Dutch Work Addiction ScddJWAS)
developed by Schaufeli, Shazu and Taris (2009). Thten item scale was developed by
Schaufeld] et al . (2009) as an alternative s
Ri sk Test ( WART) and Spence and Robbinsods
(WorkBat). The DUWAS was pshometrically evaluated using independent explorative and
confirmative samples from two culturally diverse samples that included employees from The
Netherlands (N = 7,594) and Japan (N = 3,311) (Schaufeli et al., 2009). It comprises five
items from the meitem Compulsive Tendencies scale of the WART (Robinson, 1999) and
five items from the eighitem Drive scale of the WorkBat (Spence & Robbins, 1992). ltems
were refined and selected based on their content and-faattings. Through a process of
exploratory principal components analysis, confirmatory factor analysis and reliability
analysis, Schaufeli et al. (2009) confirmed a-factor structure of workaholisi working
excessivelyworking compulsivelywhich was validated across both samples. Tresults
show that both scale dimensiongofking excessively, working compulsiyedye internally
consistent and that the DUWAS is a useful tool to measure workaholism incatass

research and diverse contexts (Schaufeli et al., 2009).

The DUWAS wa selected for this study as it fits with the construct dimensions of
workaholism in the taxonomy of wonlelated welbeing @Bakker, Demerouti &

Xanthopoulou, 2012and presented a concise measure of workaholism with ten items in
total. The ten item scaleassesses two dimensions of workaholism, namely, working

excessively d find myself doing two or three things at one time such as eating lunch and

98



writing a memo, w h iahdeworkiray lcdmputsigely® Int & sh ei mphaorntear

me to work hardeen when | dondt enjoy what | &d&m doi ng

EFA revealed a two factotraicturei Working Excessively antlVorking Compulsively in
Study 1 Bl E Iwhens ihtaernd sfioxr dne t owhichehbhsaow wh e n
factor loading was removed. This two factor structure of workaholism accounted for 53% of
the variance. A single factor structure was a better fit to the data in Study 2 DFB and
accounted for 34% of the variance. CFA results stbsatisfatory internal consistency

reliability in Study 1 BIEU= .78 and in Study 2 DFB=.78.

Consistent with Schaufeli et al. (2009), CFA show#tht workholism is
operationalied as two separate variables namely working excessively and working
compulsivey. The fit indices for two firsbrder factors (the two dimensions) plus one second
order factor fell within an acceptable fit indices, however, two-@irder factors shown in
Table 5.7 below demonstrated a better fit indices in Study 1 BlEirar&tudy 2. The
Cronbachos al p hUs71 for waking ekgessitely anil .20 for working
compulsively. In Study 2 the Cronbach Alpha for working excessivelyUva68 andU=.78

for working compulsively.

Burnout was measured using the 16 ite@idenburg Burnout Inventor@LBI
(Demerouti, Bakker, Vardakou, & Kantas, 2003). Unlike the Maslach Burnout Inventory
(Maslach Jackson& Leiter, 1986), the OLBI not only neasures affective aspects of
exhaustion but also physical and cognitive aspects in keeping with the affemgivigéive
model of workrelated weHbeing used in this studythe scale assesses two dimensions of
burnout, namely exhaustiodThere are days whn | feel tired daneéfore |

disergagemend Over ti me, one can become disconnect e
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As a result of the CFA in Study 1 BIE, the following items were removed due to low factor

loadings (ranging from .22 to .40);

| find my work to be a positive challenge.

This is the only type of work that | can imagine myself doing.

It happens more and more often that | talk about my work in a negative way.
Lately, | tend to think less at work and do my job almost mechanically.

Over time, one can become disconnected from this type of work.
Sometimes | feel sickened by my work tasks.

This is the only type of work that | can imagine myself doing.

EFA showed a twdactor structuré Exhaustion an@isengagement as a bettertfitthe data

in Study 1 BIE which accounted for 45% of the varianteis was achievedhen item 13

was removedi ® the only type of asareswltdflovat | ¢
factor loadings. A single factor structure emerged in StuByB which accounted for 58%

of the variance. This result was achieved when itemdrhere are days when | feel tired

before | arrive at wor& item threedt happens more often that | talk about my work in a
negative wa§ , i@emIBdorhisistheonit ype of work that | can i
were removed as they did not load onto a single factor. CFA resultedlsatisfactory

internal consistency reliability iBtudy 1 BIE with a Cronbach alpha for Disengagenibnt

.80 and Exhaustiot = .77. The cronbach alpha for the single factor structure in Study 2

DFB wasU= .83.
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Table 5.6Competing Models :CFA results for the Dutch Work Addiction Scale (DUWAS)

Study 1 BIE

df

c? /df

CFl

RMSEA

SRMR

Secondorder factors;
Workaholism :
Working Excessively
Working Compulsively

Two first-order factors;
Working Excessively
Working Compulsively

45.462

43.192

25

25

1.81

1.73

.94

.95

.07

.06

.05

.05

Study 2 DFB

df

c? /df

CFlI

RMSEA

SRMR

Secondorder factors;
Workaholism :
Working Excessively
Working Compulsively

Two first-order factors;
Working Excessively
Working Compulsively

90.389

56.224

25

19

3.62

2.96

.86

91

A1

.09

.07

.06
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In Study 1 BIE and Study 2 DFB, the fit indices for two fiostler factorgdisengagement,
exhaustion) plus one secendder factor (burnout) fell within an acceptable range, but the fit

indices for two firstorder factors were better than the secorger as shon in Table 5.8

below. In Study 1 the fit indices were acceptable fao first order factors(c?df
=88.198/53=1.66, p<.001, CFl = .929, RMSEA = .060, SRMR = .06I)he Cr onbach¢

alphas instudy 1 werdJ=.74 for exhaustion and=.71 for disengagement.

The fit indices in Study 2 were also acceptable for two first ofdetors (c/df
=41.151/19=2.17, p<.001, CFl = .953, RMSEA = .070, SRMR = .063he alpha
coefficient wadJ=.76 for exhaustion and =.73for disengagement. Therefore, burnests

analysed as two factors namely exhaustion and disengagement stubés.

5.16.3 Constructive Leadership: Transformational Leadership

Constructive leadership was conceptualised and operationalised as Transformational
Leadership using the 12 item Transformational Leadership Inventoky (Podsakoff etal.,
1990). This 12 item scale has mutém subscales corresponding to four dimensiohs
transformational leadershigl) Idealised InfluenceHas a clear understanding of where we
are going), (2) Intellectual Stimulation (Inspires others when hefiskes$es our direction
for the future), (3) Inspirational Motivation (Challenges me to think about old problems in
new ways) and (4) | ndi vidual i sed Considerat.
Bass and Avoliods (19 @estipnndileNIL®)iwasalsa considelead a d e r ¢
for this study.However, the 2Ztem MLQ measuring the same leadership dimensions
(Idealised Influence, Inspirational Motivation, Intellectual Stimulation, Individualised
Consideratio as the more concise <lf2m TLI was not selected as it would lengthen the
survey response time and the Tklan equally valid and reliable measi(ketger et al.,

2011)
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Table 5.7 Competing Models :CFA Results for theOldenburg Burnout Inventory -OLBI (Demerouti, Bakker, Vardakou, Kantas, 2003)

Study 1 BIE c? df c? /df CFI RMSEA  SRMR
One factor 305.486 103 2.97 .74 .10 .098
Two first-order factors (with items removed Mplus ~ 88.20 53 1.66 .93 .06 .06

would not run a second order model).

Exhaustion, Disengagement

Study 2 DFB c? df c?/df CFI RMSEA SRMR
With secondorder 41.150 18 2.29 951 .074 .066
Two first-order factors. 41.151 19 2.17 .953 .070 .065

Exhaustion, Disengagement
All Vs without second order 400.277 103 3.89 71 A1 .09
OLBIDis

OLBIEX

This 12item measure has muitem subscales corresponding to falimensions: (1)dealised Influence(2) Intellectual Stimulation(3)
Inspirational Motivation(4) Individualised Consideration.
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EFA showed a single factor structure which accounted for 65% of the variance in Study 1
BIE, and also a single factor structure which accounted for 67% of the variance in Study 2
DFB. The single factor Transformationaleadership Inventory showed high intel

consistency reliability in Study 1 BIB= .95and in Study 2 DFRJ= .95.

The fit indices for four firsorder factors (the four dimensions) plus one seaodér factor
fell within an acceptable range in Study(d2/df = 97.68/49 = 1.97p <.001, G-I = .98,
RMSEA = .07, SRMR = .03)and in Study Zc2/df = 134.25/49 = 2.73 <.001, CFIl = .97,
RMSEA = .09, SRMR = .04) Cronbachalphasin Studyl BI E were U = .91
and . 88, respectivel vy, and i n S.t Thedejore, 2 DFB

transformabnal leadership wsaanalysed as one factor with four dimensions.

5.16.4 Destructive Leadership : Abusive Supervision

Destructive leadership was conceptualised and operationaligdzia®ve Supervision
which was measured usingfl5t ems from Tepperds (2000) Abus
items assess interpersonal abuse and passive acts of abuse which fit the conceptualisation of
destructive |l eadership in this st uddrculesexampl
me, tellsme my t hought s a nand niyeérenkediate gnanagénges metheu pi d 6

silent treatmerd

EFA revealed a single factor structure which accounted for éfl#he variance in Study 1
BIE and a single factor structure which accounted for 70% of @n@nce in Study 2 DFB.
The Abusive Supervision scale showed high internal consistency reliability in StudyQ BIE

= .95and in Study 2 DFRBJ= .97.

CFA revealed a onfactor model was aapd fit to the data in Study (&2/df = 185.80/81 =

2.29,p<.001, CFI = .95, RMSEA = .08, SRMR = .04nd a moderately good fit to the data
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in Study 2(c2/df = 408.75/85 = 4.81p <.001, CFl = .92, RMSEA = .13, SRMR = .04 he

Cronbacho §=9inStudy 1 and =97 in Study 2.

5.16.5 Follower Emotions
The emotional reactions of employees to their interactions with their immediate
manager were measured using a general measypesidive and negative emotioasd a

specific measure to assess the-setiscious emotionShame, GuiltandPride.

5.16.6 Positive and Negative Emotional Reactions

Watson et al. (1988) developed thein Positive and Negative Affect Schedille
PANASto measure momentary positive or negative emotional states or longeritaiapbs
mood. This study employed shorter version of the PANAS termed the Short PANAS
developed byMackinnon et al., (1999)The international Positive and Negative Affect
Schedule Short Forml-PANASSF by Thompson (2007) was also considered for this study.
However, the positive affesubscale in this measure includedslameitem which would
have overlapped with th&tate Shame and Guilt Scale (SSGS) (Marschall, Saftner, &
Tangney, 1994) used in the study and could potentially lead to high correlations amongst the
measurement varidds. The Short PANAS consists of ten words which describe positive
(Inspired, Alert, Excited, Enthusiastic, Determineshd negative Afraid, Upset, Nervous,
Scared, Distress@deelingsand emotions. Participants were asked to rate how they felt when

theyinteracted with their immediate manager.

EFA for state Positive Affect PA subscale revealed a single factor structure which
accounted for 62% of the wvarli afneclet idwag Rtrund yn

removed for low factor loading.
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Table 5.8Competing Models :CFA Results for theTransformational Leadership Inventory (Podsakoff et al., 1990)

Study 1 c? df c? /df CFI RMSEA SRMR

With secondorder 97.68 49 1.97 .98 .07 .03
TLx12 by TLIC TLIM TLIl TLIS

Without secondorder (firstorder factors) 139.692 48 291 .95 .10 .04
4 Separatd/s

TLII by TL1 TL2 TL3

TLIC by TL4 TL5 TL5

Study 2 c? df c? /df CFI RMSEA SRMR
With seconeorder 134.246 49 2.73 .97 .09 .04
Without seconebrder (firstorder factors) 181.083 48 3.77 .95 A1 .03
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A single factor structure emerged in Study 2 DFB which accounted for 66% of the variance.
The state Positive Affect (PA) stdzale showed satisfactory internal consistency relialility
=.77 in Studyl BIE when item 9 was removeahd internal consistency reliability= .87 in

Study 2 DFB.

EFA for the state Negative AffeMA subscale showed a single factor structure which
accounted for 66%of the variance in Study 1 BIEnd a single factor structusghich
accounted for 76% of the variance in Study 2 DFB. The state Negative Affect (NAgalgb
showed satisfactory internal consistency reliability in Study 1 BEE .86 and in Study 2

DFB U= .92.

CFA revealeth twofactor model Positive Affect and Negative Affegasa good model fit
in Study 1(c2/df = 60.63/34 = 1.7 <.001, CFI = .96, RMSEA = .07, SRMR =.08nd in
Study 2 €2/df = 121.97/34 = 3.5 <.001, CFl = .94, RMSEA = .11, SRMR = .06)he
alphasfor PA in Study 1 wer&)=.74 andU=.87in Study 2. The alphas for NA weté=.86
in Study 1 andJ=.92 in Study 2. Tarefore, PANA were operationadig by two first order

factors, namely positive affect (PA) and negative affect (NA).

5.16.7 Self-conscious Emotions: Shame, Guilt, Pride

The State Shame and Guilt Scal8SGS (Marschall, Saftner, & Tangney, 1994) was
used to measure follower emotional reactions to their perceived interactions with their
immediate manager. Other measures of-caffsciousemotions considered included the
authentic and hubristic pride scales (Tracy & Robins, 2007), the Experiential Shameé Scale
ESS (Turner, 1998; Turner, Waugh, & Wicker, 2001), the Other as Shameri&ak
(Goss et al., 1994), the Internalized Shame 8&% (Cook, 1987) and the Test of Self

Conscious Affect TOSCA (Tangney, Wagner & Gramzow, 1989). The pride scales, ESS,
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and OAS, measured only one dimension of thesmitcious emotions, pride or shame. The
ISS was not appropriate as it measured staime, while the TOSCA, a scenario based scale,

did not fit with the selreport design, logic, or flow of the survey.

To ensure the scale measured the empl oyeeds

with their immediate manager, the followji instruction was given to participars:

Pause and take some time to think about your recent interactions withimoediate
manager. Please circle each statement according to whickdbsstibes how you felt during

these interactions.

Followerfeelings of shame, guilt, and pride were measured using fifteen items, i.e. five items

to measure each dimension. Sample items include: sh&hfeel humiliated, disgracéd a n d

guilt - d feel bad about something | have done Sampl e it eedcludeeas ur i
hubristic prideid feel worthwhile, valuabl@ and aut H deeltpieased pboutd e 6
something | have dobe.

Despite doubts cast by Briner and Kiefer (2009) over the accuracy of asking
participants to rate emotional experiences long dftey have occurred, evidence from
Marschall, Sanftner and Tangney (1994) demonstrated that the SSGS could be used
effectively to retrospectively measure how an individual felt about a past interaction or
behaviour.While Podsakoff and Organ (1986, p.53d¢ntified the recall of discrete events
using sedir epor t measures as being 06l ess vulnera
variance, as participants are less likely to continue a repetitive line from their previous
answersAlso important to notethesurvey in this case, was not asking participants to rate
their emotional reaction to an event long after it had occurred as many of the participants

would have had interactions with their immediate manager on that day.
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State Shame was measured wusing @&v items from the SSGS.
EFA for state Shame revealed a single factor structure which accounted for 66% of the
variance in Study 1 BIE, and a single factor structure which accounted for 79% of the
variance in Study 2 DFB. The state shame-stdle showed high internal consistency

reliability in Study 1 BIEU=.91and in Study 2 DFRJ=.93.

CFA indicated a onéactor model with good model fit indicée2/df = 4.28/5 = .86p <.001,
CFl = 1.00, RMSEA = .00, SRMR =.01)n Study 1 andc2/df = 20.63/4 = 5.16p <.001,
CFl = .98, RMSEA = .14, SRMR = .02)in Study 2 DFB. The alpha coefficient wds.91

in Study 1 BIEandU=.93in Study 2 DFB.

EFA for state Guilt revealed a single factor structure which accounted for 73% of the
variance in Study 1 BIE, and a single factor structureckvtdaccounted for 59% of the
variance in Study 2 DFB. The state guilt ssdale showed satisfactory internal consistency
reliability in Study 1 BIE U = .90 and in Study 2 DFBU = .82.

The fit indexes for a onfactor model ofState Guiltindicated a very good model {i¢2/df =

7.58/5 = 1.20p <.001, CFI

.99, RMSEA = .05, SRMR =.02n Study 1 andc2/df =

15.49/5 = 3.1p <.001, CFl = .97, RMSEA = .09, SRMR = .03 in Study 2. The alpha

coefficient was .90 in Study 1 atdl .82 in Stuly 2.

EFA for state Pride revealed a single factor structure which accounted for 63% of the
variance in Study 1 BIE, and a single factor structure which accounted for 63% of the
variance in Study 2 DFB. The state Pride-suble showed satisfactory imei consistency

reliability in Study 1 BIEU= 85. and in Study 2 DFB= .85.

Thefit indexes forState Priderevealed a onéactor model and also indicated a very good

model fit(c2/df = 4.80/4 = 1.2p <.001, CFIl = .99, RMSEA = .03, SRMR =.024p Study 1
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and(c2/df = 15.69/4 = 3.92p <.001, CFI = .98, RMSEA = .11, SRMR = .31ij Study 2

DFB. The alpha coefficient wa$=.85 in Study 1 BIE ant)=.85 in Study 2.

5.16.8 Control Variables

To control for participant general emotional dispositiartrait version of the PANA
and the SSGS were also used. This was to ensure that dispositional factors did not account for
all of the variance in follower emotional reactions tdgeractions with their immediate
managerand to enable the measurement ofodonal states and reactions to be assessed
independently. To ensure the trait versions
general emotional disposition, the following instruction was given to participants:
The previous section was concerneih how you felt during your interactions with your
immediate manager. This section is concerned with you and your general disposiien.
following statements magr may not describe how you generally feel. Please circle the

response that corresponds most closely to the extent that you generally feel this way.

5.16.9 Trait PANA

In the CFA for the control variables trait PANA fit indexes for a-factor model
Positive Affect and Negative Affect indicated a good model fit in Stuy2Idf = 73.55/31
= 2.37,p<.001, CFIl = .95, RMSEA = .09, SRMR = .07and in Study Zc2/df = 47.13/32
= 1.47,p<.001, CFl = .99, RMSEA = .05, SRMR = .04)he alpha coefficient il .63 for
trait PA in Study 1 andl .85in Study 2. The alpha coefficient forit NA in Study 1 isU

=.88 andU .93in Study 2.

5.16.10 Trait Shame, Guilt, Pride

The fit indexes for a orfactor model of trait Shame indicated a very good model fit

in Study 1 andc2/df = 4.55/5 = .91p <.001, CFI = .1.00, RMSEA = .0.00, SRMR = .02)
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in Study 2(c2/df = 12.66/5 = 2.53p <.001, CFI = .99, RMSEA = .08, SRMR = .02)The

alpha coefficient wabl=.63 in Study 1 ant)=.91 in Study 2.

The fit indexes for a ontactor model of trait Guilt indicated a very good model fit in Study 1

(c2/df = 9.00/5 = 1.8p <.001, CFI = .99, RMSEA = .07, SRMR = .02and in Study 2

(c2/df

6.28/5= 1.26 p <.001, CFI = .99, RMSEA = .03, SRMR = .02)The alpha

coefficient wadJ=.85 in Study 1 ant)=.86 in Study 2.

The fit index for a ondactor model of trait Pride indicated a very good model fit in Study 1

and(c2/df = 10.71/5 = 214, p <.001, CFI = .97, RMSEA = .08, SRMR = .03)nd in Study

2 (c2/df = 17.70/5 = 3.54p <.001, CFl = .96, RMSEA = .11, SRMR = .03)The alpha

coefficient wadJ=.74 in Study 1 antJ=.80 in Study 2.

However,despite acceptable fit indices and Cronbach alpha results for trait PANA and trait
Shame, Guilt and Pride in both studies, these control measures were removed from the final
test of model fitusing Structural Equation Modellings inclusion of these cootrvariables
reduced the overall model fit to an unacceptable |&Wedse results are noted for Study 1 in

Table 6.6 and for Study 2 in Table 6.12.

5.17 Research Ethics

Ethics Approval was sought for the research from the Dublin City University
Research Ethics Committee (see Research Ethics Committee Notification Appendix C). This
notification outlined how approval for access to the participants in Study 1 was approved by
the Managing Director of Brother Ireland and the Senior Director and HR Manager of
Brother International Europe. Approval for access to participants in Study 2 was approved by

the HR Director at Dublin Fire Brigade. Limited risks associated with the redseere
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outlined by the researcher in the Research Ethics Committee Notification which outlined how
respondents may have concerns if they provide honest responses within the questionnaire in
relation to their I mmedi at e eyrfelt wiaeg theyonere | eade
interacting with their immediate manager. To mitigate against this risk, great care was taken

to ensure anonymity and confidentiality of the individual survey data. All surveys were
anonymous and no individual participant responseevghared with therganisationsThe

committee approved the research as a-figw social research project (Research Ethics

Committee Approval Appendix D).

Summary

This chapter outlined the research methodology and process applied in the research.
The measurement variablesdaitems used to operationalibe hypothesised research model
and the results of the CFA are discussed. The next section, Chapserab/sis outlines the

data analysis strategy and the results of the measuremensrrodatistudy
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CHAPTERSIX
DATA ANALYSIS

6.0 Introduction

This chapter provides an overview of the analyses carried out to test the proposed
research model and presents the findings. The chapter deals with each study separately and is
therefore structured &tudy 1 Brother International Europe (BIE), andStudy 2 Dublin
Fire Brigade (DFB). Firstly, the potential for common method bias is addressed as analyses
are carried out which demonstrate that this is not a serious problem in either study. Secondly,
the data analysis strategy adopted for studies 1 and 2 tigepeis described. The results for
each study are then outlined, commencing with an analysis efesponse bias to examine
the sample representativeness in the study. Descriptive statistics and correlations using SPSS
(version 21)are presented to shaagsociations between the focal variables. Finally, results of
Structural Equation Modelling (SEM) using MPI(lduthen& Muthen,1998)are presented
showing the results of weighted regression analysis, mediation tests and model fit statistics
for the overd hypothesised research modéb allow the readera bettervisualinterpretation
of the overall model results, this model is divided into eight submodels. The overall
weighted regressionand mediation results of the full hypothesisedresearchmodel are
presentedo demonstratehe effectsof transformationaleadershipon follower emotionsand
all four indicatorsof well-beingandill -being,andthis is repeatedor the effectsof abusive

supervision.

6.1 Data Analysis Strategy

The first stage of datanalysis in this study conducted tests for potential common
method bias (CMB) and are discussed in detail in the previous section (ChaRessearch

Methodology). The research measurement and desigplemented established
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recommendations to test f@MB (Podsakoff and Organ, 1986; Podsakoff et al., 2003
2012. Results of a Harman One Factoest in Study 1 and Study 2 showtt common

method bias did not adversely affect the results in this research as one general factor did not
account for the mayity of the covariance among the variablessétiesof confirmatory

factor analyses (CFA) weadsoconducted to establish the discriminant validity of the scales.

A full measurement model was initially tested in MPlus where all variables were allowed to
load onto their respective factors and all factors were allowed to correlate. Fit indices were
calculated to determine the model fit and these model fit statistics are presented and discussed
in detail in the previousection(5.15). The second stagef data analysis conducted in the

study used SPS&ersion 21)to analyse descriptive statistics and correlations, and these
results are presented to show associations between the focal variables. Demographic results

are also presented to give an insight mr@gponse rates and sample representativeness.

Finally, stage three of the data analysis involved Structural Equation Modelling
(SEM) using MPlugMuthen & Muthen,1998)to conducta regression analysis, to test for
mediation, and to identify the modet 8tatistics. The overall hypothesised research mmode
(Figure 6.0) testing the influence of perceived transformational leadership and abusive
supervision on follower welbeing and iHbeing outcomes and the mediating effects of
follower emotions was tested. The model fit statistics for this full hypothesised research
model and the overall regression weights and mediation results are presented. However, as
this is a complex model with a large number of variables, for reporting purgbedsa|l
hypothesisednodelis divided into eight submodelswhich allows the readera bettervisual
interpretationof the overall model results. The overall weightedregressionand mediation
resultsof the full hypothesisedmodel are presentedirstly to demonstratehe effects of
transformationaleadershimn follower emotionsandall four indicatorsof well-beingandill -

being,andthisis repeatedor the effectsof abusivesupervision.
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This research usStructural Equation Modelling (SEM) as an analytical approach to
simultaneously combine factor analysis, linear regression awiiatiom models for theory
testing. The analysis strategy folled/the two steps recommended by McDonald and Ho
(2002) andwilliams, Vandenberg, and Edwards, (2009) for conducting SEM in management
research. Firstlya Confirmatory Factor Analysis (CFA) waarried out to verify the factor
structure of the set of observed focal variables in the present study. Secondly, a structural
model was defined informed by theoWvillams etal.( 2009) suggest that
from the second step yields infornoat about the adequacy of the structural part of the
overall theoretical model, and also allows for analysis of residuals at the latent variable level
t hat shows specifically where a model I's w
(p.587. To report he model fit indices, Williams et .a{2009) recommend the use of the
Comparative Fit Index (CFIl), the Root Mean Square Error of Approximation (RMSEA) and
the Standardized Root Mean Square Residual (SRMR) fit statistics. For the CFI, values above
.90 are ecommended as an icdtion of good model fit (Hair, Ringle & Sarsted11). For
the RMSEA, values below .08 indicate an acceptable model fit (Williams.,e2Q09).

SRMR, values less than6.Ondicate a good model fitalues less than .10 @cceptable fit
while .../df, values less than 2.5 indicate a goodnih values around 5.0 an acceptable fit
(Arbuckle, 2006) Hair et al (2011) identifyR 2 valuesof 0.75 as subst#ial, 0.50 as

moderate, and 0.25 as moderate or weak.

6.2 Test of Mediation

Mediation hypotheseswvere testedvia Structural EquationModelling (SEM) using
MPlus (Muthen & Muthen,1998). To establishmediation,the following conditionsneedto

bemetaccordingo Baron and Kenny (1986) and Kenny and Judd (2014);
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A the first condition stipulates that the dependent variable must be positively/negatively
and significantly relat to the independent variable-gX);

A the second condition stipulates that the mediated variable is positively/negatively and
significantly related to the independent variablex(X);

A the third condition stipulates that the dependent variable is pogltiegatively and
significantly related to the mediated variable-¥M);

A the fourth condition requires the direct relationship between the independent variable
and dependent variable to be rsgnificant (full mediation) or weaker (partial

mediation) wheraccounting for the effect of the mediator (XNY).

The study reports results for the 5% level of significance or below (p < .001, p < .01,
p <.05) because the former is the most commonly used value in psychology (MacKinnon et
al., 2002). However, in line with previous organisation behaviour research published in the
Academy of Management Journal (Gardner, Gino & Staats, 2012) and Organi&aénoe
(Gittel, Seidner & Wimbush, 2010), this research also reports marginally significant results
indicatedby p-values below .10 (p <.10). Reporting theseafues can provide a sigrost
for researchers for the inclusion or exclusion of variableaturd research. Reporting results
which show pvalues below .10 (p <.10) are presented in light of the current discussion
regarding a publishing bias that favours only positive results which may lead to future
research unknowingly replicating past studvdsere hypotheses have not been supported
(Goodchild van Hilten, 2015; loannidis et al., 2014). Exact values to three decimal places are

reported.
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6.3 Sudy 1: Brother International Europe (BIE)

The results for tidy 1 are presented as descriptive statistics, regression and
mediation analysis and model fit statistics.
6.4 Sample Representativeness

A survey questionnaire was distributed in paper form to employees in BIE UK and

Ireland, and as an dme surveyto Brother employees across a number of European sites

(Denmar k, Nor way, Finland, Sweden, Ger many,

responses represent t heir perceptions of
emotional response their interactions with their immediate manager, and theirbahg at

work. It is interesting to note that Brother sites with smaller total numbers of employees had
higher response rates, perhaps an indicator that respondents from smaller grougy feel th
must participate as numbers are already low, or that it will be more evident in a smaller

groups if people do not participate.

Table 6.0Study 1 Participant ResponseRates

388 Surveys Distributed Response Rate
June 2013- December 2013

183completed surveys 47%

BIE Manchester 57 responses 33%

Brother Ireland 15 responses 88%

Brother Nordics 33 responses 41%

(Denmark = 11, Norway 6, Finland 6, Sweden 10);

Brother Switzerland 35 responses, 51%

Brother Central and Eastern Europe régponses (BCEE) whig 89%
includes Germany 13, Austria 3, Italy 1,;

Brother Look to the Future (LTF) participants 26 responses 90%
LTF participants include Hungry 1, BIE Manchester 4, UK 3,
Finland 1, France 2, Germany 2, Italy 2, Norway 1, Russia 2,
Swedenl, Switzerland 2, anonymous/work location not specifie

Brother Nordics 33 responses 41%
(Denmark = 11, Norway 6, Finland 6, Sweden 10)
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Percentage response rates from the larger sites were statistically valid in terms of
representation of the galoyees at that site. However, the actual number of participants who
responded to the survey in some sites was as low as three. To maintain the confidentiality that
was assured to participants, the data was analysed as one group comprising all participatin

Brother International European sites.

6.5 Profile of the Respondents

A total of 113 (62%) males and 60 (32%) females responded to the survey, with 10
(6%) respondents choosing not to indicate their gender. The age profile of participants ranged
from 2030 years (15%), 340 years (32%), 450 years (32%), 565 years (17%), and
another 4% of respondents chose not to indicate their age. In terms of education, 15% of
respondents were educated td_ével or equivalent, 28% were qualified to certifickteel,
Bachelor Degree 22%, Postgraduate Diploma 6%, Masters Degree 10%, and 19% of
respondents chose not to indicate their education level. A total of 6% of respondents worked
in Administration, 13% Information Technology (IT), 2% Human Resources (HB® 3
Sales & Marketing, 14% Finance, 1% Manufacturing, 26% other, while 4% of respondent
chose not to indicate their type of work. 26% of respondents were managers. 47% of
respondents had up to two years services, 18% #ad 2y e ar s 6 s e r-Yyeasd, 25 %

service, and 10% of respondents did not indicate their length of service.

6.6 Individual Items Descriptive Analysis

The means and standard deviations for ind
presented in Table®1 to 6.3. All responsesvere measured using a sey@mint Likert scale
ranging from strongly disagree (1) to strongly agree (7). A score of 5 or above indicated

respondents agreed with the item / statement, a score of 3 or below, indicated respondents
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disagreed. A score of 3 ingdited that respondents neither agreed nor disagreed with the item /

statement presented .

6.6.1 &1 1 1 T Rekcepliahs of their Immediate MAT A C Aeade®hip Style.
The survey assessed foll owerso percepti ol
styl e. Specifically, respondents were 1instr

leadership style and to answer a number of statements with regard to their managers

Specifically, the instructions read as follows:

The foll owing statements relate to your
leadership style. Thinking about this individual, please circle the response that

corresponds most closely to your opinion.

The number of responses, mean, and standard deviation (SD) for each item are presented in

Table6.1.

Table6.1St udy 1: Foll owersé perceptions of their

Measurements N Mean SD

Abusive Supervision

Ridicules me 178 2.11 1.39
Tells me my thoughts or feelings are stupid 178 1.86 1.31
Gives me the silent treatment. 178 2.04 1.43
Puts me down in front of others. 178 1.96 1.43
Invades my privacy. 178 1.65 1.08
Reminds me of my past mistakes and failures. 178 2.29 157
Doesndt give me credit 177 2.77 1.76
effort.

Blames me to save himself/herself embarrassment. 177 2.16 151
Breaks promises he/she makes. 177 2.33 1.55
Expresses ayer at me when he/she is mad for anoth 177 2.11 1.52
reason.

Makes negative comments about me to others. 178 1.99 1.28
Is rude to me. 177 1.79 1.27
Does not allow me to interact with nog-workers 177 1.61 91
Tells me I 6m incompeten 178 1.47 .90
Lies to me. 178 1.85 1.4

120



Transformational Leadership

Has a cleaunderstandingf where we are going. 179 5.16 1.50
Has aclear sense of where he/she wants our unitto 179 5.32 1.39
in the future.

Provides us with a compelling vision to work toward 179 4.80 1.54
Inspires others when he/she discusses our directior 178 4.67 1.57
the future.

Encourages people to see changes as situations ful 179 5.06 1.45
opportunities.

Is able to get others to commit to what we need to 178 5.04 1.23
accomplish in our unit.

Challenges me to think about old problems in new 178 4.79 1.57
ways.

Stimulates me to rthink some things that | have nev 178 4.80 1.45
guestioned before.

Challenges me to fexamine some of my basic 178 4.62 1.38
assumptions about my work.

Considers peopleds feel 178 4.53 1.72
Behaves in a manner which is thoughtful of the 178 4.74 1.57
personal needs of others

Sees the interests of employees are given due 178 4.85 1.41

consideration.

Note: Missing data and listwise deletion reduced the sample from N = 183 in some item responses.

6.6.2&1 1 1 T Enfotin@sbas a Result of their Interactions with their Immediate
Manager.

The survey further measur ed irfteoattibnewitar s 6 en
their immediate manager. Specifically, respondents were given the following instructions in

the survey questionnaire:

Pause and take some time to think about your recent interactions with your
immediate manager. Please circle each statgraecording to which best

describes how you felt during these interactions.

The results are presented in Tabl2
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Table 6.2 Study 1: FollowerEmotions as aResult of their I nteractions with their
I mmediate Manager

Measurements N Mean SD

Self-conscious emotions (average)

Shame

| felt small. 178 5.39 1.31
| want to sink into the floor and disappear. 178 1.90 1.21
| felt humiliated, disgraced. 178 2.10 1.12
| felt like | am a bad person. 177 4.98 147
| felt worthless, powerless. 178 2.10 1.34
Guilt

| felt remorse, regret. 176 2.60 1.55
| felt tension about something | have done. 177 5.31 1.27
| cannot stop thinking about something bad | have 176 1.71 1.13
done.

| felt like apologizing, confessing. 176 1.97 1.31
| felt bad about something | have done. 176 4.98 1.21
Pride

| felt good about myself. 175 1.82 1.26
| felt worthwhile, valuable. 175 2.13 1.33
| felt capable, useful. 175 5.02 1.29
| felt proud. 176 2.03 1.37
| felt pleased about something | have done. 175 2.02 1.31
Positive Affect

| felt inspired 174 4.59 1.34
| felt alert 174 1.93 1.24
| felt excited 175 4.07 1.55
| felt enthusiastic 176 2.47 1.55
| felt determined 176 4.00 1.47
Negative Affect

| felt afraid 176 2.76 1.61
| felt upset 176 4.65 1.41
| felt nervous 176 1.81 1.10
| felt scared 175 4.65 1.55
| felt distressed 176 2.37 1.51

Note Missing data and listwise deletion reduced the sample from N = 183 in some item responses.
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6.6.3&1 1 1 T WAlhEidy and Il-being at Work
The questionnaire a tbsimgam sglbeiagsasword. Thesel | ower s
results are presented in Tabl&. Specifically, respondents were asked the following

guestion about how they feel about their work:

The following statements relate to pgptions about your work. Please circle the

response that corresponds most closely to your opinion.

Table 6.3 Study 1: Follower Well-being andlll-being Outcomes

Measurements N Mean SD

Job Satisfaction

All'in all, I am satisfied with my job. 183 5.89 .92
In general, | like working here. 183 6.08 .81
All things considered, | am satisfied witl 183 5.73 A

my current job.

Engagement

At my work, | feel that | am bursting 183 4.22 1.24
with energy.

At my job, | feel strong and vigorous. 183 4.73 1.13
When | get up in the morning, | feel like 183 5.45 1.14
going to work.

| am enthusiastic about my job. 183 5.04 1.24
My job inspires me. 183 4.93 1.43
I am proud of the work that | do. 183 5.56 .99
| feel happy when | am working 183 5.90 .95
intensely.

| am immersed in my work. 183 5.02 1.26
I get carried away 183 4.55 1.28
Workaholism

Workaholism - Working Excessively

| seem to be in a hurry and racing agair 182 4.26 1.66
the clock.

| find myself continuing work after my 183 4.16 1.53
co-workers have gone home.

| stay busy and do many tasks at once 183 5.14 1.14
| spend more time working than 183 4.37 1.73

socializingwith friends, on hobbies, or

on leisure activities.

| find myself doing two or three things a 183 3.82 1.70
one time such as eating lunch and writi

a memo, while talking on the phone.
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Workaholism i Working
Compulsively

tishard for me to r 183 2.67 1.52
working. (removed in BIE to improve

EFA)

I'tés i mportant f or 183 4.25 1.68
when | dondét enj oy

I often feel t hat 183 5.03 1.34
me that drives me to work hard.

| feel obliged to work hard, even when 183 4.49 1.49
itds not enjoyabl e

| feel guilty when | take time off work. 183 3.57 1.83
Burnout

Exhaustion

There are days when | feel tired before 183 2.57 1.16
arrive at work.

After work, | tend to need more time tha 183 4.18 1.67
in the past in order to relax and feel

better.

| can tolerate the pressure of my work 183 2.70 1.56
very well.

During my work, | often feel emotionally 183 3.48 1.61
drained.

After working, | have enough energy foi 183 2.32 1.10
my leisure activities.

After my work, | usually feel worn out 183 2.86 1.53
and weary.

Usually, | can manage the amount of m 183 2.62 1.31
work well.

When | work, | usually feel energized. 183 3.12 1.45

Disengagement

| always find new and interesting aspec 183 3.44 1.60
in my work.

It happens more and more often that| 183 3.11 1.45
talk about my work in a negative way.

Lately, | tend tahink less at work and d¢ 183 2.48 1.44
my job almost mechanically.

| find my work to be a positive challeng: 183 3.21 1.56
Over time, one can become disconnect 183 4.93 1.62
from this type of work.

Sometimes | feel sickened by my work 183 2.37 1.06
tasks.

This is the only type of work that | can 183 3.07 1.25
imagine myself doing.

| feel more and more engaged inmy 183 3.04 1.49
work.

Note Missing data and listwise deletion reduced the sample from N = 183 in some item responses.
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6.7 Correlation Tables

Table 6.4 provides correlation coefficients indicative of the relationship among the
focal variables in the study. Specifically, statistically significant relationships between
constructive and destructive leadership, follower ematiand all wll-being outcomes were

found,with the exception of workaholism.

6.8 Scale Items, Descriptive s, and Model Fit Statistics

Table 6.5 outlines the measurement model used in Study 1. Independent, mediator
and dependent variables are identifiadbong with the measurement scale used to
operationalise each variable. Results of the Confirmatory Factor Analysis (CFA) described in
Chapter5 Methodologyare presented. Model fit statistics are presented along with the

optimum number of items used fragach scale to operationalise the variables.
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Table 6.4 Study 1 : Correlation Matrix

Variables 1 2 3 4 5 6 7 8 9 10 11 12
1. AbusiveSupervision

2. Transformationaleadership  -.550**

3. Shame JT61x - 473

4. Guilt 647+ - 402** 847

5. Pride -.543** 563**  -544x - 402**

6. PositiveAffect -.372* A73**  -338**  -181* .624**

7. NegativeAffect 622 - 417 T27** 760**  -431** -178*

8. JobSatisfaction -.353** b518**  -348* - 237* A6 377 - 197

9. Engagement -.205** 509**  -158* -.097 400%*  .373**  -.115 .602**

Workaholism;

10. Working Compulsively 348  -.080 317** .265** - 215* -038 238**  -.142 113

11.Working Excessively 283  -112 276** 230  -220* - 197 .244** -.062 206** 445

Burnout

12.BurnoutDisengagement 344 - 478** .295%* .220%* -449*  -388** .199** -684** -745* |150* -.022

13. BurnoutExhaustion A13%* - 367 .389** 387** - 453*  -329%  412* -377** -390** .261** .397* 425*

*p <.05, **p <.01. Pairwise deletion method was employed to deal with missing data.
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Table 6.5Study 1 : Scales, Mean, Standard Deviation (SD) and Model Fitt&istics

Variables

Abusive Supervision

Transformational
Leadership
Idealised Influence

Intellectual Stimulation

Inspirational
Motivation
Individualised
Consideration

Self Conscious
Emotions
Shame

Guilt

Pride

PANA
PositiveAffect
NegativeAffect

Job Satisfaction

Engagement
Vigor
Dedication
Absorption

Workaholism
Working Excessively

Scaleitems
operationalised

15item Abusive
SupervisiorScale
12itemTLI
3items

3items

3items

3items

15item SSGS

5items
5items
5items

10item ShortPANAS
5items
5items

3items

9item UWES9
3items
3items
2 items

10item DUWAS
5items

N

177

179
177
178

178

175
175
175

174
174

183

183
183
183

182

Mean

2.00

5.09
4.93
4.74

4.71

1.89
2.15
5.13

4.39
2.26

5.90

4.63
5.47
3.52

4.35

SD

1.05

1.37
131
1.34

1.41

1.06
1.13
1.01

1.08
1.13

.81

1.03
.95
.61

1.07

02

185.80

97.68
97.68
97.68

97.68

4.28
7.58
4.80

60.63
60.63
60.63

50.78
50.78
50.78

43.19

Df

81

49
49
49

49

A o1 Ol

34
34
34

15
15
15

25

CFI

.95

.98
.98
.98

.98

1.00
.99
.99

.96
.96
.96

1.00

.93
.93
.93

.95

RMSEA

.08

.07
.07
.07

.07

.00
.05
.03

.07
.07
.07

A1
A1
A1

.06

SRMR

.04

.03
.03
.03

.03

.01
.02
.02

.05
.05
.05

.05
.05
.05

.05

Alpha

.95

91
91
.90

.88

91
.90
.85

74
.86

.89

74
.80
46

71

127



Working Compulsively 4 items 183 4.33 1.16 43.19 25 .95

Burnout 16item OLBI
Exhaustion 5items 183 3.24 1.02 88.19 53 .93
Disengagement 6 items 183 2.85 .92 88.19 53 .93

.06

.06
.06

.05

.06
.06

.70

74
71

~ Note: Missing data and listwise deletion reduced the sample from N = 183 in some item responses.
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6.9 Study 1 : Model Fit Statistics

SEM (using Mplus) was used to test the full hypothesisedmodel (Figure 6.6)
measuringhe effectsof constructiveanddestructiveleadershipon employeewell-beingand

ill -beingandthe mediatingeffectsof employeeself-consciousemotionsandaffect.

Table 6.6 Study 1 : CompeteingModels

Model c’ df CFlI RMSEA SRMR

Model 1 3875.38 2325 .814 .062 .078
Full Hypothesised
Model

Model 2 Constructive 2736.24 1426 .769 .073 .129
Transformational
Leadership

Model 3 Destructive 3603.50 2077 797 .065 .090
AbusiveSupervision

Model 4 Control Variables 5555.24 3053 .751 .069 .092
Trait PANA, Shame
Guilt, Pride

The overall modelfit indicesfor the full hypothesiseanodelshowedan acceptabldit to the
data(c2/df = 3875.38/2325 = 1.6 <.001, CFl = .814, RMSEA = .062, SRMR = .078
These results compl y wiwb IndexHueseatatidn SBategftich e r 0 s
recommends a results combinationRMISEA of .06 or lower and a SRMR of .09 or lower.
Hooper, Coughlan and Mullen (2008) identify RMSEAae of the most informatev fit
indices as it favours parsimony, identifying an optimum model with the least number of
parametersHowever,Hair et al. (2011) recommend a CFI result >ad@ the model fit does

not reach this threshold with a CFI of .814. One of the benefiisinj SEM as an analytical
approachmeans thafactor analysis, linear regression and mediation models can be tested
simultaneously SEM thereforeenables an analysis at the latent variable level and shows
specifically where a model is working well and whéres breaking downWilliams et al.
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(2009).In Study 1, followeremotions pride, angositive and negative affect were the only

hypothesised emotionsediating the relationship between perceived leadership ahde

follower well-being and ilbeing outcanes. Follower shame or guilt did notediate this

relationip as hypothesisedyr havea significantcorrelation with followemell-being or ilk

being outcomesThe limitations of these results are discussed in Chapter 7 Discussion.
Competing models were also tested splitting the full hypothesised model according to

leadership style and testing a constructive and destructive model of leadership, follower

emotions, and welbeing at work. However, this in fact yielded a weaker modelTte

model fit statistics for the effects of transformational leadership on follower emotions, and

well-being at work werdc2/df = 2736.243/1426 = 1.99 <.001, CFl = .89, RMSEA

= .073, SRMR = .129 and for the effects of abusive supervisi{@/df = 3603.50/2077 =

1.73,p<.001, CFI = 797, RMSEA = .066, SRMR = .09).

To allow for easierinterpretationand visual display of the results,the full hypothesised

modelis divided into eight submodelsfor reporting.First, the findings of four submodels

which showthe weightedregressiorandmediationresultsfor the effeds of transformational

leadershipon all four indicatorsof well-beingandill -being are presentedThenthe findings

of four submodelsshowingthe weightedregressiorand mediationresultsof the effectsof

abusivesupervisionon the samefour indicatorsof well-being and ill -being are presented.

6.10 Transformational L eadership, Follower Emotions and Well-Being and

Il -being at work.

Hypothesis 1 proposed that perceptions of a constructive leadership style,
operationalised as transformational leatigy, would positively influence webeing

outcomes, i.e., job satisfaction and engagement, and negatively influelnemgloutcomes,
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i.e. workaholism and burnout. Results from SEM showed that perceptions of transformational
leadership positively andgsificantly influenced follower job satisfactidi = .493,p=.000)

and follower engagemenb € .658,p=.000 supportingHypothesisla and1b. In relation to

the follower ilkbeing outcome workaholisntypothesis 1cand 1d were not supported;
perceptions of transformational leadership did inffuenceworking excessivelyf( = .106,
p=.308) or working compulsively b( = .036, p=.721). However, perceptions of
transformational leadership negatively and significanithfluenced follower burnout
dimensions exhaustio £ -.200,p = .027) and disengagemerfi € -.449,p=.000 providing

support forHypothesisleand1f.

It is important for the reader to note at this point thgpothesis 2which proposs
destructive abusive supervision is negatively related to followerheatly and positively
related to follower iHbeing will be discussed in the next sectiof.15Abusive supervision,

Follower Emotionsand Wellbeing andll -being atWork.

Hypothesis 3proposed that perceptions of transformational leadership, would
positively influence follower positive emotions (positive affect, pride), and negatively
influence follower negative emotions (negative affect, shame, guilt). Results of SEMdshow
that transformational leadership positively and significantly influenced follower positive
affect (b = .620, p.000) and pride(b = .550, p=.000), supportingHypothesis3a and 3g
respectively. However, transformational leadership did megatively influence follower
negative affec{b =-.034,p = .668), shameb(=-.037,p = .550), or guilt b = .003,p =.969),

thereforehypothesisb, 3e, and 3ivere not supported.

Hypothesis4 proposed that follower positive affect and pride would positively
influence welbeing (job satisfaction, engagement) while negative affect, shame and guilt

would negatively influence webeing. Hypothesis4a was not supported, i.e. employee
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positive affect(b = .202,p =.174)and pride(b = .079,p =.678)did not influence employee

job satisfaction.Hypothesis 4bwas partially supportedemployee pride positively and
significantly influened engagementb = .445,p = .053) however, employee positive affect

(b =.173,p =.347) did not influence engagement. In relation to follower negative emotions,
employee negative affedb € .204,p =.192), shamef(= -.696,p =.283), and guilt§ = .345,

p =.440), did not negatively influence follower job satisfaction with no suppmrt
Hypothesis 4gin addition,there was no support ftwypothesis 4hemployee negative affect
(b=.187,p=.0316), shameb(= 1.007,p =.189), guilt p =-.636,p =.231)did notnegativey

influence follower engagement

Hypothesis 4 proposed that follower positive affect and pride would negatively
influence follower iltbeing (workaholism, burnout) and follower negative affect, shame and
guilt would positively influence follower Hbeing. Hypothesis 4cwas not supportes
follower positive affectf§ =-.220,p =.230) and pridef(= -.022,p =.926) did nonegatively
influence the working excessively dimension of workaholistypothesis 4dvas partially
supportedspecifically, pride f§ = -.378,p =.090) negatively and gnificantly influenced the
working compulsively dimension of workaholism, however, positive affbct (.198, p

=.259) did not demonstrate a significant relationship.

In relation to follower negative emotions, neither follower negative affest-(046,
p =.816), shamefh( =.143, p =.856), nor guilt § = .092 p =.865) influenced working
excessively, therefordypothesis 4was not supported. Similarly, follower negative afféct (
=-.261,p =.158), shamef(= -.145,p =.845), and guiltl§ = .360,p =.482) did not influence
working compulsively, thereby providing no support Kypothesis 4j Hypothesis 4avas
fully supported as follower pridé = -.478,p =.029) and positive affectt(=-.279,p =.093)

negatively and significantly influenced thghaustion dimension of burnoutdypothesis 4f
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was partially supported with pride negatively and significantly influencing the disengagement
dimension of burnouth(= -.390, p=.069), however, follower positive affecb(= -.067,p

=.693) did nonegativelyinfluence disengagement.

In relation to follower negative emotions and burnout, there was partial support for
Hypothesis 4kwith follower negative affect(= .398,p =.022) positively and significantly
influencing exhaustion, however, neither shafme ¢1.131,p=.131), nor guilt § = .652p
=.204) influenced work exhaustionHypothesis 4lwas not supported as neither follower
negative affectf{ = .073,p =.674), shamefh(= -.386,p =.587), nor guilt = .277p =.572)

influence the disengagement dimseéon of burnout.

16.10.1. Mediation E ffects

Hypothesis 5gproposed that mployee perceptions of transformational leadership
would positively influence employee job satisfaction and engagement and negatively
influenceworkaholism and burnout. Thiglationship will be mediated by employee positive
and negative affect, and the setfnscious emotions shame, guilt and pridee results of the
mediation analyses show that follower pride partially mediated the positive relationship
between transformatnal leadership and engagememnt=(.445,p =.053). Follower positive
affect @ = -.279,p=.093), negative affectf( =.398,p=.022) and pride ) = -.478,p=.029)
fully mediated the negative relationship between transformational leadership and the burnout
dimension exhaustion. Likewise, follower pride fully mediated the negative relationship
between transformational leadership and the disengagement dimension of burme300,
p =.069. In sum, Hypothesis 5awas partially supported as the setfnsciousemotions
shame and guilt did not act as mediatorsthe relationship between transformational

leadership and follower welieing and iHbeing outcomes respectively.
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Job Satisfaction

-.037 Shame -.696
.003 Guilt 345
Transformational G5O*k* .079
Leadership Pride
.202
.620* PA
-.034 NA .204
>

.305** (direct path .493***)

Note : ** p<.001, *p< .01, *p<.05,Hp<.10

Figure 6.1

Study 1: Ttransformational Leadership, EmployeeEmotions and Job Satisfaction

Engagement

-.037 Shame 1.007
.003 Guilt ~636
Transformational 550*** ) A445*
) Pride —>
Leadership
173
.620*** PA
-.034 NA .187
>

.350** (direct path .658***)

Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.2

Study 1 : Transformational Leadership, EmployeeEmotions and Engagement
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.25 (direct path .106)

|

Working
-.037 Shame 143 Excessively
.092
-003 Guilt 2022
-.220
Transformational 550%** —— 046
Leadership
.620*** PA

NA Working

.034 Compulsively

.106 (direct path .036)
Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.3

Study 1 : Transformational Leadership, EmployeeEmotionsand Workaholism
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.205 (direct path.200%)

!

Burnout

Exhaustion

-.037 Shame
003 Guilt
Transformational 550*** Pride
Leadership
.620*** PA
NA . Burnout
034 073 Disengagemen
> A

-.210(directpath-.449***)
Note : *** p<.001, *p< .01, *p< .05 Hp<.10
Figure 6.4

Study 1: Transformational Leadership, EmployeeEmotions and Burnout.

6.11 Abusive Supervision, Follower Emotions and Well-being at Work.

Hypothesis Zroposed thah destructive leadership style, operationalisedlasive
supervision would negatively influence webeing outcomes, i.e. job satisfaction and
engagement, anpositively influence ilbeing outcomes, i.e., workaholism and burnout. In
relation to abusive supervision and weding outcomes, abusive supervision did not
influence follower job satisfactiofbo & -.111,p = .186) or follower engagemerii £ .139,p =
.162) thereforeHypothesis2a and 2b were not supported. However, abusive supervision
positively and significantly influenced all dimensions of followerbdling. Specifically,

abusive supervision positively and significantly influenced working excdgdive- .355,p
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= .000) and working compulsivelyb(= .362,p = .000), supportingHypothesis2c and 2d
respectively. Likewise, abusive supervision positively and significantly influenced follower
burnout dimensions of exhaustiob £ .363,p = .000) and dsengagementh(= .252,p =

.007), thus providing support faflypothesie and2f respectively.

Hypothesis 3proposedthat employee perceptions of abusive supervisiauld
negatively influence follower positive emotions, and positively influeiotlewer negative
emotions. Results of SEM showed that abusive supervision negatively and significantly
influenced follower pridef{ =-.260,p =.001) supportinghypothesis B however hypothesis
3cwas not supported as abusive supervision did not signtficinfluence follower positive
affect @ = -.126, p = .120). Abusive supervision did however positively and significantly
influence follower negative emotions shanbe=(.832,p = .000), guilt (b = .715,p = .00)
and negative affectb(= .668,p = .0M). Therefore Hypothese2h, 3i, and 8 respectively

were supported.

6.11.1 Mediation Effects
Hypothesis 5iproposed mployee perceptions @busive supervisiowill negatively
influence employee job satisfaction and engagement and positively influence workaholism
and burnout. This relationship will be mediated by employee positive and negative affect, and
the selfconscious emotions shame, guilt and pridgpothesis Sbwas partially supported.
There was no compliance with Barron and Kenr
abusive supervision and follower wdkking outcomes job satisfactioh € -111.p = 186)
and engagemenb (= .139,p = .162) as no significant direct path relationship was found.
However, fdower pride fully mediated theelationship between abusive supervision and
follower ill-being outcomes of workaholisinworking compulsively § = -.378,p = .090),

burnouti exhausion (b =-.478,p = .029), and burnout disengagemenb(=-.390,p =.069).
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Follower negative affecth(= .398,p=.022) and positive affectt(=-.279,p =.093) also fully

mediated the relationship between abusive supervision and baxtwaudstion.

Abusive

.668***

Shame -.696
Guilt 345
Pride 079

.202
PA
NA .204

Job Satisfaction

-.131 (direct path.111)

Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.5

Study 1 : Abusive Supervision,EmployeeEmotions and Job Satisfaction

Abusive

Engagement

Shame 1.007
Guit |93
*
Pride —)'445
173
PA
NA .187

-.236 (direct path .139)

Note : *** p< .001, *p< .01, *p< .05 Hp<.10

Figure 6.6

Study 1 : Abusive Supervision,EmployeeEmotions and Engagement
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Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.7

.323 (direct path .362***)

Study 1 : Abusive Supervision,EmployeeEmotions and Workaholism
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412 (direct path .363***)

’ }
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Guilt
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. Pride
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Negative . Burnout
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)

.214 (direct path .252**)
Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.8

Study 1 : Abusive Supervision,EmployeeEmotions and Burnout

6.12 Study 2 : Dublin Fire Brigade (DFB)

The results for Bidy 2 DFB are presented as descriptive statistics, regression and

mediation analysis and model fit statistics.

6.13 Sample Representativeness

A survey questionnaire wasstributed in paper form to 245 DFB empé@s across

five fire stations Of the 245 surveydistributed, 237 participants responded, yielding a 97%
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response rate. Hse 237 employee®present 34% of the 780 fire fighters employed by

Dublin City Couwncil, indicating a representative sample.

6.14 Profile of the Respondents

All employees surveyeth Study 2were emergency responders and includetior
officers / managers. None held specialist roles in IT, HRRespondents included 221 male
(93%), 9 fenale (4%), and 7 (3%) respondents did not specify their gender. The age profile
of participants ranged from 280 years (6 %), 380 years (35 %), 450 years (36 %), 569
years (15 %), 8% of respondents chose not to indicate their age. In terms oibad3&%o
of respondents were educated td_ével or equivalent, 17 % were qualified to Certificate
level, 15 % to Bachelor Degree, 4% to Postgraduate Diploma, 22% indicated they had a
Paramedic Diploma. A total of 7 % of respondents chose not to indheateeducation level.
27 % of respondents had up2O0t oy etaerns 0y esaerrsvd csee
of respondents had more than 20 yearso6 seryv

length of service. A total of 20 % of respondentsaatid that they were managers.

6.15 Individual Items Descriptive Analysis

The means and standard deviations for ind
presented in Tables®to 69. All responses were measured using a s@aent Likert scée
ranging from strongly disagree (1) to strongly agree (7). A score of 5 or above indicated
respondents agreed with the item / statement, a score of 3 or below, indicated respondents
disagreed. A score of 3 indicated that respondents neither agreedagedd with the item /

statement presented.
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6151 &T 11 T xAOO6 OAOAADPOET T O 1T &£ OEAEO )i 1l AAEAOD!
The survey assessed followerso6 perceptions
Specifically, respondents were instructed t hi nk about their 1 mmedi
style and to answer a number of statements with regard to their managers. Specifically, the

instructions read as follows:

The following statements relate to your
leadership style. Thinking about this individual, please circle the response that

corresponds most closely to your opinion.

The number of responses, mean, and standard aevi@D) for each item are presented in

Table 67.

Table 6.7 Study 2 Follower Perceptions of theirlmmediateMa n a g eeadershipStyle

Measurements N Mean Score S.D.

Abusive Supervision

Ridicules me 227 2.37 1.500
Tells me my thoughter feelings are stupid 227 2.18 1.489
Gives me the silent treatment. 227 2.19 1.524
Puts me down in front of others. 227 2.19 1.615
Invades my privacy. 227 2.04 1.401
Reminds me of my past mistakes and failures. 227 2.21 1.560
Doesndét give me credit for 227 2.63 1.818
Blames me to save himself/herself embarrassment. 227 2.21 1.545
Breaks promises he/she makes. 227 2.54 1.651
Expresseanger at me when he/she is mad for another ree 227 2.46 1.702
Makes negative comments about me to others. 227 2.32 1.513
Is rude to me. 227 2.25 1.611
Does not allow me to interact with my-emrkers. 227 1.90 1.133
Tells me I 6m i ncompetent. 227 1.94 1.311
Lies to me. 227 2.19 1.561

Transformational Leadership

Has a cleaunderstandingf where we are going. 230 4.61 1.706
Has a clear sense of where he/she wants our unit to be in 230

future 4.65 1.696
Provides us with a compelling visionwwrk towards. 230 4.07 1.636
][Eflﬁlées others when he/she discusses our direction for th 230 4.04 1.644
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Encourages people to see changes as situations full of 230

" 4.03 1.470
opportunities.
_Is able to get others to commit to what we neeacmmplish 230 4.43 1511
in our unit.
Challenges me to think about old problems in new ways. 230 4.06 1.578
Stlmuilates me to rehink some things that | have never 230 4.02 1573
guestioned before.
Challenges me to fexamine some of my basic assumption 230 3.79 1507
about my work.
Considers peoplebds feeling?230 3.97 1.775
Behaves in a manner which is thoughtful of the personal 230 4.40 1752
needs of others
Sees the interestd employees are given due consideratior 230 458 1.710

Missing data and listwise deletion reduced the sample from n = 237 in some item responses.

6.152&1T 1 11T xAO08 %i 1 OETTO0 AO A 2A001 0 T &£ OEAEO
Manager.
Thesurvef urt her measured foll owerso6é6 emotions

their immediate manager. Specifically, respondents were given the following instructions in

the survey questionnaire:

Pause and take some time to think about your recent intenaat¥dh your
immediate manager. Please circle each statement according to which best

describes how you felt during these interactions.

The results are presented in Tablg 6.

6.15.3&1 1 1 T x A ch@idy ard Al -bking at Work
The questionnaire alseas e s s e d f cbeihgeamdelbem@ at woek! These
results are presented in Tabl®.&pecifically, respondents were asked the following

question about how they feel about their work:

The following statements relate to perceptions about your Wielse circle the

response that corresponds most closely to your opinion.
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Table 6.8 Study 2: Follower Emotions as aResult of their I nteractions with their
I mmediate Manager

Measurements N Mean Score S.D.

Self-conscious emotions

Shame

| felt small. 225 2.28 1.35
| want to sink into the floor and disappear. 225 2.17 1.30
| felt humiliated, disgraced. 225 2.02 1.20
| felt like | am a bad person. 225 2.06 1.28
| felt worthless, powerless. 225 2.12 1.25
Guilt

| felt remorse, regret. 225 2.19 1.24
| felt tension about something | have done. 225 2.64 1.64
| cannot stop thinking about something bad | have do 225 2.45 1.58
| felt like apologizing, confessing. 225 2.23 1.35
| felt bad about something | have done. 225 2.21 1.30
Pride

| felt good about myself. 224 4.92 1.27
| felt worthwhile, valuable. 224 4.73 1.47
| felt capable, useful. 224 5.13 1.31
| felt proud. 224 4.89 1.31
| felt pleased about something | have done. 224 4.89 1.38
Positive Affect

| felt inspired 223 4.29 1.50
| felt alert 223 4.39 1.53
| felt excited 223 3.86 1.44
| felt enthusiastic 223 4.32 1.43
| felt determined 223 4.54 1.51
Negative Affect

| felt afraid 223 2.06 1.21
| felt upset 223 2.33 1.47
| felt nervous 223 2.45 1.43
| felt scared 223 1.97 1.21
| felt distressed 223 220 1.44

Missing data and listwise deletioaduced the sample from n = 237 in some item responses.
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Table 6.9 Study 2: Follower Well-being andlll-being

Measurements N Mean S.D.
Score

Job Satisfaction

Allin all, I am satisfied with my job. 234 5.58 1.40

In general, | like working here. 234 6.01 1.08

All things considered, | am satisfied with my current job. 234 5.56 1.39

Engagement

At my work, | feel that | am bursting with energy. 235 4.02 1.25

At my job, | feel strong and vigorous. 235 4.60 1.27

When | get up in the morning, | feel like going to work. 235 5.59 1.31

| am enthusiastic about my job. 235 5.08 1.46

My job inspires me. 235 5.02 1.47

| am proud of the work that | do. 235 5.39 1.24

| feel happy when | am working intensely. 235 6.38 .94

| am immersed in my work. 235 4.74 1.398

I get carried away when | 06m

Workaholism

| seem to be in a hurry and racing against the clock. 230 3.39 1.64

| find myself continuing worlafter my ceworkers have gone 230 3.78 1.75

home.

| stay busy and do many tasks at once. 230 4.75 1.34

| spend more time working than socializing with friends, on 230 4.14 1.87

hobbies, or on leisure activities.

| find myself doing two or three thingg one time such as eatini 230 3.70 1.78

lunch and writing a memao, while talking on the phone.

It is hard for me to relax 230 3.10 1.85

ltés i mportant for me to wo 230 4.71 1.72

I &m doi ng.

loften feel that therebds son230 5.30 1.24

work hard.

I feel obliged to work hard 230 5.21 1.41

| feel guilty when | take time off work. 230 3.31 2.01

Burnout

There are days when | feel tired before | arrive at work. 231

After work, | tend to need more time than in the past in order 231 4.03 1.85

relax and feel better.

| can tolerate the pressure of my work very well. 231 2.32 1.16

During my work, | often feel emotionally drained. 231 4.23 1.79

After working, | have enough energy for my leisure activities. 231 3.14 1.50

After my work, | usually feel worn out and weary. 231 4.13 1.61

Usually, | can manage the amount of my work well. 231 2.11 .96

When | work, | usually feel energized. 231 3.42 1.41

| always find new and interesting aspects in my work. 231 2.61 1.27

It happens more and mooéen that | talk about my workina 231

negative way. (item removed in EFA)

Lately, | tend to think less at work and do my job almost 231 3.97 1.71

mechanically.

| find my work to be a positive challenge. 231 2.49 1.27

Over time, one can become disconnected from this type of wi 231 4.23 1.85

Sometimes | feel sickened by my work tasks. 231 3.88 1.95
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This is the only type of work that | can imagine myself doing. 231
(item removed in EFA)
| feel more and morengaged in my work. 231 3.56 1.43

Missing data and listwise deletion reduced the sample from n = 237 in some item responses.

6.16 Correlation Tables

Table 6.10 provides correlation coefficients among the variables in the study. It
indicates a number of statistically significant relationships with correlations between
constructive and destructive leadership, follower emotions, and atbeielly outcomes, with

the exception of workaholism, being statistically significant.

6.17 Scaleltems, Descriptives, and Model Fit Statistics

Table 6.11 outlines the measurement model used in Study 2. Independent, mediator
and dependent variables are identified along with the measurement scale used to
operationalise each variable. Results of the Confirmatory Factor Analysis (CFA) described in
the previousChapter5 - Methodology are presented. Model fit statistics are presented along

with the optimum number of items used from each scale to operationalise the variables.
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Table 6.10Study 2 : Correlation Matrix

Variables 1 2 3 4 5 6 7 8 9 10
1. AbusiveSupervision
2. Transformational -.557**
Leadership
3. Shame .666** -.445%*
4. Guilt .565** -.356** .856**
5. Pride - 447 .556** -.535** - 426**
6. PositiveAffect -.282** 510** -.291*%* -, 192** .746**
7. NegativeAffect .625** -.369** .865** . 834** -.454** -.184**
8. JobSatisfaction -.356** A24%* -.367** -.283 .353** 255**% - 267**
9. Engagement -.288** A4T7** -.383** - 272** A461** .364** - 292**  682**
10. Workaholism .143* .055 .138* .150* .034 .046 105  -.047 .149*
11.Burnout .302** -.257 367** . 351** -.310** -.180**  .329** -537** -677*
202**

*p <.05, **p <.01. Pairwise deletion method was employed to deal with missing data.

147



Table 6.11Study 2 :Scales, Mean, Standard Deviation (SD) and Model Fitt&tistics

Variables Scaleitems N Mean SD c? df CFlI RMSEA SRMR  Alpha
operationalised

Abusive 15item Abusive 227 2.24 1.28 408.75 85 .92 13 .04 .97

Supervision SupervisionScale

Transformational 12itemTLI

Leadership

Idealised Influence 3items 233  4.44 1.59 134.25 49 97 .09 .04 .93

Intellectual 3items 234 4.16 1.41 134.25 49 .97 .09 .04 .89

Stimulation

Inspirational 3items 233 394 1.47 134.25 49 .97 .09 .04 .93

Motivation

Individualised 3items 233 431 1.60 134.25 49 .97 .09 .04 .90

Consideration

Self-conscious 15item SSGS

Emotions

Shame 5itemsSSGS 225 2.13 1.13 20.63 4 .98 14 .02 .93

Guilt 5itemsSSGS 225 2.35 1.10 15.49 5 .97 .09 .03 .82

Pride 5itemsSSGS 224 491 1.07 15.69 4 .98 A1 31 .85

PANA 10item ShortPANAS

PositiveAffect 5items 223 4.28 1.10 121.97 34 .94 A1 .06 .87

NegativeAffect 5items 223 2.20 1.18 121.97 34 .94 A1 .06 .92

Job Satisfaction 3itemsJob 234 571 1.18 0 0 1.00 0 0 .89
SatisfactiorScale
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Engagement
Vigor
Dedication
Absorption

Workaholism
Working
Excessively
Working
Compulsively

Burnout
Exhaustion
Disengagement

9item UWES9
3items
3items
2 items

10item DUWAS

5items

3items

16item OLBI
5items
6 items

236
235
236

233

236

232
235

4.55
5.68
3.38

3.94

4.62

3.86
3.64

1.13
1.07
0.77

1.11

1.16

1.06
1.04

27.25
27.25
27.25

56.22

56.22

41.15
41.15

15
15
15

19

19

19
19

.99
.99
.99

91

91

.95
.95

.06
.06
.06

.09

.09

.07
.07

.03
.03
.03

.06

.06

.06
.06

.81
.81
.69

.68

.78

.76
73

Missing data and listwise deletion reduced the sample from n = 183 in some item responses.
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6.18 Study 2 : Model Fit Statistics
Thefull hypothesisednodelmeasuringhe effectsof constructiveanddestructuive
leadershippn employeewell-beingandill -beingandthe mediatingeffectsof employeeself-

consciouemotionsandaffectwastestedusingSEM in MPlus.

Table 6.12Study 2 : CompeteingModels

Model c? df CFlI RMSEA SRMR

Model 1 3886.87 1994 .853 .063 .066
Full Hypothesised
Model

Model 2 Constructive 2601.01 1168 .826 .072 .0s4
Transformational
Leadership

Model 3 Destructive 3445.99 1756 .856 .0e4 .06e2
AbusiveSupervision

Model 4 Control Variables 5112.86 2672 .836 .062 .077
Trait PANA, Shame
Guilt, Pride

The overall modelfit showedan acceptabldit to the data(c2/df = 3886.87/1994 = 1.9%
<.001, CFl = .853 RMSEA = .063 SRMR = .066 These results comply with Hu and
Bent | er dva Infekx Prés@n}ation Strategshich recommends a results combination
of RMSEA of 0.06 or lower and a SRMR of 0.09 or low&he CFI falls below the
acceptable>.09 threshold as identified bidair et al. (2011). SEMnablesanalysis at the
latent variable leveto show specifically where a model is working well and where it is
breaking down(Williams et al. (2009). In Study2, although follower perceptions of
transfomational leadership and abusive supervision were significantly related to follower
emotions and to follower webeing and iHbeing outcomes, none of the hypothesised
mediation relationships wersupported andhis limitation andpossible explanains ae

explored in Chapter Discussion.
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Competing models were also tested splitting the full hypothesised model according to
leadership style and testing a constructive and destructive model of leadership, follower
emotions, and welbeing at work. This yielde a weaker model fit for the effects of
transformational leadership on follower emotions, and -bseithg at work werdgc2/df =
2601.01/1168 = 2.23 <.001, CFI = .26, RMSEA = .072, SRMR = .081) and a marginally
improved model fit for the effects of abusive supervigio®/df = 3445.99/1756= 1.96 p
<.001, CFI = .856, RMSEA = .06, SRMR = .0&).

To allow for a bettervisualinterpretatiorof theresultsthe full hypothesisedesearch
modelis divided into eight submodelswhereresultsare presentedirstly to demonstarteéhe
effectsof transformationaleadershipon all four indicatorsof well-beingandill -being,and

thisis repeatedor the effectsof abusivesupervision.

6.19 Sudy 2 : Transformational L eadership, Follower Emotions and Well -

being at Work.

Hypothesis lproposed that transformational leadership would positively influence
well-being outcomes job satisfaction and engagement, and negatively influebeegjl
outcomesworkaholism and burnout. Results from SEM show that transformational
leadership positively and significantly influenced follower job satisfacf{or .349,p =
.000) and follower engagemenb €& .440,p =.001) supportingHypothesisla, and1l1b. In
relation to the follower iHbeing outcome workaholisnijypothesislc, 1d and 1e were not
supported, transformational leadership did not significanflyenceworkaholism- working
excessivelyf§ = .092,p =.284), workaholism working compulsivelyb = .129,p = .117), or

burnout- exhaustion f§ = -.006,p = .938). However, transformational leadership negatively
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and significantlyinfluencedfollower burnout- disengagemenb(= -.446,p = .00) providing

support forHypothesislf.

Hypothesis Joroposed that employee perceptions of a constructive leadership style,
operationalised as transformational leadership, would positively influence follower positive
emotions, and negatively influence follower negative emotions. In relation to follower
emotons, results of SEM shathat transformational leadership positively and significantly
influenced follower positive affectb = .618,p = .000) and pride(b = .526,p = .0M)
supporting hypothesis 3a and 3g respectively. However, transformational teadbdsnot
influence follower negative affe¢b = -.045,p = .473) shamef(=-.078,p = .194) or guilt b

=-.057,p = .416) thereforélypothesis3b, 3e, 3fare unsupported.

Hypothesis 4proposed that follower positive affect and pride would positively
influence wellbeing (job satisfaction, engagement) while negative affect, shame and guilt
would negatively influence webeing (burnout, exhaustion}lypothesis4a was not
supported, empigee positive affec(b = -.142,p = .527)and pride(b = .260,p = .593)did
not influence employee job satisfactiorHlypothesis 4bwas also unsupported, employee
positive affect(b = .284, p = .343) andpride (b = .382,p = .619) did not influence
engagementSimilarly, Hypothesis 4gwas not supported, follower negative emotions,
negative affectl{ = .558,p = .540), shameb(= -.300,p = .924), and guiltff = -.261,p =
.941) did not negatively influence follower job satisfaction. Likewk$gyothesis 4h was not
supported, follower negative emotions, negative affect (081,p = .957), shameb(= -
1.886.0,p = .729) or guilt b = 1.690,p = .782) did not negatively influence follower

engagement.
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The research proposed that follower positive affect and pride would negatively influence
follower ill-being (burnout, exhaustion) and follower negative affect, shame and guilt would
positively influence follower ilbeing. Hypothesis 4cwas partially suppted, follower
positive affect ff = -.555, p = .067) negatively and significantly influenced the working
excessively dimension of workaholism, however there was no relationship between follower
pride and working excessivelp € .690,p = .269) Hypothesisid was not supported, pride
(b=.508,p = .337) and positive affecbE& -.402,p = .139) did not significantly influence the

working compulsively dimension of workaholism.

In relation to follower negative emotiondypothesisdi is not supported. Follower negative
affect @ = -.730,p = .526) shameb(= .784,p = .843), quilt b = .326,p = .942) did not
influence working excessively. Similarly, follower negative afféct (195,p = .855) shame
(b=-.310,p =.934), quilt p = .276, p = .947) did not influence working compulsively, with

no support foHypothesisij.

The hypothesised relationship between follower positive emotions and bwmeoaitnot
supported. Follower pridéE -.853,p = .665) and positive affecb & .208,p = .759) did not
significantly influence the exhaustion dimension of employee burrtdypothesis4de is
unsupported. Similarly, follower prid® & -.559,p = .697) and positive affecbE .623,p =

.228) did not significantly influence disengagemiietreforeHypothesigifis unsupported.

In relation to follower negative emotions and burnddypothesis4k was unsupported,
follower negative affectf(= -1.407,p = .715), shameb(= -4.341,p = .755) or guilt b =

5.299,p = .735) did not significantly influence work exhaustioklypothesis 4was also
unsupported, follower negative affe€t £ 1.439,p = .626) shameb(= 3.020,p = .773), or

guilt (b =-3.987,p = .737) did not influence the disengagement dimension obhitirn
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6.19.1 Mediation Effects

Hypothesis 5aproposed that follower emotions would mediate the positive

relationship between transformational leadership and employedeetl (job satisfaction,

engagement) and the negative relationship between dramsional leadership and-itleing

(workahol i sm,

burnout) .

Usii

ng

Barron & Kenn)

Hypothesis S5awas unsupportediollower pride and positive affect did not mediate the

positive relationship between transformatioteddership and the wdtleing outcomes job

satisfaction and engagement. Despite a statistically significant indirect relationship between

transformational leadership and positive afféct(.618,p = .000), and positive affect and

working excessively{ = -.555, p =.067), there was no direct path relationship between

transformational leadership and working excessively, therefore mediation is not supported

(Barron & Kenny, 1986). Follower negative affect, shame and guilt, had no mediating effect

between wmnsformational leadership and follower wading or iltbeing outcomes.

-.078 Shame -.300
-.057 Guilt ~261
Transformational 52G*** . .260
. Pride
Leadership
-.142
.618*** PA
-.045 NA .558
>

Job Satisfaction

.291 (direct path

Note : *** p<.001, *p< .01, *p< .05 Hp<.10

Figure 6.9

Study 2 : Transformational Leadership, EmployeeEmotions and Job Satisfaction
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-.078 Shame -1.886
-.057 Guilt 1.690
Transformational 526%** Pride 382 Engagement
Leadership
-.284
.618*** PA
_-045 NA '081
>

Note : ** p<.001, *p< .01, *p<.05,Hp<.10

Figure 6.10

.39+ (direct path .440***)

Study 2 : Transformational Leadership, EmployeeEmotions and Engagement

.135 (direct path .92)

Working
-.078 Shame 748 Excessively
326
-057 Guilt 8902
Transformational .526*** Pride / -.730
Leadership /
/ -.310
.618*** PA 276
.508 _
NA 402 Workln_g
-.045 195 Compulsively
N

Figure 6.11

111 (direct path .129)
Note : ** p<.001, *p< .01, *p< .05, Hp<.10

Study 2 : Transformational Leadership, EmployeeEmotions and Workaholism
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.194 (direct path.006)

Burnout
4341 Exhaustion
-.078 Shame
5.299
-.057 Guilt -.853
.208
Transformational 526*** .
) Pride
Leadership -1.407
3.020
.618*** PA .3.987
NA _623:'559 Burnout
-.045 1.439 Disengagemen
5 A

-.450(directpath-.446***)

Note : ** p<.001, *p< .01, *p< .05, Hp<.10
Figure 6.12

Study 2 : Transformational Leadership, EmployeeEmotions and Burnout

6.20 Abusive Supervision , Follower Emotions and Well-being at work.

Hypothesis2 proposed that abusive supervision would negatively influéoit@ver
well-being outcomes job satisfaction and engagementpasitively influence follower il
being outcomes workaholism and burnout. Results from SEM show that abusive supervision
negatively and significantly influenced follower job satisfact{bn= -.212,p = .004) and
follower engagemenb(= -1.28,p = .081) supportingHypothesi?a and2b. In relation to the
follower ill-being outcome workaholisnijypothesis2c was supported, abusive supervision

positively and significantlynfluencedworking excessivelyf( = .226,p = .009), however,
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Hypothesis 2d was not supported, abusive supervision did maluence working
compulsively b = .065, p = .435) Abusive supervision negatively and significantly
influencedfollower burnout dimension exhaustidn£ .261,p = .001) supportingHypothesis
2e, however, there was no support tdypothesis2f, abusive supervision did natfluence

follower disengagemenb (= .126,p = .109).

Hypothesis 3proposed that employee perceptions atfusive supervisiorwould
negatively influence follower positive emotions, and positively influence follower negative
emotions. In relation to follower positive emotions, results of SEM showHyadthesis 3c
is unsuported,abusive supervision does not significantly influence follower positive affect
(b = -.003,p = .964), howeverHypothesis 3js supported, abusive supervision negatively
and significantlyinfluencedfollower pride (b = -.204, p = <.002). In relationto follower
negative emotions, abusive supervision positively and significantlyenced follower
negative affec(b = .658,p =.000) shame f§ = .673,p =.000) or guilt ® = .634,p = .00)

thereforeHypothesis3d, 3h 3i are supported.

6.20.1 Mediation Effects

Hypothesis 5bproposed that follower emotions would mediate the negative
relationship between abusive supervision and employee-bewlf (job satisfaction,
engagement) and the positive relationship between abusive supervision -aethgll
(workaholism, burnout). In&kepi ng wi th Barron & Kennyos
mediation, Hypothesis 5Sbwas unsupported in Study 2, there were no mediation effects

detected between follower positive or negative emotions andbeiely (job satisfaction,

engagement) or #being (workaholism, burnout) outcomes at work.
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Figure 6.13
Study 2 : Abusive Supervision,EmployeeEmotions and Job Satisfaction
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Figure 6.14
Study 2 : Abusive Supervision,EmployeeEmotions and Engagement
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Summary

The aim of this chapter was to present how the hypotheses were tested by processing
and analysing the data using SEM (MutheM&then, 2008). Interpretation and implications

of the findings are discussed in ChaptérDiscussion.
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CHAPTER SEVEN
DISCUSSION

7.0 Introduction

The present research proposed and tested a comprehensive model of work related
well-being which measured(a) the impact ofperceived constructive and destructive
leadership on employee wadilking and iHbeing and (b) the mediating influence of follower
emotions. To date, research focusing on the relationship between leadership and employee
well-being has been dominated by a focus on the influence of constructive leadership (Schyns
& Schilling, 2013). This has given rise to a number of calls in the litexdtr research to
explore alternative models of | eadership to
| eader shi p behavi ou(Bakkeretmlf,201l g4 @singtinisggqaegtome nt 6
as a framework, the research findings which were lgéetan the previous chapter (see
ChapterSix Analysig are discussed as follows. First, the results are presented tongtaiw
types of leadership behaviours influence follower seling and ilbeing outcomes. Second,
how leaders influence followeemotionsand a discussion of the findings pertaining to the
tests for mediation are presented. Thisthendo leaders influence follower wddkeing and
ill-being and are the results consistent across both studibe research findings are then
reflected pon in light of existing theory and empirical evidence and the specific
contributions of the research are discussed.

7.1 What Types of Leadership Behaviours Influence Fol lower Well -being
and lll -being Outcomes.

In a direct response to a call for futikesearch to examine whether effective and

ineffective leadership behavis are predictive of employee wdléing and whether these
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leadership behaviwms have the same consequences (Wu and Hu 2009), the findings from this
study demonstrate how diversedeaship behaviours influence follower wbking and iH

being outcomes. The findings shed important light on how perceptions of transformational
leadership andbusive supervisigras indicators of constructive and destructive leadership
respectively, infilence both positive and negative indicators of Abelhg atwork in both
studies Table 7.0 summarises the supportethd unsupportedypothegsed relationships

between leadership and follower wbiing and ilbeingin Study 1 and Study.2

Table 7.0 What Types ofL eadership Styles I nfluence Follower Well-being andlll-being
Outcomes

Hypothesis 1: Perceptions of transformational Study 1 BIE Study 2 DFB
leadership and employee welbeing and ill-being.

Hypothesis 1laEmployee perceptions tfansformational
leadership will be positively related to employee job
satisfaction.

Qan
an

Hypothesis 1bEmployee perceptions of transformatioi a a
leadership will be positively related to employee
engagement.

Hypothesis 1L.cEmployee perceptions tfansformational X X
leadership will be negatively related to employee
workaholismworking excessively.

Hypothesis 1dEmployee perceptions of transformatio X X
leadership will be negatively related to employee
workaholismworking compulsively.

Hypotlesis 1e Employee perceptions of a X
transformational leadership will be negatively related |

employee burnoutexhaustion.

Hypothesis 1f Employee perceptions of transformatiol a a

leadership will be negatively related to employee burr
- disengagement.

Hypothesis 2: Perceptions of abusive supervision ang Study 1 BIE Study 2 DFB
employee welbeing and ill-being.

Hypothesis 2aEmployee perceptions of abusive X a
supervision will be negatively related to employee job
satisfaction.

Hypothesis 2bEmployee perceptions of abusive X
supervision will be negatively related to employee
engagement.

Qan
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Hypothesis 2c Employee perceptions of abusi a a
supervision will be positively related to employ
workaholism- working excessively.

Hypothesis 2d Employee perceptions of abusi a X
supervision will be positively related to employ
workaholism-working compulsively.

Hypothesis 2e Employee perceptions of abusi a a
supervision will be positively related to employ

burnout- exhaustion

Hypothesis 2fEmployee perceptions of abusive a X

supervision will be positively related to employee
disengagement.

7.1.1 Perceived Transformational Leadership and Follower Well -being

Similar results were found in both studiesgarding the relationship between
transformational leadershipnd follower wellbeing (job satisfaction, engagement). The
findings in both studieare consistent with previous research that has found transformational
leadership to beositively and signitantly related temployee welbeing @rnold, Turner,
Barling, Kelloway, & McKee,2007; Liu, Siu, & Shi, 2010;Nielsen, Yarker, Brenner,
Randall, & Borg, 208; Yagil, 2006), specificallygngagementTiuckeyet al.,2012 and job
satisfaction Piccolo & lquitt, 2006) Results from both studies showed that, as predicted
foll owersé perceptions of velyandsghifcantyaetatecd n a | I
to the wellbeing outcomes job satisfaction and engagement, and negatively related to the
disengagement dimension dbllower ill-being outcome burnout. These findings are
consistent with transformational leadership theory where the leader is described as having the
potential touplift the morale, motivation and morals of his/her followers (B4€99).
Employees who perceive transformational leadership are said to experience intellectual

stimulation, meaningful and challenging work and individualised consider@ess, 1999;
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Podsakoff et al 1990) The transformational leader therefore actsaa®b resource by
supporting follower needs through development and coaching (Bass, 1999; Skakon et al

2010), and thus enabling followers to work with vigor, dedication, and absorption.

7.1.2. Perceived Transformational Leaders hip and Follower Il -being

In relation to follower iltbeing, follower perceptions ofansformational leadership in
Study 1 and Study 2 did not predict either dimensions of follower workaholism, working
excessively or working compulsivelirhese findings can be undersd with reference to
previous studies (e.g. Schaufeli, 2011; van Beek et al., 2012; van Den Broeck et al., 2011),
which examined the motivation driving each dimension of workaholism (working excessively
and working compulsively)These studies suggesathworking excessively, the behavioural
component of workaholism (Schaufeli et al., 2008), arises out of autonomous motivation
where the individual perceives the reason to act or behave as coming from within. This issue
is raised elsewhere in the literaueview (Chapter Four- transformationaldadership and
workaholisnm) where it is proposed that transformational leaders could potentially influence
workaholism if the follower oveidentified with their leader and worked excessively hard to
meet standardahich the leader had set in order to avoid disappointing {#eranzi et al,
2012) However, the findings from the present studies do not suggest that this is the case.
Follower perceptions of transformational leadership are not negatively related to
workaholism through individualised consideration or positively related to workaholism
through an oveidentification with the leader in either study. The working compulsively
dimension of workaholism was assumed by van Beek et al. (2012) and van Den&rakck
(2011) to arise out of introjected regulatibran externally controlled motivation in which
individuals rigidly adopt external standards of setfrth and social approval without fully

identifying with them in order to avoid negative feedback gath supervisor approval.
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Individuals feel that they must comply with standards that are set externally to satisfy feelings
of selfworth and seHesteem. This would suggest that transformational leaders who
demonstrateidealised influence,inspirational naotivation, intellectual stimulation and
individualised consideration (Bass, 1999) do not create an environment that encourages
workaholism in their followers (Burke et aR006) therefore this study proposed a negative
relationship. However, an alternaiview is thatvorkaholism manifests from an innate inner
drive or internal compulsion, and not because of external factors (Oates, 19711 MBumte,
& Miceli, 1997). This suggests that workaholism is not malleable or open to the external
influences otthe leaderHowever, results discussed below outlining the positive influence of
abusive supervision on workaholism in both studies would contradict this explanation.
Follower perceptions of transformational leadership were negatively and significantly
related toboth dimensions ofollower burnout disengagemeraind exhaustion Study 1
and the disengagement dimension of burnout only, in Study 2. Follower perceptions of
transformational leadership were not negatively related to the exhausti@msitim of
burnout inemergencyresponders in Study 2 and this can perhaps be understood in terms of
their workdemandsThe work of aremergencyesponders both physically and emotionally
demanding. An essential requirement for the rolenoérgencyresponder requires that they
must be physically fito meet the physical demands of their ra@ recruitment assessment
centres measure physical fitness, handgrip and leg strefigithjob requirementwould
imply that regardless of leadership style, tiode of emergency responder is physically
exhausting This perhaps accounts for tf&2% of emergency respondesirveyed who
indicated they were experiencing burnout in Studgdnpared t021% of Japanese multi
national office based workesurveyedwho indicated they were experiencing burnout in

Study 1.Although the transformational leader may not be able to reduce the physical work
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demands i n the e me regveammenttheyeusspliolikely eorbe able two r k
influence the emergency respend 6 s emoti onal job demands by
consideration and inspirational motivation. However, this research used the OLBI to measure
follower burnout and scale items measuring physical and emotional exhaustion are combined.
Future researchnio burnout in workenvironmentswhich have high physical demands,

should measure emotional and physical exhaustion separately. Overall, the research findings

in relation to follower perceptions of a transformational leadership style and follower well

being and iltbeing are consistent with findings Bchaufeli and Bakker (2004) who found

that the wellbeing outcome engagement is predicted by job resources (performance
feedback, social support) and theh#ing outcome burnout is predicted not only by job

demands (workload, emotional demands) but also by a lack of job resources.

7.1.3 Perceived Abusive Supervision and Follower Well -being

The negative relationship hypothesised between abusive supervision and follower
well-being outcomes (satisfactiorengagement) was supported in Study 2 only. As
hypothesised, engagement and job satisfaction levels were lower when perceived abusive
supervision was higher amongst the emergency responders. In study 1, the Japanese
multinational firm, follower perceptionsf abusive supervision did not negatively influence
follower job satisfaction and engagement. The work of Schaeifali.,(2009) could provide
a cultural explanation for these findings. In a study involving 3, 311 Japanese workers, they
identify a cultue in which work and social relationships are strongly hierarchical requiring
employees to respect their senior superiors. They also suggest that the social harmony
el ement of Japanese culture plays -bangksey r ol
secondary to the welbeing of the group (lwata, Roberts, & Kawakami, 1995; Schaufeli,

2009). Although this study took place in the European section of a Japaneseatitial
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firm, and only 3% of respondents were Japanese, the organisation chart dres€htpter

Four (Figure 4.0) shows a strongly hierarchical organisation. Similarly, the pilot study and
site visit to the European Headquarters in Manchester took place during an annual training
and communications workshop for staff. At this event, thethi&r Global Charter, Values

and Code of Conduct were communicategoticipantsdemonstrating the influence of a
Japanese corporate strategy and values to create a shared Brother culture for European sites.
Organisation culture was not measuredhis study, however, if a Japanese culture of social
harmony prevails, it is possible that despite a perception of abusive supervision, employees
would continue to work with vigor, dedication and absorption and be satisfied in their job for
the greater good.his may provide an explanation for the findirtgat follower perceptions

of abusive supervision did not negatively influence follower job satisfaction or engagament
Study 1 Japanese muitational firm, despite similar levels rfdollower perceptions fo
abusive supervision across bothdies- 8% in Study 1 and 11% Study 2. However, more
research is needed to measure the influence of organisation culture on the negative effects of

abusive supervien on follower welbeingand il-being outcomes.

7.1.4 Perceived Abusive Supervision and Follower Ill -being

The research findings regarding the link between perceptions of abusive supervision
and follower ilkbeing aresimilar across both studies andnsistent with previous research
which found that alsive supervision is related to negative indicators of employdeiiig
such as depression, anxiety and burnout (e.g. Demerouti et al., 2010; Liu et al., 2012; Tepper,
2000). In relation to the Hbeing outcome workaholism, abusive supervision was fdaand
positively predict the o6éwor ki n gotheStudyd arsdi vel y
Study 2 and the O0wor kaonlyig Stedg 2nphe WwoskioiWan Bgek etd i me n

al. (2012) provides an explanatory framework for these findings. Thepdfahat
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workaholics work excessively and compulsively as a result of introjected regulation
(controlled extrinsic motivation where individuals act to avoid criticism or to receive reward).
This is consistent with the work of Tepper (2000) @héng, KwanZhangandWu (2012)

who claim that employees experiencing an abusive supervisor who gives them the silent
treatment ottells themthat they are incompetenmay work excessivelhard to please this

supervisotto avoid negative feedback in the future.

Consistent with previous research, the findings show the positive influence of abusive
supervision on employee burnout. Specifically, the research found that abusive supervision
was positively andsignificantly related to the exhaustion dimension of burnout in both
studies, and the disengagement dimension of burnout in Study 1 only. Demerouti and Bakker
(2008) found that Oburnout is a psychologic
areexposedd o a stressful working environment, wi
(p- 1). Tepper (2000) also reported that employees who experience abusive supervision also
experience poor resources and supervisory support. For example, the abusive supawisor
tell employees their thoughts and feelings are stupid, or may not give credit for jobs requiring
a lot of effort (Tepper, 2000). The results of this study are therefore consistent with the
perspective that abusive supervisors may represent a job depwsitively influerting
follower burnout. However,lasivesupervision did not predict the disengagement dimension
of burnout in Study 2. It is important to view these resulteelation to the structure of an
emergency response organisatishich is typcally hierarchical and militaristic (Archegt
al., 1999; Jiang et al., 2004). These employees are faced with a daily stressful working
environment characterised by crisis, danger and sometiragedy. They are trained to
follow strict protocols and tavork to specific standards and protocols in every situation. It is

possible this training and conditioning buffers the negative effects of abusive supervision on
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disengagement. It may be that these workers are not in a position to become disengaged as
opeamtionalised by the OLBIgemerouti, 2003t o o6t hi nk |de mysjobalmostwo r k
mechanicallydéd or o6find new and interesting
procedures and worirotocols. More research is required to measure the nmd@uef abusive
supervision on follower burnout specifically in a hierarchical and militaristic work

environment

The findings in Study 2 showed the emergency responders did not become disengaged
as a result of perceived abusive supervision, althougin,jtibesatisfaction and engagement
levels were influenced by their perceptions of an abusive leader. This is an interesting
finding which contributes to the debate regarding the discriminant validity of engagement and
burnout (Bakker et al., 2012; Colea., 2012;Salanova et al., 231 Schaufeli et al., 2008
Cole et al. (2012) question the distinctiveness of burnout and engagement as independent and
unique constructs, while Schaufeli and Bakker (2010), and Demerouti, Mostert, and Bakker
(2010) claim burnout and engagement should be conceptualised and edeasur
independent, distinct psychological states that are negatively correlated. The findings from
Study 2 contribute to this debate regarding the discriminant validity of engagement and
burnout as results show that perceptions of abusive supervisiordiff@rential effects on

engagement than burnout.

The results oHypotheses And 2 regarding the influence of perceived constructive
and destructive leadership on follower wading and iHbeing outcomes are largely
consistent with a study by Schaufahd Bakker (2004) who found that engagement was
exclusively influenced by available job resources (performance feedback, social support)
while burnout was influenced by job demands (workload, emotional demands) but also by a

lack of job resources. Thefiadings establish the important role of constructive leadership
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to positively influence follower welbeing (job satisfaction, engagement) and negatively
influence follower iltbeing (burnoutisengagementand destructive leadershippositively
influencing ill -being (working excessively, burnowgxhaustion). The findings identify the
leader as both a job demand and a job resource with diversébeirgdl and ilbeing

outcomes.

ﬂransformational leadership is positively related to follower job sasfaction anh
engagement (Study 1 & Study 2)

Transformational Leadership is negatively related to follower burnout
dimension disengagement (Study 1 & Study 2)

Transformational Leadership is negatively related to follower burnout
dimension exhaustion (Studyl)

o J

6\busive supervision is negatively related to follower job satisfaction and \
engagement (Study 2)

Abusive supervision is positively related to follower workaholism dimension
working excessively (Study 1 & Study 2) and working compulsivel{Study 1)

Abusive supervision is positively related to burnout dimension exhaustion (Study
1 & Study 2) and disengagement (Study 1)

o J
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7.2 How do Leaders Influence Follower Well -being and Il -being at Work

The influence ofperceived constructiveand destructive leaddrp on follower
positive and negative emotions are consistent atragsstudies. The findings acensistent
withLawl er 6s (2001) Affect The cthatenmfions@using a | E x
from social exchange generatesjiive or negative feelings which in turn can be internally
rewarding (feelings of pleasantness) or punishing (feelings of unpleasantress$grship
behaviarrs can be construed as affective events waterch by Bono et al.,(2007) and
Dasborough (20063howing thatleaders are a source of employee positive and negative
emotions at work Affective Events TheoryWeiss & Cropanzano, 1996)edictk that events
in the workplace generate positive and negative emotional reacBassh( & Fisher, 1998;
Brief & Weiss, 2002; Frijda 1993) he findings in Study 1 and Study 2 are consistent with

this work and hypiheses are summarised in Table 7

Table 7.1: Leadership and Follower Emotions

Hypothesis 3 : Leadership and followeemotions- Study 1 BIE Study 2 DFB
positive and negative affect, shame, guilt, and pride.
Hypothesis 3a Transformational leadership will be a a

positively related to employee positive affect.

Hypothesis 3b Transformational leadership will be X X
negatively related to employee negative affect.

Hypothesis 3e Transformational leadership will be X X
negatively related to employee shame.

Hypothesis 3f Transformational leadership will be X X
negatively related to employee guilt.

Hypothesis 3g Transformational Leadership will be a a
positively related to employee pride.
Hypothesis 3c Abusive supervision will be negatively X X

related to employee positive affect.
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Hypothesis 3d Abusive supervision will be positively a a
relatedto employee negative affect.

Hypothesis 3h Abusive supervision will be positively a a
related to employee shame.

Hypothesis 3i Abusive supervision will be positively a a
related to employee guilt.
Hypothesis 3j Abusive supervision will beegatively a a

related to employee pride.

Follower perceptions of transformational leadership were positively and significantly
related to follower positive emotions pride and follower positive affect, indicated by the
emotions inspired, alergxcited, enthusiastic and determined. Perceived transformational
leadership behaviws including providing stimulation, feedback amattending to follower
needs,leads to positive emotions among followers, i.e. they feel inspired, stimulated,
enthusiastic,proud, worthwhile and valuable. However, perceptions of transformational
leadership were not negatively related to follower negative emotions shame or guilt, and the
transformational leadedid not negatively influence negative affect indicated by emation

such as afraid, upset, scared, nervous and distressed in Study 1 or in Study 2.

Perceived lbusive supervision was however, found to have a greater effect
influencing both positive and negative follower emotions in Study 1 and Study 2. In both
studies, perceptions of abusive supervisiovere positively and significantly related to
follower negative emotions shame, guilt, and negative affect. This suggests that an abusive
supervisor who engages in behaviours such as ridiculing, blaming and expressing/iing
elicit emotional reactions such as fear, nervousness, distress, humiliation and disgrace. It is
not surprising that the leader who engages in behaviours towards employees that include

reminding them of pasmistakes and failures, or making negate@mments about the
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employee to others (Tepper, 2000) is bounetltoit negative emotional reactions such as
shame, wanting to hide and disappear, and guilt, making the employee feel tension about
something they have doné&erceptions of abusive superoisi was also found to be
negatively and significantly related to follower pride in both studies, reducing follower
feelings of worth, value and usefulness (Marschall, Saftner, & Tan@98y). This finding
addresses calls in the literature to go beyondsomgag positive and negative affective states
only and to measure discrete emotioAshkanasay & Humphrey, 2011; Gooty et al., 2009).
The results of this study show the benefit of this approach, the findings show that abusive
supervision was not signifioly related to general positive affect but a negative and
significant relationship was found with the positive discrete-amifscious emotion pride.

Thus helping us to understand which particular positive emotions abusive supervisors can

influence.

Transformational leadership is positively related to follower positive affect and
pride (Study 1 & Study 2).

4 )

Abusive supervision is negatively related follower pride (Study 1 & Study 2).

Abusive supervision is positively related to follower negativaffect, shame and
guilt (Study 1 & Study 2).

G J
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7.3 When do Leaders Influence Follower Well -being and Il -being through
the Pathways of Follower Emotions

Emotions involve a reaction that includes a cognitive and motivational interaction
(Briner & Kiefe r , 20009) resulting in O0si nepdrvatedf eel i n
(Russel |, 2003, p . 144) . Kuppens et al . (
involve at least two properties: valence (ranging from feeling pleasant to unpleasant) and
arousal (rangi ng f r oHhypothesesd(al)nwgere opformedtby thio act i
researchwhich supported the proposal that follower positive and negative emotions would
influence follower activation levelsjob satisfaction, engagement, workaholism and burnout.
However, the research found common results Study 1 orStudy 2to indicate a predictive
relationshipbetween follower emotions and follower wbking and ikbeing outcomesThe
findings from Study 1did reflect this valence and arousal interplay with the emotions pride,
positive affect and negative affect influencing follower weding and iHbeing outcomes.

However, in Study 2, follower positive affect svéhe only significant emotion predicting the
working excessively dimension of workaholisirhe summary of supported hytpeses can

be found in Table 2.

Table 7.2 Follower Positive and Negative Emotions and their Wll-being and lll-being at
Work

Hypothesis 4 : Follower positive and negative Study 1 BIE Study 2 DFB
emotions and their wellbeing and ill-being at work.

Hypothesis 4a Employee positive affect and pride w X X

be positively related to employee job satisfaction.

Hypothesis 4bEmployee positive affect and pride w a X

be positively related employee engagement. (pride only)
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Hypothesis 4cEmployee positive affect and pride w X a

be negatively related to working excessively. (positive affect
only)

Hypothesis 4dEmployee positive affect and pride w a X

be negatively related to working compulsively. (pride only)

Hypothesis 4eEmployee positive affect and pride w a X

be negatively related to employee exhaustion.

Hypothesis 4fEmployeepositive affect and pride will b a X

negatively related to employee disengagement. (pride only)

Hypothesis 4g:Employee negative affect, shame ¢ X X

guilt, will be negatively related to employee |

satisfaction.

Hypothesis 4h:Employee negativeaffect, shame an| X X

guilt, will be negatively related to employee engagem

Hypothesis 4i:Employee negative affect, shame ¢ X X
guilt, will be negatively related to employee worki

excessively.

Hypothesis 4j:Employee negative affect, shame ¢ X X

guilt, will be negatively related to employee worki
compulsively.

Hypothesis 4k Employee negative affect, shame ¢ a X
guilt, will be positively related to employee exhaustior| (negative

affect only)

Hypothesis 4| :Employee negative affecghame ang X X
guilt, will be negatively related to employ:s
disengagement.

In Study 1, the findings show that follower pride and negative affect were the only significant
emotions to influence follower welleing (pridewith engagement) and 4{being indicators
(pride with workaholismworking compulsively), (pridewith burnoutdisengagement,
exhaustion), (negative affeatith burnoutexhaustion). In Study 2, positive affect was the
only significant emotion to influence the vking excessiely dimension of workaholisni-or
clarity, Figure 70 and Figure 7. identify which follower emotions were related to follower

well-being and ilbeing at workin Study 1 and Study 2.
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Figure 7.0 Study 1 : Supported Hypotheses Follower Emotions, Wellbeing and IlF

being.

Figure 7.1 Study 2 : Supported HypothesesFollower Emotions, Wellbeing and IIF

being.
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7.3.1 Follower Positive Affect, Pride and Well -being and Il -being outcomes

In Study 1, follower pride was positively as@nificantly related to engagement and
this is consistent with the Bakker et al. (2012) taxonomy of-lhwglhg where engagement is
indicated by positive emotions such as feeling happy, pleased, energised, enthusiastic and
excited, emotions that are in k#eg with engaged employees who work with vigor,
dedication and absorption (Schaufeli et al., Z)0Eollower pride was also negatively and
significantly related to the working compulsively dimension of workaholism indicated by
reduced enjoyment of workoapled with a compulsion to keep working (Schaufeli et al.,
2009). Higher levels of pride, indicated by feeling pleased, were understandably found to be
related with lower legls of working compulsively. Thidinding is consistent with the
taxonomy of welbeing where workaholism is indicated by the negative emotions of anger
and agitation (Bakker et al., 2012) and also with findings that show workaholics do not

experience joy in their worfShimazu, et al., 2013).

In Study 1, follower positive affect and pride were negatively related to the
exhaustion dimension of burnout, and follower pride only was related to the disengagement
dimension of burnout. The exhaustion dimension of burnout is indicated by feelinga@f be
emotionally and physically exhausted and
(Demerouti et al.,, 2003). It is understandable then that followers who were high in pride
(feeling pleased, valuable, worthwhile, useful) and positive affect (feelimmreadls alert,
excited, enthusiastic and determined), would experience redtweadutas describedhere
Likewise, followers who were high in pride, feeling inspired, alert, excited, enthusiastic and
determined were related to reduced burnout and feelofggapathy, detachment and
disinterest in work (Demerouti et aR012). These findings are also in keeping with the

taxonomy of welbeing (Bakker et al., 2012) where burned out employees experience
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negative emotions such as sadness, dejection and faggustions which are in stark
contrast to a positive affective state (feeling inspired, alert, excited, enthusiastic and

determined) and pride (feeling pleased, valuable, worthwhile, useful).

Most notably, in Study 2, follower positive affect was the atyotion found to influence a
follower ill-being outcome. Follower positive affect was negatively and significantly related
to the o6working excessivelyd dimension of
who were high in positive affect, indicatéy the follower feeling inspired, alert, excited,
enthusiastic and determined, were related to lower levels of working excessively. This is
consistent with the taxonomy of employee subjective-iveithg (Bakker et al., 2012) which
places workaholism in thenpleasant quadrant and is indicated by emotions such as feeling
agitated, hostile, irritated, tense and angry, s which are in stark conttato those
demonstrated by an individual in a positive affective state. No other emotions tested had a
significant influence on follower welbeing or ilkbeing outcomes in Study 2, the emergency
responders. A possible explanation for this is discussed above where emergency responders
face stressful situations daily and are trained to follow strict protocdlsvark standards and

to approach their work dispassionately and objectively. It is also important to note here that
this sample is 93% male and 4% female (3% of respondents did not specify their gender).
Grandey (2000) noted gender differences in exprgssimotion in the workplace afdhmres

Janicki and Helgeson (2002) found that men are more likely to engage in emotion regulation
and suppressing emotions than womeowever, further research is recommended in this
work environment taneasure the influenad a strict militaristic settingnd the influence of

genderpon the relationship between emotion and subjective-betig and iHbeing at work.
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7.3.2 Follower Negative Affect, Shameand Guilt, and Well -being and Il -being
Outcomes

Follower negativeself-conscious emotions of shame and guilt did not predict follower
well-being or ilkbeing outcomes in Study 1 or Study la#ie and guilt were expected to
influence follower wellbeing and iHbeing on the basis that these emotions result from
failure to meet internalised social standards such as morality or competence (Orth et al
2010; Tangney, 1999; Tracy & Robins, 2004). It was expected that shame, described as a
debilitating emotion that paralyses the self through negativesselfiny and result;n a
need towithdraw and hide (Tangney, 1996), would predict the disengagement dimension of
burnout, however, this was not the case. No other study to date has investigated this
relationship between shame and burnout, so there are no comparative \sitidigkich to
review this finding. Théevelsof burnout (exhaustion 21%, disengagement 20%) in Study 1,
and in Study 2 (exhaustion 62%, disengagement 52%) show that burnout is experienced by
employees in both organisations. However, shame did not in8uian il-beingindicator.
Likewise it was proposed that guilt, described as negativeegaltiative behaviour, would
drive the follower to reassess their actions and to work compulsively to make amends, but
this hypothesis was not supported. Althougitlinger (2006) and Van Beek et g2012)
propose the link between the setinscious emotion guilt and workaholism stating
owor kaholic empl oy e emustdesa: kot workingcevokee disaasssaad t h e
negative emotions such as irritabilityxan et y, shame, and guiltoé (Vi
hypothesis has yet to be empirically tested.

Overall findings in relation to follower emotions and weding at work show that
pride is the most significant emotion influencing three indicators df-beng, namely

engagement, workaholism (working compulsively), and burnout (disengagement) in Study 1.
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This study also showed that follower perceptions of both a transformational leadership style
and abusive supervision were related to follower pridéath studies, establishing the
important role of the leader in influencing follower emotions and-teithg and iHbeing
outcomes.

Follower PANA predictedhe two indicators ofill -being, workaholism and burnout.
Follower positive affect was negativend significantly related to the working excessively
dimension of workaholism in Study 2. While negative affect was positively and significantly
related to the exhaustion dimension of burnout in Study 1. These findings are consistent with
the emotions idatified by Bakker et al(2012) in the taxonomy of employee wbking
which indicates aange of positive and negative emotions felt by individuals in each state of

well-being and ilbeing.

\

/Follower pride is positively related to engagemen(Study 1).

Follower pride is negatively related to workaholism working compulsively and
to burnout i disengagement and exhaustion (Study 1).

Follower negative affect is positively related to burnout exhaustion (Study 1).

Follower positive affect is negatively riated to workaholism - working excessively
(Study 2)

- /

7.4 The Mediating Effects of Follower Emotions

Themediating role of follower emotions in the relationship betwssceivedeadership
styleandfollower well-being and iHbeing outcomes wdsund in Study 1 nly. A summary

of hypothesisednediation results are displayed in Tabl8.
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Table 7.3 Hypothesised Mediation Results

Mediation Hypotheses Study 1 BIE Study 2 DFB
Hypothesis 5a: Eployee positive affect and pride will a X
mediate thgositive relationship between (pride &
transformational leadership and wb#ing outcomes job engagement
satisfaction and engagement. only)
Hypothesis 5b: Eployee positive affect and pride, will X
mediate the negative relationship between abusive
supervision and welbeing outcomes job satisfaction al
engagement.
Hypothesis 5c¢: Eiployee positive affect and pride, will a X
mediate the negative relationship between (pride and
transformational leadership andliéing outcomes burnout,
workaholism and burnout. positive affect

and burnout

exhaustion

only)
Hypothesis 5d: Bployee positive affect and pride, will a X
mediate the positive relationship between abusive (pride and
supervision and Hbeing outcomes workaholism and | working
burnout. compulsively

and burnout)
Hypothesis 5e Employee negative affect, shame and | X X
guilt will mediate the positive relationship between
transformational leadership and wk#ing outcomes job)
satisfaction and engagement.
Hypothesis 5f :Employee negative affect, shame and | X X
guilt will mediate the negative relationship between
abusive supervision and w4iking outcomes job
satisfaction and engagement.
Hypothesis 5g Employee negative affect, shame and| X X
guilt will mediate the negate relationship between
transformational leadership andhléing outcomes
workaholism and burnout.
Hypothesis 5h Employee negative affect, shame and a X
guilt will mediate the positive relationship between (negative
abusive supervision and-ileing outcomes workaholisn| gffect and
and burnout burnout

exhaustion

only)
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Figure 72 and 7.3depict supported mediated relationships from the overall hypthd
research model (Figure 4.0n Study 1. Figure 7.2 depicts the supported mediated
relationships between constructive transformational leadership, follower emotions and well
being and iHbeingat work. Figure 7.3 depicts the supported mediated relationships between

destructive abusive supervision, follower emotions and-begtig and illbeing at work.

Engagement

Pride

Burnout
Disengagement

S550***
Transformational /
Leadership —
\ Positive
620+

Affect

Burnout
Exhaustion

Note : *** p<.001, **p < .01, *p< .05, Ap< .10

Figure 7.2

Study 1 : Supported Mediated Relationships PerceivedConstructive Transformational
Leadership, Follower Emotions and Wellbeing and lll-being atWork.
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Affect

Burnout
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Note : ** p<.001, *p < .01, *p< .05, Ap< .10

Figure 7.3 Study 1 : Supported Mediated Relationships- Perceived Abusive
Supervision Follower Emotions and Weltbeing and Ill-being atWork.

In Study 1, the analyses revealed follower praal positive affect as significant
medi ators in the rel ati on sThangornatobaheademshipf ol | o v

and well-being and ilbeing outcomes respectively.

The selfconscious emotion pride partially mediated the positive relationship between
perceivedtransformational leadership and engagement such that follower perceptions of
transformational ladership were related to higher levels of follower pride which were related
to higher levels of follower engagement. Follower pride fully mediated the negative
relationship betweerperceivedtransformational leadership and burnout (exhaustion and
disengagment) such that follower perceptions of transformational leadership were related to

higher levels of follower pride which were related to lower levels of burnout.
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Follower positive affect fully mediated the negative relationship betweerceived
transfomational leadership and burnout exhaustion such that perceptions of
transformational leadership were related to higher levels of positive affect which was related

to lower levels of burnoutexhaustion.

In Study 1, the analyses revealed follovpeide andnegative affect as significant
medi ators in the relati ons habysivelsepervisomith f ol | o

well-being and ilbeing outcomes respectively.

Follower pride fully mediated the positive relationship between abusive suparaisd two

indicators of iltbeing workaholism (workingcompulsively) and burnout (exhaustion and
disengagement). Follower perceptions of abusive supervision were related to lower levels of
pride which were associated with lower levels of working compellgivdisengagement, and
exhaustionWhile follower negative affect fully mediated the relationship between abusive
supervision and foll ower exhaustion such t h;:
were positively related to higher levels of niaga affect which were related to higher levels

of burnouti exhaustion.

These findings suggest that pride and PANA act as emotional pathways through which
constructive and destructive leaders influence follower-b&ithg (engagement) and-being
(workaholism i compulsively), burnout (exhaustion and disengagement) in the workplace.
The findings also identify the constructive leader as a job resource supporting follower well

being and the destructive leader dsralrancedemand influencing follower Hbeing.
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Follower pride partially mediates thepositive relationship between
transformational leadership and follower engagement (Study 1).

supervision andthe working compulsively dimensionof workaholism (Study 1)

Follower pride fully mediatesthe negativerelationship between abusive J
o)

[Follower pride fully mediates the negative relationship between transformation
leadership and both dimensions of burnoui exhaustion and disengagement
(Study 1).

Follower pride fully mediatesthe positive relationship between abusive
supervision and both dimensions of burnoui exhaustion and disengagement
(Study 1).

J
4 )

Follower positive affect fully mediatesthe negative relationship between
transformational leadership and burnouti exhaustion (Study 1).

Follower negative affect fullymediatesthe positive relationship between abusive
supervision and burnouti exhaustion (Study 1).

- J

7.5 Research Contributions

The aim of the research was to measure the influence of experienced transformational
leadership and abusive supervision on positive and negative followebeuad (i.e.job
satisfaction, engagement, workaholism, burhcatd to identify the emotional pathways

through which leaders influence follower wbking and iHbeingindicators The research

185



aimed to answer the following research questidvhat how andwhendo leaders influence
follower well-being and iHbeingoutcomes at work. By doing so, the research findings make

three distinct contributions to the leadership and-veihg literatures.

Firstly, the author is not aware of any other study which has tested the influence of
perceived constructive and destiive leadership on follower welleing and ill-being
indicators simultaneously. In doing sahe study investigatesvhat types of leadership
influence follower welbeing andll-being outcanes. The research findingsldresscalls in
the literature to fuher explore the role of the abusive leader in follower Avelhg and
engagement (Bakker, Albrecht & Leiter, 2011; Chrisgaal.,2011; Wu & Hu, 2009) and to
explore the influence of alternative models of leadership on followerbeelg indicators
The findingsaddress calls bWu & Hu (2009) to examine whether effective and ineffective
leadership behavims are predictive of employee wdleing and have the same
consequences. The research confirms the important role of the leader in influencimgrfollo
positive and negative welleing and iHbeingindicators The findings extend the leadership
and weltbeing literatures by establishing the leader as either a job resource or a job demand
(Demerouti, 2001) with diverse wdleing and iHbeing outcomes The research makes a
specific contribution to the workaholism literature and the debate that workaholism results
from an innate inner drive and compulsion to work and is therefore not malleable or open to
influence by extring factors such as ¢h leader. Although follower perceptions of
transformational leadership was not related to follower workaholism, follower perceptions of
abusive supervision were found to positively and significantly influence workaholism in

Study l1and Study 2, suggestingorkaholism is malleable and open to external influence.
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Secondly, the research responds to callduture leadership research to broaden the
measurement criteria to enable us to understaowdleaders and leadership are related to
emotional consticts (Dasboroughet al., 2009; Hiller et al 2011). Gooty et al., (2010)
specifically called for research to examine the influence of transformational leadership on
followers' affective experience and work outcom&se influence of constructive and
destructive leaders on follower positive and negative emotions are consistent across both
studies anastablish the important role of the leademifluencingfollower emotioral states
at work Follower perceptions ofransformational leadership positivend significantly
predicts follower positive emotions of pride and positive affect in both studies, but does not
negatively influence follower negative emotions in either study. However, abusive
supervision is found to have a wider reaching effect, inflinrgnboth positive and negative
follower emotions. The findings show that perceptions of abusive supervision are positively
and significantly related to follower shame, guilt and negative affect, and negatively related
to follower pride in both studies. €hfindings address calls in the literature to go beyond
measuring positive and negative affective states only and to measure discrete emotions
(Ashkanasay & Humphrey, 2011; Gooty et al., 200%e results of this study showed the
benefit of this approaclas the findings showed that abusive supervision was not significantly
related to general positive affect and therefore could lead to the assumption that perceptions
of alkusive supervision do not negatly influence follower positive emotions. However, a
negative and significant relationship was found between perceptions of abusive supervision
and foll ower s & -gomsaoudemetien pdde. Jhus lelpieg uste Uinflerstand
which particular positive emotionserceivedabusive supervien can negatively influence.
Therefore theresearchalsoresponds to calls the literaturdo identify the pathways through

which leadership influences follower wddeing and iHbeing outcomes (Hansbrough al.,
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2015; Skakon et al., 2010) aaccall fran Bakker and Oerlemans (20122 for research to
provadbett er understanding of how organi zat
being).

This brings us to thehird contribution addressing thguestion,when do leaders
influence follower welbeing and iHbeing at work? The research findings show tbower
perceptions of a constructive and destructive leadership style had consistently the same
relationship with follower positive and negative emotions in both stuéiesceptions of
constructive and destructive leadershagso had broadly similar relationships with follower
well-being and ilbeing outcomes in both studies. Howeviermediating effects ofollower
emotionshypothesised as thamotional pathways through which perceived ttsive and
destructive leadership influences we#tingandill -beingindicatorswas foundonly in Study
1 (Japanese mutnational firn). Study 1findings showed that pride was the most significant
emotion influencing three indicators of wélking, namely engagement, workaholism
(working compulsively), and burnout (disengagemertg overallfindings also showed that
pride was the only emotiomeasuredn the research that was influenced pgrceived
constructive and destructive leadership in bdtidies. Thefindings in Study lextend the
leadership and welbeng literatures by establishingositive and negative affecand in
particular, the sel€onscious emotion prid&s emotional pathways through which leaders
influence follower welbeing al ill-being outcomes. However, demediating effects were
not supported in Study. 2

The findingsin both studiegstablisithe important role of the leader in follower well
being and iHbeing indicatorsand identify the important role of the leaderinfluencing
follower positive and negative emotions at work. The findings in Studiylyl, establish the

role of follower pride and PANA in mediating the relationshgiween follower perceptions
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of constructive and destructive leadership and followdl-b&ing and iHbeing at work The
research therefore complies with Whettends (
research measurement, design and hypotheses are grounded in theory and empirically tested
findings contribute to the leaddrp and wellbeing literatures extending our understanding

of the leadership and follower wdiking process.

7.6 Limitations and Future Research Directions

Although the research identifies specific emotional pathways through which diverse
leadership styles influence follower webeing and iHbeing outcomes, a number of
limitations to tle study should be noted. Firghe study is crossectional and so firm
conclusions about the causal order of the focal variables cannot be drawn in the absence of
longitudinal data. The possibility that levels of wieding and iHbeing influence perceptions
of abusive supervisionr transformational leadership cannot be ruled out. It is therefore
recommended that future studies consider how abusive supervisibtraamsformational
leadership influences weltleing over timeFuture studies should consider the use of a daily
diary study to avoid the limitations caused by cresstional data which also include the risk
of common method variancd o reduce the riskf common method variance and to identify
the causal order of the relationship between varialfledsakoff et al. (2012)ecommend
that predictor measuremre obtained from a different source than thigerion variables.
Therefore further research meesmment and design should consider leddbower dyads
where leaders rate their leadership style and a number of followers rate the samanéader

criterion variables (emotional reactions to their leader and state eb&iath and iHbeing).
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Secongusing selreport measures tate emotional experiencémng after they have
occurred have been called into question by Briner and Kiefer (2009). Howevee self
measures that capturenployee perceptions of their work environment and work experience
are a better indicator of within person attitude, behaviour andbegily than third party
observations or management reports (Boxall & Mackay, 2014; Wood & De Menezes, 2011,
Warr et al.,, P14). Podsakoff et al., (2012) identify setport measures as creating those
conditions which may lead to Common Method Bias (CMB), a measurement error which can
either inflate or deflate the observed relationships between conskiibtsugh a numberfo
procedural and statisticabkcommendations teeduce the risk o0€EMB were adapted in this
study (see section 5.15 for discussion) and no evidence of common method bias was found
when a Harman One Factor test was cotatiithe recommendations outlined Bpdsakoff
et al., (2012) for selfeport measures should be includieduture research measurement and
design.Alternatively, the useof differentdata collection methods in future research such as
diary studies as recommended by Bakker @edemang2011)t o capt ure oO6i n th
emotional reactionotwork and the work environmermouldreduce the risk of CMB caused

by seltreport measures.

Third, limitations exist in relation to the strength of some results reported which
exceed the standardcommended thresholds of a 5% level of significapce .001,p < .01,
p < .05) (MacKinnon et al., 2002This studyrepored resultswith p-valueswhich exceeed
the recommendedhresholdof p < .05 by reporing valuesbelow .10 (p <.10). However, it
wasdecidedto reportthesep-valuesin light of the currentdiscussiorregardinga publishing
bias that favoursonly positive results(Goodchild van Hilten, 20159pannidis et al., 2004

andalsoto signposttheinclusionor exclusionof variablesn futureresearch.
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Therearealsolimitations posedby the SEM resultsandmodelfit indices.Usingthe Williams
etal., (2009)recommendedaluesof CFl >.90,RMSEA <.08and SRMR <.06, the modelfit
indicesin Study 1 (CFI .814,RMSEA .062, SRMR .078) and Study 2 (CFI .853, RMSEA
.063,SRMR .066)fall shortof theserecommendedalues.However,the modelfit indicesin
both studiescomply with Hu andB e n t [1898)3dvgo Index PresentatiorStrategywhich
recommends combinationof RMSEA of .06 or lower anda SRMR of .09 or lower. The
RMSEA hasbeenidentified asoneof the mostinformativefit indicesasit favoursparsimony
andidentifiesan optimummodelwith the leastnumberof parametersThe RMSEA resultsin
both studiescomply with both the Wi | | iefaah,&2009) and Hu and Bentler (1999)

thresholds.

Fourth, although the influence of follower perceptions of a constructive and

destructive leadershiptyle on their emotions andwvell-being were broadly similar across

both studies (seé.1 abovg a key limitation of the studis that the hypothesised mediated
relationship between perceived leadership style and follower-beely through the
pathways of follower emotions is supported in $tadonly, limiting the generalisability of

the resultsHowever, it is important to note thahe findings shed important light on how
perceptions of transformational leadership and abusive supervision, influence both positive
and negative follower emotisnand indicators of welbeing and iHbeing at work in both

studies.

Fifth, this research found that follower perceptions of abusive supervision were not
negatively related to follower job satisfaction or engagement in the Japaneseatiattal
firm. More research is needed niteasure the influence of national and organisatidture

on the negative effects of abusive supervision and follower-beatlg and iHbeing
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outcomes. This research should measure if abusive supervision is acceptable within certain

cultural settings with no negative effects on waing or ilkbeing outomes.

Sixth, further research is recommended to measure the effects of emotional labour a
emotion regulatiom a hierarchicalmilitaristic organisatior(Archer, 1999;Jiang et al., 2004)
thatrequires employees tdollow strict protocols and work tepecific standardsegardless of
events Of the five emotions tested in the emergency responders sample, only one emotion,
follower positive affect, was found to negatively influence followesbding (working
excessively). This research should alsoudel a gender dimension to measure if there are
gender differences in emotion regulation and if and how emplaypeasmilitaristic work

environmensupress emotions at work.

Finally, further research is needidinvestigate why supervisors are abusiset due
to individual personality traits or the result of cascading high job demands and low resources
from their supervisors? This research should also measure if abusive supervisors are aware of
the negative influence of abusive supervisory behasioarfollower weHlbeing and iHbeing

outcomes.

Despite the limitations of this study, the research contributes to the leadership and
well-being literatures by providing evidence of the relationship between perceived leadership
style and followeremotions, and between leadership style and follower-lpettig and iH
being at work. The research findings also have implications for practice as organisations need
to engage in preventative and retroactive initiatives to ensure their leaders haveva posit

influence on follower emotions and wléing at work.
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7.7 Implications for Practice

Employee wellbeing is a fundamental issue for organisations. Evidence indicates that
levels of work engagement have performance implications that are linked to individual and
team performance (Bakker & Bal, 2010; Halbesleben & Wheeler, 2008), clieriacatis
(Salanova, Agut, & Peiro, 2005), financial retu(Xsinthopoulouet al.,2009) andoroactive
work behaviourgBakker & Xanthopoulou, 2009; lliest al.,2006; Miner & Glomb, 2010).

In contrast, employee ibbeing, in particular burnout, has beenkkd to employee absence
(Peterson et al., 20p&nd absence duratioBchaufeli et al., 2009 Given these potentially
conflicting outcomes, it is of critical importance for organisations to understand the
antecedents of, and conditions under which, epgaowveltbeing can be achieved and- il
being reduced or even preventddis research presents evidence to show that follower
perceptions of a constructive and destructive leadership style predictbemgl and iH

being outcomes and that teenotionspride, positive and negative affect (PANA), represent
emotional pathways through which constructive and destructive leaders influence follower
well-being (engagement) and-ilking (workaholism, burnout). The findings establish the
important role of the lea in influencing follower emotions and wdilking and iHbeing in

the workplace witlpractical implications for organisations and their managdérs.following
recommendations consider the moral and legal implications for employers to provide
employees wh a safe place to work. Specific HR practices are also identified to address
abusive supervisory behaviours atmdenhance transformational leadership behaviours to

influence follower weHlbeing and iHbeing in the workplace.
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7.8 Moral and Legal Implic ations

Theresearctshowedthat 8% of employees in Study 1 and 11% in Study 2 perceived
their manager to have abusive supervisiostyle. The findings in both studies show that
when abusive supervision is present in the workplace, it has far reaching effects, influencing
both positive and negative follower emotions and Avelhg and iHbeingindicators In
terms of actual costsesearchers in the United States estinttaé@egative impact of abusive
supervision on employees to be $23.8 billion as a result of absenteeism, reduced job
satisfaction, and intention to quit (Tepper, Duffy, Henle, & Lambert, 2006). However,
organisatios also have an ethical and legal obligation to provide a safe place to work which
discourages abusive supervision and supports employedewet) LaVan & Martin, 2008).

Both organisations surveyed in this stuaheg bound by national and European healttl a
safety legislation. In Ireland, the Safety, Health and Welfare at Work Acts 2005 and 2010,
require employers to prevent any improper conduct or behaviour likely to put the safety,
health and welfare of employees at risk with similar legislation in tk€Hkealth and Safety

at Work Act 1974) and Europd@iticle 153 of theTreaty on the Functioning of the European
Union). Through communications and training, organisations should ensure that all managers
and supervisors are aware of these obligations asdrerthat managers are aware of the
influencetheir leadergip style carhaveon theirfollowers émotions and welbeing and i

being at work (Bowen, 2014n providing a safe place to work, leaders and managers should
be trained to identify the emotiahand behavioural indicators of workaholism and burnout
for their own wellbeing and the welbeing of their employees (Bowen, 2014). This view is
echoed byAshkanasy andDaus (2002) who state thamanagement of emotions in

organizations mustnowbeseers an | mportant tool .in every
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7.9 Enhancing Well -being through HR Policy and Practice

Organisations are responsible for the behaviours of their managers and therefore need
to enhance transformational leadership and address abusive superViseg. is an
opportunity for organisations through competency based recruitment, selection and
pronotion, to attract, retain, and reward positive leadership behaviours such as those
demonstrated by transformational leadefgansformational and baisive supervisory
behaviours canalso be identified and measured through performance management,
particularly through the use of 360 degree feedback where followers have the opportunity to
rate t heir | eader 6s styl e and behaviour s.
behaviours can be acknowledged andamled, while abusive supervisiocan be addressed
through coaching, training and development, or as a last resort, disciplinary procédures
number of authors have identified the importance of leadership training and development as
an occupational health intervention to reduce negative leadership hehasia stressor
(McKee & Kelloway,2009; Mullen & Kelloway, 2009; Nyberg et al., 2009) and to develop
transformational leadership behaviours as a resource (Barling, WeberléwKg| 1996;

Bass & Avolio, 1993 Kelloway et al., 2000). Bakker, Demrouti and Euwema (2005)
specifically identify the importance of goalktting for creating challenge demandsr
followers that result in positive welbeing outcomes through opportunities for growth and
learning Bakker et al., (2005 dso identify the importance of supervisory feedbaick

reducingfollower burnout through uncertainty.

7.10 Communicating Organisation Support for Employee Well -being

Finally, arganisations can demonstrate their commitment to employeebwialy

through HR policies such as a code of conduct for managers and employees, and policies for
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the prevention of bullying and harassment and the promotion of health and safety at work.
Organisational policies and procedures communicate the message that employmmgvell

is a collaborative effort that is the responsibility of the organisation, its managers and
employees. There is an obligation for all employees to treat eachother with respect and
dignity in the workplace. However, policies can only influence and goédeviours if all
employees know of their existence and how they can be accessed and utilised. The onus is
therefore on the organisation to ensure all employees are aware of HR policies which protect
them in the workplace, that employees understand theepsess and procedures for making

a claim of bullying and harrassment, and that employees know how to access employee
assistance programmes for support.

Overall these recommendations support the importance of recruiting, develogiasiring

and rewarthg / acknowledgingoositive leadership behaviours to enhance employee well

being and reduce employeeliking in the workplace.

Table 7.4 Summary Recommendations

HR Intervention | Proposed Outcome
HR Policy

A to communicate the legislative requirement
Health and Safety Policy for organisations to provide a safe place to
Code of Conduct Policy work and outline every employee®
Respect and Dignity in the Workplace Policy responsibility to treat each other with respect

and dignity to create a safe and respectful

HR Policy training for managers to ensure working environment.
understanding and implementation

HR Practice
Competency based recruitment, selection and A to attract, measure, retain and reward
promotion procedures positive leadership behaviours such as those

demonstrated by transformational leaders.

Performance management and development for A transformational leadership behaviours can

leaders be acknowledged and rewarded;

A abusive supervisory behaviours can be
identified and addressed through training,
development, coaching, or disciplinary
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procedures as a last resort.

Performance management and development for
followers

to set goals to create challenge demands for
followers that result in engagement and
positive  well-being  outcomes  through
opportunities for growth and learning;

to give follower feedback and reduce follower
burnout through uncertainty.

Leadership training and development.

to develop transformational leadership
behaviours as a resource, enabling
challenge demands for followers;

to reduce negative leadership behaviours
and hindrance demands for followers through
personal awareness and development,
coaching and training for leaders.

Summary

The findings in both studigdenified the important role of the leader in influencing

follower positive and negative emotions at work and also in influencing followerbeily

and ilkbeing outcomes The mediation effects of follower emotions in thdatienship

between perceived constructive and destructive leadership and followdree)l and i

being indicators was supported in Study 1 omlpwever, he research shows that leaders

influence follower emotions and their wdléing and iHbeing atwork, with implications for

theory and practice discussed.
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CHAPTER EIGHT
CONCLUSION

8.0 Conclusion

The aim of the research was to measure the influence of experienced transformational
leadership and abusive supervision on positive and negatilsvér wellbeing (i.e.job
satisfaction, engagement, workaholism, burhcand to identify the emotional pathways
through which leaders influence follower wbking and iHbeing outcomes. The research
aimed to answer the following research questidvhat, how andwhendo leaders influence
follower well-being and ilbeingoutcomes at work. By doing sbe research findings make
three distinct contributions to the leadership and yeihg literatures. Firstly, the research
identifiesthe role ofdiverse leadership styles in influencing follower positive and negative
well-being and iHbeing outcomes, addressing calls in the literature to explore alternative
model s of | eadership to help understamsd o&édwhe
i nfl uence (BakkgraAdpeechednleii@r, 2011, p.14/u & Hu, 2009). Secondly,
the research responds to calls foture leadership research to broaden the measurement
criteria to enable us to understand how leaders and leadership are reldttidvier
emotional constructéDasborougret al.,2009; Hiller et al.,2011)and calls todentify the
pathways through which leadership influences follower dvelhg and iHbeing outcomes
(Hansbrough, Lord, & Schyns, 2015; Skakon et al., 20I6ixdly, the research identified
thatin two diverseorganisatiorsectors leaders influenced follower emotions and their well
being and ilbeingoutcomesat work However, the mediation effects of follower emotions
in the relationship between perceivieddership style and follower wdleing and ilbeing

was supported in Study 1 only.
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Based on Leadership and Affective Events Theory, the research conceptualised a
comprehensive model of subjective wedling (job satisfaction, engagement) anebding
(workaholism, burnout) at work and measured the influence of follower perceptions of
constructive and destructive leadership on their -‘belhg and iHbeing through the
pathways of follower emotion. To test the proposed research model, a survey gaggtion
was completed by 183 workers from a Japanese -mafiibnal firm, and 237 Irisemergency
respondes. The research investigatethat type of leadership style influences follower well
being and ilbeing outcomes and measured the relationship betfelewer perceptions of
constructive and destructive leadership and follower -baihg (job satisfaction,
engagement) and 4being (workaholism, burnout) at workResults of this study show that
follower perceptions of a transformational leadership sgy/lpositively related to follower
job satisfaction and engagement, and negatively related to follower burnout in both studies.
Conversely, follower perceptions of abusive supervision is negatively related to follower job
satisfaction and engagement, hoemeuthis hypothesis was only supported in Study 2
(emergency respondgrsdiowever, the positive relationship between follower perceptions of
abusive supervision and-teing outcomes workaholism and burnout were broadly consistent
across both studies. Thesearch also investigatbdw follower perceptions of a constructive
or destructive leadership stytgluences followepositive and negativemotionsat work.

The findings identify the leader g®sitively or negatively influencing follower positivedan
negative emotions across both studidse important role of pride, positive affect (inspired,
alert, excited, enthusiastic, determined) and negative effect (afraid, upset, scared, nervous,
distressed) were established as a significant mediator in the relationship between follower
perceptions bleadership style and welleing and iHbeing outcomes, but only in Study 1,

the Japanese multiational firm. Follower emotions had no mediation effect between
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follower perceptions of leadership style and wing and iHbeing indicators in the
emergncy respondsrsample in Study 2. Theconsistent findings for the mediatiedfects
of follower emotions between perceived leadership style ankibesg and ilbeing
outcomes,highlights a need for further research into the effects of emotional rlaal

supressing emotions at work in different werkvironments

The final questionwhen do follower perceptions of constructive or destructive
leadership styles influence follower wékking and iHbeing outcomes through follower
emotions? Followeperceptions of a transformational leadership style had broadly the same
effects on followeremotions andwell-being and ilbeing outcomes across both studies.
Follower perceptions of abusive supervision had the same influence on follower positive and
negative emotions and follower 4being outcomes in both studies. However, follower
perceptions ofabusive supervision did not have the same relationship with follower well
being (job satisfaction, engagement) in botides This studyshows thatin two dverse
work sectors follower perceptions of a constructive or destructive leadership style had
consistently the same relationship with follower positive and negative emotioms,
showing the important role of the leader in follower emotions at work. The findings present
the transformational leader as a job resource, uplifting and supportindolfevers andthe

abusive leader dgndrancedemand placing emotional demands oncfoks.
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