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ABSTRACT
EXAMINING THE POSSIBLE REDUNDANCY OF TRANSFORMATIONAL
LEADERSHIP AND SUPERVISOR SOCIAL SUPPORT
Cross-cultural empirical evidence indicates that transformational leadership (TFL)

and supervisor social support help employees cope with stressors in the workplace.
Examination of the item content across measures of both constructs suggests that they
might be addressing the same concept. Two studies examine whether TFL and supervisor
social support are discrete or redundant. Study 1 consisted of 234 participants from the
general adult working population in the USA, and Study 2 consisted of nurses from the
USA (n=1390), Germany (n = 118), and Spain (n = 132). The constructs were correlated
with each other and several stress-related variables. Principal Component Analyses
(PCAs), as well as correlational and invariance analyses, were used to determine the
potential construct redundancy. The results indicated likely redundancy of TFL and
supervisor social support. Moreover, all independent correlations between TFL and
supervisor social support with the other stress-related variables were mostly invariant.
Theoretical implications of these findings suggest that TFL and supervisor social support
may be studied as the same construct, expanding the relevant literature on each concept.
Practical implications may include advances in the development of leadership

interventions and leadership training programs.
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INTRODUCTION

Supervisor behaviors significantly influence employees’ attitudes, emotions, and
actions in the workplace (e.g., Saez, 2020; Schin & Racovita, 2013; Wu et al., 2021).
Ineffective leadership has a significant impact on the occupational strain experienced by
employees, as 44% of the participants in Jacobs et al.’s (2013) study reported leaving
their career paths due to dissatisfaction caused by the stress induced by poor leadership.
Employees who report that their supervisors are more supportive typically report having
less strain (Fukui et al., 2019). The findings were the same for employees who report
having a transformational type of leader (Salem, 2015). Both a) transformational
leadership and b) supervisor social support are often studied in relation to employee
attitudes, affects, and behaviors (Bhanthumnavin, 2003; Dung & Hai, 2020; Islam et al.,
2021), however their relation to one another has had limited inquiry. Liaw et al. (2010)
found that supervisor social support mediated the relationship between transformational
leadership style and customer orientation; however, given the strong and positive
correlation between the two constructs in their study, it is still not clear if they are
redundant.

Transformational leadership (TFL) and supervisor social support have both been
linked with reduced employee strain (Fukui et al., 2019; Salem, 2015), and they have
even been connected with increased customer orientation, job performance, and
employee engagement (Hayati et al., 2014; Liaw et al., 2010; Manzoor et al., 2019;
Mohamed & Ali, 2016; Park et al., 2018). Because both TFL and supervisor social
support have been associated with positive work-related outcomes, further understanding

their relationship with each other may help practitioners and organizations develop more



in-depth leadership interventions and conduct more focused research regarding employee
effectiveness in the workplace. Better understanding employee experiences of
supervisory behaviors can guide interventions that maintain or create a more positive
work environment for employees, specifically when implementing research regarding
supervisory behaviors’ links with employee experience outcomes (Saez, 2020; Smith,
2015).

In addition to their commonalities with work-related variables, TFL and
supervisor social support both leverage an emotional component to guide employees
towards shared vision and job-related efficiency (Bass, 1999; Bhanthumnavin, 2003;
Burns, 1978). TFL is a style in which a leader leverages an emotional connection with
followers in order to (a) create a shared vision, (b) to identify needed organizational
change, and (c) to inspire team members towards this change (Bass 1999; Burns, 1978).
Supervisor social support refers to the emotional, informational, and material backing
supervisors give to their employees (Haas, 2019). Given the commonalities between the
two constructs, the emphasis on emotional connection, and the common goal of fostering
success and motivation in employees, further inspection of their possible redundancy is
needed. Specifically, as supervisor social support can involve emotional backing,
understanding whether the two constructs are redundant can be beneficial to the
comprehension and application of TFL and supervisor social support practices.

Addressing this possible redundancy is important for the field of organizational
science, as redundant constructs conflict with the canon of parsimony mandated in
scientific research (Le et al., 2010). Occam’s razor, a central principle to behavioral and

scientific research, suggests that concepts or constructs should not be subject to



extraneous conceptualization, and should not be multiplied “beyond necessity” (Schaffer,
2014). Redundancy in constructs can deter the process of cumulative and systematic
research via proliferation (Le et al., 2010). Construct redundancy has been found to be a
problematic issue within leadership literature, violating the principle of parsimony
(Banks et al., 2018). As TFL and supervisor social support are similar theoretically and
empirically, understanding whether they are the same construct has important
implications for the future of workplace research. In particular, it would provide insight
into whether these constructs are discrete and should continue to be studied as such, or
whether they should be studied as the same construct. This study examines TFL and
supervisor social support in relation to each other, as well as to role stressors, employee
psychological well-being, anxiety, affective organizational commitment (AOC), and
turnover intention in order to determine whether the constructs are discrete or whether
they are redundant. Moreover, these relationships are examined in two studies. Study 1
focuses on a general sample of working adults in the United States of America (USA)
and Study 2 focuses on nurses from three countries: USA, Germany, and Spain.
LITERATURE REVIEW
Same or Discrete Constructs?

The organizational literature has largely examined supervisor social support and
transformational leadership constructs in isolation (see Chen & Wu, 2020; Cheung &
Wong, 2011; and Liaw et al., 2010, for exceptions). Specifically, there is an abundance of
research regarding each construct in relation to other work-related variables. For
example, TFL and supervisor social support have each been studied individually in

relation to employee well-being, AOC, and turnover intention (Jacobs et al., 2013; Mahdi



& Top, 2021; Porter, 2015). Moreover, TFL and supervisor social support are
operationalized in distinct manners. That is, the most common measures of TFL and
supervisor social support, respectively, are different in terms of content and technique.
For example, measures of TFL often emphasize characteristics of the leader in relation to
both employees and to the job role and the organization. Two sample items (i.e., content)
include, “T have trust in his/her ability to overcome any obstacle,” or “S/he gets us to rely
on reasoning and evidence to solve problems” (Berger et al., 2012). A measure such as
this emphasizes not only the leader’s behaviors towards subordinates, but also
subordinates’ perceptions of a leader’s abilities and characteristics. Measures of
supervisor social support, however, include items that pertain to the supervisor’s direct
behaviors in relation to subordinates. For example, items may include “My supervisor at
work goes out of his or her way to do things to make my work life easier for me” or “It is
easy to talk with my supervisor at work™ (Caplan et al., 1975). TFL is often
operationalized in reference to inspiring employees and fostering organizational
commitment through a specific style of leadership, while emphasizing specific leader
characteristics (Bass, 1995). Supervisor social support, in contrast, refers more
specifically to supervisors’ practices (i.e., technique) that equip employees to succeed in
their positions (Kossek et al., 2011).

However, upon closer inspection, TFL and supervisor social support behaviors
appear to share remarkable similarities and considerable overlap. For example, both
attend to empathy, address respectful treatment and acceptance, and focus on utility of
the interpersonal interaction. Moreover, both variables appear to help subordinates in

similar ways. For example, both buffer against the adverse consequences of stressors on



strains (e.g., Diebig et al., 2017; Fukui et al., 2019; Schmidt et al., 2014). Measures of
TFL also include items that are similar to those on supervisor social support measures
with regard to supervisor or leader taking empathetic actions towards subordinates.
Whether the constructs overlap enough to be considered similar has not been examined
adequately. Understanding the relationship between TFL and supervisor social support
can assist researchers in determining whether it is necessary to capture both employee
perceptions of TFL and supervisor social support or whether capturing one of the two is
sufficiently parsimonious.

As will be shown, TFL and supervisor social support have similar functions; TFL
leverages an emotional bond, and supervisor social support involves emotional support
and connection. In studies that have examined both constructs, there appears to be a
strong positive relationship between the two. For example, Chen and Wu (2020) found
that TFL led to a higher degree of perceived supervisor support and Liaw et al. (2010)
found supervisor social support mediated the relationship between TFL and customer
orientation. These conflicting findings suggest that, on the one hand, TFL and supervisor
social support may have some degree of redundancy (e.g., one construct may be a facet of
the other); on the other hand, they might still be discrete constructs. Since it is not clear if
the two constructs are discrete or redundant, the current study attempts to examine their
redundancy. In this section, I present literature on TFL and supervisor social support and
their connection to employee work-related stressors, strains, and organizational outcomes
(Jacobs et al., 2013; Mahdi & Top, 2021; Porter, 2015).

Transformational Leadership

The term “transformational leadership” was originally coined by James Burns



(1978) to describe how leaders guide their followers towards a higher level of motivation
and morality. Its origins focused on a shared vision guided by a moral compass, in which
leaders inspired their followers to work towards a shared greater cause, rather than to
focus solely on their own needs or interests. Burns (1978) defines TFL as the process by
which a leader employs a strong emotional attachment with followers to drive collective
commitment to organizational success and growth, which fosters group performance
beyond expectation. Several years later, Bass (1985) expanded on TFL in his
development of the Full-Range Leadership Theory model. Bass’s explanation of
leadership focused less on morality and more on the various goals that might underlie
different styles of leadership. This model also expands on different leadership styles,
differentiating between different leader relationships with employees, to explain how
leaders foster performance and commitment (Antonakis & House, 2014).

Bass’s (1985) Full-Range Leadership model consists of three main leadership
styles across a spectrum: laissez-fair, transactional, and transformational. Laissez-faire
leadership is a passive leadership style in which leaders provide little or no guidance to
subordinates and allow a fully autonomous work model for their subordinates.
Transactional leadership style is one in which the leader guides subordinates in a more
contractual manner; it is based on a “give and take” exchange. For example, a leader
might give tangible rewards, such as bonuses or promotions, for meeting production
deadlines, and subordinates might give more of their time to performing work so as to
enjoy those rewards, bonuses, or other desired outcomes. Finally, transformational
leadership, the focal style of leadership in this paper, refers to leader behaviors that

emphasize the goals and needs of their followers, utilizing intrinsic motivation to guide



them towards a desired direction (Bass, 1999). Bass’s (1985) definition of a
transformational leader is someone who uses open communication, empowers their
followers, understands that each follower is an individual, and coaches and mentors
subordinates to work toward their personal potential.

Bass (1995) also delineated four components of TFL. In “idealized influence”
leaders embody the ideal role model for followers and possess desired qualities, with
charisma being central to the component (Conger,1999). In “inspirational motivation”
leaders provide a clear mission or direction for followers and inspire them toward this
shared vision. In “individualized consideration” leaders express concern for the specific
needs and feelings of each follower and exercise empathy and care towards each
individual. The individualized consideration component of TFL involves individual
support, consideration, and appreciation (Franke & Felfe, 2011). Finally, in “intellectual
stimulation” leaders create motivational challenge for followers such that followers are
urged to challenge the status quo and strive for new ideas and approaches.

Research on TFL has shown it to have important implications for employee
experiences of role stressors, well-being, and work-related attitudes and behavior. TFL
has been shown to positively predict employee well-being (Arnold, 2017; Nielsen et al.,
2008) and reduce the effects of job stressors (Salem, 2015). TFL has been associated with
lower strain experienced by employees (Schmidt et al., 2014) and has also been found to
decrease employee anxiety (Kloutsiniotis et al., 2022). Franke and Felfe’s (2011)
research found that specifically, individualized consideration and idealized influence
were related to higher levels of employee well-being, with AOC moderating this

relationship.



TFL also increases AOC (Amin et al., 2018; Gyensare et al., 2016) and AOC has
been found to mediate the relationship between TFL and turnover intention (Almas et al.,
2020; Gyensare et al., 2016; Mahdi & Top, 2021). Additionally, when employees
perceive a TFL style from their leaders, turnover intention decreases (Park & Pierce,
2020; Sun & Wang, 2017). Thus, not only does TFL directly influence turnover intention,
but supervisors who employ a TFL style stimulate their subordinates’ increased affective
commitment, which indirectly influences subordinates’ intentions to stay with their
company.

Congruent with Frank and Felfe’s (2011) findings that individualized
consideration (marked by empathy and emotional care for each follower) is a key element
for higher levels of employee well-being, a study conducted in Spain found that
emotional demands and engagement mediated the relationship between TFL and positive
leadership perceptions (Martinez et al., 2020). Thus, the emotional component of TFL
may be important to the effectiveness of TFL on worker engagement and well-being. As
supervisor social support also utilizes emotional connection, this component may be the
source of redundancy between supervisor support and TFL.

Supervisor Social Support

One of the earliest conceptualizations of supervisor social support is the belief
that one’s supervisor values and cares for the employee (Kossek et al., 2011). Global
measures of supervisor social support generally focus on a combination of feelings of
being valued at work and having access to helping relationships in the workplace (Kossek
etal., 2011). Although there are many different sources of support in the workplace—

including supervisors, managers, and colleagues, as well as overall organizational support



(Beehr & Glazer, 2001)—the present study focuses on supervisor functional social
support, addressing a positive work interaction between subordinate and supervisor,
including the emotional, material, and informational guidance that supervisors provide
(Caplan et al., 1975).

Supervisor social support can be given or experienced in two different ways:
structural support and functional support (Beehr & Glazer, 2001). Structural support is
the understanding that others are simply present and available to give support when
needed, whereas functional support refers to the tangible or intangible supportive actions
taken by supportive figures (Glazer, 2006). Functional support can be further
differentiated by emotional support, which enhances a person’s esteem or attends to the
emotions of a person, and instrumental support, which could be in the form of tangible
and/or informational assistance to (re)solve problems or complete tasks.

Emotional support from the supervisor involves providing general expressions of
concern for employee well-being (Kossek et al., 2011). This expression of concern can
include asking employees about their well-being, listening to their needs, and expressing
empathy. Material (or tangible) support can include supervisors providing resources to
employees, including, for example adequate office space and proper technology.
Informational support involves the supervisor providing necessary knowledge to the
employee (Glazer, 2006; Kossek et al., 2011), such as training or information on how to
access necessary databases.

Employees who feel valued by their supervisors and have quality helping
relationships with their supervisors have adequate supervisor social support. Supportive

supervision can motivate subordinates to work more effectively (Bhanthumnavin, 2003).
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It also has been found to be a vital factor in employee well-being in the workplace
(Brough & Pears 2004; Hammig, 2017; Harms et al., 2017; Talukder & Galang, 2021).
Paralleling results between TFL and the same important work-related outcomes, research
has shown a significant correlation between supervisor social support and increased well-
being, increased AOC, and reduced turnover intention (Boamah et al., 2017; Dung & Hali,
2020; Hammig, 2017; Mohamed & Ali, 2016; Orgambidez & Almeida, 2019; Pradhan &
Pradhan, 2015; Sun & Wang, 2017). In contrast, inadequate supervisor social support
relates to increased turnover intention (Galletta et al., 2011; Himmig, 2017; Nagami et
al., 2010). Supervisor social support has also been shown to directly reduce employee
anxiety (Beehr & McGrath, 1991) and burnout (Hammig, 2017), as well as to buffer the
statistical effect of employee stressors and strains (Beehr et al., 1990).

TFL and supervisor social support have both been found to help create a positive
work environment (Salem, 2015). However, their similar effects on outcome variables
indicate the possibility of some level of redundancy. In short, TFL and supervisor social
support appear to have similar positive impacts on the same work-related variables.
Overlap of Literature on Transformational Leadership and Supervisor Social Support

Given the above findings, it is clear that both TFL and supervisor social support
involve an emotional tie with subordinates. Both act as motivators that enhance well-
being (Jacobs et al., 2013) while reducing undesired attitudes, behaviors, and
organizational consequences (Hidmmig, 2017; Sun & Wang, 2017). For these reasons, it
is likely that the constructs of TFL and supervisor social support overlap conceptually.
Specifically, in light of prior studies’ findings that individualized consideration enhances

well-being and AOC and decreases psychological strains and turnover intention, it is
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expected that TFL and supervisor social support will prove to be redundant, with
individualized consideration being the primary element of this redundancy.

Understanding the extent to which TFL and supervisor social support are
redundant or unique constructs would help to develop organizational interventions, as
research regarding both TFL and supervisor social support could be referenced. It could
also provide a more in-depth understanding of how these constructs can be used to
benefit organizations. For example, if the constructs are indeed redundant, then research
on supervisor social support could be referenced when implementing transformational
leadership approaches.

Study Summary

It is imperative to determine whether TFL and supervisor social support are
redundant because uncaptured redundancy potentially violates the principle of parsimony
and hinders optimal development of research within the fields (Le et al., 2010; Pradhan &
Pradhan, 2015). Due to similar correlations with variables, as well as a common reliance
on emotional connection (Liaw et al., 2010), it is possible that TFL and supervisor social
support represent the same construct.

The next section presents a general overview of the study, the populations, and
contexts. It is followed by a methods section for each of two studies, their results,
discussion, and general discussion.

GENERAL OVERVIEW OF METHODS
Overview
The present two-part study tests whether TFL or supervisor social support are

stronger predictors of various individual and organizational outcomes. Study 1 employs a
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general working population of adults, across many different professions, in the USA.
Study 2 examines the extent to which the relationships between TFL and supervisor
social support and outcomes are similar in a focused sample of nurses in the USA, as well
as in Germany and Spain. To determine the role professional or national culture might
play in results, it is advised to keep as many characteristics about the samples as
consistent as possible (Broesch et al., 2020). A comparison of a sample of the general
population of working adults in the USA to a sample of nurses in the USA shares the
national, but not professional culture, whereas across national cultures, the samples share
professional culture. The nursing profession is one that is rather consistent across national
cultures (Glazer & Gyurak, 2008). Examining TFL and supervisor social support in
different professional and national cultures can provide a more nuanced understanding of
how these constructs are perceived and function, as culture acts as a shared meaning
system (Fischer, 2009). Specifically, if relevant cultural differences are identified then
different strategies for organizational assessments may be suggested. For this reason,
rather than simply accepting that TFL and supervisor social support are discrete, it is
important to confirm the assumption across different professional and national cultural
contexts (Boussebaa, 2020; Fischer, 2009).

In Study 1, individual ratings of TFL in the workplace and individual ratings of
supervisor social support are considered in relation to the variables of role stressors,
employee psychological well-being, anxiety, AOC, and turnover intention, in order to
determine whether the constructs are discrete or whether they are redundant. Prior

research has supported the constructs’ links to these variables.
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Due to the emotional connection with employees that TFL leverages, along with
the leader-subordinate relationship fostered with supervisor social support, TFL and
supervisor social support may be redundant. Because TFL involves the leader creating an
emotional connection with followers, and supervisor social support includes emotional
guidance, it is possible that supervisor social support is involved in the process of TFL.
The constructs may converge in that they will have similar relationships with other
variables, with supervisor social support specifically converging due to the emotional
connection component of TFL manifested through individualized consideration.

In Study 2, I test the same relationships with similar variables in samples of
nurses from USA, Germany, and Spain. If the constructs appear to be redundant and do
so in a similar manner across countries, then there might be some indication that the
constructs are not clearly discrete and results of studies examining TFL or supervisor
social support are leading to similar conclusions.

Focal Population and Context

The target population of interest in Study 1 is the general population of workers in
the USA, and the target population of interest in Study 2 is nurses in hospitals and elder
care facilities across three countries (USA, Germany, and Spain). Data for Study 1

included workers across different professions and with varying job titles. Some of the job

29 ¢ 99 ¢¢

titles of participants included “engineer,” “claims examiner,” “administrative assistant,”
and “skydiving instructor.” High diversity of study participants assists in creating a more
generalizable sample (Cheung et al., 2017).

Study 2 compares results between nurses in the USA, Germany, and Spain. In

cross-national research, studying a single profession allows isolation of variation of
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findings to be attributed to national culture (van de Vijver & Leung, 1997). Healthcare
providers represent a group that faces numerous day-to-day stressors (Kelly & Hearld,
2020; Sang Long et al., 2014). Stressors they experience include high workload, low
advancement opportunity, aggressive patients, and low financial compensation (Kelly &
Hearld, 2020; Sang Long et al., 2014). Beehr and Glazer (2005) found that the stressors
of role overload, role ambiguity, and role conflict were significant precursors to anxiety
in nurses, which, in turn, was found to predict AOC.

As there are increasing levels of globalization in the modern workplace, it is also
becoming increasingly important to examine variables and constructs across multiple
cultural lenses (Boussebaa, 2020). The three countries examined in Study 2 have cultural
similarities (including similar levels of individualism, power distance, and assertiveness)
that suggest possible shared meanings and attitudes towards TFL and supervisor social
support, but the redundancy between the two constructs in these countries remains
unexplored thus far. The nurse sample is compared across cultures to examine the extent
to which the findings are generalizable to cultures outside the USA.

STUDY 1

Study 1 examines convergence between TFL and supervisor social support
constructs. In testing the extent to which the constructs overlap, their relationships with
role-related stressor variables, well-being, anxiety, AOC, and turnover intention are
compared within a general working adult population.

Hypotheses (H)
The aforementioned literature suggests that TFL may be redundant with

supervisor social support. Both constructs leverage the emotional connection between
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leaders and their employees in order to provide motivation. Given that TFL involves the

individualized consideration of employees—working closely with them to develop their

strengths and understand their viewpoints—it appears as though supervisor social support
is a necessary element in the successful practice of TFL, or that individualized
consideration is a necessary element of supervisor social support. Although studies have
included both TFL and supervisor social support, to date no studies have examined
whether TFL and supervisor social support are discrete constructs.

Hia: TFL and supervisor social support will strongly positively correlate.

Hip: The correlations between each of the components of TFL (idealized influence,
inspirational motivation, individualized consideration, intellectual stimulation) and
supervisor social support will not be invariant; individualized consideration will
most strongly correlate with supervisor social support.

Research has also shown that the two focal constructs have remarkably similar
relationships with the same work-related outcomes, including decreased work-related
stress (Fukui et al., 2019; Salem, 2015), increased employee psychological well-being
(Hammig, 2017; Lyons & Schneider, 2009; Salem, 2015), increased AOC (Mahdi & Top,
2021; Orgambidez & Almeida, 2019), and decreased turnover intention (Fukui et al.,
2019; Sun & Wang, 2017). The present study sets forth to demonstrate their
redundancies.

H,: TFL will positively correlate with (a) psychological well-being and (b) AOC, but

TFL will negatively correlate with (c) role overload, (d) role conflict, (e) role
ambiguity, (f) anxiety, and (g) turnover intention.

Hs: Supervisor social support will positively correlate with (a) psychological well-being
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and (b) AOC, but TFL will negatively correlate with (c) role overload, (d) role
conflict, (e) role ambiguity, (f) anxiety, and (g) turnover intention.

Finally, although null hypotheses are typically not posed in psychological
research, this study’s aim is to demonstrate that TFL and supervisor social support are
redundant. Therefore, it is expected that:

Ha: The correlations between TFL and supervisor social support with role stressors,
anxiety, work-related well-being, AOC, and turnover intention will be invariant.

Method

Participants

The sample for Study 1 is based on data gathered across three time points, from
June to September 2021, through an online panel, available via Amazon’s Mechanical
Turk (MTurk). In the first wave, data were gathered from 334 respondents. In the second
wave data were gathered from 261 respondents who completed Wave 1, and by Wave 3
239 respondents had submitted all three surveys. This study, however, is based on 234
U.S. working adults, as five individuals failed to pass attention checks or complete 75%
of the survey in the final wave.

The gender identities of the final sample included 53% females (n=124), 46.2%
males (n=108), .4% trans women (n=1), and .4% who preferred not to disclose (n=1). In
terms of ethnicity of the final sample, 72.2% were White (n = 169), 10.3% were Asian or
Asian-American (n=24), 9% were Black or African-American (n = 21), 7.3% were
Hispanic, Latino, or of Spanish origin (n = 17), .4% were Middle Eastern or North
African (n = 1), and .9% (n = 2) preferred to self-describe or preferred not to disclose.

Ages ranged from 21 to 83 years, with most participants ranging between 35 to 40 years
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of age (n = 76). The mean age was 40.99 years (SD = 10.88). The sample is mostly
representative of the general US working adult population as stipulated in the 2020 US
Bureau of Labor Statistics (BLS). The BLS found the general US population to be 77%
White and 9% Black, which reflects slightly higher percentages than in the MTurk
sample. The BLS found 6% of the US population to be of Asian background, indicating a
lower percentage than the sample, and 18% to identify with Hispanic, Latino or Spanish
origin, representing a much higher percentage than the MTurk sample.

Finally, the educational characteristics of survey respondents were relatively
similar to that of the US labor force. Of the study sample, 52.6% had a bachelor’s degree
(n = 123), 23.1% had a high school diploma (n = 54), 19.7% had a master’s degree (n =
46), 2.1% self-disclosed that they had associate degrees (n = 5), 2.1% had a doctorate (n
=5), and .4% self-disclosed that they attended trade school (n = 1). Regarding marital
status, 44% of the participants were married or re-married (n = 103), 31.6% were single
(n="74), 11.5% were living with partner(s) (n = 27), 9.4% were divorced (n = 22), 1.7%
were widowed/widower (n = 4), .4% were separated (n = 1), .9% preferred not to
disclose (n = 2), and .4% indicated “other” (n = 1).

Measures

The main study variables were measured in Waves 2 and 3. All items were rated
on a 7-point Likert-type scale, ranging from 1, ‘strongly disagree,’ to 7, ‘strongly agree.’
For all variables, higher mean scores (closer to 7) represented the variable’s namesake.
All measures used for Study 1 and Study 2 can be found in Appendix B.

Transformational Leadership. This study employed the Human System Audit

Transformational Leadership (HSA-TFL) Short Scale, an 8-item measure developed by a
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multinational team of researchers located in Spain (Berger et al., 2012). An example
HSA-TFL item is “S/he is concerned with training those who need it.” TFL was assessed
during the second wave. This measure contains two items for each of the four
components of TFL. For idealized influence a sample item is “I have trust in his/her
ability to overcome any obstacle.” A sample item for inspirational motivation is “S/he
develops ways of motivating us.” A sample item for individualized consideration is “S/he
is concerned with training those who need it.” A sample item for intellectual stimulation
is “S/he promotes the use of intelligence to overcome obstacles.” Most research
addressing TFL style employed the Multifactor Leadership Questionnaire (MLQ; Bass &
Avolio, 1995). However, because of its length, inaccessibility (it is not an open-source
questionnaire), and questionable distinction between inspirational leadership and
charisma, Berger et al. (2010, 2012) validated a short-form measure of TFL vis a vis the
Human Systems Audit (HSA), a survey that includes several key variables for
organizational diagnostics, amongst them—Ieadership. The HSA-TFL measure in
relation to the MLQ, had strong psychometric properties and a positive correlation (r =
.84, p <.001; Antonakis et al., 2003; Berger et al., 2012). Convergent validity has been
found between the MLQ-5x (a version of the MLQ updated to contain a broader range of
leadership measures) and HSA-TFL measures, indicating that both are adequate measures
of TFL (Berger et al., 2012). The HSA-TFL measure was further found to have sufficient
validity utilizing data from Spain, Portugal, Poland, and the United Kingdom, indicating
that it sufficiently measures the intended TFL construct across countries (Berger et al.,
2010). The Cronbach’s alpha for this measure was found to be .96 for this sample, which

indicates solid internal consistency. In past research, reliability for the HSA-TFL has
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been between .92 and .95, indicating strong internal consistency (Berger et al., 2010).

Supervisor Social Support. A four-item measure of supervisor social support
(Caplan et al., 1975) was administered during the second wave. An example item is “It is
easy to talk with my supervisor at work.” Respondents rated each item to indicate how
their supervisor behaves towards them. The Cronbach’s alpha for this measure was found
to be .96, which indicates solid internal consistency.

Role Stressors. Role overload, role conflict, and role ambiguity were assessed
using a measure adopted from Beehr and Glazer (2005) during the second wave. Five
items assessed each role stressor. A sample item for role overload is: ‘On my present job,
the amount of work seems to interfere with how well I can do the job.” One role overload
item was reverse coded. An example role conflict item is: ‘I work with two or more
groups who operate quite differently.” Finally, an example item measuring role ambiguity
is: ‘I have clear, planned goals and objectives for my job.” All five role ambiguity items
were reverse coded. Cronbach’s alpha reliability coefficients in the present study were
found to be between .81 and .88, indicating sufficient reliability. Previous research has
found these role stressors to display alphas between .70 and .85. (Beehr & Glazer, 2005).

Well-Being. Well-being was assessed during the second and third waves by 11
items from the 12-item version of Goldberg’s (1972, as cited in Banks et al., 1980)
General Health Questionnaire (GHQ-12), adapted to the work context. One item was
excluded due to its use of the ambiguous word, “stress.” A sample item is “I have been
able to concentrate on what I am doing.” Five items were reverse scored. The alpha
coefficients for this measure were .85 and .86, indicating strong internal consistency.

Previous research has shown an alpha of .89 for the GHQ-12 (Zhong et al., 2022).
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Anxiety. Job-related anxiety was assessed using four items from Parker and
Decotiis’ (1983) Job Stress Scale during the third wave. An example item is “My job gets
to me more than it should.” The Cronbach alpha coefficient for this measure was .94.
Prior research has found the measure to have an alpha of .87 (Wu & Shih, 2010). Both
indicate adequate reliability.

Affective Organizational Commitment. AOC was measured during the second
and third waves using the Allen and Meyer (1990) Affective Commitment Scale, which
consists of eight items. A sample item is “I would be very happy to spend the rest of my
career with this organization.” Four of the eight items were reverse coded. The present
study found Cronbach alpha coefficients to be .95 (at T2) and .96 (at T3). Both of these
analyses indicate adequate reliability.

Turnover Intention. Turnover intention was measured during the second and
third waves with three items adapted from Beehr and Glazer (2005). An example item is
“I will actively look for a new job in the next year.” This measure was found in the
present study to have a Cronbach’s alpha of .95 for each wave. Prior research has shown
the alphas for this measure to range from .75 to .86 (Beehr & Glazer, 2005), indicating
adequate internal consistency.

Procedures

From June 2021 to September 2021, data were collected in three waves through
an online panel design software, MTurk. Through MTurk, researchers are able to gather
data from adults who are registered to complete surveys. When registered users
acknowledge a Human Intelligence Task (HIT) — a virtual task that a worker can

complete, submit, and obtain a reward for completion (Litman et al., 2017) - they may
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choose to complete a survey, usually in exchange for some payment. Respondents are
referred to as MTurkers and are reached in batches through CloudResearch (formerly
known as TurkPrime). CloudResearch is a toolkit that evaluates participants (based on
criteria set by researchers) from the MTurk database to allow researchers to save time and
money sending out surveys (Litman et al., 2017). CloudResearch can accommodate
specific sample sizes, variables, and control variables (Eyal et al., 2021). For this study,
only MTurkers who self-identified as US citizens and worked at least 20 hours per week
were invited to complete the survey.

Wave 1 was a screener survey with an estimated completion time of 10 to 15
minutes. The survey was open from mid-June to mid-July 2021 and data were gathered
from 334 MTurkers. All respondents who submitted a secret code that was presented to
them upon completion of the Wave 1 survey were compensated $2.00 for their
participation, even if they missed any attention check questions (i.e., “ How many days
are in the week?” “Orange is the first color represented in the rainbow,” “What would
you say is your favorite beverage?” and “How many days are in the year?”’) or did not
qualify to take the survey based on eligibility inclusion criteria (working at least 20 hours
per week and being a US citizen). In total, 36 respondents were not invited to complete
the Wave 2 survey because either they did not fit the inclusion criteria, they did not pass
the attention check questions, or they did not complete at least 75% of the first survey.

The remaining 298 respondents were invited to complete Wave 2 survey, which
was administered from July to early August 2021. These respondents received the second
survey two weeks after the initial screener survey. Of those, 261 completed the

approximately 20-minute survey and earned another $2.00. The Wave 2 survey focused
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on transformational leadership, social support, stressors, and strains. Wave 2 respondents
who did not pass the attention check questions were not invited to complete the survey at
Wave 3, but they were compensated, nonetheless. Those individuals who completed at
least 75% the second survey and did not miss any attention check questions were invited
to complete the third survey, which was distributed about five to six weeks after the
second survey, between early to end of September. For completion of the third, 8-to-10-
minute survey, participants were compensated $2.50. This amount is higher than previous
amounts as a token of appreciation for participants’ time. The total number of
respondents who completed all three surveys was 239. Five of these participants were
removed as they did not pass attention check questions, leaving 234 individuals in the
final dataset.
Data Management

Data Cleaning. After each wave of data collection, another research assistant and
I reviewed the database to ensure the respondents met the inclusion criteria (Wave 1) and
then invited those who met the criteria and passed attention check questions to complete
Wave 2 and then Wave 3. Failure to select the correct answer in the attention check
questions rendered the respondents’ answers invalid. Additionally, participants were not
invited to complete subsequent surveys and were excluded from the analyses if they did
not complete at least 75% of each survey administration. This exclusion was to ensure
adequate attention and responsiveness. Five participants who failed attention check
questions and did not complete 75% of the questions in the third survey were also
excluded from the final dataset.

Data Analysis. This study employs inter-item correlations, assessments of
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Cronbach’s alpha coefficient for internal consistency, principal component analyses, and

intercorrelations among variables. Item correlations above .60 are empirically indicative

of items measuring the same construct (Piedmont, 2014).

Results

Inter-item correlations within the TFL and supervisor social support measures

were analyzed to provide evidence that each measure assessed its intended construct. The

item-correlations between the TFL and supervisor social support measures were analyzed

as well (see Table 1). The inter-item correlations within the TFL measure, as well as

within the supervisor social support measure were above .81, which indicates strong

Table 1

Inter-Item Correlations between TFL and Supervisor Social Support Items

Items 1 2 3 4 5 6 7 8 9 10 11 12
I.LTFL1 | --

2.TFL2 | 90 --

3.TFL3 | 91 91 --

4. TFL4 | 84 .88 .87 --

5.TFL5 | .87 .85 .85 .85 -

6. TFL6 | .87 .87 .86 .81 .86 --

7.TFL7 | .86 .84 .87 .83 .86 .88 --

8. TFL8& | .88 .90 91 .87 .84 .85 .86 --

9.85S 1 85 .84 .87 79 .79 .79 .81 .85 --

10.SSS2 | .85 .85 .87 .82 .84 .83 .85 .84 .83 --

11.88SS3 | .87 .85 .87 .81 .83 .82 .82 .85 .88 89 -
12.SSS4 | 81 .83 .82 76 79 .80 .81 .80 81 88 .85 --

Note. All correlations were significant at p <.01. TFL = Transformational Leadership;

SSS = Supervisor Social Support.
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internal consistency (Tavakol & Dennick, 2011). The item correlations between TFL
items and supervisor social support items were all above .79.
Principal Component Analyses

To test if the TFL and supervisor social support items resulted in two discrete
factors, a principal component analysis (PCA) was performed. A PCA was performed
using orthogonal (varimax). As TFL and supervisor social support have continually been
studied as discrete constructs, reflected in the literature (Arnold, 2017; Kossek et al.,
2011; Nielsen et al., 2008), the present analysis employs orthogonal rotation as the
assumption of discrete factors indicates lack of correlation, and orthogonal rotation is
used when it is assumed that factors are not correlated (Dattalo, 2014). Oblimin rotation
was also performed to further confirm results. Per Ruscio and Roche (2012), as well as
Kaiser (1960), factors should be retained when there is a minimum of 5% explained
sample variance, and an eigenvalue greater than 1.00. Per Table 2, the PCA with the
orthogonal rotation revealed that TFL and supervisor social support were not discrete
factors, as 85.85% of the variance was accounted for by the initial factor. Moreover, the
subsequent eigenvalue did not surpass 1.00 and accounted for less than 5% of the
variance. This suggests redundancy between TFL and supervisor social support. The
oblimin rotation presented similar results, with 86.99% of the variance accounted for by
the first factor. Eigenvalues for this analysis can be found in Appendix C.

Per Table 3, of the 12 items across the two measures, all of the items loaded on
the first factor. When forcing a two-factor solution, the items for TFL loaded better onto

Factor 1, whereas the supervisor social support items load better onto Factor 2 (see Table
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4). The forced two-factor solution indicated that the items for each construct do load
better onto separate factors, however they all had cross-loadings that meet a minimum
threshold of .40 (Hair et al., 1998) — indicating support for a one factor model. Overall,
based solely on the PCA, TFL and supervisor social support items appeared to coherently
address a single factor.

Table 2

Eigenvalues, Percentages of Variance and Cumulative Percentages for 8 TFL and 4
Supervisor Social Support Items (Varimax Rotation )

Factor Eigenvalue % of variance  Cumulative %

1 10.31 85.95% 85.95%
2 .34 2.80% 88.75%
3 .26 2.13% 90.88%
4 19 1.60% 92.48%
5 .16 1.34% 93.82%
6 15 1.28% 95.09%
7 13 1.08% 96.18%
8 12 .99% 97.17%
9 .10 .84% 98.00%
10 .09 16% 98.76%
11 .08 .65% 99.41%
12 .07 .59% 100.00

Variable Correlations
Pearson’s correlation coefficients, means, and standard deviations of the main

study variables are presented in Table 5. Consistent with Hia, TFL and supervisor social
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support strongly positively correlated (» = .94, p <.01). Additionally, TFL (H2) and
supervisor social support (H3) each positively correlated with well-being (s ranged from
3810 .39, p <.01) and AOC (rs ranged from .45 to .48, p <.01). The two focal
constructs also negatively correlated with role overload, role conflict, role ambiguity,
anxiety, and turnover intention (rs ranged from -.27 to -.45, p <.01).

Table 3

Factor Loadings and Communalities for TFL and Supervisor Social Support Items

Factor Loadings Communality
TFL 1 946 .895
TFL 2 946 .894
TFL 3 954 909
TFL 4 910 .829
TFL 5 920 .847
TFL 6 919 .845
TFL 7 924 .854
TFL 8 940 .884
SSS 1 909 .827
SSS 2 929 .863
SSS 3 930 .865
SSS 4 .895 .801

Correlation Invariance

To determine whether the correlations between TFL and each of the other
variables and supervisor social support with each of the other variables were invariant,
dependent sample correlation comparisons were performed. Of the 11 other variables

with which the focal variables correlated, only one pair differed significantly. The
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correlation between TFL and role ambiguity (» = -.43) was significantly stronger than that
of supervisor social support and role ambiguity (» =-.39; z =-1.930, p <.05). H4 was
mostly supported.

Table 4

Factor Loadings and Communalities for Varimax Rotated Two Factor Solution for TFL
and Supervisor Social Support Items

Factor Loadings

1 2 Communality
TFL 4 817 452 871
TFL 5 784 503 .869
TFL 6 783 504 .866
TFL 8 773 546 .895
TFL 7 759 538 .865
TFL 2 759 570 901
TFL 1 743 588 .899
TFL 3 743 .600 912
SSS 4 459 .830 .899
SSS 3 .549 781 912
SSS 2 564 763 .900
SSS 1 555 744 .861

Correlation Invariance for TFL Components with Supervisor Social Support

To determine whether supervisor social support was a factor of TFL via the
individualized consideration component of TFL, correlation comparisons were
performed. These comparisons were examined to determine whether each of the four
components of TFL (idealized influence, inspirational motivation, individualized
consideration, and intellectual stimulation) differed significantly in their correlations with

supervisor social support. The analysis revealed that the correlation between idealized
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influence and supervisor social support (» = .93) and the correlation between

between inspirational motivation and supervisor social support (» = .92) did not differ
significantly (z = 1.088, ns). The analysis also revealed that the correlation between
individualized consideration and supervisor social support (» = .89) and the correlation
between intellectual stimulation and supervisor social support (» = .90) did not differ
significantly (z = -.342, ns). However, the correlations between both idealized influence
and supervisor social support, and inspirational motivation and supervisor social support,
differed significantly from the correlation between individualized consideration and
supervisor social support (z=3.844, p <.05; z=-3.130, p <.05). These correlations also
differed significantly from the correlation between intellectual stimulation and supervisor
social support (z =-3.422, p <.05; z =2.530, p <.05). This indicated that the correlations
between idealized influence and supervisor social support and inspirational motivation
and supervisor social support were significantly stronger than the correlations between
individualized consideration and supervisor social support and intellectual stimulation
and supervisor social support. Hip was not supported, as individualized consideration did
not appear to have a stronger correlation with supervisor social support than any of the
other components did. See Table 6 for means and standard deviations of each TFL

component. See Table 7 for z-scores of the correlation invariances.
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Table 5

Means, Standard Deviations, Cronbach’s Alpha Reliability (bold on diagonal), and Correlations Between Main Study Variables

Variable M SD 1 2 3 4 5 6 7 8 9 10 11 12 13
1. TFL 495 187 .98

2. SSS 477 192 94 .96

3.TFL/SSS 489 18 98 .99 .97

4.RO 321 139 -33 -33 -33 .88

5.RA 241 98 -43 -39 -41 42 .81

6.RC 333 130 -32 -31 -32 .69 S50 .82

7. WB2 515 104 38 39 39 -37 -53 -41 .36

8. WBm3 516 1.01 38 39 39 -39 -54 -43 .99 85

9. Anxr3 316 1.75 -27 -30 -28 .58 45 51 -.68 -.68 94

10. ACr2 297 188 48 47 48 -39 -52 -38 .54 56 -52 96

11. ACr3 304 194 45 45 46 -33  -46 -34 .62 .62 -.60 .85 95

12. T2 5.60 95 -44 -45 -45 .50 46 44 -.57 -.61 .59 -79 -.69 95

13. T3 438 1.66 -37 -39 -39 41 38 43 -.62 -.63 .67 -.68 =79 81 95

Note. All correlations were significant at p <.01. TFL = Transformational Leadership; SSS = Supervisor Social Support; RO = Role
Overload; RA = Role Ambiguity, RC = Role Conflict; WB = Well-Being; Anx = Anxiety; AC= Affective Commitment; T =

Turnover Intention; T2 = Time 2; T3 = Time 3. Cronbach’s Alphas are bolded on the diagonal.



30

Table 6

Means and Standard Deviations of each TFL Component and their Correlations with
Supervisor Social Support

TFL Component M SD r
n=234

Idealized Influence 4.94 1.95 93"

Inspirational Motivation 4.73 1.97 92"

Individualized Consideration 5.00 1.95 .89"

Intellectual Stimulation 5.12 1.86 90"

Note. *p < .01 (two-tailed).
Table 7

Z-Scores Reflecting Comparison of Correlations between TFL Components and
Supervisor Social Support

1 2 3 4
1. Idealized Influence --
2. Inspirational Motivation 1.088 --
3. Individualized Consideration  3.844" -3.137 --
4. Intellectual Stimulation -3.422° 2.53% -.342 --

Note. *"p < .05 (two-tailed)
Study 1 Discussion

Study 1 set out to determine if TFL and supervisor social support measures are
addressing the same concept. The PCA was instrumental in revealing the possible
redundancy of TFL and supervisor social support. The PCA detected one factor between
the two measures, with 85.85% of the variance being accounted for by this initial factor.
The analysis did not detect TFL and supervisor social support as discrete factors,
supporting the idea that they may be redundant. A PCA transforms a large set of variables
into a smaller set by extracting ones that may be the same or similar. In the present study,

the PCA identified TFL and supervisor social support as having the ability to load onto
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the same construct, yet also having the ability to present as two distinct factors. This
suggests that although they may not be completely redundant, the high level of similarity
may be addressing an overlapping construct.

The high inter-item correlations revealed in the correlational analyses tither on the
line of possible redundancy (Piedmont, 2014). Moreover, the focal constructs correlated
with the other study variables, including role stressors, psychological strains, and
organizational outcomes, invariantly, with exception of the correlations between TFL and
role ambiguity. The correlation was significantly stronger between TFL and role
ambiguity than between supervisor social support and role ambiguity. This significant
difference, though small, may be due to the “shared vision” aspect involved with TFL.
TFL leverages motivation in employees to work towards a shared vision, thus a TFL style
may reduce role ambiguity and give employees a clearer vision of what is expected of
them. However, supervisor social support may be an aspect that supports employees in
their work towards a shared vision yet does not necessarily involve delineating the
aspects of a role.

That the two focal constructs displayed positive relationships with well-being and
AOC is consistent with prior research (Jacobs et al., 2013; Mahdi & Top, 2021).
Although the level of significance differed, both TFL and supervisor social support were
significantly negatively correlated with each of the role stressors, indicating support for
the constructs’ redundancy. The similarities of TFL and supervisor social support in their
correlations with all the other variables, except role ambiguity, supports redundancy. The
relationships between affective commitment, anxiety, and turnover intention with TFL

and supervisor social support are reflective of the connection between these variables.
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Beehr and Glazer (2005) found that anxiety and AOC were significant predictors of
turnover intention. The negative relationships of TFL and supervisor social support with
turnover intention and anxiety reflect prior research (Beehr et al., 2003; Gyensare et al.,
2016; Igbal et al., 2020; Kloutsiniotis et al., 2022).

Convergent validity, a step in the process of construct validation, states that tests
having the same or similar constructs should have strong correlations (Chin & Yao,
2014). The strong correlation between TFL and supervisor social support suggests that
they might be tapping into the same experience of their supervisor, just created by
different items. However, analyses of the correlations between the four facets of TFL and
supervisor social support indicated the individualized consideration and supervisor social
support did not have stronger correlations than the other facets. Thus, the idea that
individualized consideration is the key component driving the possible redundancy of
TFL and supervisor social support is not supported.

STUDY 2

In order to test if the study results generalized to different professional and
national contexts, in Study 2 we examined the same variable relationships in samples of
nurses from the USA, Spain, and Germany.

Nurses

Nurses represent a high stakes profession (Gelsema et al., 2006). Research has
shown that nurses thrive on having transformational leaders (Devi et al., 2021; Wang et
al., 2021) and supportive supervisors (Modaresnezhad et al., 2021). There is an
abundance of literature on the topic of stress, social support, and leadership amongst

nurses across cultures, making them a particularly relevant sample to draw upon (Al
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Nuaimi et al., 2021; El Rahman Gaber et al., 2021; Gelsema et al., 2006; Kagan, 2021;
Tiirre & Akkog, 2020). Study 2 is based on archival data the thesis chair had gathered.
The national cultures of the chosen countries are sufficiently different, such that if
redundancy is not found, some explanations may be, in part, presented around contextual
factors, including cultural values. Should redundancy be found, having data from
multiple societal cultures and professional cultures would tentatively support the
transportability of theory and findings (Lievens, 2015).

In order to determine transportability, it is important to have at least three cultural
contexts so that one serves as a referent point (Friedlmeier et al., 2005). Research from
each of the three countries supports the notion that TFL and supervisor social support
have positive associations with positive work-related factors across each country (Jacobs
et al., 2013; Orgambidez & Almeida, 2019; Perilla-Toro & Gomez-Ortiz, 2017).
Perceptions of both TFL and supervisor social support appear to be influenced by culture
(Beehr & Glazer, 2001; Glazer & Amren, 2018; Poturak et al., 2020). Comparing US
nurses to the US general working adult sample could provide incremental support for the
generalizability of the findings across professions. In the subsequent section, cultural
characteristics regarding USA, Germany, and Spain are presented. Additionally, as
available, specific information on nurses and general adult samples will be discussed too.
Culture

The USA, Germany, and Spain are considered western, educated, industrialized,
rich, and democratic (WEIRD; Broesch et al., 2020), and the utilization of such countries
provides a relatively similar cultural context within which the constructs are studied.

Although similar in some domains, Germany and Spain are, of course, both European
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countries, governed under European Regulations for management of healthcare (Avanzas
etal., 2017; U.S. National Library of Medicine, 2018), but they also have their own
national regulations (Avanzas et al., 2017; Bernal-Delgado et al., 2018; U.S. National
Library of Medicine, 2018). These regulations differ from those in the United States.
Therefore, variations in organizational norms and culture are to be expected and
influence TFL and supervisor social support. Indeed, the national culture of employees
influences interaction patterns at the individual level (Morris et al., 2008).

To date, there is conflicting research on the generalizability of TFL across
cultures. On the one hand, Crede et al. (2019) found that TFL had a much more
significant impact on work-related outcomes in developing countries than it did in
developed nations (despite having been originally researched in developed nations). On
the other hand, Poturak et al. (2020) found that transformational leaders tend to be more
effective in developed nations. Another study found that followers were universally
similar in satisfaction with and perceptions of TFL, regardless of culture (Caza et al.,
2021).

Almas et al.’s (2020) study, conducted in Spain, found that TFL had a negative
relationship with turnover intention, partially mediated by job satisfaction, organizational
commitment, and role identity. The relationship between TFL and turnover intention was
also supported in a US-only based study (Sun & Wang, 2017). Furthermore, comparable
to results found in Allen et al.’s (2017) US-only based study, Felfe et al.’s (2004)
Germany-only based study supports the idea that TFL is a positive predictor of affective
commitment. Supervisor social support has also been found in the USA to reduce burnout

and turnover intention (Fukui et al., 2019), as well as increase employee well-being
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(Terry et al., 1993). A Spain-based study found that the effects of supervisor support on
employee well-being may be moderated by gender. Garcia-Cabrera et al. (2018) found
that supervisor support was more important for men’s well-being (f =.272, p <.05) than
for women’s well-being (f = .167, p <.05). It is evident from these studies that TFL and
supervisor social support are established constructs in the United States, Germany, and
Spain. Examining TFL and supervisor social support within the context of their value
dimensions can provide a reference for understanding them within a shared meaning
system (Fischer, 2009). Understanding that these countries reinforce individualism can
help contextualize the findings of the present study.

Furthermore, Glazer (2006) found several cross-cultural differences in people’s
perceptions of social support in the workplace (including Eastern and Western
Europeans, Anglos, Latinos, and Asians). Given the variability in social support across
cultures, location in which data are collected might impact the implications of social
support on outcomes. Thus, utilizing data from multiple countries could help gain broader
insight into the role of social support in relation to outcomes.

In addition to geographic location, countries can be characterized by cultural
values (Hofstede, 2001; Schwartz, 1999). Both Hofstede (2001) and Schwartz (1999)
identify cultural values that address a group’s need to belong, attitudes towards social
status, experiences of equality, and relationship to others and the world. More
specifically, individualism versus collectivism (Hofstede, 2001), as well as autonomy
versus conservatism (Schwartz, 1999), reflect social framework and expectations towards
the self and family. Power distance (Hofstede, 2001) and hierarchy (Schwartz, 1999)

reflect structural positioning and power rankings in society. Masculinity versus
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femininity (Hofstede, 2001), and mastery versus harmony and egalitarianism (Schwartz,
1999) reflect social norms towards fitting in and getting ahead. Finally, uncertainty
avoidance reflects how a group reacts to and tolerates ambiguity. Specific value
dimensions (that may be relevant to TFL and supervisor social support) of the three
countries are further addressed below.
Individualism and Autonomy

Individualistic cultures reinforce individuals to see themselves as distinct from the
group, whereas collectivistic countries reinforce individuals seeing themselves as part of
a group (Hofstede, 2001). People in individualistic cultures might look out for themselves
and not pay much concern over others’ needs, whereas collectivistic cultures will often
take care of each other in exchange for loyalty. USA, Germany, and Spain all fall within
Hofstede’s (2001) category of high individualism. The United States ranked by far the
highest with a score of 91, followed by Germany with a score of 67, then Spain with 51,
each having been ranked on a scale of 0 (lowest) to 100 (highest). Spain is also lower on
individualism than other western European countries. Subordinates in individualistic
countries might hold individualized consideration in high regard, whereas subordinates in
countries lower on individualism might not necessarily view individualized consideration
as an important leadership practice or perhaps it would simply have little implications on
well-being. For example, Poturak et al. (2020) found that TFL was more effective in
countries that were not group oriented.

In contrast to Hofstede (2001), Schwartz’s (1999) findings revealed that each of
these countries leaned more towards autonomy than conservatism (later referred to as

embeddedness), though the USA was much less autonomous than Germany and Spain. In
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fact, Spain is higher in intellectual and affective autonomy than Germany and USA,
though Germany and Spain are nearly identical in level of endorsed autonomy values.
Countries that display higher affective autonomy tend to promote the pursuit of leisure
rather than work centrality, however intellectual autonomy promotes the individual
pursuit of ideas and intellectual paths (Schwartz, 1999). Reinforcing autonomy indicates
that the countries favor creating individual experiences and cultivating individual ideas
and preferences (Schwartz, 1999).
Power Distance

Power distance, documented by both Hofstede (2001) and the GLOBE (2004)
study, refers to the extent to which a culture accepts different power roles and endorses
the discrepancies in power levels. GLOBE scholars found that, on a scale of 1 to 7, Spain,
Germany, and the USA scored relatively low on power distance cultural value (Spain —
2.26; Germany — 2.69; United States — 2.85), thereby indicating that these countries
endorse closer connections with formal authority figures or with leaders. Similar results
were reached in Hofstede’s study too. On a scale between 1 and 100, the countries were
fairly low on power distance (Spain — 57, Germany — 35, United States — 40). Employee
affective commitment has been found to be higher in cultures with lower power distance
(Loi et al., 2012). Due to similarity in these aspects of culture, utilizing data from each of
these cultures may provide a more in-depth understanding of how the constructs are
operationalized and interact with the variables examined in the present study.
Uncertainty Avoidance

Hofstede’s (2001) cultural dimension of uncertainty avoidance, or uncertainty

avoidance index (UAI), refers to the extent to which a culture mitigates ambiguity and
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creates rules, structures, and regulations. High uncertainty avoidant cultures have more
rules, structures, and regulations, whereas countries tolerant of ambiguity have fewer
institutional rules, structures, and regulations. Leaders in high (vs. low) uncertainty
avoidant cultures tend to be viewed more as experts rather than facilitators. Cultures high
on this dimension are likely to have lower labor turnover and higher resistance to change.
Lower uncertainty avoidant cultures view leaders as facilitators, and employees are more
susceptible to high labor turnover (Robbins & Stylianou, 2002).

Among the three countries in the present study, Spain scored significantly higher
on the uncertainty avoidance dimension (out of 100), followed by Germany, then the
USA (Spain — 86, Germany — 65, United States — 46). In fact, when asked whether they
wanted to work in long-term civil service roles, 75% of young Spaniards said they would
whereas only 17% of young US Americans indicated interest in a civil service job that
ensures long-term employment (Hofstede Center, n.d., p. 1). Thus, Spain, Germany, and
the United States are all Western countries, they all have different contextual factors
influencing them. If the constructs behave similarly within the different cultural contexts,
there is more evidence to support the redundancy of TFL and supervisor social support.
Summary

In order to determine whether the findings of Study 1 are generalizable, Study 2
examines TFL and supervisor social support and their relationships with the same
variables across different cultures. This study uses samples of nurses in USA, Germany,
and Spain.

Hypotheses

If TFL and supervisor social support are found to be redundant, then their
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correlations with other variables should be similar too. However, if the focal variables’

correlations with other variables greatly differ, that would provide evidence indicating

that the variables are discrete. Additionally, if individualized consideration is the primary
component of TFL that is redundant with supervisor social support, lack of invariance

(with individualized consideration having a significantly stronger relationship with

supervisor social support than the other components’ relationships with supervisor social

support) would substantiate their overlap. Study 2 extends Study 1 by testing if the
findings are generalizable across different national contexts.

H5.: TFL and supervisor social support will strongly and positively correlate in (a) the
USA, (b) Germany, and (c¢) Spain.

H5y: The correlations between each of the components of TFL and supervisor social
support will not be invariant and individualized consideration will have the strongest
correlation with supervisor social support pan-culturally and in (a) the USA, (b)
Germany, and (c¢) Spain.

He: TFL will positively correlate with (i) psychological well-being and (i1) AOC, but
negatively correlate with (iii) role overload, (iv) role conflict, (v) role ambiguity, (vi)
anxiety, and (vii) turnover intention in (a) the USA, (b) Spain, and (c) Germany.

H7: Supervisor social support will positively correlate with (i) psychological well-being
and (ii) AOC, but negatively correlate with (iii) role overload, (iv) role conflict, (V)
role ambiguity, (vi) anxiety, and (vii) turnover intention in (a) the USA, (b)
Germany, and (c¢) Spain.

Hs: The correlations between TFL and supervisor social support with each of the role

stressors, anxiety, work-related well-being, AOC, and turnover intention will be
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invariant pan-culturally and across each country.
Method
Participants

The sample for Study 2 (N = 640) consisted of nurses from the United States (n =
390), Germany (n = 118), and Spain (n = 132). Pan-culturally, the age range of
participants was between 17 and 71 (M = 44.76, SD = 11.62). The mean age was 44.76.
Also pan-culturally, 5.4% were male (n = 35), 75.2% were female (n = 481), and 19.4%
declined to answer (n = 124). Of these participants, 49.5% were married or remarried (n
=317), 12% of these participants were single (n = 77), 8.4% were divorced or separated
(n =54), 7.3% were living with partner(s) (n =47), 1.1% were widows or widowers (n =
7), .3% indicated “other” (n = 2), and 21.3% declined to answer (n = 136).

In the United States, nurses’ ages ranged between 24 and 71 years (M = 47.33
years, SD = 10.72 years). Most US nurses were female (72.1% or n = 281), 4.4% (n=17)
were male, and 23.6% (n = 92) declined to answer. Most of the respondents (38.7%) were
White (n = 151), 14.1% were Asian (n = 55), 4.9% were Pacific Islander (n = 19), 3.1%
were Hispanic (n = 12), 2.1% were Black (n = 8), 4.1% indicated “other” (n = 16), and
33.1% declined to answer (n = 129). In terms of marital status, 50.8% were married or
remarried (n = 198), 10.8% were divorced or separated (n = 42), 10.3% (n = 40) were
single, 1.8% were living with partner(s) (n = 7), 1.5% were widows or widowers (n = 6),
.3% indicated “other” (n = 1), and 24.6% declined to answer (n = 96). Most respondents
(36.4%) had a bachelor’s degree (n = 142), 10% had a master’s degree (n = 39), 1% of
these participants had a high school diploma (n = 4), .5% had a doctorate (n = 2), 14.9%

indicated “other” (n = 58), and 37.2% declined to answer (n = 145).
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In Germany, nurses’ ages ranged between 17 to 66 years (M = 41.36 years, SD =
12.70 years). Most nurses (83.9%) were female (n = 99), 11% were male (n = 13), and
5.1% declined to answer (n = 6). In terms of racial identification, 83.1% were White (n =
98), .8% indicated “other” (n = 1), and 16.1% declined to answer (n = 19). Most nurses
(54.2%) in Germany were married or remarried (n = 64), 16.9% were single (n = 20),
16.1% were living with partner(s) (n = 19), 6.8% were divorced or separated (n = 8), .8%
indicated “other” (n = 1), and 5.1% declined to answer (n = 6). In terms of education,
64.4% of German nurses had vocational training (n = 76), 6.8% (n = 8) had a diploma
degree, 5.1% had a high school degree (n = 6), 3.4% had a bachelor’s degree (n = 4),
3.4% had a doctorate degree (n = 4), 1.7% indicated “other” degree (n = 2), and 14.4% (n
= 17) declined to answer.

In Spain, nurses’ ages ranged between 21 to 60 years (M = 41.48 years, SD =
11.06 years). Most (76.5%) of the Spanish participants were female (n = 101), 3.8% were
male (n =5), and 19.7% declined to answer (n = 26). Additionally, 59.8% were White (n
=179), 3.8% indicated “other” (n = 5), and 36.4% declined to answer (n = 48). In terms of
marital status, 41.7% were married or remarried (n = 55), 15.9% were living with
partner(s) (n =21), 12.9% were single (n = 17), 3% were divorced or separated (n = 4),
.8% were widows or widowers (n = 1), and 25.8% declined to answer (n = 34). Of the
Spanish group, 41.7% (n = 55) had a diplomat degree!, 11.4% had a postgrad or master’s

degree (n = 15), 9.8% had vocational training, 3% had a bachelor’s degree (n = 4), 1.5%

I A diplomat degree is the equivalent of a secondary school diploma.
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had a licentiate degree? (n = 2), 1.5% had a graduate degree (n = 2), .8% indicated
“other” (n = 1), and 30.3% declined to answer (n = 40).
Measures

The same study variables from Study 1 were examined in Study 2, with some
minor exceptions. Nurse managers expressed concern over the length of the survey and
implored that the researchers cut down its length. Therefore, the original researchers of
the nurse data collection effort selected three to four items for each role stressor and AOC
based on those that had the strongest factor loadings in a four country (USA, UK, Italy,
and Hungary) cross-cultural study (Beehr & Glazer, 2005), as well as data from Israel
(Glazer & Kruse, 2008). Instead of five items per each of the three role stressors and
eight items for AOC, there were four items for role overload, and three items each for
role conflict, role ambiguity, and AOC. The same rating scales were used as in Study 1.
Procedures

Archival data were obtained from this thesis’ chair. Data on the focal variables for
this study of nurses were collected via paper-pencil survey from two hospitals in the USA
(about 750 nurses from Hospital 1 and about 1050 from Hospital System 2) and one
hospital in each of Germany and Spain. Two waves of data collection were administered
for the sample of nurses in the USA, but only one wave of data collection occurred for
the sample of nurses in Germany and Spain. Only the first wave of data collected from
the USA, along with the single waves from Spain and Germany, were used for the

present analyses. Surveys were distributed in different ways depending on hospital

2 A licentiate degree is a higher education degree, similar to a master’s degree and
preceding a doctoral degree.
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preference, for example, some nurses received their surveys directly from their
supervisors and others received it in their mailbox. Completed surveys were returned via
internal mailing to the researcher or by picking up completed surveys, sealed in their own
envelopes, from each hospital unit. Nurses in the USA received free movie theater
tickets, whether they completed the survey or not and then entered into a raffle for prizes
if they completed both surveys. No compensation or prize was offered to nurses in Spain
and Germany.
Statistical Analyses

As in Study 1, Study 2 also employed inter-item correlations, assessments of
Cronbach’s alpha coefficient for internal consistency, PCA, variable correlations, as well
as tests for significant invariance within samples and tests of invariance across country
samples through Fischer’s z-transformations (Cohen & Cohen, 1983).
Results

First, an inter-item correlational analysis was performed between the TFL and
supervisor social support measures to determine the extent to which items overlap (see
Table 8). Based on this analysis, it was clear that the TFL items correlated strongly (7s
were above .60 pan-culturally and across each country) and that supervisor social support
items correlated strongly (s were above .60 pan-culturally and across each country).
Furthermore, analyses revealed that the items for each of the variables correlated across
constructs too (rs are above .50 pan-culturally and in USA and Germany, and s are
above .23 but still significant in Spain).
Principal Component Analyses

To test if the TFL and supervisor social support items resulted in two discrete
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factors within each country, a PCA (using orthogonal rotation) was performed for each

country’s data. As discussed earlier, factors should be retained when the minimum of the

explained sample variance is 5%, and when the eigenvalue is greater than 1.00 (Kaiser,

1960; Ruscio & Roche, 2012). The eigenvalues are presented in Table 9. The varimax

rotated factor loadings and communalities for the forced extraction are presented in Table

10. Per Table 9, only one factor was extracted in the US and German samples, suggesting

redundancy. In the Spanish sample, two factors appeared. The first factor’s eigenvalue

was 7.45 and accounted for 62.07% of the variance, and the second factor’s eigenvalue

was 1.39 and accounted for 11.56% of the variance. The drop in percentage, however,

Table 8

Inter-Item Correlations for TFL and Supervisor Social Support

Items 1 2 3 4 5 6 7 8 9 10 11
Pan-Cultural (n = 640)

1. TFL 1 --

2. TFL2 .78 --

3.TFL3 .77 .83 --

4. TFL4 .65 72 74 --

5. TFL5 .70 .76 78 .80 --

6. TFL6 .72 79 78 5 .82 --

7.TFL7 .73 79 .79 76 79 .87 --

8. TFL8 .72 .82 .80 74 7 .82 .87 --

9.S8SS'1 .60 .65 .66 .56 .62 .61 .61 .64 --

10.SSS 2 .53 .62 .67 .56 .62 .63 .60 .62 .70 --

11.SSS 3 .62 .69 71 .63 .66 .66 .67 .69 .76 74 --
12.SSS 4 .53 .58 .65 .56 .62 .58 .59 .58 .67 72 1




Items 1 2 3 4 5 6 7 8 9 10 11
United States (n = 390)

1. TFL 1 --

2.TFL2 .84 -

3.TFL3 .86 .89 --

4. TFL4 .74 .79 78 -

5.TFL5 .76 .82 .82 .83 -

6. TFL6 .79 .85 .83 .81 .84 --

7.TFL7 .81 .85 .85 .82 .84 .92 -

8. TFL8 .83 .90 .86 .80 .83 .86 .89 --

9.8SS1 .67 74 75 .65 .69 .68 .68 73 --

10.SSS2 .68 73 .78 .69 71 72 .70 73 .80 -

11.8SS 3 .76 78 .79 .74 74 73 5 .76 .82 .81 --
12.8SS4 57 .60 .66 .58 .61 .60 .59 .59 .69 74 71

Germany (n = 118)

1. TFL 1 -

2.TFL2 .64 --

3.TFL3 .60 79 --

4. TFL4 .59 .64 72 -

5. TFLS5 .61 .66 75 75 --

6. TFL6 .59 71 75 72 .84 --

7.TFL7 .60 .68 74 77 .80 .88 -

8. TFL8 .54 .62 71 .70 .70 73 .81 -

9.8SS1 .68 .56 57 .56 .57 .58 .60 .60 --

10.8SS2 .39 48 .58 .50 .52 .57 .59 .55 .52 -

11.8SS 3 51 .62 .65 .55 .57 .63 .62 .66 .69 74 --
12.8SS4 .53 57 .64 .56 72 .64 .67 .61 .63 72 75

45
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Items 1 2 3 4 5 6 7 8 9 10 11

Spain (n = 132)

1. TFL 1 --
2.TFL2 .72 --

3.TFL3 .72 73 --

4. TFL4 49 .60 .63 --

5.TFL5 .59 .66 1 .76 --

6. TFL6 .64 70 .67 .62 7 --

7.TFL7 .63 74 .70 .59 .64 74 --

8. TFL& .61 .80 72 .60 .66 78 .88 --

9.88S1 37 .53 54 43 .50 47 46 48 --

10.SSS 2 24 45 49 38 A7 46 35 41 .61 --

11.8SS3 .39 .58 .58 49 .58 .54 52 .54 71 .61 --

12.8SS4 44 .53 .65 49 .55 47 .53 .53 .66 .68 .68

Note. All correlations were significant at p < .01. TFL = Transformational Leadership; SSS = Supervisor
Social Support; RO = Role Overload; RA = Role Ambiguity, RC = Role Conflict; WB = Well-Being; Anx
= Anxiety; AC= Affective Commitment; TI = Turnover Intention. Dummy variables were used to control

for country.

was sharp. Still, a forced extraction employing Varimax rotation, which maximizes the
sum of the variance of the squared factor loadings (Jackson, 2005), was employed with
the Spanish sample and was explored. This revealed that the items were able to load onto
two factors in the Spanish sample. A forced extraction was also done using an Oblimin
rotation yielding similar results (see Table C.1 in Appendix C).
Variable Correlations

Means, standard deviations, Cronbach’s alpha internal consistency, and

correlations of the main study variables are presented in Table 11. The correlations
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between the variables for Study 2 were tested pan-culturally (controlling for country
using dummy variables) and within each country using a Pearson’s r correlation analysis.
Hsa specified that TFL and supervisor social support would be strongly and positively
correlated in the USA, Germany, and Spain. The hypothesis was supported. Pan-
culturally, TFL and supervisor social support had a strong positive correlation (» = .77, n
=640, p <.01). Within (a) the USA, TFL and supervisor social support had a strong
positive correlation (= .82, n =390, p <.01). Within (b) Germany, TFL and supervisor
social support also had a strong positive correlation (» = .77, n =118, p <.01). Finally,
within (¢) Spain TFL and supervisor social support had a significant positive correlation
(r=.65,n=132,p<.01)

Overall, Hs, that TFL was positively correlated with psychological well-being and
affective organizational commitment, but negatively correlated with role overload, role
conflict, role ambiguity, anxiety, and turnover intention in the USA, Germany, and Spain
was partially supported. Pan-culturally, and after controlling for each country using
dummy variables (the referent is the USA), TFL significantly correlated with each of the
study variables in the predicted directions.

In each country, TFL correlated positively with well-being and AOC, except for
in Spain, where the correlations with well-being and AOC were nonsignificant, but were
in the predicted direction. In the USA TFL negatively correlated with role overload, role
conflict, role ambiguity, anxiety, and turnover intention (rs = -.28 to -.37, p <.01),
supporting Hea. In Germany, the results were also supportive of Hep, except for a
nonsignificant negative correlation between TFL and role overload. In Spain, however,

the relationship of TFL did not significantly correlate with any of the role stressors. The
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Eigenvalues, Percentages of Variance and Cumulative Percentages for 8 TFL and 4 Supervisor Social Support Items Across
Each Country (Varimax Rotation)

USA Germany Spain

% of % of % of

Factor Eigenvalue variance Cumulative % Factor FEigenvalue variance  Cumulative %  Factor  Eigenvalue variance  Cumulative %

1 9.23 77.49% 77.49% 1 8.06 67.19% 67.19% 1 7.45 62.07% 62.07%
2 .81 6.72% 84.21% 2 .93 7.74% 74.93% 2 1.39 11.56% 73.63%
3 .39 3.26% 87.47% 3 .70 5.82% 80.75% 3 .63 5.22% 78.85%
4 29 2.41% 89.88% 4 46 3.86% 84.60% 4 51 4.28% 83.13%
5 23 1.95% 91.83% 5 40 3.37% 87.97% 5 43 3.56% 86.68%
6 .20 1.68% 93.51% 6 .33 2.77% 90.74% 6 .39 3.26% 89.94%
7 .19 1.56% 95.07% 7 27 2.27% 93.01% 7 29 2.43% 92.38%
8 .16 1.36% 96.43% 8 25 2.10% 95.11% 8 28 2.33% 94.70%
9 13 1.11% 97.54% 9 .20 1.68% 96.79% 9 22 1.81% 96.51%
10 12 1.01% 98.55% 10 A8 1.48% 98.27% 10 17 1.45% 97.96%
11 .10 .86% 99.42% 11 13 1.11% 99.38% 11 15 1.24% 99.20%

12 .07 .58% 100.00% 12 .08 .62% 100.0% 12 .10 .80% 100.0%
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Factor Loadings and Communalities for TFL and Supervisor Social Support Items for US and German Samples

USA (n=390) Germany (n = 118) Spain (n = 132)
Factor Loadings Factor Loadings Factor Loadings
Variable 1 2 Communality 1 2 Communality 1 2 Communality
TFL 1 878 433 770 .696 -- 541 733 -.370 674
TFL 2 815 450 .846 764 341 .666 .861 -- 774
TFL 3 762 530 .860 769 422 754 .864 - 157
TFL 4 .805 373 749 822 -- .654 745 - 582
TFL 5 .804 422 .801 816 361 757 .841 - 721
TFL 6 .847 390 .826 814 387 780 .840 - 7156
TFL 7 .878 347 .825 .809 411 799 .834 - 173
TFL 8 851 413 .859 728 421 .697 .860 - .802
SSS 1 458 782 704 610 610 577 .699 503 741
SSS 2 459 799 724 .861 .861 523 .631 595 752
SSS 3 556 730 784 .839 .839 .652 756 415 744

SSS 4 -- .856 .550 783 783 .663 745 440 759




S Table 11

Means, Standard Deviations, Cronbach Alphas (bolded on diagonal), and Correlations Between Study Variables for Nurse Data

Variables M SD 1 2 3 4 5 6 7 8 9
Pan-Cultural (N = 640)

1.TFL 4.70 1.57 97

2.SS 4.77 1.61 79 91

3.RO 449 141 -217 -20™ 77

4.RA 3.51 1.86 -.14" -.13" 19™ .70

5.RC 425 140 -227 -26" A43™ 24 93

6.WB 520 .96 29™ 317 -26" -217 -23" 5

7.Anx? 3.87 1.74  -23™ -28" AT 18™ 43" -517 90

8.AO0C 4.75 1.37 A1 38" -17% -23" -.13" 37 -24" .68

9.T1 261 154 -30" -30" 317 .09 317 -35" 417 -.36 76
United States (n = 390)

1.TFL 4.75 1.65 97

2.SSS 4.67 1.66 .83™ 93

3.RO 41 146 -28" =27 .89
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Variables M SD 1 2 3 4 5 6 7 8

4.RA 249 110 -377 -35" 33" .86

5.RC 417 138 -317 -33" S1 39" 76

6.WB 539 .86 317 34" -417 -.45" -35" 83

7.Anx 3.64 170  -23" -28" 55 33" 45" -.66" 92

8.AOCP 490 1.32 53" 46" -30" -36" -23" 42% -33" 5

9.T1 2.80 1.46  -33" 34" R 28" 34" 43" A44™ 46" .64
Germany (n = 118)

1.TFL 5.12 1.44 95

2.SSS 513 1.52 79 .89

3.RO° 490 126 -23" -.13 S1

4.RA 591 1.12 18 13 .00 1

5.RC 436 136 -.04 -.02 37 14 56

6.WB 5.00 1.15 45" A40™ -23" 35" -.16™ 83

7.Anx 418 191 -25% -21° 36" -.07 35" -.63" .89

8.AO0C 4.88 1.52 39" 43" -.01 -.01 -.04 317 -17" .67

9.T1 239 1.84 -46" -46" 23" -.14" 27 -46" 33" -.38™ 92
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Variables M SD 1 2 3 4 5 6 7 8 9
Spain (n = 132)

1.TFL 424 1.38 95

2.SSS 4.67 1.54 67 .89

3.RO 519 98 A1 -.03 44

4.RA 429 1.78 .08 .04 .07 .89

5.RC¢ 441 147 -1I5 S277 27 A1 .69

6.WB 483 .92 .09 18" 13 =31 -.08 47

7.Anx 425 157 -20" -.34" -33" 14 48" -.03" 87

8.AO0C 4.19 124 A1 A2 .08 -22" -.00 377 -.13 47

9.TI 224 139  -.05" -.04 .08 -.01 30" -.02" 46" -.05 83

Note. **p < .01 (two-tailed). ®**Correlations between the variables and each of TFL and SSS significantly differed. TFL =
Transformational Leadership; SSS = Supervisor Social Support; RO = Role Overload; RA = Role Ambiguity, RC = Role
Conflict; WB = Well-Being; Anx = Anxiety; AOC= Affective Organizational Commitment; TI = Turnover Intention. Cronbach’s

Alphas are bolded on the diagonal.
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data from Spain exhibited negative correlations between TFL and anxiety (r = -.20, n =
132, p <.01) and turnover intention (» = -.05, n = 132, p <.01). Thus, He. was only
partially supported as the results were not consistent across countries.

Overall, H;7 was partially supported. Pan-culturally, supervisor social support
negatively correlated with role overload, role conflict, anxiety, and turnover intention (7s
ranged from -.27 to -.35, p <.01). However, although negative, the correlations between
supervisor social support with role ambiguity were nonsignificant. Supervisor social
support had a significant positive correlation with well-being in the samples from (a) the
USA (r=.28,n =390, p <.01), (b) Germany (r =.39,n =118, p <.01), and (c) Spain (r
=.18 n =132, p <.01). However, it only had a significant positive correlation with AOC
in (a) the USA (r= .46, n =390, p <.01; r=.45,n =390, p <.01) and (b) Germany (» =
43, n=118,p<.01).

Correlation Invariance

To address Hsg, that the correlations between TFL and supervisor social support
with each of the role stressors, anxiety, work-related well-being, AOC, and turnover
intention would be invariant pan-culturally and across each country, and to determine the
extent to which TFL and supervisor social support correlations with the outcome
variables were convergent, pan-cultural and between-country correlation comparisons
were performed. Z-scores to compare the correlations are presented in Table 12. Pan-
culturally, the only significant difference in correlations was for the correlation between
TFL and anxiety (» = -.23) and between supervisor social support and anxiety (» =-.28; z
=-1.840, p <.05).

In the United States, the only significant difference in correlations was between
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TFL and supervisor social support with AOC. The correlation between TFL and AOC (r
=.53) was significantly stronger than the correlation between supervisor social support
and AOC (r = .46; z =2.360, p < .05). In Germany, the only significant difference in
correlations was between TFL and supervisor social support with role overload. The
correlation between TFL and role overload (r = -.23) was significantly stronger than the
correlation between supervisor social support and role overload (» =-.13; z=-1.690, p <
.05). In Spain, there were multiple significant differences in the correlations between TFL
and supervisor social support and the other variables. For role overload, the correlation
between TFL and role overload (» = .11) was significantly stronger than the correlation
between supervisor social support and role overload (» =-.03; z = 1.960, p < .05).
Additionally, in Spain the negative correlation between role conflict and supervisor social
support ( = -.27) was significantly stronger than the correlation between role conflict and
TFL (r=-.15; z=1.720, p < .05). Anxiety also displayed significant differences in its
correlations with TFL and supervisor social support in Spain. The negative correlation
between anxiety and supervisor social support (» = -.34) was significantly stronger than
the correlation between anxiety and TFL (» = -.20; z = 2.040, p < .05). Overall, Hg was
only partially supported.
Correlation Invariance for TFL Components with Supervisor Social Support
Pan-culturally, correlations between supervisor social support and inspirational
motivation (» = .75) were significantly different from the correlations between social
support and each of individualized consideration (r =.72; z=1.770, p <.05) and
intellectual stimulation (» =.72; z = -2.210, p <.05). The remaining correlation

comparisons were invariant.
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Table 12

Z-Scores for Variance of Correlations Between TFL and Supervisor Social Support with
Stress-Related Variables

Pan-Cultural | USA Germany Spain
Variable Anx AOC RO RC RO Anx
Z-score 1.84* 2.36% -1.69* 1.72* 1.96* 2.04*

Note. *p <.05. Anx = Anxiety; AOC= Affective Organizational Commitment; RO =
Role Overload; RC = Role Conflict.

In the USA, the correlation between idealized influence and supervisor social
support (= .81) differed significantly from both the correlation between individualized
consideration and supervisor social support (» =.77; z=2.130, p < .05), and intellectual
stimulation and supervisor social support (» = .76, z = 3.160, p < .05). The remaining
correlation comparisons were invariant. In both Germany and Spain, none of the
correlations between components of TFL and supervisor social support differed
significantly. Means and standard deviations for each component of TFL in the cross-
cultural sample, as well as their correlations with supervisor social support, are presented
in Table 13. The z-scores for the correlation invariances for the four components of TFL
are presented in Table 14. Hsp that the correlations between each of the components of
TFL and supervisor social support would not be invariant, with individualized
consideration having the strongest correlation with supervisor social support pan-

culturally and in each country, was not supported.
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‘" Table 13

Means and Standard Deviations for the Components of TFL and their Correlations with Supervisor Social Support

Pan-Cultural USA Germany Spain
(N =640) (n=390) (n=118) (n=132)
TFL Component M SD r M SD r M SD r M SD r
Idealized

4.86 1.61 74 488 1.69 .81 5.18 1.48 .74 4.56 149 .57
Influence

Inspirational
4.43 1.74 75 450 1.80 .80  4.82 1.54 73 394 1.64 .62
Motivation

Individualized
4.79 1.66 72 483 1.71 .77 5.29 1.58 .69 4.25 1.44 .59
Consideration

Intellectual
4.72 1.67 72 4.81 1.72 .76 5.08 1.52 .73 4.20 1.49 .59

Stimulation

Note. **p < .05 (two-tailed).



Table 14

Z-Scores Reflecting Comparison of Correlations between TFL Components and
Supervisor Social Support

Pan-Cultural

1 2 3 4
1. Idealized Influence --
2. Inspirational Motivation -31 --
3. Individualized Consideration 1.43 1.77* --
4. Intellectual Stimulation 1.57 -2.21% -.07 -
USA
1 2 3 4
1. Idealized Influence --
2. Inspirational Motivation .89 --
3. Individualized Consideration 2.13* 1.58 --
4. Intellectual Stimulation 3.16* -2.79% -92 -
Germany
1 2 3 4
1. Idealized Influence --
2. Inspirational Motivation A2 --
3. Individualized Consideration 1.22 1.12 --
4. Intellectual Stimulation 18 .09 1.19 -
Spain
1 2 3 4
1. Idealized Influence --
2. Inspirational Motivation -1.20 --
3. Individualized Consideration -.44 .59 --
4. Intellectual Stimulation -.52 -.85 .02 --
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Study 2 Discussion

The aim of Study 2 was to determine whether the redundancy between TFL and
supervisor social support found in Study 1 is generalizable to nurses in the USA,
Germany, and Spain. Overall, results of the PCA showed that TFL and supervisor social
support may be redundant, particularly in the USA and Germany, as the items
successfully loaded on to one factor. Even though a second factor could be extracted in
Spain, the second factor’s eigenvalue was just barely above the 1.00 threshold for
retention. Still, redundancy in Spain is not entirely supported.

Furthermore, He and H7, regarding the relationships between each of TFL and
supervisor social support with the other stress-related variables were partially supported.
That there was no consistency in which correlations differenced significantly within and
across cultures might suggest random errors rather than suggesting TFL and supervisor
social support are discrete constructs. Random error is a particularly appealing
explanation because all other correlations between each of TFL and supervisor social
support with other variables were invariant. In Spain, however, there were several more
noninvariant correlations than in the USA or Germany. Whether this is due to random
error, or a lack of redundancy between TFL and supervisor support is unclear. As the
PCA revealed two factors in Spain, it is possible that there is a lack of redundancy
between the two constructs in Spain.

Unstudied cultural factors may, in part, have confounded the correlations in this
study. For example, in Germany and in Spain, rather than attributing the level of role
ambiguity solely to TFL or supervisor social support, it might also be linked to high

uncertainty avoidance. Organizational role ambiguity has been found to be negatively
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related to uncertainty avoidance (Glazer, 2021). Thus, cultures, such as Germany or
Spain, which exhibit higher levels of uncertainty avoidance than countries such as the
USA, may generally exhibit higher levels of role ambiguity in the workplace,
independent of leadership style or level of supervisor support. Perhaps higher levels of
TFL and supervisor social support are expected of supervisors when a job role is more
ambiguous.

Poturak et al. (2020) found that inspirational motivation with TFL was negatively
related to uncertainty avoidance, meaning that countries lower in uncertainty avoidance
experienced more effectiveness from higher inspirational motivation. TFL could have
more influence in Germany and the USA than in Spain due to their lower uncertainty
avoidance.

Higher collectivism has been positively correlated with role conflict (Peterson et
al., 1995). Although Spain is considered an individualist country, it is lower on
individualism values than USA or Germany, and it is considered collectivist in
comparison to many other European countries (Hofstede, 2001). It is possible that
Spain’s tendency towards lower individualism than the other countries in the study
contributed to its higher level of role conflict, and potentially its differing correlations
with TFL and supervisor social support. The exact mechanism behind this is unclear, but
it would be worth further investigation.

Additionally, Glazer and Amren (2018) found that organizational support reduced
the effects of job stressors on organizational outcomes in the USA/Canada region, but not
in Germanic Europe (containing Germany) or Latin Europe (containing Spain). The

authors posited that this could have been due to higher autonomy values in USA/Canada
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than in Latin and Germanic Europe. This discrepancy may explain the nonsignificant
relationships of TFL and supervisor social support with role ambiguity and role overload
in Spain. Supervisor support has been found to contribute to perceived organizational
support (Rhoades & Eisenberger, 2002). If organizational support did not have significant
influence on job stressors (e.g., role ambiguity and role overload) in Germany and Spain,
it’s possible that supervisor support would also lack this influence. TFL has also been
found to enhance perceived organizational support (Suifan et al., 2018). Thus, if TFL
enhances perceived organization support, but perceived organizational support does not
influence effects of job stressors in Germanic or Latin Europe (where Germany and Spain
are located; Glazer & Amren, 2018), then this may help explain the differences in the
relationships between the variables and TFL and social support in Germany and in Spain
versus in the United States.

Despite a few discrepancies in variables’ correlations with TFL and supervisor
social support across the United States, Germany, and Spain, results suggest that TFL and
supervisor social support may also be redundant across cultures. Due to the greater
number of discrepancies in correlation invariances in Spain, it is possible that the two
constructs are redundant in the USA and Germany.

The correlation invariance testing of each of the components of TFL with
supervisor social support suggested that if TFL and supervisor social support are
redundant, it is not individualized consideration influencing the correlation.

GENERAL DISCUSSION
This two-part study set out to examine the possible overlap of TFL and supervisor

social support. The focal question was: Are these variables are discrete constructs or
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redundant? Prior research suggested that both TFL and supervisor social support leverage
an emotional element to motivate followers and that both reduce undesired work-related
attitudes, behaviors, and organizational consequences (Hammig, 2017; Sun & Wang,
2017). Both TFL and supervisor social support appeared to have significant correlations
with important work-related variables. The literature review showed that TFL, as well as
supervisor social support, have been correlated with positive work-related variables, and
correlated with decreased employee strain, making them important constructs to
understand (Boamabh et al., 2017; Dung & Hai, 2020; Mohamed & Ali, 2016). As the two
constructs have been previously found to have similar effects on work-related behaviors
and attitudes, and as they both leverage an emotional connection as a motivator between
the supervisor and employee, the present study aimed to look at the relationship between
TFL and supervisor social support, as well as the connection between these constructs
and multiple work-related variables. In order to avoid conflict with the principle of
parsimony (Le et al., 2010), the present study aimed to investigate possible redundancy
between the constructs. The present study also aimed to identify whether the
individualized consideration component of TFL had a stronger correlation with
supervisor social support than the other TFL components, as both individualized
consideration and supervisor social support leverage an emotional connection to
employees. Data from three countries were used to test the generalizability of the
findings.

In Study 1, TFL and supervisor social support were highly correlated and PCAs
indicated that TFL and supervisor social support can be identified as one factor. The

magnitude of the finding is supportive of the idea that the focal constructs are addressing
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the same concept. If supervisor social support is, in fact, a component of TFL, it is logical
that the items would be identified as one factor. The PCA of the MTurk data, as well as
the nurse data, revealed that TFL and supervisor social support could be extracted as one
factor in the USA and in Germany. This evidence supports the contention that the two
variables may be redundant. Data from Spain showed that it was possible to extract them
as separate factors. However, Spain’s high uncertainty avoidance value orientation may
explain its slightly differing results regarding TFL and supervisor social support (Glazer
& Amren, 2018; Poturak et al., 2020). Additionally, Latin European countries have been
thought to have lower perceptions of supervisor social support than Western European or
Anglo countries (Germany and USA; Glazer, 2005), so varied perceptions of supervisor
social support may contribute to Spain’s differing results. Additionally, although Spain
displayed the constructs as two factors, the eigenvalue for the second factor, as well as
the variance it accounted for, dropped sharply. This suggests that TFL and supervisor
support may be redundant is Spain, or they may at least be addressing very similar
constructs that overlap in some capacities.

Overall, in the cross-cultural nurse population, the findings were mostly
consistent with the idea that TFL and supervisor social support are redundant. Most of the
correlations were invariant between countries, indicating that TFL and supervisor social
support are likely redundant. Moreover, the findings suggest that the conceptualizations
of TFL and supervisor social support may be more similar than different in other
countries too. Because a variety of professions were represented in the MTurk data, and
the healthcare field was represented in the cross-cultural data, there is evidence to suggest

that the findings of TFL and supervisor social support being redundant are generalizable
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across professions.

There are also some possible cultural reasons for the small differences in
correlations with work-related variables. For example, there may have been undetermined
cultural norms or beliefs that potentially could have slightly obscured the results (Spector
et al., 2015). However, in the US MTurk sample, only correlations between TFL and
supervisor social support with role ambiguity were non-invariant, whereas in the US
nurse sample, correlations between TFL and supervisor social support with AOC were
the only non-invariant correlations. Given the lack of consistency, this finding suggests
that the redundancy of TFL and supervisor support is a credible assertion. Additionally, a
lack of a clear pattern in non-invariant correlations cross-culturally is further support for
redundancy (Cheung & Rensvold, 1998). Some research suggests that supervisor support
can actually exacerbate nurse stress and sleeping troubles (Chang & Cho, 2021), whereas
other research suggests that supervisor social support can improve stress levels among
nurses (Hall, 2007; Weigl et al., 2016). Differences in the specific roles of nurses in each
country, as well as the systems in which they work (e.g., the American hospital system
vs. the Spanish hospital system) might contribute to the way the variables interact with
TFL and supervisor social support in each country. More research on the contextual
influences may be warranted.

Both in the MTurk sample, and in the cross-cultural nurse sample, individualized
consideration did not have a stronger correlation with supervisor social support than any
of the other TFL components. This result suggests that individualized consideration is not
the primary mechanism of possible redundancy. Although individualized consideration is

the primary TFL component that leverages emotional connection, it does not appear to be
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the lynchpin that makes the two focal variables redundant.

Overall, the redundancy of TFL and supervisor social support is supported in the
USA and in Germany. In Spain, the support is less strong, as seen in the PCA and in the
higher number of noninvariant correlations with work-related variables. However, the
reasons for these results are not entirely clear. It is possible that generalizability of the
redundancy is possible in Spain, or it is possible that they are discrete constructs that
address a very similar concept.

Theoretical Implications

The theoretical implications for this study involve the conceptualization of TFL
and supervisor social support. If these two constructs are indeed redundant, then studying
the two as such would assist in avoiding violation of the principle of parsimony. The
possible redundancy suggests that the two may be one singular construct, and one might
not be providing any more or less relevant information when it comes to the role of
supervisor support and leadership styles. That said, there is indication that sometimes
social support from a supervisor helps and sometimes it does not (Kaufmann & Beehr,
1986). Could it be that when supervisor social support does not help it is because the
leader is not transformational, but instead transactional or laissez-faire? This is an area
that needs further exploration.

Initially, the present study posited that through individualized consideration,
supervisor social support may be a mechanism of TFL, specifically with regard to the
emotional bond involved in TFL for motivating employees. However, upon closer
inspection, individualized consideration did not exhibit a stronger correlation with

supervisor social support than any of the other components of TFL. For this reason,
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further investigation may be needed into the specific mechanism of the redundancy
between TFL and supervisor social support.

Both TFL and supervisor social support have significant correlations with work-
related variables and appear to be correlated with low levels of strain in the workplace
(Atkin-Plunk & Armstrong, 2013). Low levels of job strain have been correlated with
high levels of productivity (Rani et al., 2021), suggesting that understanding the possible
redundancy of the focal constructs could help facilitate further research aimed at
improving organizational productivity.

An additional theoretical implication of this study involves the nursing
population. As the present study found both TFL and supervisor social support to be
correlated with low levels of stress and anxiety in the nursing population, the redundancy
of supervisor social support and TFL could open a wider range of research to investigate
the implementation of supervisory techniques for mitigating strain and anxiety of nurses.
Additionally, the SARS-CoV-2 (COVID-19) pandemic has spurred an increase in
depression and strain experienced by nurses (Arnetz et al., 2020), so the need for research
into how to mitigate this strain has increased.

The implications for employee health are also relevant to the findings of the
present study. Health-promoting leadership refers to the interaction between the work
environment and leadership behavior (Jiménez et al., 2017). Health-promoting leaders
positively influence employee health and the work environment. TFL and supervisor
social support are positively correlated with employee well-being, both in the present
study and in prior research (Arnold, 2017; Porter, 2015). The findings of the present

study could be beneficial for future research regarding what constitutes health-promoting
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leadership and how TFL and supervisor social support can be employed to enhance
employee health and positively impact the working environment. Understanding the focal
constructs and whether they are redundant opens a field of more extensive research for
health-promoting leadership.

This study also has implications for the field of occupational stress and health
research, as the redundancy of the focal constructs would suggest that researchers
focusing on either TFL or supervisor social support should perhaps delve into both
constructs when reviewing prior research and not just on one of the constructs that on
face value seems to better address what a researcher is thinking about. For example, in
situations where supervisor social support is being studied in relation to stressors and
strains, literature on TFL should also be integrated in the literature review. In other
words, existing findings from research that involves TFL may be applicable to supervisor
social support, and existing research findings regarding supervisor social support may be
applicable to TFL.

Theoretical implications for this study involve the future research of supervisory
support and leadership. This study’s findings indicate a likely redundancy between TFL
and supervisor social support, suggesting that they may not be discrete constructs
warranting separate lines of research.

In order to further substantiate the present findings, perhaps a meta-analysis could
be conducted to confirm the nature of TFL and supervisor social support across
leadership, behavioral, and work-related stress literature. Such a study could confirm
whether if the relationship between TFL and supervisor social support are similar across

studies, which could further support their redundancy. A meta-analytic confirmatory
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factor analysis could further confirm whether the two constructs are redundant, and
whether they should be studied as such.
Practical Implications

The findings of this study have practical implications for leadership development
and practice. Leaders who are aware of and attentive to their subordinates’ emotions,
actions, and motives, are better equipped to make “ongoing corrective adjustments” in
their leadership practices (Mason et al., 2014). Emotional support is a key element of
supervisor social support, specifically with regard to listening to subordinates’ problems
and paying attention to them during difficult times (Beehr & Glazer, 2001). Fostering
leaders who are in tune with their subordinates’ emotions (via supervisor social support)
can enhance leadership and supervisory effectiveness, as it allows the leader to be more
aware of what guidance or adjustments that they must make in their leadership processes.
Although individualized consideration does not necessarily have a stronger correlation
with supervisor social support than any of the other TFL elements, TFL and supervisor
social support do both address an emotional component of leadership that may be used to
foster more effective leadership (Mason et al., 2014).

Additionally, the emotional aspect of supervisor social support can involve
discussing positive aspects of work, negative aspects of work, and non-work-related
aspects of peoples’ lives (Beehr & Glazer, 2001). This can give leaders insight into what
employees are feeling about their work situations (both negative and positive aspects), as
well as give context to employee behavior and performance. This information can be
used to make informed decisions about leadership practices. Thus, if TFL and supervisor

social support are redundant, as partially suggested by the present studies, literature on
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supervisor social support and TFL can both be beneficial in developing leadership
training programs. TFL training has been shown to correlate with improved leadership
practices (Abrell et al., 2011; Duygulu & Kublay, 2010), and redundancy would open a
greater pool of resources for the development of such programs.

Supportive leadership may also be particularly useful in navigating the altered
work arrangements post-COVID-19. Due to the pandemic, many organizations have
struggled to survive. Leadership has had to envision ways to stimulate a cohesive future
vision and strategy (Sayyadi & Provitera, 2021). TFL and supportive supervisors have
been shown to be positive antecedents of strategic alignment and performance (Beehr et
al., 2009; Sayyadi & Provitera, 2021). Thus, heightened understanding of TFL and
supervisor support can be particularly beneficial in work environments that have suffered
from COVID-19.

Study Limitations and Future Research

Although this study showed meaningful results, namely strong correlations
between TFL and supervisor social support, overlapping factors vis a vis PCAs, partial
generalizability of those results across cultures, and mostly invariant correlations between
TFL and supervisor social support with other stress-related variables, there were a few
limitations. The first limitation is sample size. The sample size was adequate (Israel,
1992) with 234 participants in the MTurk sample and between 118 and 390 in the
samples from USA, Germany, and Spain. However, larger sample sizes (which can be
determined in each case by Pocock’s formula) are better suited for establishing validity,
so long as they are not excessive (i.e., higher than the appropriate number determined by

Pocock’s formula; Faber & Fonseca, 2014). Using an inappropriate sample size can cause
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nonsignificant or incorrect results (Pourhoseingholi et al., 2013).

A second limitation was the use of MTurk. Asian participants are overrepresented
in MTurk samples, whereas Black and Hispanic participants are underrepresented, as
compared with the US workforce, and the general US population (Cheung et al., 2017).
The sample for the present study included a majority of White and Asian participants,
whereas US Labor Bureau Statistics (2020) indicate that the US labor force has higher
representation of Black workers than Asian workers. The percentage of White
participants was seemingly consistent with the US labor force (US Bureau of Labor
Statistics, 2020). Nonetheless, this is a common issue in behavioral research, and the
cross-cultural component introduced in Study 2 aimed to mitigate any possible effects of
the sample size used in Study 1.

A third limitation was the use of only three countries in the cross-cultural
component of the study. The USA, Germany, and Spain are all WEIRD, and they display
many similar cultural values (GLOBE, 2004). Gathering data from people in more varied
nations may be beneficial for establishing generalizability beyond the WEIRD cultures.
Future research may incorporate data collection from countries that endorse different
cultural values. For example, utilizing a sample that includes people from Taiwan, a more
collectivist culture than USA, Germany, and Spain, might present different findings
(Hofstede, 2001). It may also be useful to look more closely at how different cultures
within countries respond to these study variables too. As Spain presented slightly
differing results than USA or Germany, and although still an individualist country, has
lower levels of individualism than USA, Germany, or most European counties, it may be

interesting to see how Spain’s results would compare with other European countries in
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relation to TFL and supervisor social support (Hofstede, 2001). Examining outcomes and
variable correlations of TFL and supervisor social support across different cultures within
the USA could provide interesting insights into the redundancy of the constructs, as well
as give a more well-rounded idea of how the constructs interact with variables across
different parts of the country.

A fourth limitation to the current study is the lack of control for certain
confounding variables, such as organizational norms and practices in different
professions. For example, because cross-cultural data were only collected from the nurse
population, findings are constrained to this career group. Future research may involve
collecting data from a broader range of professions. Discerning the relationship between
TFL and supervisor social support, as well as TFL or supervisor social support in relation
to other work-related variables in a broader range of careers cross-culturally could give
more valuable insight into their redundancy and generalizability of the current findings.
Conclusion

The present study provided insight into the relationship between TFL and
supervisor social support. Based on the findings, it is likely that TFL and supervisor
social support are redundant. Research findings from the general working population in
the United States, as well as from the nurse populations in the United States, Germany,
and Spain supports this assertion. Testing the focal variable statistical characteristics and
relationships with other variables within and across countries provides a more robust test
of generalizability than a test within one country alone. Future research may involve
repeated measures, as well as a more diverse selection of countries and professions. The

implications of the findings suggest that it is unlikely necessary to measure both TFL and



supervisor social support; similar conclusions will likely be found and in preparing
leadership and supervisor training programs, findings from both bodies of literature

should be integrated.

71



72

REFERENCES

Abrell, C., Rowold, J., Weibler, J., & Moenninghoff, M. (2011). Evaluation of a long-term
transformational leadership development program. German Journal of Human
Resource Management: Zeitschrift Fiir Personalforschung, 25(3), 205-224.
https://doi.org/10.1177/239700221102500307

Al Nuaimi, H., Al Bashtawy, M., Qaddumi, J., Baqir, M., Suliman, M., Abdalrahim, A., &
Alkhawaldeh, A. (2021). Impact of occupational stress on nurses’ job performance
according to nurses perception. Medico-Legal Update, 21(3), 252-255.
https://doi.org /10.37506/mlu.v2113.2991

Allen, G. W., Attoh, P. A., & Gong, T. (2017). Transformational leadership and affective
organizational commitment: Mediating roles of perceived social responsibility and
organizational identification. Social Responsibility Journal, 13(3), 585-600.
https://doi.org/10.1108/srj-11-2016-0193

Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective,
continuance and normative commitment to the organization. Journal of
Occupational Psychology, 63(1), 1-18. https://doi.org/10.1111/5.2044-
8325.1990.tb00506.x

Almas, S., Chacon-Fuertes, F., & Pérez-Munoz, A. (2020). Direct and indirect effects of
transformational leadership on volunteers’ intention to remain at non-profit
organizations. Psychosocial Intervention, 29(3), 125-132.
https://doi.org/10.5093/pi2020a17

Amin, W., Shahzad, F., & Akram, U. (2018). Impact of transformation leadership on

affective employee’s commitment. European Online Journal of Natural and Social



73

Sciences, 7(1), 49-57. https://european-
science.com/eojnss_proc/article/viewFile/5347/2519

Antonakis, J., & House, R. J. (2014). Instrumental leadership: Measurement and extension
of transformational—transactional leadership theory. The Leadership Quarterly,
25(4), 746-771. https://doi.org/10.1016/j.leaqua.2014.04.005

Antonakis, J., Avolio, B., & Sivasubramaniam, N. (2003). Context and leadership: An
examination of the nine-factor full-range leadership theory using the multifactor
leadership questionnaire. The Leadership Quarterly, 14(3), 261-295.
https://doi.org/10.1016/S1048-9843(03)00030-4

Arnetz, J. E., Goetz, C. M., Arnetz, B. B., & Arble, E. (2020). Nurse reports of stressful
situations during the COVID-19 pandemic: Qualitative analysis of survey
responses. International journal of environmental research and public health,
17(21), 1-12. https://doi.org/10.3390/ijerph17218126

Arnold, K. A. (2017). Transformational leadership and employee psychological well-
being: A review and directions for future research. Journal of Occupational Health
Psychology, 22(3), 381-393. https://doi.org/10.1037/0cp0000062

Atkin-Plunk, C. A., & Armstrong, G. S. (2013). Transformational leadership skills and
correlates of prison warden job stress. Criminal Justice and Behavior, 40(5), 551—
568. https://doi.org/10.1177/0093854812460036

Avanzas, P., Pascual, 1., & Moris, C. (2017). The great challenge of the public health
system in Spain. Journal of Thoracic Disease, 9(6), S430-S433.
https://doi.org/10.21037/jtd.2017.04.59

Banks, M. H., Clegg, C. W., Jackson, P. R., Kemp, N. J., Stafford, E. M., & Wall, T. D.



74

(1980). The use of the General Health Questionnaire as an indicator of mental
health in occupational studies. Journal of Occupational Psychology, 53(3), 187—
194. https://doi.org/10.1111/.2044-8325.1980.tb00024.x

Banks, G. C., Gooty, J., Ross, R. L., Williams, C. E., & Harrington, N. T. (2018).
Construct redundancy in leader behaviors: A review and agenda for the future. The
Leadership Quarterly, 29(1), 236-251.
https://doi.org/10.1016/j.leaqua.2017.12.005

Bass, B. M. (1985). Leadership and performance beyond expectations. Free Press.

Bass, B. M. (1995). Theory of transformational leadership redux. The Leadership
Quarterly, 6(4), 463—478. https://doi.org/10.1016/1048-9843(95)90021-7

Bass, B. M. (1999). Two decades of research and development in transformational
leadership. European Journal of Work and Organizational Psychology, 8(1), 9-32.
https://doi.org/10.1080/135943299398410

Bass, B. M., & Avolio, B. J. (1995). Multifactor Leadership Questionnaire. APA
PsycTests. https://doi.org/https://doi.org/10.1037/t03624-000

Beehr, T. A., Farmer, S. J., Glazer, S., Gudanowski, D. M., & Nair, V. N. (2003). The
enigma of social support and occupational stress: Source congruence and gender
role effects. Journal of Occupational Health Psychology, 8(3), 220-231
https://doi.org/10.1037/1076-8998.8.3.220

Beehr, T. A., & Glazer, S. (2001). A cultural perspective of social support in relation to
occupational stress. In P.L. Perrewé¢, D.C. Ganster, & J. Moran (Eds.), Exploring
theoretical mechanisms and perspectives: Vol. 1. Research in occupational stress

and well-being (pp. 97-142). Emerald Group. https://doi.org/10.1016/S1479-



75

3555(2001)1

Beehr, T. A., & Glazer, S. (2005). Organizational role stress. In J. Barling, E. K. Kelloway,
& M. R. Frone. (Eds.), Handbook of Work Stress. (pp. 7-33). Sage.
http://dx.doi.org/10.4135/9781412975995.n2

Beehr, T. A., Glazer, S., Fischer, R., Linton, L. L., & Hansen, C. P. (2009). Antecedents
for achievement of alignment in organizations. Journal of Occupational and
Organizational Psychology, 82(1), 1-20.
https://doi.org/10.1348/096317908X310247

Beehr, T. A., King, L. A., & King, D. W. (1990). Social support and occupational stress:
Talking to supervisors. Journal of Vocational Behavior, 36(1), 61-81.
https://doi.org/10.1016/0001-8791(90)90015-t

Beehr, T. A., & McGrath, J. E. (1992). Social Support, occupational stress and anxiety.
Anxiety, Stress, & Coping, 5(1), 7-19. https://doi.org/10.1080/10615809208250484

Berger, R., Romeo, M., Guardia, J., Yepes, M., & Soria, M. A. (2012). Human System
Audit Transformational Leadership Short Scale—Spanish version. PsycTESTS
Dataset. https://doi.org/10.1037/t38163-000

Berger, R., Yepes, M., Gomez Benito, J., Quijano, S., & Brodbeck, F. (2010). Validity of
the Human System Audit Transformational Leadership short scale (HSA-TFL) in
four European countries. Universitas Psychologica, 10(3), 657-668.
https://doi.org/10.11144/75rganizat.upsy10-3.vhsa

Bernal-Delgado, E., Garcia-Armesto, S., Oliva, J., Sanchez Martinez, F. 1., Repullo, J. R.,
Pena-Longobardo, L. M., Ridao-Lopez, M., & Hernandez-Quevedo, C. (2018).

Spain: Health system review. Health Systems in Transition, 20(2), 1-179.



76

https://www.euro.who.int/ _data/assets/pdf file/0008/378620/hit-spain-eng.pdf

Bhanthumnavin, D. (2003). Perceived social support from supervisor and group members’
psychological and situational characteristics as predictors of subordinate
performance in Thai work units. Human Resource Development Quarterly, 14(1),
79-97. https://doi.org/10.1002/hrdq.1051

Boamah, S. A., Spence Laschinger, H. K., Wong, C., & Clarke, S. (2017). Effect of
transformational leadership on job satisfaction and patient safety outcomes.
Nursing Outlook, 66(2), 180—189. https://doi.org/10.1016/j.outlook.2017.10.004

Boussebaa, M. (2020). From cultural differences to cultural globalization: Towards a new
research agenda in cross-cultural management studies. Critical Perspectives on
International Business, 6, 1-23. https://eprints.gla.ac.uk/215739/7/215739.pdf

Broesch, T., Crittendeni, A.N., Beheim, B.A., Blackwell, A.D., Bunce, J.A., Colleran, H.,
Hagel., K., Kline, M., McElreath, R., Nelson, R.G., Pisor, A.C., Prall, S., Pretelli,
R., Purzycki, B., Quinn, E.A., Ross, C., Scelza, B., Starkweather, K., Stieglitz, J., &
Mulder, M. B. (2020). Navigating cross-cultural research: Methodological and
ethical considerations. Proceedings of the Royal Society B, 287(1935), 1-7.
https://doi.org/10.1098/rspb.2020.1245

Brough, P., & Pears, J. (2004). Evaluating the influence of the type of social support on job
satisfaction and work-related psychological well-being. International Journal of
Organisational Behaviour, 8(2), 472-485. https://doi.org/10.1.1.577.3767

Burns, J. M. G. (1978). Leadership. Harper & Row.

Caplan, R. D., Cobb, S., French, J., Harrison, R. V., & Pinneau, S. R. (1975). Job demands

and worker health: Main effects and occupational differences. Government



77

Printing Office.
https://ntrl.ntis.gov/NTRL/dashboard/searchResults/titleDetail/PB276809.xhtml

Caza, A., Caza, B. B., & Posner, B. Z. (2021). Transformational leadership across cultures:
Follower perception and satisfaction. Administrative Sciences, 11(1), 32.
https://doi.org/10.3390/admscil 1010032

Chang, H. E., & Cho, S. H. (2021). The influence of social support on the relationship
between emotional demands and health of hospital nurses: A cross-sectional study.
Healthcare, 9(115), 1-13. https://doi.org/10.3390/healthcare/9020115

Chen, T.-J., & Wu, C.-M. (2020). Can newcomers perform better at hotels? Examining the
roles of transformational leadership, supervisor-triggered positive affect, and
perceived supervisor support. Tourism Management Perspectives, 33, 1-15.
https://doi.org/10.1016/j.tmp.2019.100587

Cheung, J. H., Burns, D. K., Sinclair, R. R., & Sliter, M. (2017). Amazon Mechanical Turk
in organizational psychology: An evaluation and practical recommendations.
Journal of Business and Psychology, 32(4), 347-361.
https://doi.org/10.1007/s10869-016-9458-5

Cheung, G. W., & Rensvold, R. B. (1998). Cross-cultural comparisons using non-invariant
measurement items. Applied Behavioral Science Review, 6(1), 93—110.
https://doi.org/10.1016/5s1068-8595(99)80006-3

Cheung, M., & Wong, C. (2011). Transformational leadership, leader support, and
employee creativity. Leadership and Organization Development Journal,32, 656-
672. https://doi.org/10.1108/01437731111169988

Chin, C. L., & Yao G. (2014). Convergent validity. In A. C. Michalos (Ed.), Encyclopedia



78

of Quality of Life and Well-Being Research. Springer. https://doi.org/10.1007/978-
94-007-0753-5_573

Cohen, J., & Cohen, P. (1983). Applied multiple regression/correlation analysis for the
Behavioral Sciences. Erlbaum.

Conger, J. A. (1999). Charismatic and transformational leadership in organizations. 7he
Leadership Quarterly, 10(2), 145—179. https://doi.org/10.1016/s1048-
9843(99)00012-0

Crede, M., Jong, J., & Harms, P. (2019). The generalizability of transformational
leadership across cultures: A meta-analysis. Journal of Managerial Psychology,
34(3), 139-155. https://doi.org/10.1108/jmp-11-2018-0506

Dattalo, P. V. (2014). A demonstration of canonical correlation analysis with orthogonal
rotation to facilitate interpretation (dissertation). Retrieved 2022, from
https://scholarscompass.vcu.edu/cgi/viewcontent.cgi?article=1001&amp;context=s
ocialwork pubs.

Devi, S., Mistry, M., Yadav, P., Suli, M., & Kamble, P. (2020). Transformational
leadership educational bundle for nursing Supervisors and nurses in-charges and its
impact on clinical performances of the nurses in the labour room. Indian Journal of
Forensic Medicine & Toxicology, 14(4), 3821-3829.
https://doi.org/10.37506/ijfmt.v1414.12226

Diebig, M., Poethke, U., & Rowold, J. (2017). Leader strain and follower burnout:
Exploring the role of transformational leadership behaviour. German Journal of
Human Resource Management, 31(4), 329-348.

https://doi.org/10.1177/2397002217721077



79

Dung, L. T., & Hai, P. V. (2020). The effects of transformational leadership and job
satisfaction on commitment to organizational change: A three-component model
extension approach. The Southeast Asian Journal of Management, 14(1), 106—123.
https://doi.org/10.21002/seam.v14il1.11585

Duygulu, S., & Kublay, G. (2010). Transformational leadership training programme for
charge nurses. Journal of Advanced Nursing, 67(3), 633—642.
https://doi.org/10.1111/j.1365-2648.2010.05507.

El Rahman Gaber, M. A., Hassan, F., & Hassan, R. M. (2021). Time management program
and its effect on work stress among head nurses. Indian Journal of Forensic
Medicine & Toxicology, 15(3), 3526-3534.
https://doi.org/10.37506/ijfmt.v15i13.15846

Eyal, P., David, R., Andrew, G., Zak, E., & Ekaterina, D. (2021). Data quality of platforms
and panels for online behavioral research. Behavior Research Methods, 1(3), 1-20.
https://doi-org/10.3758/s13428-021-01694-3.

Faber, J., & Fonseca, L. M. (2014). How sample size influences research outcomes. Dental
Press Journal of Orthodontics, 19(4), 27-29. https://doi.org/10.1590/2176-
9451.19.4.027-029.ebo

Felfe, J., Tartler, K., & Liepmann, D. (2004). Advanced research in the field of
transformational leadership. German Journal of Human Resource Management,
18(3), 262-288. https://doi.org/https://doi.org/10.1177/239700220401800302

Fischer, R. (2009). Where is culture in cross cultural research? International Journal of
Cross-Cultural Management, 9(1), 25-49.

https://doi.org/10.1177/1470595808101154



80

Franke, F., & Felfe, J. (2011). How does transformational leadership impact employees’
psychological strain? Leadership, 7(3), 295-316.
https://doi.org/10.1177/1742715011407387

Friedlmeier, W., Chakkarath, P., & Schwarz, B. (2005). Culture and human development:
The importance of cross-cultural research for the social sciences. Psychology
Press.

Fukui, S., Wu, W., & Salyers, M. P. (2019). Impact of supervisory support on turnover
intention: The mediating role of burnout and job satisfaction in a longitudinal
study. Administration and Policy in Mental Health and Mental Health Services
Research, 46(4), 488-497. https://doi.org/10.1007/s10488-019-00927-0

Galletta, M., Portoghese, 1., Penna, M. P., Battistelli, A., & Saiani, L. (2011). Turnover
intention among Italian nurses: The moderating roles of supervisor support and
organizational support. Nursing & Health Sciences, 13(2), 184-191.
https://doi.org/10.1111/j.1442-2018.2011.00596.x

Garcia-Cabrera, A. M., Lucia-Casademunt, A. M., Cuéllar-Molina, D., & Padilla-Angulo,
L. (2018). Negative work-family/family-work spillover and well-being across
Europe in the hospitality industry: The role of perceived supervisor support.
Tourism Management Perspectives, 26, 39—48.
https://doi.org/10.1016/j.tmp.2018.01.006

Gelsema, T. 1., Van der Doef, M., Maes, S., Janssen, M., Akerboom, S., & Verhoeven, C.
(2006). A longitudinal study of job stress in the nursing profession: Causes and
consequences. Journal of Nursing Management, 14(4), 289-299.

https://doi.org/10.1111/j.1365-2934.2006.00635.x



Glazer, S. (2021). Organizational role ambiguity as a proxy for uncertainty avoidance.
International Journal of Intercultural Relations, 85, 1-12.
https://doi.org/10.1016/].1jintrel.2021.08.011

Glazer, S. (2006). Social support across cultures. International Journal of Intercultural
Relations, 30(5), 605—622. https://doi.org/doi:10.1016/j.ijintrel.2005.01.013

Glazer, S., & Amren, M. (2018). Culture’s implications on support as a moderator of the
job stressor—outcome relationship. International Journal of Stress Management,
25(S1), 7-25. https://doi.org/10.1037/str0000087

Glazer, S., & Gyurak, A. (2008). Sources of occupational stress among nurses in five
countries. International Journal of Intercultural Relations, 32(1), 49—66.
https://doi.org/10.1016/].ijintrel.2007.10.003

Glazer, S., & Kruse, B. (2008). The role of organizational commitment in occupational
stress models. International Journal of Stress Management, 15(4), 329-344.
https://doi.org/10.1037/a0013135

GLOBE Project. (2004). https://globeproject.com/.

Gyensare, M. A., Anku-Tsede, O., Sanda, M.-A., & Okpoti, C. A. (2016).
Transformational leadership and employee turnover intention. World Journal of
Entrepreneurship, Management and Sustainable Development, 12(3), 243-266.
https://doi.org/10.1108/wjemsd-02-2016-0008

Haas, E. J. (2019). The role of supervisory support on workers’ health and safety
performance. Health Communication, 35(3), 364-374.
https://doi.org/10.1080/10410236.2018.1563033

Hair, J. F., Tatham, R. L., Anderson, R. E., & Black, W. (1998). Multivariate Data

81



82

Analysis: International Edition. (5" ed.). Pearson.

Hall, D. S. (2007). The relationship between supervisor support and registered nurse
outcomes in nursing care units. Nursing Administration Quarterly, 31(1), 68—80.
https://doi.org/10.1097/00006216-200701000-00015

Hammig, O. (2017). Health and well-being at work: The key role of supervisor support.
SSM — Population Health, 3, 393—402. https://doi.org/10.1016/j.ssmph.2017.04.002

Harms, P. D., Cred¢, M., Tynan, M., Leon, M., & Jeung, W. (2017). Leadership and stress:
A meta-analytic review. The Leadership Quarterly, 28(1), 178—194.
https://doi.org/10.1016/j.leaqua.2016.10.006

Hayati, D., Charkhabi, M., & Naami, A. Z. (2014). The relationship between
transformational leadership and work engagement in governmental hospitals
nurses: A survey study. SpringerPlus, 3(1), 1-7. https://doi.org/10.1186/2193-
1801-3-25

Hofstede Center. (n.d.). Country comparison: United States. In cultural tools. Retrieved
September 2, 2021.https://www.hofstede-insights.com/

Hofstede, G. (2001). Culture’s Consequences. Sage.

Igbal, S., Hongyun, T., Akhtar, S., Ahmad, U., & Ankomabh, F. (2020). Impacts of
supervisor support on turnover intentions: Mediating role of job satisfaction. Asian
Journal of Education and Social Studies, 6(3), 1-9.
https://doi.org/10.11111/10.9734/ajess/2020/v61330174.

Islam, M. N., Furuoka, F., & Idris, A. (2021). Mapping the relationship between
transformational leadership, trust in leadership and employee championing

behavior during organizational change. Asia Pacific Management Review, 26(2),



83

95-102. https://doi.org/10.1016/j.apmrv.2020.09.002

Israel, G. D. (1992). Determining sample size. University of Florida IFAS Extension, 9(2),
1-5. https://doi.org/https://www.gjimt.ac.in/wp-content/uploads/2017/10/2_Glenn-
D.-Israel Determining-Sample-Size.pdf

Jackson, J. E. (2005). 4 user’s guide to principal components. Wiley.

Jacobs, C., Pfaff, H., Lehner, B., Driller, E., Nitzsche, A., Stieler-Lorenz, B., Wasem, J., &
Jung, J. (2013). The influence of transformational leadership on employee well-
being. Journal of Occupational & Environmental Medicine, 55(7), 772-778.
https://doi.org/10.1097/jom.0b013e3182972ee5

Jiménez, P., Winkler, B., & Bregenzer, A. (2017). Developing sustainable workplaces with
leadership: Feedback about organizational working conditions to support leaders in
health-promoting behavior. Sustainability, 9(11), 1-16.
https://doi.org/10.3390/su9111944

Kagan, M. (2021). Social support moderates the relationship between death anxiety and
psychological distress among Israeli nurses. Psychological Reports, 124(4), 1502—
1514. https://doi-org /10.1177/0033294120945593

Kaiser, H. F. (1960). The application of electronic computers to factor analysis.
Educational and Psychological Measurement, 20(1), 141-151.
https://doi.org/10.1177/001316446002000116

Kaufmann, G. M., & Beehr, T. A. (1986). Interactions between job stressors and social
support: Some counterintuitive results. Journal of Applied Psychology, 71(3), 522—
526. https://doi.org/10.1037/0021-9010.71.3.522

Kelly, R. J., & Hearld, L. R. (2020). Burnout and leadership style in behavioral health care:



84

A literature review. Journal of Behavioral Health Services and Research, 47, 581—
600. https://doi.org/10.1007/s11414-019-09679-z

Kloutsiniotis, P. V., Mihail, D. M., Mylonas, N., & Pateli, A. (2022). Transformational
leadership, HRM practices and burnout during the COVID-19 pandemic: The role
of personal stress, anxiety, and workplace loneliness. International Journal of
Hospitality Management, 102, 1-14. https://doi.org/10.1016/j.ijhm.2022.103177

Kossek, E. E., Pichler, S., Bodner, T., & Hammer, L. B. (2011). Workplace social support
and work-family conflict: A meta-analysis clarifying the influence of general and
work-family-specific supervisor and organizational support. Personnel Psychology,
64(2), 289-313. https://doi.org/10.1111/j.1744-6570.2011.01211.x

Le, H., Schmidt, F. L., Harter, J. K., & Lauver, K. J. (2010). The problem of empirical
redundancy of constructs in organizational research: An empirical investigation.
Organizational Behavior and Human Decision Processes, 112(2), 112—-125.
https://doi.org/10.1016/j.0bhdp.2010.02.003

Liaw, Y.-J., Chi, N.-W., & Chuang, A. (2010). Examining the mechanisms linking
transformational leadership, employee customer orientation, and service
performance: The mediating roles of perceived supervisor and coworker support.
Journal of Business and Psychology, 25(3), 477-492.
https://doi.org/10.1007/s10869-009-9145-x

Lievens, F. (2015). The cross-cultural transportability of situational judgment tests: How
does a US-based integrity situational judgment test fare in Spain? International
Journal of Selection and Assessment, 23(4), 361-372.

https://doi.org/10.1111/ijsa.12120



85

Litman, L., Robinson, J., & Abberbock, T. (2017). TurkPrime.com: A versatile
crowdsourcing data acquisition platform for the behavioral sciences. Behavior
Research Methods, 49(2), 433-442.
https://link.springer.com/article/10.3758/s13428-016-0727-z

Loi, R, Lai, J. Y. M., & Lam, L. W. (2012). Working under a committed boss: A test of
the relationship between supervisors’ and subordinates’ affective commitment. 7he
Leadership Quarterly, 23(3), 466—475.
https://doi.org/10.1016/j.leaqua.2011.12.001

Lyons, J. B., & Schneider, T. R. (2009). The effects of leadership style on stress outcomes.
The Leadership Quarterly, 20(5), 737-748.
https://doi.org/10.1016/j.leaqua.2009.06.010

Mahdi, T., & Top, C. (2021). Transformational leadership and affective commitment at
family businesses. International Journal of Academic Research in Business and
Social Sciences, 11(4), 1184-1195. https://doi-org/10.6007/IJARBSS/v11-i4/9797

Manzoor, F., Wei, L., Nurunnabi, M., Subhan, Q. A., Shah, S. I., & Fallatah, S. (2019).
The impact of transformational leadership on job performance and CSR as mediator
in SMEs. Sustainability, 11(2), 436. https://doi.org/10.3390/sul11020436

Martinez, I. M., Salanova, M., & Cruz-Ortiz, V. (2020). Our boss is a good boss! Cross-
level effects of transformational leadership on work engagement in service jobs.
Journal of Work and Organizational Psychology, 36(2), 87-94.
https://doi.org/10.5093/jwop2020al10

Mason, C., Griffin, M., & Parker, S. (2014). Transformational leadership development:

Connecting psychological and behavioral change. Leadership & Organization



86

Development Journal, 35(3), 174-194. https://doi-org/10.1108/LODJ-05-2012-
0063.

Modaresnezhad, M., Andrews, M. C., Mesmer, M. J., Viswesvaran, C., & Deshpande, S.
(2021). Anxiety, job satisfaction, supervisor support and turnover intentions of mid-
career nurses: A structural equation model analysis. Journal of Nursing
Management, 29(5), 931-942. https://doi-org/10.1111/jonm.13229

Mohamed, S., & Ali, M. (2016). The importance of supervisor support for employees’
affective commitment: An analysis of job satisfaction. International Journal of
Scientific and Research Publications, 6(2), 435-439. https://doi-org/0216/ijsrp-
p5067.pdf

Morris, M. W., Podolny, J., & Sullivan, B. N. (2008). Culture and coworker relations:
Interpersonal patterns in American, Chinese, German, and Spanish divisions of a
global retail bank. Organization Science, 19(4), 517-532.
https://doi.org/10.1287/orsc.1070.0333

Nagami, M., Tsutsumi, A., Tsuchiya, M., & Morimoto, K. (2010). Job control and
coworker support improve employee job performance. Industrial Health, 48(6),
845-851. https://doi.org/10.2486/indhealth.ms1162

Nielsen, K., Randall, R., Yarker, J., & Brenner, S.O. (2008). The effects of
transformational leadership on followers’ perceived work characteristics and
psychological well-being: A longitudinal study. Work & Stress, 22(1), 16-32.
https://doi.org/10.1080/02678370801979430

Orgambidez, A., & Almeida, H. (2019). Supervisor support and affective organizational

commitment: The mediator role of work engagement. Western Journal of Nursing



87

Research, 42(3), 187-193. https://doi.org/10.1177/0193945919852426

Park, S., Kang, H.-S.T., & Kim, E.-J. (2018). The role of supervisor support on employees’
training and job performance: An empirical study. European Journal of Training
and Development, 42(1/2), 57-74. https://doi.org/10.1108/ejtd-06-2017-0054

Park, T., & Pierce, B. (2020). Impacts of transformational leadership on turnover intention
of child welfare workers. Children and Youth Services Review, 108, 1-10.
https://doi.org/10.1016/j.childyouth.2019.104624

Parker, D. F., & DeCotiis, T. A. (1983). Organizational determinants of job stress.
Organizational Behavior and Human Performance, 32, 160-177.
http://dx.doi.org/10.1016/0030-5073(83)90145-9

Perilla-Toro, L. E., & Gomez-Ortiz, V. (2017). Relationship of transformational leadership
style with employee health and well-being: The mediating role of trust in the leader.
Journal of Work and Organizational Psychology, 33, 95-108.
https://doi.org/10.1016/j.rpt0.2017.02.005

Peterson, M. F., Smith, P. B., Akande, A., Ayestaran, S., Bochner, S., Callan, V., Cho, N.
G., Jesuino, J. C., D’Amorim, M., Francois, P.-H., Hofmann, K., Koopman, P. L.,
Leung, K., Lim, T. K., Mortazavi, S., Munene, J., Radford, M., Ropo, A., Savage,
G., ... Viedge, C. (1995). Role conflict, ambiguity, and overload: A 21-nation
study. The Academy of Management Journal, 38(2), 429-452.
https://doi.org/10.2307/256687

Piedmont, R. L. (2014). Inter-item correlations. In A. C. Michalos (Ed.), Encyclopedia of
quality of life and well-being research. Springer. https://doi.org/10.1007/978-94-

007-0753-5_1493



88

Porter, J. A. (2015). The relationship between transformational leadership and
organizational commitment in nonprofit long term care organizations: The direct
care worker perspective. Creighton Journal of Interdisciplinary Leadership, 1(2),
69-82. https://doi.org/10.17062/cjil.v1i2.13

Poturak, M., Meki¢, E., Hadziahmetovié¢, N., & Budur, T. (2020). Effectiveness of
transformational leadership among different cultures. International Journal of
Social Sciences and Educational Studies, 7(3), 119-19.
https://doi.org/10.23918/ijsses.v7i3p119

Pourhoseingholi, M. A., Vahedi, M., & Rahimzadeh, M. (2013). Sample size calculation in
medical studies. Gastroenterology and Hepatology from Bed to Bench, 6(1), 14—17.
https://www.ncbi.nlm.nih.gov/pmc/articles/PMC4017493/pdf/GHFBB-6-014.pdf

Pradhan, S., & Pradhan, R. K. (2015). Transformational leadership, affective
organizational commitment and contextual performance. Vision, 19(3), 227-235.
https://doi.org/10.1177/097226 291559708

Rani, A., Kumar, R., & Singh, S. (2021). The effect of work stress on productivity of
female workers in the healthcare sector. Indian Journal of Health & Wellbeing,
12(1), 21-22. https://iahrw.org/product/the-effect-of-work-stress-on-productivity-
of-female-workers-in-the-healthcare-sector

Rhoades, L., & Eisenberger, R. (2002). Perceived organizational support: A review of the
literature. Journal of Applied Psychology, 87(4), 698—714.
https://doi.org/10.1037/0021-9010.87.4.698

Robbins, S. S., & Stylianou, A. C. (2002). A study of cultural differences in global

corporate web sites. Journal of Computer Information Systems, 42(2), 3-9.



89

https://doi.org/10.1080/08874417.2002.11647480

Ruscio, J., & Roche, B. (2012). Determining the number of factors to retain in an
exploratory factor analysis using comparison data of known factorial structure.
Psychological Assessment, 24(2), 282—292. https://doi.org/10.1037/a0025697

Saez, M. (2020). The relationship between leaderships styles, employee engagement, and
organizational citizenship behavior within a support services environment
(dissertation). ProQuest, Ann Arbor, MI.
https://www.proquest.com/openview/88a0922795ea3d449t7689319c¢339af5/1.pdf?
pg-origsite=gscholar&cbl=18750&diss=y

Salem, I. E.-B. (2015). Transformational leadership: Relationship to job stress and job
burnout in five-star hotels. Tourism and Hospitality Research, 15(4), 240-253.
https://doi.org/10.1177/1467358415581445

Sang Long, C., Owee Kowang, T., Ai Ping, T., & Muthuveloo, R. (2014). Investigation on
the impact of job stressors on nurses in Malaysia. Asian Social Science, 10(4), 212-
219. https://doi.org/10.5539/ass.v10ndp67

Sayyadi, M., & Provitera, M. J. (2021). Post-pandemic transformational leadership:
Resilience, recovery and renewal. ISE: Industrial & Systems Engineering at Work,
53(12), 38—41. https://www.iise.org/isemagazine/details.aspx?id=52532

Schaffer, J. (2014). What not to multiply without necessity. Australasian Journal of
Philosophy, 93(4), 644—664. https://doi.org/10.1080/00048402.2014.992447

Schin, G., & Racovita, M. (2013). The influence of dominant leadership styles on
employees’ behavior: Empirical evidence from the Romanian public institutions.

Contemporary Readings in Law and Social Justice, 5(2), 777-785.



90

Schmidt, B., Loerbroks, A., Herr, R., Litaker, D., Wilson, M., Kastner, M., & Fischer, J.
(2014). Psychosocial Resources and the relationship between transformational
leadership and employees’ psychological strain. Work, 49(2), 315-324.
https://doi.org/10.3233/wor-131713

Schwartz, S. H. (1999). Some theoretical and practical implications. Applied Psychology:
An International Review,48(1), 23-47.
https://doi.org/10.1017/cbo9780511620799.007

Smith, P. O. (2015). Leadership in academic health centers: Transactional and
transformational leadership. Journal of Clinical Psychology in Medical Settings,
22(4), 228-231. https://doi.org/10.1007/s10880-015-9441-8

Spector, P. E., Liu, C., & Sanchez, J. I. (2015). Methodological and substantive issues in
conducting multinational and cross-cultural research. Annual Review of
Organizational Psychology and Organizational Behavior, 2, 101-131. https://doi-
org/10.1146/annurev-orgpsych-032414-111310

Suifan, T. S., Abdallah, A. B., & Al Janini, M. (2018). The impact of transformational
leadership on employees’ creativity. Management Research Review, 41(1), 113—
132. https://doi.org/10.1108/mrr-02-2017-0032

Sun, R., & Wang, W. (2017). Transformational leadership, employee turnover intention,
and actual voluntary turnover in public organizations. Public Management Review,
19(8), 1124-1141. https://doi.org/10.1080/14719037.2016.1257063

Talukder, A. K., & Galang, M. C. (2021). Supervisor support for employee performance in
Australia: Mediating role of work-life balance, job, and life attitude. Journal of

Employment Counseling, 58(1), 2-22. https://doi.org/10.1002/joec.12154



91

Tavakol, M., & Dennick, R. (2011). Making sense of Cronbach’s alpha. International
Journal of Medical Education, 2, 53-55. https://doi.org/10.5116/ijme.4dfb.8dfd

Terry, D. J., Nielsen, M., & Perchard, L. (1993). Effects of work stress on psychological
well-being and job satisfaction: The stress-buffering role of social support.
Australian Journal of Psychology, 45(3), 168—175.
https://doi.org/10.1080/00049539308259135

Tiirre, A., & Akkog, 1. (2020). The mediating role of social support in the effect of
perceived organizational support and psychological empowerment on career
satisfaction in nurses. Perspectives in Psychiatric Care, 56(4), 985-993. https://doi-
org/10.1111/ppc.12562

U.S. Bureau of Labor Statistics. (2020, March 22). Labor force statistics from the current
population survey. U.S. Bureau of Labor Statistics. Retrieved May 19, 2022, from
https://www.bls.gov/cps/demographics.htm

U.S. National Library of Medicine. (2018). Health care in Germany: The German health
care system. InformedHealth.org [Internet]. Retrieved November 8, 2021, from
https://www.ncbi.nlm.nih.gov/books/NBK298834/.

van de Vijver, F., & Leung, K. (1997). Methods and data analysis for cross-cultural
research. Cambridge University Press.

Wang, H.-F., Chen, Y.-C., Yang, F.-H., & Juan, C.-W. (2021). Relationship between
transformational leadership and nurses’ job performance: The mediating effect of
psychological safety. Social Behavior & Personality: An International Journal,
49(5), 1-12. https://doi.org/10.2224/sbp.9712

Weigl, M., Stab, N., Herms, 1., Angerer, P., Hacker, W., & Glaser, J. (2016). The



92

associations of supervisor support and work overload with burnout and depression:
A cross-sectional study in two nursing settings. Journal of Advanced Nursing.
72(8). 1774—1788. https://doi.org/10.1111/jan.12948

Wu, Y., & Shih, K. (2010). The effects of gender role on perceived job stress. The Journal
of Human Resource and Adult Learning, 6(2), 74-79.
http://www.hraljournal.com/Page/8%20Yu-Chi%20Wu.pdf

Wu, M., Zhang, L., Imran, M., Xu, J., & Yu, R. (2021). Impact of differential leadership on
innovative behavior of employees: A double-edged sword. Social Behavior and
Personality: An International Journal, 49(2), 1-12.
https://doi.org/10.2224/sbp.9746

Zhong, X., Jin, X., Yan, L., Yang, L., Long, H., Wang, J., Wang, H., Liu, Y., Pu, J., Xie,
P., & Ji, P. (2022). Reliability and validity of General Health Questionnaire-12 in
Chinese dental healthcare workers during the COVID-19 pandemic. Frontiers in

Psychiatry, 12. https://doi.org/10.3389/fpsyt.2021.792838



93

APPENDIX A

INSTITUTIONAL REVIEW BOARD APPROVAL

t: 410.837.6191
Office of
Sponsored f: 410.§3I7t.5i49
UNIVERSITY Research www.ubalt.edu
OF BALTIMORE
May 5, 2021

Sharon Glazer
University of Baltimore
1420 N. Charles Street
Baltimore, MD 21201

RE: IRB Protocol #256— Approved under Exempt Review
Dear Sharon:

This letter serves as official confirmation of the Institutional Review Board’s review of your protocol for a study entitled
“Validation of Meaningfulness in Life Measure.”

The Institutional Review Board considered your request and concluded that your protocol poses no more than minimal
risk to participants. In addition, research involving the use of widely acceptable survey/interview procedures where the
results are kept confidential and the questions pose minimal discomfort to participants is exempt from IRB full-
committee review per 45 CFR 46.104 (d) (2). As a result, the Institutional Review Board has designated your proposal as
exempt.

Investigators are responsible for reporting in writing to the IRB any changes to the human subject research protocol,
measures, or in the informed consent documents. This includes changes to the research design or procedures that could
introduce new or increased risks to human subjects and thereby change the nature of the research. In addition, you
must report any adverse events or unanticipated problems to the IRB for review.

If you have any questions, please do not hesitate to contact me directly by phone or via email.

As authorized by Dr. Gabriela Wasileski
Chair, Institutional Review Board

-

Stefanie Hamberger
Coordinator, Institutional Review Board

University of Baltimore
1420 N. Charles St.
Baltimore, MD 21201-5779



94

APPENDIX B

SURVEY ITEMS OF STUDY VARIABLES

Item# Item Content

Transformational Leadership (Berger et al., 2012)

TFL 1  Ihave trust in his/her ability to overcome any obstacle.

TFL 2  S/he develops ways of motivating us.

TFL 3 I feel proud to work with him/her.

TFL 4  S/he is concerned with training those who need it.

TFL 5  S/he gives advice to those who need it.

TFL 6  S/he gets us to rely on reasoning and evidence to solve problems.
TFL 7  S/he promotes the use of intelligence to overcome obstacles.

TFL 8  S/he presents things through an approach that stimulates me.

Supervisor Social Support (Caplan et al., 1975)

SSS 1 My supervisor at work goes out of his or her way to do things to make my
work life easier for me.

SSS2  Itis easy to talk with my supervisor at work.
SSS 3 I can rely on my supervisor at work when things get tough at work.

SSS4 My supervisor at work is willing to listen to my personal problems.

Role Overload (Beehr & Glazer, 2005)

RO 1 I receive an assignment without the manpower to complete it.*
RO 2 I am given enough time to do what is expected of me on my job.

RO 3 It seems like I have too much work for one person to do.*
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Item# Item Content

RO 4 On my present job, the amount of work seems to interfere with how well I
can do the job.*

RO 5 I often notice a marked increase in my workload.*

Role Ambiguity (Beehr & Glazer, 2005)

RA 1 I feel certain about how much authority I have at work.
RA 2 I have clear, planned goals and objectives for my job.
RA3 I know I have divided my time properly at work.

RA 4 I know exactly what is expected of me at work.

RAS Explanation is clear of what has to be done at work.

Role Conflict (Beehr & Glazer, 2005)

RC 1 I have to do things at work that should be done differently.
RC2 I work with two or more groups who operate quite differently.
RC3 I receive incompatible work requests from two or more people.

RC 4 I do things at work that are apt to be accepted by one person and not
accepted by another.

RC5 I work on unnecessary things.

Well-Being (General Health Questionnaire, Short-Form; Goldberg’s 1972, as
cited in Banks et al., 1980)

WB 1 I have been able to concentrate on what I am doing.
WB 2 I have lost much sleep over worry.(R)

WB3 I have felt that I am playing a useful part in things.
WB 4 I have felt capable of making decisions about things.

WB 5 I have felt that I can’t overcome my difficulties.
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Item# Item Content

WB 6 I have been able to enjoy my normal day-to-day activities.
WB 7  1have been able to face up to my problems.

WB 8 I have been feeling unhappy or depressed.(R)

WB 9  Ihave been losing confidence in myself.(R)

WB 10 I have been thinking of myself as a worthless person.(R)
WB 11 Ihave been feeling reasonably happy, all things considered.
WB 12 I have been constantly under stress.™

Anxiety (Parker & Decotiis, 1983)

Anx 1

Anx 2

Anx 3

Anx 4

I have felt fidgety or nervous as a result of my job.
My job gets to me more than it should.
There are lots of times when my job drives me right up the wall.

Sometimes when I think about my job I get a tight feeling in my chest.

Affective Commitment (Allen & Meyer, 1990)

AC 1

AC2

AC3

AC4

ACS

AC6

AC7

ACS38

I do not feel like “part of the family” at my organization.(R)*

I would be very happy to spend the rest of my career with this organization.
This organization has a great deal of personal meaning for me*

I do not feel a strong sense of belonging to my organization.(R)*

I enjoy discussing my organization with people outside of it.

I really feel as if this organization’s problems are my own.

I do not feel “emotionally attached” to this organization.(R)*

I think that I could easily become as attached to another organization as I am
to this one.(R)
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Item# Item Content

Turnover Intention (Beehr & Glazer, 2005)

TI 1 I will actively look for a new job in the next year.
TI2 I often think about quitting.

TI3 I will probably look for a new job in the next year.

Note. (R) = Reverse coded. *Denotes item used in nurse sample. “*Denotes item excluded
due to vague reference fo stress.



APPENDIX C
PRINCIPAL COMPONENTS FACTOR ANALYSES WITH OBLIMIN
ROTATION

Table C.1

Eigenvalues, Percentages of Variance and Cumulative Percentages for 8 TFL and 4
Supervisor Social Support Items (Oblimin Rotation))

Factor Eigenvalue 9% of variance = Cumulative %

1 10.44 86.99% 86.99%
2 32 2.66% 89.65%
3 .24 2.00% 91.65%
4 18 1.47% 93.12%
5 .16 1.35% 94.48%
6 .14 1.14% 95.61%
7 A2 .96% 96.59%
8 .10 .82% 97.39%
9 .10 19% 98.18%
10 .09 10% 98.88%
11 .08 .63% 99.51%

12 .06 .50% 100.00




N
(@)}

Table C.2

Eigenvalues, Percentages of Variance and Cumulative Percentages for 8 TFL and 4 Supervisor Social Support Items Across
Each Culture (Oblimin Rotation)

USA Germany Spain
% of % of % of
Factor Eigenvalue variance Cumulative % Factor Eigenvalue variance  Cumulative %  Factor  Eigenvalue variance = Cumulative %
1 9.37 78.04%  78.04% 1 8.08 67.36% 67.36% 1 7.46 62.20%  62.20%
2 79 6.61%  84.65% 2 92 7.67% 75.04% 2 1.37 11.42%  73.62%
3 .36 3.03%  87.69% 3 71 5.85% 80.88% 3 .63 5.22% 78.83%
4 28 237%  90.06% 4 47 3.89% 84.77% 4 52 4.30% 83.14%
5 .23 1.95%  92.01% 5 40 3.37% 88.14% 5 43 3.57% 86.71%
6 .20 1.68%  93.68% 6 .32 2.64% 90.79% 6 .39 3.25% 89.96%
7 .19 1.54% 95.23% 7 27 2.29% 93.07% 7 .29 2.43% 92.39%
8 .16 1.31% 96.53% 8 25 2.08% 95.16% 8 .28 2.33% 94.72%
9 .14 1.13% 97.66% 9 .20 1.68% 96.84% 9 21 1.79% 96.51%
10 12 .98% 98.64% 10 .18 1.49% 98.33% 10 18 1.48% 97.99%
11 .10 .83% 99.47% 11 13 1.09% 99.42% 11 15 1.22% 99.21%
12 .06 .53% 100.0% 12 .07 .58% 100.0% 12 .10 79% 100.0%




