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Abstract
Purpose – Drawing upon the “too-much-of-a-good-thing (TMGT)” effect and conservation of resources (COR)
theory, the purpose of this paper is to examine the mediation mechanism between empowering leadership and
employee job performance. Specifically, the authors propose a curvilinear relationship between empowering
leadership and job performance, and also suggest that employee harmonious and obsessive work passions
mediate the curvilinear relationship between empowering leadership and job performance. Further the
moderation role of collectivism orientation (CO) in the relationship between empowering leadership and
job performance is also examined.
Design/methodology/approach – Questionnaires are used to obtain survey data from 256
supervisor–subordinate dyads in three companies in the communication sector of Ghana. A follow-up
interview was also conducted to enhance explanation of research findings. Hierarchical regression analysis
is used to analyze the associations among the variables.
Findings – The results revealed that the significant inverted U-shaped relationship between empowering
leadership and subordinate job performance is mediated by both harmonious and obsessive passion for work.
A significant moderation effect of CO in the empowering leadership–job performance relationship could not
be established.
Originality/value – This study adapts the “TMGT” effect and COR theory in the explanation of an
integrated model including empowering leadership, job performance, employee passion for work, and CO in
the Ghanaian context.
Keywords Ghana, Job performance, Empowering leadership, Curvilinear, Work passion,
Collectivism orientation
Paper type Research paper

Introduction
The modern era of global competitiveness requires organizational managers to adopt
empowering leadership style that gives employees autonomy, intrinsic motivation, responsibility
and independence (Ahearne et al., 2005; Li et al., 2017; Cheong et al., 2019). Indeed, empowering
leadership signals that managers respect employees’ abilities, trust that their work is significant,
are willing to involve them in decision making and to remove bureaucratic constraints
(Cheong et al., 2016; Li et al., 2015; Zhang and Bartol, 2010; Zhang and Zhou, 2015). This
leadership style has also been identified with the leadership factors of support, interaction
facilitation, goal emphasis and work facilitation (Bowers and Seashore, 1966) as well as the
traditional and modern human resource approaches (Cohen, 2015; Dubois and Dubois, 2012).
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Empowering leadership has been shown to positively affect job-related outcomes,
for example, by enhancing job self-efficacy (Ahearne et al., 2005), through psychological
empowerment (Amundsen and Martinsen, 2015; Zhang and Bartol, 2010), and by
providing positive work-related cognitions, loyalty and performance (Fong and Snape,
2015). Its characteristics can also be identified as an effective human resource
management (HRM) practice that promotes employee retention (George, 2015; Kroon and
Freese, 2013).

However, some researchers argue that empowering leadership can adversely affect job
performance, for example, by arousing employee resistance at both individual and collective
levels (Maynard et al., 2007), causing role ambiguity (Humborstad and Kuvaas, 2013) and
cognitive distraction (Langfred and Moye, 2004). These contradictory outcomes from
empirical studies suggest that a comprehensive consideration of empowering leadership
and its effects cannot be accomplished without considering its positive and negative aspects
(Cheong et al., 2016). Specifically, the positive and the negative aspects of empowering
leadership might cause disturbances or instability in its linear effects with work-related
outcomes such as work passion and job performance.

To address those inconsistencies, some researchers suggest examining whether
empowering leadership has a non-linear or curvilinear relationship with work outcomes
(e.g. Humborstad et al., 2014; Lee et al., 2016), but many empirical studies have failed to
follow up on the suggestion and rather relied on linear logic (Maynard et al., 2012). Following
this relevant but virtually unattended research problem, we draw on management research
that discusses the “too-much-of-a-good-thing” (TMGT) effect (Pierce and Aguinis, 2013) to
investigate a curvilinear inverted U-shaped relationship between empowering leadership
and job performance. The TMGT effect arises when popular antecedents like empowering
leadership in relation to organizational outcomes like job performance reaches an inflection
or optimal point at which their association will no more be linear and positive. Specifically,
empowering leader behavior which is generally regarded as good and positive in its
excessive form may exhibit negative work-related outcomes.

Earlier theoretical perspectives employed in explaining the relationship between
empowering leadership and job-related outcomes failed to recognize that workers’ job
resources greatly influence how they will respond to empowering leader behaviors. Guided
by this lapse, we employ the conservation of resources (hereafter, COR) theory (Hobfoll,
1989) in our study framework to enhance explanation of the curvilinear relationship
between empowering leadership and job performance as well as the associated dual
mediation of harmonious and obsessive work passions.

COR theory suggests that people actively maintain, protect and construct their valuable
resources such as mastery, self-esteem, learned resourcefulness, socioeconomic status and
employment (Hobfoll, 1989). On the one hand, COR theory is established as a motivational
theory that guides individuals in rational decision making when these resources are gained,
conserved and reinvested for survival (Hobfoll, 2001) and provides them with emotional
comfort against stress (Halbesleben et al., 2014). On the other hand, it is regarded as a stress
theory when individual resources are lost or threatened with loss (Hobfoll, 1989). Thus,
people employ key resources not only to build a reservoir of sustaining resources for future
needs but also to minimize or curb stress situations (Hobfoll et al., 2018). Based on COR
theory, we argue that empowering leadership can initially increase employees’
psychological resources and improve their passion and job performance up to an optimal
point. However, excessive use of leader empowerment beyond the optimal point can result in
adverse consequences such as employee resistance and role ambiguity (Humborstad and
Kuvaas, 2013; Maynard et al., 2007), and can turn into a kind of stressor caused by a
decrease in psychological resources of the employees’ and a subsequent decline in passion
and job performance. Consequently, the curvilinear relationship between empowering

133

Empowerment,
passion and

job
performance



leadership and job performance as well as job passion can be explained by both the
motivational (positive) and the stress (negative) aspect embedded in COR theory.

Empirical research has confirmed an association between empowering leadership and
work passion (Hao et al., 2017; Gao and Jiang, 2019) as well as job performance (Astakhova
and Porter, 2015; Ho et al., 2011; Kong and Ho, 2018). Thus, work passion should mediate the
empowering leadership–job performance relationship. Despite wide explorations and
conceptualization of passion (e.g. Carbonneau and Vallerand, 2013; Vallerand et al., 2003),
the focus has been on single-factor passion model rather than a harmonious–obsessive
factor model (e.g. Li et al., 2017; Perrewe et al., 2014), so that researchers have failed to
consider that each passion type may have different effects. Harmonious and obsessive work
passions have been shown to have separate effects on work performance (Ho et al., 2011) but
not on empowering leadership effects. Hence, it is paramount to consider the separate
mediation effects of harmonious and obsessive passion in our study framework.

The dual model of work passion has been studied in relation to western and eastern
philosophies (e.g. Ho et al., 2011; Hao et al., 2017), but not in relation to African values.
Basing our argument on the popular cultural dimension of collectivism developed by
Hofstede (1980, 2001), western nations are characterized by low collectivism, while eastern
countries such as China and Korea are characterized by high collectivism with Africa not
being an exception (Hofstede and Hofstede, 2005). For example, the traditional chieftaincy
system in Africa including Ghana supports deep respect and higher collectivism geared
toward achieving group goals rather than individual ambitions. Traditionally, the Ghanaian
would therefore not want to be empowered but will prefer to follow orders from leaders.
However, the recent rapid development of modern economic systems also requires people to
learn western management styles. The cultural orientations of new generations have
changed. Subjects may now require equality and empowerment. Consequently, we establish
that employees are likely to exhibit differential patterns of harmonious and obsessive
passion for work in Ghana.

The proponents of the TMGT effect (Pierce and Aguinis, 2013) recommended the
consideration and expansion of the role of moderation effects for theory development in
management research. We follow up on the suggestion to examine the possibility that
employees’ collectivism orientation (CO) values may moderate the curvilinear empowering
leadership–job performance relationship in our study framework. Collectivism values are
known to predict empowering leadership (Sharma and Kirkman, 2015). Ghana supports a
higher collectivism geared toward achieving group goals rather than individual ambitions
(Hofstede, 1980). The choice of the moderator is therefore particularly important in the
collectivistic context of Ghana.

The overall purpose of the study is to investigate the curvilinear inverted U-shaped link
between empowering leadership and subordinate job performance by drawing on the
“TMGT” effect and COR theory. We also draw on COR theory to examine harmonious and
obsessive work passions as dual and separate mediators in the empowering leadership–job
performance relationship. Finally, the moderation role of CO in the curvilinear relationship
between empowering leadership and job performance is also examined.

Theoretical development and hypotheses
Empowering leadership, leadership factors and human resources management approaches
Empowering leadership studies emerged out of empowerment literature in the 2000s
(e.g. Ahearne et al., 2005; Arnold et al., 2000), and the introduction of the empowering
leadership scale (ELS) by Amundsen and Martinsen (2014) in addition to that of Arnold et al.
(2000) has opened prospects for effective research on this potent form of leadership.
Although cross-cultural research in organizational leadership has grown significantly since
Hofstede (1980) introduced the measurement of cultural values, some researchers have
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observed that about more than 95 percent of leadership theories and empirical research have
been prevalent in western cultures (Maynard et al., 2012). Amundsen and Martinsen (2014),
the authors of the new ELS, also recommended further research that investigates the impact
of culture on empowering leadership and outcome variables. The above recommendation
also informed the inclusion of CO in our study framework. Empowering leadership
dimensions developed by Arnold et al. (2000), comprising of leading by example,
participative decision making, coaching, informing and showing concern/interacting are in
conformity with the leadership factors of support, interaction facilitation, goal emphasis and
work facilitation (Bowers and Seashore, 1966). Empowering leadership behavior appears to
be more oriented to the modern HRM approaches. The traditional HRM approaches focused
on establishing policies, procedures, contracts and guidelines in an attempt to initiate
employee performance to achieve organizational goals (Cohen, 2015). Employees were made
to follow designed policies and functional activities such as human resource planning, job
analysis, recruitment and selection, maintaining employee relations, performance
appraisals, compensation management and training and development. The routine nature
of the traditional HRM approach which was controlled by authoritarian and abusive leaders
has now evolved into a more humanitarian leadership style comparable to empowering
leadership. Now, managers have developed interest in the “human factor” in the
development of organizations, and have moved from the traditional approach to the modern
“strategic human resource management” (Dubois and Dubois, 2012). Investment in human
resources is now recognized as a strategic approach to be optimized. Organizational
objectives can be met only if it has the necessary human resources and competencies. The
basis of competitive advantage has shifted from tangible and physical resources to a more
focus on intangible and knowledge assets (Minbaeva, 2013; Guest, 2017). Consequently,
empowering leadership which signifies care and knowledge-based leadership style forms
the foundation of our hypotheses development.

The curvilinear relationship between empowering leadership and job performance
The empirical relationship between empowering leadership and job-related outcomes has
been contradictory. Researches have established both positive (Fong and Snape, 2015; Kim
and Beehr, 2018, Rao Jada et al., 2019) and negative (Langfred and Moye, 2004; Maynard
et al., 2007) outcomes. These contradictory outcomes indicate that studies on both the
positive and the negative aspects of empowering leadership and related outcomes are
necessary for effective conclusion and generalization (Cheong et al., 2016). Following these
ambiguities, some researchers have suggested a non-linear or curvilinear investigation
between empowering leadership and work outcomes (e.g. Humborstad et al., 2014; Lee et al.,
2016). Based on the suggestion, this study adopts the TMGT effect (Pierce and Aguinis,
2013) to investigate a curvilinear relationship between empowering leadership and job
performance (Lee et al., 2016). The TMGT effect demonstrates how key predictor variables
reach their optimal or inflection points after which they diverge from projected outcomes
(Pierce and Aguinis, 2013). In this study, we relate the TMGT effect to our research model
and posit that empowering leaders’ behavior will increase job performance to a maximum or
optimal point of inflection, after which its excessive use will decrease job performance to
demonstrate an inverted U-shape relationship.

COR theory can similarly be used to support explanation of the empowering leadership–
job performance curvilinear relationship. We relate COR theory to the proposed curvilinear
relationship between empowering leadership and job performance and argue that, on the
one hand, empowering leadership behavior will initially increase employees’ cognitive,
social and financial resources with subsequent increase in job performance up to an
optimum point. On the other hand, excessive use of empowering leader behavior could
trigger stress as individuals lose resources owing to factors such as role uncertainty,
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cognitive interference and extreme autonomy, with a consequential decline in job
performance. Accordingly, both the positive and negative arguments of empowering
leadership relationship with work-related outcome like job performance are established to
confirm the inverted U-shape relationship. Accordingly, we hypothesize that:

H1. Empowering leadership has a curvilinear inverted U-shaped relationship with
employee job performance; that is, empowering leadership positively impacts
job performance to a specific inflection point beyond which the relationship
becomes negative.

Harmonious and obsessive work passions as mediators of the curvilinear empowering
leadership–job performance relationship
Harmonious passion shows a self-directed engagement of an activity, for example, the
interest of the activity, whilst obsessive passion denotes a controlled internalization of an
activity. Individuals will participate in the activity due to some social influence or external
guidelines attached to the activity (Vallerand et al., 2003; Hao et al., 2017). The dual
mediation relationships are formed by four main theoretical interactions: first, the
curvilinear relationship between empowering leadership and harmonious work passion;
second, the linear relationship between harmonious work passion and job performance;
third, the curvilinear relationship between empowering leadership and obsessive work
passion; and fourth, the linear relationship between obsessive work passion and job
performance. We follow COR theory and posit that empowering leader behavior will
guarantee employees’ cognitive, social and financial resources. In alignment with COR
tenets those who have more resources can gain more through resource investment (Hobfoll,
2001). Consequently, autonomous employees will develop harmonious passion toward their
work by engaging themselves freely in their favorite activities (Vallerand et al., 2003)
coupled with their induced retention on the job (George, 2015). However, the positive
relationship between empowering leadership and harmonious work passion is
unsustainable. The negative effects of empowering leadership can lead to stress due to
resource loss and a subsequent decline in harmonious passion for work to establish the
curvilinear relationship. A linear relationship between harmonious work passion and job
performance is further required to finalize the mediation. Based on COR theory, harmonious
passion will motivate enthusiastic and pleasurable involvement of employees in performing
work task due to attainment of desirable resources (Vallerand et al., 2003; Hao et al., 2017).

The mediation argument is extended to encompass a curvilinear relationship between
empowering leadership and obsessive work passion. Following COR theory, we establish
that empowering leaders support independent initiatives (Ahearne et al., 2005) and assist
their subordinates to acquire resources and invest them for future use. This will activate
their controlled internalization of work (Vallerand et al., 2003) as they engage in work
activity because of some improvement in resources such as social acceptance and self-
esteem (Vallerand et al., 2014). However, the positive relationship cannot be endlessly
sustainable. Empowering leaders’ behavior beyond optimal levels can trigger cognitive
distraction of employees in the performance of work tasks (Langfred and Moye, 2004), a
subsequent loss of resources and a decline in their controlled internalization of work
(Vallerand et al., 2003). The mediation condition will require an additional positive linear
relationship between obsessive work passion and job performance. External and internal
pressures evoke obsessive work passion (Burke et al., 2014; Vallerand et al., 2014). COR
theory (Hobfoll, 2001) explains that employees who have obsessive work passion advance
their self-esteem and gain desired resources by performing well and drawing organizational
rewards and acceptance. Thus, we suggest that empowering leadership has inverted U-
shaped relationships with harmonious/obsessive work passion, while the two forms of
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passion have positive linear relationships with job performance. Accordingly, we
hypothesize that:

H2. Harmonious work passion mediates the curvilinear inverted U-shaped relationship
between empowering leadership and job performance.

H3. Obsessive work passion mediates the curvilinear inverted U-shaped relationship
between empowering leadership and job performance.

The moderating role of collectivism orientation
A major implication of the TMGT effect for theory development concerns a reconsideration
and expansion of the role of moderating effects in management research (Pierce and Aguinis,
2013, p. 325). Empowering leader initiatives might lack effectiveness because of inability to
recognize the cultural orientations of employees and their desire to be empowered (Maynard
et al., 2012). We suggest that employees’ CO would be a potential moderator that can influence
the inflection point of the curvilinear relation between empowering leadership and job
performance (Lee et al., 2016). We therefore use CO to “assess the impact of the slope in relation
to the left and to the right of the inflection point along empowering leadership and job
performance continuum” (Pierce and Aguinis, 2013, p. 326).

COR theory postulates that individuals will invest resources in those areas where they
can gain extra resources (Hobfoll, 2001). Since in-group welfare is of great importance to
individuals with high collectivistic values, these individuals are likely to reinvest their extra
resources for the benefit and care of their in-group (Triandis, 1995). High collectivistic
individuals may therefore respond positive to empowering leadership behaviors, share and
invest their resources to enhance job performance as they operate on the positive portions of
the inverted U-shaped curve toward the optimal or infection point (Lee et al., 2016).

Conversely, their counterparts lower in collectivism may show less concern for mutual
support and consideration for their in-group members and the organization (Sharma and
Kirkman, 2015). They will prefer to work in an individualistic environment where they will
follow less orders, and rather appreciate the characteristics of delegation, power sharing,
self-direction and autonomy of their empowering leader (Arnold et al., 2000). This might
result in lower job performance as they move away from the inflection or optimal segments
of the inverted U-shaped curve (Lee et al., 2016). Overall, the above arguments suggest that
collectivistic orientation values will interact with empowering leadership behavior in terms
of regulating individuals’ efforts in ways that will maximize their job performance.
Therefore, we hypothesize that:

H4. CO will moderate the curvilinear (inverted U-shaped) relationship between
empowering leadership and job performance such that empowering leadership
will lead to higher job performance when employees’ CO is higher rather than lower.

Method
Sample and procedure
The sample was taken from three privately owned companies operating in the
communication sector of Ghana. The sample was obtained from the communication
sector in Ghana because employees in this sector are generally well educated and they need
to be empowered by their leaders to cope with the high technology and intellectual demands
of their work. First, we sent letters to human resource managers (HRs) of each of the three
companies. In approval, the HRs assisted us to identify work departments, units,
supervisors and subordinates, and to schedule dates for conducting the survey. We also
requested for the opportunity to come back for further interviews after the study to enable
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us to give practical explanations and confirmation to our findings. This opportunity was
granted. To guarantee quality, we met with participants and explained that the surveys
were for academic research only. To avoid common method bias, we collected data on
separate questionnaires from subordinates and their immediate supervisors. The
supervisors reported their demographics and evaluated their subordinates’ job
performance. The subordinates also reported their demographics, the extent of their
harmonious and obsessive passion for work, and their perceptions of their supervisor’s
empowering leadership behaviors. Each questionnaire was coded with a unique
identification number so we could easily match subordinate responses with supervisor
assessments. Completed responses were sealed in envelopes and returned directly to the
researchers. We initially distributed matching surveys to 280 employees and 80 supervisors,
and received usable responses from 256 employees (a response rate of 91.4 percent) and 64
supervisors (a response rate of 80 percent), comprising of 256 matched supervisor–
subordinate dyads. Responding subordinates averaged 35.39 years old (SD¼ 8.96), average
company tenure of 4.71 years (SD¼ 3.25), were mostly men (66 percent) and well educated
(67.6 percent held bachelor’s degrees or higher). Participating supervisors were primarily
men (70 percent) and highly educated (82.4 percent held bachelor’s degrees or higher). Their
mean age was 40 years (SD¼ 7.61); mean corporate tenure was 5.2 years (SD¼ 2.86).

After completion of the data analyses, we conducted a follow-up interview to confirm our
results and to offer a better discussion of the research findings. Following Gong et al.’s (2013)
procedures, we selected the three HR executives of the three companies and five employees
randomly from each of the three communication companies for this purpose due to resource
and time constraints. The interview procedures were structured. Interview questions on
empowering leadership were directed toward the HR executives to find out the general
performance of the company, the characteristics of immediate supervisors in terms of
flexibility, autonomy, independence, power sharing and motivation. Interview questions
concerning work passion were directed to the employees to find out whether they enjoyed the
work they do based on the nature of the work itself or whether they think they like the job
because of some external motivators or influences. To find out the CO of employees, questions
were asked if they enjoyed working individually or in groups. The interview questions are
placed in the Appendix for ease of presentation. Two of the HR executives interviewed were
men and one was a woman. Their average age was 42 years. They were highly educated as
they all held master’s degrees or higher with a mean tenure of 6.5 years. Responding
interviewed subordinates averaged 36 years old, with average company tenure of 4.2 years,
were mostly men (73.3 percent) and 60 percent held bachelor’s degrees or higher.

Measures
For all study measures, we used a six-point Likert-type scale: 1¼ strongly disagree and
6¼ strongly agree.

Empowering leadership. To measure empowering leadership, we used a 12-item scale
developed by Ahearne et al. (2005), comprising a multi-item subscale conforming to four
dimensions: enhancing the meaningfulness of work; fostering participation in decision
making; expressing confidence in high performance; and providing autonomy from
bureaucratic constraints. A sample item for enhancing the meaningfulness of work was “My
supervisor helps me understand why my work is important to the overall effectiveness of
the company.” A sample item for fostering participation in decision making was “My
supervisor makes many decisions together with me.” A sample item for expressing
confidence in high performance was “My supervisor believes that I can handle demanding
tasks.” A sample item for providing autonomy from bureaucratic constraint was “My
supervisor allows me to do my job my way.” Confirmatory factor analysis (CFA) revealed
that the fit indices for a single second-order factor were within acceptable range
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( χ2¼ 346.14, df¼ 92, po0.01; normed fit index¼ 0.91, comparative fit index (CFI)¼ 0.96),
Tucker–Lewis index (TLI)¼ 0.94; root mean square error of approximation
(RMSEA)¼ 0.06) indicating that empowering leadership is a single overall construct
including four distinct sub-dimensions. All scales were combined into a single empowering
leadership measure and revealed a Cronbach’s α reliability of 0.88.

Work passion. Passion for work was measured with a 14-item scale developed by Vallerand
et al. (2003). Seven items represented harmonious work passion, for example, “My job allows
me to have a variety of experiences.” Seven additional items represented obsessive work
passion, for example, “I cannot live without my job.” Cronbach’s α reliabilities for both
harmonious and obsessive work passions were 0.77 and 0.71, respectively.

Collectivism orientation. CO, an eight-item scale made up of two components, horizontal
and vertical collectivism, was adapted from Triandis and Gelfand (1998). Four items
measured horizontal collectivism with sample item “If a coworker gets a prize, I would feel
proud.” The other four items measured vertical collectivism with sample item of “Leaders
and subordinates stay together as much as possible.” The combined eight-item collectivism
scale showed a coefficient α reliability of 0.80.

Job performance. Supervisors rated their subordinates’ job performance on a four-item
scale developed by Babin and Boles (1998). This scale was adapted based on our research
context. For example, “My employee is a top performer”; “My employee is in the top 10% of
frontline employees.” Cronbach’s α reliability was 0.75.

Control variables. Participants’ age, gender, education level and tenure were used as
control variables because of their implicit link with job performance (Ahearne et al., 2005;
Humborstad et al., 2014; Lee et al., 2016; Zhang and Zhou, 2015). Age was self-reported in
years. Gender was coded as a dichotomous variable of 0 for woman and 1 for man.
Education corresponded with the highest academic qualification: 1¼ high school diploma,
2¼ college diploma, 3¼ bachelor’s degree, 4¼master’s degree and 5¼ doctorate. Tenure
was recorded as the number of years worked with the company.

Results
Descriptive statistics
Table I provides descriptive statistics, correlations and scale reliabilities for the variables.

Preliminary analyses
We executed a sequence of CFAs using AMOS 23 software to scrutinize the construct
distinctives of the study variables (Anderson and Gerbing, 1988). The CFA results revealed
that the hypothesized five-factor model (i.e. empowering leadership, harmonious work
passion, obsessive work passion, CO and subordinate job performance) provided
satisfactory model fit to the data ( χ2(94)¼ 276.42, IFI¼ 0.93, CFI¼ 0.90, TLI¼ 0.94,
RMSEA¼ 0.06) and yielded a better model fit than alternative models, including a four-
factor model (Δχ2(Δdf )¼ 78.22(4), po0.001), a three-factor model (Δχ2 (Δdf )¼ 125.82(9),
po0.001), two-factor model (Δχ2 (Δdf )¼ 319.62(14), po0.001) and a one-factor model
(Δχ2(Δdf )¼ 422.50(20), po0.001). The detailed fit indices for all five models are
represented in Table II. These CFA results provided support for the distinctiveness of the
five study variables for further analyses.

Discriminant validity
Discriminant validity denotes the extent to which the measures of different latent constructs
are distinct from those of other constructs (Hair et al., 2010). In order to establish
discriminant validity, the appropriate average variance extracted (AVE) analysis was
conducted. The AVE measured the explained variance of the constructs. The AVE analysis

139

Empowerment,
passion and

job
performance



V
ar
ia
bl
es

M
SD

1
2

3
4

5
6

7
8

9
10

11
12

13

1.
Su

bo
rd
in
at
es
’
ag
ea

35
.3
9

8.
96

2.
Su

bo
rd
in
at
es
’
ge
nd

er
a

0.
66

0.
48

0.
14
*

3.
Su

bo
rd
in
at
es
’
ed
uc
at
io
n
le
ve
la

2.
88

0.
92

0.
03

−
0.
07

4.
Su

bo
rd
in
at
es
’
te
nu

re
a

4.
71

3.
25

0.
52
**

−
0.
03

0.
05

5.
Le
ad
er
s’
ag
eb

40
.0
0

7.
61

0.
00

−
0.
03

0.
01

0.
00

6.
Le
ad
er
s’
ge
nd

er
b

0.
70

0.
46

−
0.
03

−
0.
06

−
0.
02

0.
01

0.
22
**

7.
Le
ad
er
s’
ed
uc
at
io
n
le
ve
lb

3.
46

0.
88

−
0.
09

0.
00

0.
07

−
0.
11

−
0.
14
*

−
0.
19
**

8.
Le
ad
er
s’
te
nu

re
b

5.
20

2.
86

−
0.
01

−
0.
03

−
0.
08

−
0.
07

0.
11

0.
15
*

−
0.
18
**

9.
E
m
po
w
er
in
g
le
ad
er
sh
ip

a
4.
17

0.
61

0.
11

0.
03

−
0.
03

0.
16
*

0.
11

0.
03

−
0.
09

−
0.
06

(0
.8
8)

10
.H

ar
m
on
io
us

w
or
k
pa
ss
io
na

2.
91

0.
69

0.
02

0.
04

0.
03

0.
05

0.
09

0.
02

−
0.
01

−
0.
09

0.
31
**

(0
.7
7)

11
.O

bs
es
si
ve

w
or
k
pa
ss
io
na

3.
01

0.
75

−
0.
01

−
0.
06

0.
01

0.
03

0.
01

0.
01

−
0.
01

0.
00

0.
37
**

0.
33
**

(0
.7
1)

12
.C

ol
le
ct
iv
is
m

or
ie
nt
at
io
na

4.
30

0.
70

0.
07

−
0.
03

−
0.
08

0.
12

0.
07

0.
05

−
0.
09

0.
06

0.
46
**

0.
41
**

0.
42
**

(0
.8
0)

13
.J
ob

pe
rf
or
m
an
ce

b
5.
00

0.
93

−
0.
10

0.
00

0.
03

−
0.
04

0.
09

0.
13
*

−
0.
02

−
0.
03

0.
28
**

0.
43
**

0.
33
**

0.
27
**

(0
.7
5)

N
ot
es

:
n
¼
25
6.

In
te
rn
al

re
lia
bi
lit
ie
s
(C
ro
nb

ac
h’
s
α

co
ef
fic
ie
nt
s
ar
e
in
di
ca
te
d
in

pa
re
nt
he
se
s)
.
a T

he
se

va
ri
ab
le
s
w
er
e
m
ea
su
re
d
fr
om

em
pl
oy
ee
s;

b
le
ad
er

ra
tin

g.
*,
**
Co

rr
el
at
io
n
is
si
gn

ifi
ca
nt

at
th
e
0.
05

an
d
0.
01

le
ve
ls
,r
es
pe
ct
iv
el
y
(tw

o-
ta
ile
d)

Table I.
Means, standard
deviations and
correlations

140

IJM
41,2



test was to verify if the square root of every AVE value belonging to each latent construct is
much larger than any correlation among any pair of latent constructs. Based on Fornell and
Larcker’s (1981) criterion, the square root of the AVE of each construct should be much
larger than the correlation of the specific construct with any of the other constructs, and the
value of AVE for each construct should be at least 0.50. As shown in Table III, all the AVEs
are greater than 0.50, and the square root of all AVE values is much larger than any
correlation among any pair of latent constructs. Hence, all constructs in the measurement
model were demonstrated as having satisfactory discriminant validity.

Analysis strategy
We adopted steps recommended by Muller et al. (2005) and used hierarchical multiple
regression analyses to test the curvilinear, mediation and the moderation hypotheses. In
Step 1, we included control variables of both leaders and subordinates age, gender,
education and tenure. We included the independent variable (empowering leadership), the
mediation variables (harmonious and obsessive work passions) as well as the moderator
variable (CO) in Step 2, in order to ascertain their linear effects on job performance. In Step 3,
we included the quadratic term, a squared value of the independent variable (EL2), to
determine the curvilinear effects of empowering leadership on job performance, harmonious
work passion and obsessive work passion. Finally, we entered the linear interaction effects
(empowering leadership (EC) × CO) as well as the curvilinear interaction effect (empowering
leadership squared (EC2) × CO) in order to determine the curvilinear moderation effect. H1,
which was proposed to test the curvilinear relationship between empowering leadership and

Models Factors χ2 df χ2/df IFI CFI TLI RMSEA

Model 1
(baseline
model)

Five factors: empowering leadership,
harmonious work passion, obsessive work
passion, collectivism orientation and job
performance

276.42 94 2.94 0.93 0.90 0.94 0.06

Model 2 Four factors: harmonious and obsessive work
passions combined into one factor

354.64 98 3.61 0.83 0.89 0.81 0.12

Model 3 Three factors: harmonious work passion,
obsessive work passion and job performance
combined into one factor

402.24 103 3.90 0.72 0.78 0.68 0.14

Model 4 Two factors: harmonious work passion,
obsessive work passion, collectivism orientation
and job performance combined into one factor

596.04 108 5.52 0.68 0.67 0.63 0.18

Model 5 One factor: all variables combined into one factor 698.92 114 6.13 0.60 0.63 0.58 0.20
Notes: n¼ 324. IFI, incremental fit index; CFI, comparative fit index; TLI, Tucker–Lewis index; RMSEA, root
mean square error of approximation

Table II.
Comparison of

structural models

Constructs EL HWP OWP CO JP

EL (0.85)
HWP 0.31 (0.82)
OWP 0.37 0.33 (0.79)
CO 0.46 0.41 0.42 (0.75)
JP 0.28 0.43 0.33 0.27 (0.83)
Notes: AVE, average variance extracted; EL, empowering leadership; HWP, harmonious work passion;
OWP, obsessive work passion; CO, collectivism orientation. AVEs are shown in parenthesis

Table III.
Discriminant validity

assessment
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job performance, required a regression of job performance on the squared value of
empowering leadership (EL2). H2 and H3, which were proposed to test the mediation roles
of harmonious and obsessive passion, respectively, on the curvilinear relationship between
empowering leadership and job performance, also required a regression of both harmonious
and obsessive passion on the squared value of empowering leadership (EL2), as well as a
linear regression of job performance on both harmonious and obsessive work passions.
Finally, H4 which was proposed to test the moderation effect of CO on the curvilinear
relationship between empowering leadership and job performance required a regression of
job performance on the interaction term of the squared value of the independent variable
and the moderator (EL2 × CO). The independent variables and moderators were mean-
centered before creating the interaction terms.

Hypotheses testing
The results of the regression analysis testing H1–H4 are presented in Table IV. As
expected, the quadratic term of empowering leadership had incrementally explained
variance on job performance (ΔR2¼ 0.02, po0.05). The coefficient of the quadratic term
was significant and negative (Model 4: β¼−0.12, po0.05). We graphed the results
following Aiken and West (1991). Figure 1 shows that as empowering leadership increased,
so did job performance increased, but once both reached a certain maximum level, job
performance declined, as empowering leadership increased further, establishing the
curvilinear relationship and supporting H1.

The mediation hypotheses tests
The quadratic term of empowering leadership had incrementally explained variance on both
harmonious and obsessive work passions (ΔR2¼ 0.03, po0.05; ΔR2¼ 0.02, po0.05). The
coefficients of the quadratic terms were significant and negative (Model 8: β¼−0.14,
po0.05; and Model 11: β¼−0.19, po0.05). Again, the linear associations of harmonious
and obsessive work passions on job performance were both significant (Model 3: β¼ 0.49,
po0.001; and β¼ 0.33, po0.001). We graphed the results following Aiken and West (1991).
Figures 2 and 3 show that as empowering leadership increased, so did harmonious and
obsessive work passions increased, but once all reached a certain maximum level,
harmonious and obsessive work passions declined as empowering leadership increased
further. A further analysis was conducted to ascertain the mediation roles of harmonious
and obsessive work passions in the curvilinear relationship between empowering leadership
and job performance (Hayes and Preacher, 2010). Using 5,000 bootstrap samples, we
computed the instantaneous indirect effects of empowering leadership on job performance
through harmonious and obsessive work passions at different values of empowering
leadership (−1 SD, +1 SD). For harmonious passion, the instantaneous indirect effect was
significant at both lower (bias corrected bootstrap CI¼ 95% [0.10, 0.40]) and higher levels of
empowering leadership (bias corrected bootstrap CI¼ 95% [−0.60, −0.09]). For obsessive
passion, the instantaneous indirect effect was also significant at both lower (bias corrected
bootstrap CI¼ 95% [0.15, 0.55]) and higher levels of empowering leadership (bias corrected
bootstrap CI¼ 95% [−0.75, −0.15]). These results gave support to H2 and H3.

The moderation hypothesis test
The moderation hypothesis test is shown in Table IV. We introduced the relevant quadratic
curvilinear interactions term (empowering leadership squared × CO) on job performance
(EL2 × CO). However, the curvilinear interaction term was not significant (Model 5: β¼ 0.11,
ns). Consequently, H4 was not supported.
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Discussion
The purpose of the current study was to investigate a curvilinear inverted U-shaped relationship
between empowering leadership and subordinates’ job performance in the communication sector
of Ghana, as well as the separate mediation effects of harmonious and obsessive work passions
in the empowering leadership–job performance curvilinear relationship. Further, the moderation
role of CO in the curvilinear empowering leadership–job performance relationship was also
examined. To appreciate our findings in a better way our survey results were integrated with the
follow-up interviews results for discussion.
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First, our empirical results supported our proposition that empowering leadership has a
significant curvilinear relationship with subordinate job performance. This finding was in
conformity with Lee et al.’s (2016) results where they used the TMGT effect to test a
curvilinear relationship between empowering leadership and task performance. Our
interview results confirmed the survey results by revealing that the unit supervisors of the
firms were flexible in their dealings with subordinates.

As the HR executive from one of the firms commented:

“We have experienced improved job performance continuously over the past five years. Generally,
our unit supervisors share information, allow subordinates to participate in decision making, and
allow them to be as free as possible for independent work. Although the general trend of job
performance has improved, we sometimes experience some periodic declines. I believe the role of
the leaders is a major reason for our improved job performance. The issue of periodic low
performance has been identified as too much freedom and independence given by some unit
supervisors to the employees. We are working on this issue.” The improvement in job performance
and the periodic decline confirmed the curvilinear association between empowering leadership and
job performance.

Second, our empirical results supported our anticipation that harmonious and obsessive
work passions mediate the relationship between empowering leadership and job
performance. These results were confirmed during the follow-up interview.

An employee from one of the firms commented:

We attribute our success to the profound enjoyment and satisfaction of our job. We are taken up
completely by our job. Our emotions are dependent on our job and we cannot live without our job.
We like our leaders and we have no reasons to leave this job immediately. Our income is enough to
maintain this job.

This result confirms the proposition that empowering leadership is a significant contextual
determinant of individual passion for work, and provide empirical evidence on the effects of
harmonious and obsessive passion on employee job performance (Hao et al., 2017) including
task performance (Lee et al., 2016).

Third, our empirical data analysis did not demonstrate significant moderation effect of
CO in the curvilinear relationship between empowering leadership and subordinates
job performance. This result was also consistent with the outcome of the follow-up
interview results.

An employee from one of the firms commented:

Many people in this organization prefer to work alone and independently. It is due to how we have
been trained by our leaders. Our leaders give us independence and freedom to work alone as much
as possible.

This result seems to be contrary to the traditional Ghanaian and the entire African values.
Traditionally the African and likewise the Ghanaian is collectivist in nature, and place
higher emphasis on group goal as against individual ambitions. Traditionally, the Ghanaian
would therefore not want to be empowered but will prefer to follow orders from their
leaders. Interestingly, the recent rapid development of modern economic systems has
necessitated the learning of western management styles. The cultural orientations of new
generations have been altered. Subordinates now require individual ambitions,
independence, autonomy and equality through leader empowerment.

Theoretical implications
Our findings exhibit several theoretical implications and contributions by challenging
suppositions that empowering leadership is linearly related to job performance. Leader
empowerment which is characterized by autonomy, intrinsic motivation, responsibility and
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independence has been associated with outcomes that are more desirable (Li et al., 2015;
Zhang and Bartol, 2010). Instead, we find an inverted U-shaped relationship, which
strengthens leadership studies that apply the TMGT effect (Pierce and Aguinis, 2013) as a
principle that permeates all physical, social, political and organizational facets of human life.
That is, major predictor variables are assumed to reach optimal or inflection points after
which they are no longer linearly and positively related with predicted outcomes. Any
points above the optimal or inflection points usually lead to decreased or negative
consequences, such as decreased job performance. The underlying theoretical principle is
that too much of any good thing eventually leads to negative consequences. For example,
all inputs of human efforts, being physical, socio-cultural, political, economic and
organizational endeavors may have their highest possible outputs. However, high outputs
may not be experienced indefinitely but will definitely decline at some point in time. In terms
of leadership, for example, the desirable or positive effects of empowering leadership might
occur only up to an ideal point after which we should expect undesirable results due to
factors such as employee or personnel resistance role ambiguity and cognitive distraction
(Humborstad and Kuvaas, 2013; Langfred and Moye, 2004; Maynard et al., 2007). The
curvilinear relationship between empowering leadership and job performance also agrees
with empirical results showing that empowering leadership both positively (Amundsen and
Martinsen, 2015; Li et al., 2015) and negatively (Langfred and Moye, 2004) affects work-
related outcomes. Consistent with the above discussions, our interview results confirmed
both increases and periodic decline in job performance.

Second, we use COR theory perspectives (Hobfoll, 1989) to support arguments on the
curvilinear relationship between empowering leadership and job performance, as well as the
mediation effects of harmonious and obsessive work passions in the curvilinear relationship
between empowering leadership and job performance. The significant curvilinear
association between empowering leadership and job performance can be attributed to
the resource gain and resource loss portions of COR theory and their conformity with
the positive and adverse effects of empowering leadership (e.g. Cheong et al., 2016).
The significant mediation occurs because empowering leadership grants subordinates
higher sovereignty and freedom. The increased opportunities to take initiative and to
assume responsibility are likely to increase both harmonious and obsessive passions for
work. Empowering leadership conveys cognitive, social and financial resources that evoke
both harmonious and obsessive work passions, which then give employees resources to
reinvest for future use (Hobfoll, 2001). Although both harmonious and obsessive passions
have been shown to significantly mediate the linear relationship between empowering
leadership and job performance (Hao et al., 2017), our results demonstrate more complexity
than a simple linear approach suggests. Rather, our results demonstrate that harmonious
and obsessive work passions both mediate the curvilinear relationship. The successful
mediation relationship was attributed to profound enjoyment and satisfaction of employees
on their job, their inability to live without their job and their emotional dependence on their
job as confirmed by our interview results. Previous studies that investigated linear
relationships of empowering leadership and related outcomes failed to specify whether they
also tested for curvilinear effects (Amundsen and Martinsen, 2015; Cheong et al., 2016; Hao
et al., 2017). We are confident that our findings will encourage researchers to theorize and
examine more non-linear effects in relation to similar outcomes.

Third, our study also advances suggestion by Pierce and Aguinis’s (2013) TMGT effect
for theory development concerning a consideration and expansion of the role of moderating
or interaction effects in management research, as moderator variables are indicators of a
theory’s boundary conditions. Although CO as a moderator was not significant in our study
framework, its positive association with empowering leadership has been established
(Sharma and Kirkman, 2015). The insignificant moderator in our study might be attributed
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to the low level of CO of individual employees identified in our interview. Indigenous
Ghanaian culture was high in collectivism. Individuals were more committed to the in-group
and were more willing to follow instructions from their leaders. However, the recent
speedy advancement of modern economic systems also requires people to learn
western organizational procedures. The cultural alignments of new generations have
been transformed. Subjects now want self-direction, autonomy, independence and
empowerment as established by our interview results.

Managerial/Practical implications
The current study has relevant practical implications for leadership development and
employee inspiration to accomplish improved job performance. First, our results
demonstrate that empowering leadership outcomes cannot be always desirable (Lee et al.,
2016). Thus, managers should be aware that empowering leadership has both potentially
positive and negative effects on performance. Indeed, excessive empowerment forces
employees to assume additional burdens, and may cause them to feel they have lost
control or that leaders are relinquishing their responsibilities and will blame employees for
failures. Consequently, empowered employees may have higher job stress, with negative
effects on job performance. Thus, empowering leaders are advised to ensure that
empowerment occurs at ideal levels to minimize losses of employees’ performance and
ensure efficiency.

Second, leaders must recognize differences between harmonious and obsessive work
passions. Managers can enhance harmonious passion by engaging employees in activities
that will enhance autonomous motivations, for example, by assigning challenging tasks that
will encourage curiosity, competition, cooperation and recognition (Li et al., 2015). In
addition, leaders can develop obsessive passions by stimulating external motivations
through rewards such as increased wages, bonuses and allowances (Vallerand et al., 2003),
so that employees will have a sense of obligation to work harder for social recognition,
promotion and self-esteem.

Limitations and future research direction
Although our study provides interesting revelations, future researchers must be aware of
some limitations. First, time could influence the relationships between all study variables
(Hao et al., 2017). Future research can test the model using longitudinal data to improve
confidence in our theoretical relationships. Second, the study was conducted only in the
capital city of Ghana in a single industry and may not apply universally to other
industries, cities, regions, countries and cultural backgrounds. Future researchers are
encouraged to collect samples from multiple industries, cities, regions, countries and
diverse cultural backgrounds to authenticate and improve generalizability of research
findings. Third, we treated empowering leadership effects on subordinate job performance
as a unified construct, without considering the effect of other antecedents such as
structural and psychological empowerment. Future research can consider the separate
effects of these antecedents on subordinate job performance. In addition, we examined
only the mediation effect of employees’ work passions. Future research can examine other
potential mediators such as voice behavior and trust in the leader. Moreover, although
CO as a moderator proved insignificant in our study framework, we believe that answer to
this relationship cannot be generalized on a smaller sample of a capital city of a country.
We therefore make recommendation for future researchers to investigate our
research model and especially the CO variable on larger space and samples to enhance
generalizations of research findings. In addition, future research may explore the
possibility of some other moderators between empowering leadership and job
performance that causes instability in its linear relationship.

147

Empowerment,
passion and

job
performance



References

Ahearne, M., Mathieu, J. and Rapp, A. (2005), “To empower or not, to empower your sales force?
An empirical examination of the influence of leadership empowerment behavior on customer
satisfaction and performance”, Journal of Applied Psychology, Vol. 90 No. 5, pp. 945-955.

Aiken, L.S. and West, S.G. (1991), Multiple Regression: Testing and Interpreting Interactions,
Sage, Newbury Park, CA.

Amundsen, S. and Martinsen, Ø.L. (2014), “Empowering leadership: construct clarification,
conceptualization, and validation of a new scale”, The Leadership Quarterly, Vol. 25 No. 3,
pp. 487-511.

Amundsen, S. and Martinsen, Ø.L. (2015), “Linking empowering leadership to job satisfaction, work
effort, and creativity: the role of self-leadership and psychological empowerment”, Journal of
Leadership & Organizational Studies, Vol. 22 No. 3, pp. 304-323.

Anderson, J.C. and Gerbing, D.W. (1988), “Structural equation modeling in practice: a review and
recommended two-step approach”, Psychological Bulletin, Vol. 103 No. 3, pp. 411-423.

Arnold, J.A., Arad, S., Rhoades, J.A. and Drasgow, F. (2000), “The empowering leadership
questionnaire: the construction and validation of a new scale for measuring leader behaviors”,
Journal of Organizational Behavior, Vol. 21 No. 3, pp. 249-269.

Astakhova, M.N. and Porter, G. (2015), “Understanding the work passion–performance relationship:
the mediating role of organizational identification and moderating role of fit at work”, Human
Relations, Vol. 68 No. 8, pp. 1315-1346.

Babin, B.J. and Boles, J.S. (1998), “Employee behavior in a service environment: model and test of
potential differences between men and women”, Journal of Marketing, Vol. 62 No. 2, pp. 77-91.

Bowers, D. and Seashore, S. (1966), “Predicting organizational effectiveness with a four-factor theory of
leadership”, Administrative Science Quarterly, Vol. 11 No. 2, pp. 238-263.

Burke, R.J., Astakhova, M.N. and Hang, H. (2014), “Work passion through the lens of culture:
harmonious work passion, obsessive work passion, and work outcomes in Russia and China”,
Journal of Business and Psychology, Vol. 30 No. 3, pp. 457-471.

Carbonneau, N. and Vallerand, R.J. (2013), “On the role of harmonious and obsessive romantic passion
in conflict behavior”, Motivation and Emotion, Vol. 37 No. 4, pp. 743-757.

Cheong, M., Spain, S.M., Yammarino, F.J. and Yun, S. (2016), “Two faces of empowering leadership:
enabling and burdening”, Leadership Quarterly, Vol. 27 No. 4, pp. 602-616.

Cheong, M., Yammarino, F.J., Dionne, S.D., Spain, S.M. and Tsai, C.-Y. (2019), “A review of the
effectiveness of empowering leadership”, The Leadership Quarterly, Vol. 30 No. 1, pp. 34-58.

Cohen, D.J. (2015), “HR past, present and future: a call for consistent practices and a focus on
competencies”, Human Resource Management Review, Vol. 25 No. 2, pp. 205-215.

Dubois, C.L.Z. and Dubois, D.A. (2012), “Strategic HRM as social design for environmental
sustainability in organization”, Human Resource Management, Vol. 51 No. 6, pp. 799-826.

Fong, K.H. and Snape, E. (2015), “Empowering leadership, psychological empowerment and employee
outcomes: testing a multi-level mediating model”, British Journal of Management, Vol. 26 No. 1,
pp. 126-138.

Fornell, C. and Larcker, D.F. (1981), “Evaluating structural equation models with unobservable
variables and measurement error”, Journal of Marketing Research, Vol. 18 No. 1, pp. 39-50.

Gao, A. and Jiang, J. (2019), “Perceived empowering leadership, harmonious passion, and employee
voice: the moderating role of job autonomy”, Frontiers in Psychology, Vol. 10, p. 1814.

George, C. (2015), “Retaining professional workers: what makes them stay”, Employee Relations, Vol. 37
No. 1, pp. 102-121.

Gong, Y., Zhou, J. and Chang, S. (2013), “Core knowledge employee creativity and firm performance: the
moderating role of riskiness orientation, firm size and realized absorptive capacity”, Personnel
Psychology, Vol. 66 No. 2, pp. 443-482.

148

IJM
41,2



Guest, D. (2017), “Human resource management and employee well-being: towards a new analytic
framework”, Human Resource Management Journal, Vol. 27 No. 1, pp. 22-38.

Hair, J.R., Black, W.C., Babin, B.J. and Anderson, R.E. (2010), Multivariate Data Analysis: A Global
Perspective, 7th ed., Pearson Prentice-Hall, Upper Saddle River, NJ.

Halbesleben, J.R.B., Neveu, J.P., Paustian-Underdahl, S.C. and Westman, M. (2014), “Getting to the
‘COR’: understanding the role of resources in conservation of resources theory”, Journal of
Management, Vol. 40 No. 5, pp. 1334-1364.

Hao, P., He, W. and Long, L. (2017), “Why and when empowering leadership has different effects on
employee work performance: the pivotal roles of passion for work and role breadth
self-efficacy”, Journal of Leadership and Organizational Studies, Vol. 25 No. 1, pp. 85-100.

Hayes, A.F. and Preacher, K.J. (2010), “Quantifying and testing indirect effects in simple mediation
models when the constituent paths are nonlinear”, Multivariate Behavioral Research, Vol. 45
No. 4, pp. 627-660.

Ho, V.T., Wong, S.S. and Lee, C.H. (2011), “A tale of passion: linking job passion and cognitive
engagement to employee work performance”, Journal of Management Studies, Vol. 48 No. 1,
pp. 26-47.

Hobfoll, S.E. (1989), “Conservation of resources: a new attempt at conceptualizing stress”, American
Psychologist, Vol. 44 No. 3, pp. 513-524.

Hobfoll, S.E. (2001), “The influence of culture, community, and the nested-self in the stress process:
advancing conservation of resources theory”, Applied Psychology – An International Review,
Vol. 50 No. 3, pp. 337-370.

Hobfoll, S.E., Halbesleben, J., Neveu, J.-P. and Westman, M. (2018), “Conservation of resources in the
organizational context: the reality of resources and their consequences”, Annual Review of
Organizational Psychology and Organizational Behavior, Vol. 5, pp. 103-128.

Hofstede, G. (1980), Culture’s Consequences: International Differences in Work Related Values, Sage.

Hofstede, G. (2001), Culture’s Consequences: Comparing Values, Behaviors, Institutions and
Organizations Across Nations, Thousand Oaks, CA.

Hofstede, G. and Hofstede, G.J. (2005), Cultures and Organizations: Software of the Mind, rev. 2nd ed.,
McGraw-Hill, New York, NY.

Humborstad, S.I.W. and Kuvaas, B. (2013), “Mutuality in leader–subordinate empowerment
expectation: its impact on role ambiguity and intrinsic motivation”, The Leadership Quarterly,
Vol. 24 No. 2, pp. 363-377.

Humborstad, S.I.W., Nerstad, C.G.L. and Dysvik, A. (2014), “Empowering leadership, employee goal
orientations and work performance: a competing hypothesis approach”, Personnel Review,
Vol. 43 No. 2, pp. 246-271.

Kim, M. and Beehr, T.A. (2018), “Empowering leadership: leading people to be present through
affective organizational commitment”, The International Journal of Human Resource
Management, pp. 1-25.

Kong, D.T. and Ho, V.T. (2018), “The performance implication of obsessive work passion: unpacking
the moderating and mediating mechanisms from a conservation of resources perspective”,
European Journal of Work and Organizational Psychology, Vol. 27 No. 2, pp. 269-279.

Kroon, B. and Freese, C. (2013), “Can HR practices retain flexworkers with their agency?”, International
Journal of Manpower, Vol. 34 No. 8, pp. 899-917.

Langfred, C.W. and Moye, N.A. (2004), “Effects of task autonomy on performance: an extended model
considering motivational, informational, and structural mechanisms”, Journal of Applied
Psychology, Vol. 89 No. 6, pp. 934-945.

Lee, S., Cheong, M., Kim, M. and Yun, S. (2016), “Never too much? The curvilinear relationship between
empowering leadership and task performance”, Group & Organization Management, Vol. 42
No. 1, pp. 11-38.

149

Empowerment,
passion and

job
performance



Li, N., Chiaburu, D.S. and Kirkman, B.L. (2017), “Cross-level influences of empowering leadership on
citizenship behavior: organizational support climate as a double-edged sword”, Journal of
Management, Vol. 43 No. 4, pp. 1076-1102.

Li, S.L., He, W., Yam, K.C. and Long, L.R. (2015), “When and why empowering leadership increases
followers’ taking charge: a multilevel examination in China”, Asia Pacific Journal of Management,
Vol. 32 No. 3, pp. 645-670.

Maynard, M.T., Gilson, L.L. and Mathieu, J.E. (2012), “Empowerment – fad or fab? A multilevel review
of the past two decades of research”, Journal of Management, Vol. 38 No. 4, pp. 1231-1281.

Maynard, M.T., Mathieu, J.E., Marsh, W.M. and Ruddy, T.M. (2007), “A multilevel investigation of the
influence of employees’ resistance to empowerment”, Human Performance, Vol. 20 No. 2,
pp. 147-171.

Minbaeva, D.B. (2013), “Strategic HRM in building micro-foundations of organizational knowledge-
based performance”, Human Resource Management Review, Vol. 23 No. 4, pp. 378-390.

Muller, D., Judd, C.M. and Yzerbyt, V.Y. (2005), “When moderation is mediated and mediation is
moderated”, Journal of Personality and Social Psychology, Vol. 89 No. 6, pp. 852-863.

Perrewe, P.L., Hochwater, W.A., Ferris, G.R., McAllister, C.P. and Harris, J.N. (2014), “Developing a
passion for work passion: future directions on an emerging construct”, Journal of Organizational
Behavior, Vol. 35 No. 1, pp. 145-150.

Pierce, J.R. and Aguinis, H. (2013), “The too-much-of-a-good-thing effect in management”, Journal of
Management, Vol. 39 No. 2, pp. 313-338.

Rao Jada, U., Mukhopadhyay, S. and Titiyal, R. (2019), “Empowering leadership and innovative work
behavior: a moderated mediation examination”, Journal of Knowledge Management, Vol. 23
No. 5, pp. 915-930.

Sharma, P.N. and Kirkman, B.L. (2015), “Leveraging leaders: a literature review and future lines of
inquiry for empowering leadership research”, Group & Organization Management, Vol. 40 No. 2,
pp. 193-237.

Triandis, H.C. (1995), Individualism and Collectivism, Westview Press., Boulder, CO.

Triandis, H.C. and Gelfand, M.J. (1998), “Converging measurement of horizontal and vertical
individualism and collectivism”, Journal of Personality and Social Psychology, Vol. 74 No. 1,
pp. 118-128.

Vallerand, R.J., Houlfort, N. and Forest, J. (2014), “Passion for work: determinants and outcomes”, in
Gagné, M. (Ed.), The Oxford Handbook of Work Engagement, Motivation, and Self-
Determination Theory, Oxford University Press, Oxford, pp. 85-105.

Vallerand, R.J., Blanchard, C., Mageau, G.A., Koestner, R., Ratelle, C., Léonard, M., Gagne, M. and
Marsolais, J. (2003), “Les passions de l'âme: on obsessive and harmonious passion”, Journal of
Personality and Social Psychology, Vol. 85 No. 4, pp. 756-767.

Zhang, X.M. and Bartol, K.M. (2010), “Linking empowering leadership and employee creativity: the
influence of psychological empowerment, intrinsic motivation, and creative process
engagement”, Academy of Management Journal, Vol. 53 No. 1, pp. 107-128.

Zhang, X.M. and Zhou, J. (2015), “Empowering leadership, uncertainty avoidance, trust, and employee
creativity: interaction effects and a mediating mechanism”,Organizational Behavior and Human
Decision Processes, Vol. 124 No. 2, pp. 160-164.

Appendix

Interview questions for HR executives

(1) What has been the general trend of job performance of employees and the company for the
past five years?

(2) Are your immediate supervisors flexible in the delivery of their leadership task?
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(3) How do you assess your immediate supervisors in terms of granting autonomy and inde-
pendence to subordinates?

(4) How do you evaluate your immediate supervisors in terms of sharing power with subordinates?

(5) Are your immediate supervisors able to motivate the subordinates to carry out useful task?

Interview questions for subordinates

(1) Do you like and enjoy what you do on this job?

(2) Do you think you like the job based on the nature of the job itself?

(3) Do you think you like this job because of incentives or benefits received on the job?

(4) Do you like working alone or in group?
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