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The Mediating Role of Work Engagement in the Relationship 
between Leader-Member Exchange and Teacher Emotional Labor
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The Leader-Member Exchange theory indicates that there are differences in the quality of the relation-
ship between leaders and members. This means that leaders are not always equal and consistent while 
directing organizational sources to members. This relational differentiation influences significantly the 
organizational and individual outcomes at schools. We can say that the teachers’ work engagement and 
emotional labor approaches, especially those affecting the quality of education, are not independent from 
the manager-teacher exchange. Accordingly, this study aims to analyze the direct and indirect relation-
ships among the leader-member exchange, work engagement, and emotional labor. The research data 
were collected from 436 teachers working in 29 public secondary schools in the central districts of Ankara 
province of Turkey by a random sampling technique. The relationships between the variables were ana-
lyzed with a cross-sectional research design. Structural equation modelling was used to test the proposed 
model. Along this line, the mediation of work engagement between the leader-member exchange and 
teacher emotional labor approach has been analyzed. Results have showed that leader-member exchange 
improves teacher emotional labor approaches by work engagement. This research contributes to studies 
focused on predicting the effects of leader-member exchange on teacher emotional labor.
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Introduction

Managing emotions is considered important 
in interpersonal relationships to understand 
the emotions of the other party and to es-
tablish effective communication. Especially 
in teaching, which is seen as a profession of 

value, the mutual support of the work done 
and the transfer of emotions are elements 
facilitating the achievement of organizational 
goals. Education stakeholders want teachers 
to provide education and training services 
with more sincere emotions instead of for-
mal approaches. In other words, the labor put 
forth by teachers is expected to be emotion-

https://orcid.org/0000-0002-6107-3911


216	 Studia Psychologica, Vol. 67, No. 3, 2025, 215-227

ally satisfying. Yin (2015) has already stated 
that teachers are emotional workers. In litera-
ture, the management of emotions expected 
to be displayed in a certain job is examined 
under the conceptualization of emotional  
labor. England and Farkas (2017) refer to 
emotional labor as the process of empathiz-
ing to understand the thoughts of the other 
person. Studies have shown that emotional 
labor approaches positively affect employee 
performance (Humphrey et al., 2015), job 
satisfaction (Yin et al., 2019), and emotion-
al intelligence (Yin, 2015). In addition, some 
studies have shown that the above approach-
es can have various negative effects on the 
organization and the individual. These include 
intention to quit the job (Kang & Jang, 2022), 
high teacher burnout (Peng et al., 2019), and 
low commitment (Zheng et al., 2020). In ad-
dition, another variable that has a significant 
relationship with emotional labor is work en-
gagement. Research shows that when teach-
ers make genuine and meaningful emotional 
contributions, they are more integrated with 
their work and perform better (Humphrey et 
al., 2015; Yin, 2015). In addition, researchers 
have increasingly focused on examining the 
relationship between leadership behaviors 
and emotional labor. While some studies 
show that even the same leadership types can 
produce different findings (Lee, 2021), others 
indicate that leadership behaviors support 
genuine emotional labor approaches (Huang, 
2020; Wang & Xie, 2020). At the same time, 
some researchers indicate that genuine emo-
tional labor behaviors will provide more effec-
tive Leader-Member Exchange (LMX) (Moin 
et al., 2021).

The relationships between variables are an-
alyzed within the framework of the job de-
mands-resources (JD-R) theory (Bakker & De-
merouti, 2017) and the Social Exchange Theory 
(SET) (Blau, 1964). When we consider the basic 
implications of the JD-R theory from a school 

perspective, it is thought that resources such as 
leadership behavior or school climate support 
teachers’ integration with their jobs. In oth-
er words, it focuses on the quality of the prin-
cipal-teacher relationship that will contribute 
emotionally to teachers’ professions. SET, on the 
other hand, indicates a mutual benefit within the 
framework of trust and commitment in the prin-
cipal-teacher interaction. In fact, it is believed 
that some leadership behaviors develop emo-
tional labor (Huang, 2020; Özdemir et al., 2023).

The literature shows that various leader-
ship behaviors and emotional labor interact 
positively or negatively. This diversity sug-
gests that the relationships between vari-
ables should be analyzed. In other words, 
the driving force for this research is the de-
sire to determine how teachers’ emotions 
are reflected in their work in the context of 
leadership behaviors. In a profession such as 
teaching, where the human aspect is domi-
nant and teaching service is expected to be 
provided with deep emotions, it is important 
to determine what affects emotional labor 
and how. In addition, it has been observed 
that the relationships between leadership be-
haviors, work engagement, and emotional la-
bor have mostly been examined through the 
business and health sectors (Grandey, 2000; 
Kang & Jang, 2022; Moin et al., 2021; Wang 
& Xie, 2020). However, there is a gap in liter-
ature in how LMX in schools affects teachers’ 
emotional labor. This research is essential to 
improve teachers’ professional performance 
and create a more emotionally satisfying 
work environment. Therefore, a theoretical 
model was tested to determine the direct and 
indirect relationships between LMX, work en-
gagement, and dimensions of emotional labor 
(Figure 1). It is thought that this research will 
contribute to the development of policies to 
increase teachers’ emotional labor behaviors 
and to aid school leaders in the field, thereby 
contributing to the relevant literature.
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Theoretical Background and Hypotheses

Leader-Member Exchange

LMX is a theory focusing on the quality of the 
relationship between leaders and members 
(Dansereau et al., 1975; Sparrowe & Liden, 
1997). This theory suggests that the leader 
is not in an equal and consistent relationship 
with members all the time. LMX has pointed 
out that interactionism at different levels de-
velops by stating a continuous social change 
between people (Graen & Uhl-Bien, 1995). 
In other words, individualized relationships 
have emerged. Leaders provide support, im-
provement opportunities, and mentorship 
for members in high quality relationships. In 
low quality relationships, the leader does not 
provide an extra benefit while members be-
have according to their job definition (Liden 
& Maslyn, 1998). High level of LMX leads to 
considerable amount of confidence, regard, 
and respect. This causes both positive indi-
vidual and organizational outcomes. In other 
words, when considered in the context of SET, 
a high-quality relationship implies a bidirec-

tional mutual approach. Researchers have de-
termined that variables such as identification 
(Akman, 2017) and work engagement (Meng 
& Wu, 2015) are positively affected in orga-
nizations with high LMX. The theoretical ba-
sis of LMX is depended on actions and social 
change (Blau, 1964). In the context of these 
theories, LMX has been analyzed within the 
frame of various models (Dienesch & Liden, 
1986; Liden & Maslyn, 1998). Mainly, the 
four-dimensional model proposed by Liden 
and Maslyn (1998) in the studies carried out 
after 2000s has been the main focus of re-
searchers. In this model, LMX has been dis-
cussed in a four-dimensional way: affect, con-
tribution, loyalty, and professional respect.

Work Engagement

Kahn has conceptualized work engagement 
as being involved emotionally, cognitive-
ly, and physically. Schaufeli et al. (2002: 74) 
have described work engagement as “a pos-
itive, fulfilling and work-related state of mind 
that is characterized by vigor, dedication and 
absorption dimensions”. Vigor, dedication, 
and absorption have been described as be-

 

 
Figure 1 Direct and indirect effects.
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ing energetic while working, putting an ef-
fort into work, finding the job meaningful, 
being vigorous and inspired, concentrating 
on the job itself, and being fascinated by 
the job (Schaufeli & Bakker, 2003). In other 
words, work engagement can be described as 
someone’s attitude towards himself/herself. 
Work-engaged teachers tend to be energetic, 
dedicated to their work, passionate, perse-
verant against difficulties, and fascinated by 
their jobs. In addition, they have high mental 
and emotional health, performance, self-suf-
ficiency, and dedication to their jobs (Bakker 
& Demerouti, 2017). Schweitzer (2014) has 
stated that teachers engaged with their jobs 
achieve positive emotional, social, and moti-
vational results rather than just performance 
required by their job. These findings point out 
that the importance of work engagement lies 
in the positive role it has on the outcomes of 
member’s attitudes, behaviors, and organiza-
tional results (Bakker, 2011). 

It is a challenging and complex process to 
maintain work engagement. LMX analyzing the 
quality of the relationship between leader and 
member, has been discussed as a high-quali-
ty concept reflecting confidence, respect, and 
loyalty or a low-quality concept reflecting lack 
of confidence, low level of respect, and lack 
of loyalty (Morrow et al., 2005). According to 
the JD-R theory (Bakker & Demerouti, 2017), 
work and individual resources are the basic 
premises of work engagement (Halbesleben, 
2010). Manager support, well-being, colle-
giality, self-determination etc., can be stated 
among these. Macey and Schneider (2008) 
have suggested that LMX has a significant 
role in promoting work engagement. Rich et 
al. (2010) have already stated that work en-
gagement is a significant mediating variable. 
Moreover, researchers have found that high 
quality LMX predicts work engagement (Meng 
& Wu, 2015). Thus, we hypothesized that LMX 
will positively predict work engagement (H1).

Emotional Labor

Emotional labor has been identified as the 
effort of organizing individual’s emotions re-
quired for the occupational role (Grandey, 
2000; Hochschild, 1983). Morris and Feldman 
(1996, 987) have described emotional labor 
as “the effort, planning, and control needed 
to express organizationally desired emotion 
during interpersonal transaction”. In earlier 
studies, emotional labor has been consid-
ered as a two-dimensional construct: deep 
acting and surface acting. Deep acting is to 
feel the expected emotions in the context of 
the worker’s job. Researchers have indicated 
that deep acting provides positive outcomes 
both individually and organizationally (Yin, 
2015). Surface acting is to display emotions, 
which workers don’t feel, by covering their 
internal emotions with fake facial and body 
expressions. In other words, workers present 
fake behaviors by imitating an expression, a 
gesture or tone of voice appropriate for their 
jobs. Humphrey et al. (2015) have stated that 
surface acting can cause stress for the indi-
vidual by increasing emotional dissonance. 
Ashforth and Humphrey (1993) discussed the 
genuine emotions dimension in explaining 
emotional labor in this field. Reflecting gen-
uine emotions is to present sincere behaviors 
and to be oneself. In this study, the research-
ers have discussed emotional labor within the 
scope of the three-dimensional conceptual-
ization mentioned above.

It can be said that teachers engaged with 
their work perform their jobs with deep 
and genuine emotions, whereas teachers 
who have a low level of work engagement 
perception perform their jobs with surface 
behaviors. Various research has pointed 
to the significant relationship, supporting 
this argument, between work engagement 
perception and emotional labor (Schaufeli, 
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2017; Yoo, 2016). Emotional labor has both 
individually and organizationally significant 
outcomes. Especially, it has been determined 
that emotional labor has a significant effect 
on worker’s psychological well-being and 
work attitude. Besides, the most analyzed 
positive point of psychological well-being is 
work engagement (Kim, 2008). Thus, we hy-
pothesized that work engagement will posi-
tively predict teachers’ surface acting, deep 
acting, and genuine emotions (H2a, H2b and 
H2c, respectively).

Grandey (2000) has stated that workers’ 
various individual qualifications have an ef-
fect on the way they use emotional labor 
strategies in a workplace environment and 
individual (attitude, well-being, etc.) and or-
ganizational (performance and team work, 
etc.) outcomes of their emotional labors. 
Similarly, the specifications of workplace en-
vironment (job autonomy, manager support, 
and collegiality, etc.) can have important roles 
(Diefendorff et al., 2005). Bakker and Demer-
outi (2017) have stated that manager support 
is part of a healthy workplace environment in 
the job demands-resources theory. Moreover, 
researchers have indicated that manager be-
haviors have an influence in decreasing the 
negative effect of emotional labor and creat-
ing an environment of confidence at schools 
(Yin et al., 2017; Zheng et al., 2018). It has 
been suggested that there is a relationship 
between transformational leadership and 
supportive communicational strategies and 
teachers’ emotional reframing. LMX based on 
SET provides a basis for analyzing the nature 
of the working relationship between worker 
and manager. SET has pointed out that meet-
ing workers’ social and psychological needs 
with manager support enables a high level 
of work engagement (Gruman & Saks, 2011). 
This study, based on SET, suggests that work 
engagement will be a mediating variable in 
between LMX and emotional labor. In other 

words, we argue that LMX will increase teach-
ers’ surface acting, deep acting, and genuine 
emotions through work engagement (see Fig-
ure 1). We have seen no research in literature 
about analyzing this indirect effect in the con-
text of LMX. Thus, we hypothesized that LMX 
will increase teachers’ surface acting, deep 
acting, and genuine emotions through work 
engagement (H3a, H3b and H3c, respective-
ly).

Method

Participants and Procedures 

The research data was collected from 421 
public schools in 9 central districts of Ankara, 
Turkey (MoNE, 2022). This represents 87% of 
the teachers working in Ankara. 16066 teach-
ers represent the population, and the re-
search sample was selected by random strat-
ified sampling. The research has been carried 
out in 2022-2023 academic year. Primary, sec-
ondary, and high schools in the strata were 
determined according to their numerical 
proportions in the population. In this direc-
tion, the number of samplings representing 
the population with 5% error margin and 0.5 
significance level has been calculated as 390. 
It has been pointed out that increasing the 
sample size enhances the analysis strength 
while decreasing the error margin (Tabach-
nick & Fidell, 2012). The teachers and schools 
in the sampling have been randomly deter-
mined. First, ethical commission permission 
has been obtained for the study. Due to the 
COVID-19 pandemic, the research data were 
collected online via WhatsApp with an elec-
tronic form on a voluntary basis. The data of 
436 teachers working at 29 different schools 
have been collected. 69% of the teachers 
were female; mean age is 38.54 years old (SD =  
6.45); average seniority is 15.41 years (SD = 
7.11).
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Measures

LMXS. To be able to measure the LMX, the 
Leader-Member Exchange Scale (LMXS) was 
used, develop by Liden and Maslyn (1998). 
The Turkish version of LMXS was created by 
Baş et al. (2010). LMXS presents a four-di-
mensional structure: affect, contribution, 
loyalty, and professional respect. Each dimen-
sion consists of three subjects. The five-point 
Likert type scale has values between strongly 
disagree (1) and strongly agree (5). The sub-
ject in LMXS is “My supervisor is the kind of 
person one would like to have as a friend” (af-
fect). We found in our study that LMXS is a 
highly reliable data collection tool (see Table 
1). Confirmation factor analysis (CFA) results 
indicated that LMX model provided good fit 
indices, χ2(54) = 169.06, RMSEA = .07, CFI = 
.93, AGFI = .91.

WES. Work Engagement Scale (WES) devel-
oped by Schaufeli et al. (2006) and adopted 
into Turkish by Atilla-Bal (2009) was used to 
measure teachers’ work engagement. WES is 
a scale containing three dimensions and 17 
subjects. The dimensions of WES are (1) vig-
or (2) dedication and absorption. The scale 
is a five-point Likert type scale and its values 
are between strongly disagree (1) and strong-
ly agree (5) (Atilla-Bal, 2009; Schaufeli et al., 
2006). In WES there is an expression like “At 
my work, I feel bursting with energy” (vigor). 
Our study determined that WES has high re-
liability (see Table 1). CFA results indicated 
good fit indices, χ2(65) = 274.31, RMSEA = .08, 
CFI = .95, AGFI = .86.

ELS. In the study, Emotional Labor Scale 
(ELS) developed by Diefendorff et al. (2005) 
and adopted into Turkish by Basım and Beğe-
nirbaş (2012) has been used to measure the 
teachers’ emotional labor. ELS is a scale con-
sisting of three dimensions – surface acting, 
deep acting, and genuine acting – and 13 

subjects. There are values between strongly 
disagree (1) and strongly agree (5) like in the 
five-point Likert scale. An example statement 
like “I put on a ‘mask’ to display the emotions 
I need for the job” (surface acting) can be 
found in ELS.  Our study shows a high Cron-
bach’s alpha value of ELS (see Table 1). CFA 
results indicated good fit indices, χ2(119) = 
464.221, RMSEA = .08, CFI = .92, AGFI = .89.

Control variables. Gender and seniority 
have been determined as control variables 
since they can be in a relationship with teach-
ers’ emotional labor. Seniority is the number 
of years teachers have completed in their 
profession. There are studies suggesting that 
seniority and emotional labor correlate with 
each other (Kinman et al., 2011). In addition, 
researchers have pointed out that females 
display a higher level of emotional labor com-
pared to males (Scott & Barnes, 2011).

Analytic Strategy

At first, we carried out descriptive analyses 
about variables in the data analysis process.  
In this direction, we calculated the arithmetic 
mean and standard deviation. Then, we cal-
culated the Pearson coefficient of correlation 
to determine the relationship between vari-
ables. Lastly, the Structural Equation Model-
ling (SEM) in the AMOS program was applied 
to determine the mediating role between 
variables, detect direct and indirect relation-
ships, and test the model. In this study, the di-
rect predictive role of LMX in emotional labor 
and its indirect predictive role through the 
mediation of work engagement were tested. 
Teacher’s gender (Female = 0, Male = 1) and 
seniority have been determined as control 
variables in the study. Moreover, bootstrap-
ping method was used to determine paths’ 
confidence intervals and significance (Preach-
er & Hayes, 2008). We used the robust maxi-
mum likelihood (MLR) as the estimator for all 
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analyses. In evaluating the model fitness, CFI, 
AGFI, and RMSEA were analyzed. The value 
of CFI and AGFI, being between .90 and .95, 
shows adequate fit, being above .95 shows a 
good fit. RMSEA values of .08 or less and .05 
or less indicate adequate and good fit, respec-
tively (Hu & Bentler, 1999). In addition, we 
examined the common method bias because 
the research data was gathered from only 
one source (i.e., teachers). We applied Har-
man’s (1967) single-factor test to determine 
the common method bias. We identified that 
the subjects showed a structure with more 
than one factor. We determined that the 
single-factor variance in the study is 33%. A 
single-factor variance lower than 50% means 
that there is no common method bias (Podsa-
koff et al., 2003).

Results 

Descriptive Statistics and Correlations

Means, standard deviations, Cronbach alpha, 
and Pearson correlations for the study vari-
ables are reported in Table 1.

As seen in Table 1, Cronbach alpha coef-
ficients of LMX, work engagement, surface 
acting, deep acting, and genuine emotion are 
.88; .95; .89; .92 and .85, respectively. These 
findings showed that the scales are above the 

acceptable reliability level of .70 (Nunnally 
& Bernstein, 1994). The analysis revealed a 
significant positive correlation between LMX 
and surface acting (r = .12, p < .001); LMX and 
deep acting (r = .29, p < .001); LMX and gen-
uine emotion (r = .37, p < .001). In addition, 
there is a significant correlation between LMX 
and work engagement (r = .43, p < .001). Also, 
the data indicated a significant correlation be-
tween work engagement and surface acting  
(r = .08, p < .001); work engagement and deep 
acting (r = .33, p < .001); work engagement 
and genuine emotion (r = .34, p < .001). These 
results between independent, mediating, and 
dependent variables indicate preliminary sup-
port for H1, H2 and H3.

Direct and Indirect Effects

Bootstrapping results of mediation models 
of LMX and emotional labor are reported in 
Table 2.

Looking at Table 2 we can see that LMX and 
work engagement have a positive relationship 
with each other (β = .48, p < .001). This result 
supports H1. In addition, work engagement 
has a positive relationship with surface act-
ing (β = .07, p < .001), deep acting (β = .29, 
p < .001), and genuine emotions (β = .34, p 
< .001), which shows us that H2 is also sup-
ported. Finally, the SEM model shows a weak  

Table 1 Means, SD, correlations, and reliability in the measurement model 
 M SD α LMX WE SA DA GE 
LMX 4.03 .50 .88      
WE 3.92 .77 .95 .43**     
SA 2.63 .44 .89 .12** .08**    
DA 3.39 .54 .92 .29** .33** .34**   
GE 4.01 .92 .85 .37** .34** .15** .22**  
Note. M – means, SD – standard deviation, α – Cronbach alpha coefficient, LMX – leader-
member exchange, WE – work engagement, SA – surface acting, DA – deep acting, GE – 
genuine emotion. 
**p < .001, n = 436  
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Table 2 Bootstrapping results of mediation models of LMX and emotional labor 
 Product of Coefficients  95% Bootstrap CI 
 Estimate SE Z  Lower Upper Sig 
Standardized direct effects 
LMX-WE .484 .040 14.391  .428 .540 ** 

LMX-SA .120 .036 12.562  .062 .178 ** 
LMX-DA .278 .045 11.996  .213 .343 ** 
LMX-GE .325 .051 14.752  .249 .401 ** 
WE-SA .108 .023 10.501  .081 .135 ** 
WE-DA .296 .029 13.026  .221 .371 ** 
WE-GE .345 .038 13.472  .281 .409 ** 
Standardized total indirect effects 
LMX-SA .072 .024 4.512  .059 .095 ** 
LMX-DA .184 .031 6.776  .150 .219 ** 
LMX-GE .235 .032 6.312  .172 .299 ** 
Standardized total effects 
LMX-SA .192 .036 2.281  .151 .233 ** 
LMX-DA .462 .032 6.634  .388 .536 ** 
LMX-GE .560 .030 9.938  .499 .621 ** 
Note. 5000 bootstrapped samples. CI – confidence-interval, SA – surface acting, DA – deep 
acting, GE – genuine emotion, WE – work engagement, LMX – leader-member exchange. 
**p < .001, n = 436 

 
 

 

 Figure 2 Mediation model of LMX and emotional labor in Turkish schools.
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but positive and statistically significant indi-
rect prediction of LMX on surface acting (β = 
.07, p < .001), deep acting (β = .18, p < .001), 
and genuine emotion (β = .23, p < .001), as 
mediated by work engagement [χ2/df = 3.18;  
CFI = .96; TLI = .93; RMSEA = .06] (see Figure 
2). According to this finding, the improvement 
in LMX will create a medium level of improve-
ment in work engagement. Furthermore, this 
medium level improvement in work engage-
ment will maintain a low-level improvement 
in teachers’ emotional labor. The indirect pre-
diction of LMX on surface acting, deep acting, 
and genuine emotions explains 3%, 21%, and 
31% of the total effect, respectively. The to-
tal effects of LMX on surface acting (β = .19, 
p < .001), deep acting (β = .46, p < .001), and 
genuine emotion (β = .56, p < .001) are mod-
erate, positive, and statistically significant. 
Standardized total effect sizes indicate a small 
effect with f2(LMX x surface acting) = .03, a 
medium effect with f2(LMX x deep acting) = 
.27, and a high effect with f2(LMX x natural 
emotions) = .45 (Cohen, 1988).

Discussion

In this study, the author examined wheth-
er teacher work engagement has a mediat-
ing role between LMX and emotional labor 
in Turkey. This study supports other studies 
indicating that teachers’ emotional labor is 
positively predicted in organizations having 
positive LMX (Moin et al., 2021; Yang et al., 
2021). Moreover, it makes contributions to 
the literature concerning teachers’ emotional 
labor (Beğenirbaş & Meydan, 2012; Zheng et 
al., 2020).

This study determined that there is a pos-
itive significant effect between LMX and 
teachers’ work engagement perceptions. This 
research has also revealed that a leader’s 
positive attitudes have a significant role in en-
couraging teachers’ work engagement. There 

are studies supporting this finding (Meng & 
Wu, 2015). Halbesleben (2010) has stated 
that job and personal resources are among 
the main principles of work engagement. 
Likewise, Graen and Uhl-Bein (1995) have also 
expressed that LMX relationship are the job 
resources improving motivational process in 
the workplace. It can be said that the relation-
ship between the manager and teachers will 
be strengthened by providing support, trust, 
and a healthy communication environment. It 
has also been known that manager support, 
which Bakker and Demerouti (2017) empha-
sized in the job demands-resources theory, 
is a factor that positively predicts teacher 
motivation. In this context, the trust placed 
in the managers and the support felt by the 
teachers, which are fundamental factors in 
LMX, will promote the willingness required 
for teachers to perform their jobs. We can say 
that this situation will improve teachers’ work 
engagement.

This study has also partly supported other 
research focused on the effects of teacher 
work engagement on sub-dimensions of emo-
tional labor. Findings have shown that teach-
ers having high level of work engagement 
perception displayed deep acting and genu-
ine acting behaviors. There are other studies 
supporting this finding (Han et al., 2018; Yoo, 
2016). Teachers who have work engagements 
have a positive attitude towards their jobs. 
Thus, they devote themselves to their jobs 
and adopt them. Kahn (1990) has explained 
this situation as being in complete integration 
– physically, emotionally, and mentally – while 
transferring an individual’s personality to his/
her job. Therefore, teachers internalizing their 
jobs will teach with more sincere and natural 
emotions. Additionally, it has been confirmed 
that there is a weak positive relationship be-
tween work engagement and surface acting. 
It has been shown that this finding contradicts 
various research findings. Pelosi (2015) has 
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pointed out that there is a negative relation-
ship between variables. Yoo and Jeong (2017) 
have expressed that work-engaged employ-
ees adopt less surface acting behaviors. In 
other words, it can be said that teachers who 
do not internalize their jobs and have low en-
ergy present surface and fake behaviors more 
frequently without having the required emo-
tions for the job.

The main result of this study is that LMX 
improves teachers’ emotional labor through 
work engagement. This research shows that 
work engagement has a partly mediating role 
in the positive relationship between LMX and 
emotional labor dimensions. In other words, 
one of the ways of improving teachers’ emo-
tional labor behaviors is to provide teacher 
work engagement at schools in the context of 
LMX. It is possible to give high performance 
and high-quality education for work-engaged 
teachers by having good motivation and emo-
tional labor. Thus, it can be said that work en-
gagement is an encouraging power affecting 
teachers’ emotional labor. Moreover, the find-
ings have pointed out that teachers who have 
high quality labor relations with their man-
agers tend to show a high level of emotional 
labor behavior because they receive manager 
support. This finding corresponds to the lit-
erature indicating that LMX positively affects 
teachers’ behaviors (Akman, 2021; Meng & 
Wu, 2015). Therefore, this path between LMX 
and emotional labor is a significant factor im-
proving teachers’ emotional labor.

Limitations

There are some limitations in this research. 
First, the research was carried out in a lim-
ited atmosphere and only at public schools. 
The education system in Turkey has a central-
ized bureaucratic structure. Private schools 
have a more flexible management approach 
compared to public schools. This may lead to 

different leadership approaches. For this rea-
son, the tested model should be examined in 
the context of public and private schools in a 
larger population and a more comprehensive 
model could then be put forward by perform-
ing a comparative analysis. Second, gathering 
data from only one source has brought up the 
common method bias problem. Although the 
research uses the single-factor test, this test 
only analyzes the degree to which common 
method bias can cause a problem. According 
to Podsakoff (2003), there must be more than 
one source for gathering data to be able to 
overcome this problem. Third, the research 
design has been determined as cross-section-
al. Even though the hypotheses were support-
ed in this research, the cross-sectional design 
does not explain the causality. A longitudinal 
approach should be designed to discuss the 
causality in further research. In this direction, 
a holistic evaluation can be made by collect-
ing data from the participants again at dif-
ferent time periods (e.g., two weeks apart). 
Thus, the effects of LMX in this process can 
be analyzed. Next, it has been expressed in 
the literature that gender and seniority af-
fect emotional labor (Scott & Barnes, 2011). 
Therefore, the current study did examine 
these variables. In further studies, the effects 
of these variables can be analyzed in more 
detail. Last, single-factor analysis techniques 
were used in this research. In the future, re-
searchers could use multilevel techniques by 
adapting a multilevel analysis design. 

Implications

The research has important practical impli-
cations. In recent years, various vision doc-
uments have been developed to improve 
principals’ leadership competencies in Turkey. 
These documents indicate that leadership 
behaviors will provide positive outcomes in 
human resources and organization. First, the 
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positive perception of leader-member inter-
action in a centralized system is an import-
ant implication. Then, the finding that lead-
er-member interaction improves teachers’ 
integration with their work and emotional 
labor is noteworthy as it strengthens the ef-
fectiveness of educational reforms. Finally, 
the model proposed in this study may be in-
structive for the educational approaches of 
countries with similar centralized structures.

Author’s ORCID
Yener Akman
https://orcid.org/0000-0002-6107-3911

References

Akman, Y. (2017). The relationship between social 
capital and teacher identification: The mediating 
effect of leader-member exchange. Bartın Uni-
versity Journal of Faculty of Education, 6(1), 263–
281. https://doi.org/10.14686/buefad.281970 

Akman, Y. (2021). Examining the relationship be-
tween leader-member exchange and perfor-
mance: A meta-analysis study. Afyon Kocatepe 
University Journal of Social Sciences, 23(4), 1308–
1321. https://doi.org/10.32709/akusosbil.886078 

Ashforth, B. E., & Humphrey, R. H. (1993). Emotion-
al labor in service roles: The influence of identity. 
Academy of Management Review, 18, 88–115. 
https://doi.org/10.2307/258824 

Atilla-Bal, E. (2009). İnsan kaynakları alanında yeni 
bir kavram: İşe gönülden adanma (engagement) 
ve Türkiye’de durum. HR Dergi İnsan Kaynakları 
ve Yönetim Dergisi, 11, 6.

Bakker, A. B. (2011). An evidence-based model of 
work engagement. Current Directions in Psy-
chological Science, 20(4), 265–269. https://doi.
org/10.1177/0963721411414534 

Bakker, A. B., & Demerouti, E. (2017). Job de-
mands-resources theory: Taking stock and looking 
forward. Journal of Occupational Health Psychol-
ogy, 22(3), 273–285. https://doi.org/10.1037/
ocp0000056 

Basım, H. N., & Beğenirbaş, M. (2012). Emotional la-
bor in work life: A study of scale adaptation. Jour-
nal of Management and Economics, 19(1), 77–90.

Baş, T., Keskin, N., & Mert, İ. S. (2010). Leader 
member exchange (LMX) model and validity and 
reliability of its instrument in Turkish. Ege Aca-
demic Review, 10(3), 1013–1039.

Beğenirbaş, M., & Meydan, C. H. (2012). The effects 
of emotional labor on organizational citizenship 
behavior: A study in the public sector. Gazi Uni-
versity Journal of the Faculty of Economics and 
Administrative Sciences, 14(3), 159–181.

Blau, P. (1964). Exchange and power in social life. 
John Wiley.

Cohen, J. (1988). Statistical power analysis for the 
behavioral sciences (2nd Ed.). Lawrence Earl-
baum Associates.

Dansereau, F., Graen, G., & Haga, W. J. (1975). A ver-
tical dyad linkage approach to leadership within 
formal organizations: A longitudinal investigation 
of the role making process. Organizational Be-
havior and Human Performance, 13(1), 46–78. 
https://doi.org/10.1016/0030-5073(75)90005-7 

Diefendorff, J. M., Croyle, M. H., & Grosserand, 
R. H. (2005). The dimensionality and anteced-
ents of emotional labor strategies. Journal of 
Vocational Behavior, 66, 339–357. https://doi.
org/10.1016/j.jvb.2004.02.001 

Dienesch, R., & Liden, R. (1986). Leader-mem-
ber exchange model of leadership: A critique 
and further development. Academy of Man-
agement Review, 11(3), 618–634. https://doi.
org/10.5465/amr.1986.4306242 

England, P., & Farkas, G. (1986). Households, em-
ployment, and gender: A social, economic, and 
demographic view. Aldine.

Graen, G. B., & Uhl-Bien, M. (1995). Relation-
ship-based approach to leadership: Development 
of leader-member exchange (LMX) theory of 
leadership over 25 years: Applying a multi-level 
multi-domain perspective. The Leadership Quar-
terly, 6, 219–247. http://dx.doi.org/10.1016/1048-
9843(95)90036-5 

Grandey, A. A. (2000). Emotional regulation in the 
workplace: A new way to conceptualize emotion-
al labor. Journal of Occupational Health Psycholo-
gy, 5(1), 95–110. https://doi.org/10.1037//1076-
8998.5.1.95

Gruman, J. A., & Saks, A. M. (2011). Performance 
management and employee engagement. Human 
Resource Management Review, 21(2), 123–136. 
https://doi.org/10.1016/j.hrmr.2010.09.004 

https://mc.manuscriptcentral.com/nses
https://doi.org/10.14686/buefad.281970
https://doi.org/10.32709/akusosbil.886078
https://doi.org/10.2307/258824
https://doi.org/10.1177/0963721411414534
https://doi.org/10.1177/0963721411414534
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1037/ocp0000056
https://doi.org/10.1016/0030-5073(75)90005-7
https://doi.org/10.1016/j.jvb.2004.02.001
https://doi.org/10.1016/j.jvb.2004.02.001
https://doi.org/10.5465/amr.1986.4306242
https://doi.org/10.5465/amr.1986.4306242
http://dx.doi.org/10.1016/1048-9843(95)90036-5
http://dx.doi.org/10.1016/1048-9843(95)90036-5
https://doi.org/10.1037/1076-8998.5.1.95
https://doi.org/10.1037/1076-8998.5.1.95
https://doi.org/10.1016/j.hrmr.2010.09.004


226	 Studia Psychologica, Vol. 67, No. 3, 2025, 215-227

Halbesleben, J. R. B. (2010). A meta-analysis of 
work engagement: Relationships with burnout, 
demands, resources, and consequences. In A. B. 
Bakker & M. P. Leiter (Eds.), Work engagement: 
A handbook of essential theory and research (pp. 
102–117). Psychology Press.

Han, S. S., Han, J. W., & Kim, Y. H. (2018). Effect of nurs-
es’ emotional labor on customer orientation and 
service delivery: The mediating effects of work en-
gagement and burnout. Safety Health Work, 9, 441–
446. https://doi.org/10.1016/j.shaw. 2017.12.001 

Harman, H. H. (1967). Modern factor analysis. Uni-
versity of Chicago Press. 

Hochschild, A. R. (1983). The managed heart: Com-
mercialization of human feeling. University of 
California Press.

Hu, L. T., & Bentler, P. M. (1999). Cutoff criteria for fit in-
dexes in covariance structure analysis: Conventional 
criteria versus new alternatives. Structural Equation 
Modelling: A Multidisciplinary Journal, 6(1), 1–55. 
https://doi.org/10.1080/10705519909540118 

Humphrey, R. H., Ashforth, B. E., & Diefendorff, J. 
M. (2015). The bright side of emotional labour. 
Journal of Organizational Behavior, 36(6), 749–
769. https://doi.org/10.1002/job.2019 

Kahn, W. A. (1990). Psychological conditions of per-
sonal engagement and disengagement at work. 
Academy of Management Journal, 33(4), 692–
724. https://doi.org/10.2307/256287 

Kang, J., & Jang, J. (2022). Frontline employees’ emo-
tional labor toward their co-workers: The mediat-
ing role of team member exchange. International 
Journal of Hospitality Management, 102, 103–
130. https://doi.org/10.1016/j.ijhm.2021.103130 

Kim, H. J. (2008). Hotel service providers’ emotional 
labor: The antecedents and effects on burnout. 
International Journal of Hospitality Manage-
ment, 27(2), 151–161. https://doi.org/10.1016/j.
ijhm.2007.07.019 

Kinman, G., Wray, S., & Strange, C. (2011). Emo-
tional labour, burnout and job satisfaction in UK 
teachers: The role of workplace social support. 
Educational Psychology, 31(7), 843–856. https://
doi.org/10.1080/01443410.2011.608650 

 Lee, H. J. (2021). Does ethical leadership benefit 
emotional labor outcomes in public service? 
International Journal of Public Administration, 
44(4), 311–321. https://doi.org/10.1080/01900
692.2020.1719511 

Liden, R. C., & Maslyn, J. M. (1998). Multidimen-
sionality of leader–member exchange: An em-
pirical assessment through scale development. 
Journal of Management, 24(1), 43–72. https://
doi.org/10.1016/S0149-2063(99)80053-1 

Macey, W. H., & Schneider, B. (2008). The meaning 
of employee engagement. Industrial and Orga-
nizational Psychology, 1(1), 3–30. https://doi.
org/10.1111/j.1754-9434.2007.0002.x

Meng, F., & Wu, J. (2015). Merit pay fairness, lead-
er-member exchange, and job engagement: Ev-
idence from Mainland China. Review of Public 
Personnel Administration, 35, 47–69. https://
doi.org/10.1177/0734371X12453057 

Moin, M. F., Wei, F., Weng, Q., & Ahmad Bodla, A. 
(2021). Leader emotion regulation, leader-mem-
ber exchange (LMX), and followers’ task perfor-
mance. Scandinavian Journal of Psychology, 62, 
418–425. https://doi.org/10.1111/sjop.12709 

MoNE (2022). Statistics of education. https://sgb.meb.
gov.tr/meb_iys_dosyalar/2022_09/15142558_
meb_istatistikleri_orgun_egitim_2021_2022.pdf 

Morris, J. A., & Feldman, D. C. (1996). The dimen-
sions, antecedents, and consequences of emo-
tional labor. Academy of Management Review, 
21(4), 986–1010. https://doi.org/10.5465/amr. 
1996.9704071861 

Morrow, P., Suzuki, Y., Crum, M., Ruben, R., & Pautsch, 
G. (2005). The role of leader-member exchange 
in high turnover work environments. Journal of 
Managerial Psychology, 20(8), 681–695. https://
doi.org/10.1108/02683940510631444 

Nunnally, J. C., & Bernstein, I. H. (1994). The as-
sessment of reliability. Psychometric Theory, 3, 
248–292.

Özdemir, M., Büyükgöze, H., Akman, Y., Topaloğlu, 
H., & Çiftçi, K. (2023b). Distributed leadership 
and teachers’ emotional labour: The mediating 
role of teacher autonomy. Journal of Education-
al Administration, 61(4), 405–422. https://doi.
org/10.1108/JEA-06-2022-0092

Pelosi, E. M. (2015). Staying engaged when you’re 
on stage: The effects of emotional labor, com-
petence, and relatedness on work engagement. 
PhD diss., Seattle Pacific University.

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Pod-
sakoff, N. P. (2003). Common method biases in 
behavioral research: A critical review of the lit-
erature and recommended remedies. Journal of 

https://doi.org/10.1016/j.shaw.%202017.12.001
https://doi.org/10.1080/10705519909540118
https://doi.org/10.1002/job.2019
https://doi.org/10.2307/256287
https://doi.org/10.1016/j.ijhm.2021.103130
https://doi.org/10.1016/j.ijhm.2007.07.019
https://doi.org/10.1016/j.ijhm.2007.07.019
https://doi.org/10.1080/01443410.2011.608650
https://doi.org/10.1080/01443410.2011.608650
https://doi.org/10.1080/01900692.2020.1719511
https://doi.org/10.1080/01900692.2020.1719511
https://doi.org/10.1016/S0149-2063(99)80053-1
https://doi.org/10.1016/S0149-2063(99)80053-1
https://doi.org/
https://doi.org/
http://dx.doi.org/10.1111/j.1754-9434.2007.0002.x
https://doi.org/10.1177/0734371X12453057
https://doi.org/10.1177/0734371X12453057
https://doi.org/10.1111/sjop.12709
https://sgb.meb.gov.tr/meb_iys_dosyalar/2022_09/15142558_meb_istatistikleri_orgun_egitim_2021_2022.pdf
https://sgb.meb.gov.tr/meb_iys_dosyalar/2022_09/15142558_meb_istatistikleri_orgun_egitim_2021_2022.pdf
https://sgb.meb.gov.tr/meb_iys_dosyalar/2022_09/15142558_meb_istatistikleri_orgun_egitim_2021_2022.pdf
https://doi.org/10.5465/amr.%201996.9704071861
https://doi.org/10.5465/amr.%201996.9704071861
https://doi.org/10.1108/02683940510631444
https://doi.org/10.1108/02683940510631444
https://doi.org/10.1108/JEA-06-2022-0092
https://doi.org/10.1108/JEA-06-2022-0092


		               Studia Psychologica, Vol. 67, No. 3, 2025, 215-227		              227

Applied Psychology, 88(5), 879–903. https://doi.
org/10.1037/0021-9010.88.5.879 

Rich, B. L., Lepine, J. A., & Crawford, E. R. (2010). 
Job engagement: Antecedents and effects on job 
performance. Academy of Management Jour-
nal, 53(3), 617–635. https://doi.org/10.5465/
AMJ.2010.51468988 

Schaufeli, W. B., Salanova, M., González-romá, V., & Bak-
ker, A. B. (2002). The measurement of engagement 
and burnout: A two sample confirmatory factor an-
alytic approach. Journal of Happiness Studies, 3(1), 
71–92. https://doi.org/10.1023/A:1015630930326 

Schaufeli, W. B., & Bakker, A. B. (2003). Utrecht 
Work Engagement Scale: Preliminary manual. 
Occupational Health Psychology Unit, Utrecht 
University, Utrecht. https://www.wilmarschaufe-
li.nl/publications/Schaufeli/Test%20Manuals/
Test_manual_UWES_English.pdf 

Schaufeli, W. B., Bakker, A. B., & Salanova, M. (2006). 
The measurement of work engagement with a 
short questionnaire: A cross‐national study. Educa-
tional and Psychological Measurement, 66, 701–
716. https://doi.org/10.1177/0013164405282471 

Schaufeli, W. B. (2017). Applying the job de-
mands-resources model: A ‘how to’ guide to mea-
suring and tackling work engagement and burn-
out. Organizational Dynamics, 46(2), 120–132. 
https://doi.org/10.1016/j.orgdyn.2017.04.008 

Schweitzer, M. J. C. (2014). Predictors of work en-
gagement among teachers in Regina and Saska-
toon. MA diss., University of Regina.

Scott, B. A., & Barnes, C. M. (2011). A multilevel 
field investigation of emotional labor, affect, 
work withdrawal, and gender. Academy of man-
agement journal,  54(1), 116–136. https://doi.
org/10.5465/AMJ.2011.59215086

Sparrowe, R. T., & Liden, R. C. (1997). Process and 
structure in leader-member exchange. Academy 
of Management Review, 22(2), 522–552. https://
doi.org/10.2307/259332 

Tabachnick, B. G., & Fidell, L. S. (2012). Using multi-
variate statistics (6th Ed.), Allyn & Bacon.

Wang, A., & Xie, Y. (2020). Authentic leadership and 
employees’ emotional labour in the hospitality 

industry. International Journal of Contempo-
rary Hospitality Management, 32(2), 797–814. 
https://doi.org/10.1108/IJCHM-12-2018-0952 

Yang, J., Huang, Y., & Zhou, S. (2021). Emotional la-
bor directed at leaders: The differential effects 
of surface and deep acting on LMX. The Interna-
tional Journal of Human Resource Management, 
32(9), 2070–2089. https://doi.org/10.1080/095
85192.2019.1579253 

Yin, H., Huang, S., & Lee, J. C. K. (2017). Choose 
your strategy wisely: Examining the relation-
ships between emotional labor in teaching and 
teacher efficacy for Hong Kong primary schools. 
Teaching and Teacher Education, 66, 127–136. 
https://doi.org/10.1016/j.tate.2017.04.006 

Yin, H., Huang, S., & Chen, G. (2019). The relation-
ships between teachers’ emotional labor and 
their burnout and satisfaction: A meta-analytic 
review. Educational Research Review, 28, 100283. 
https://doi.org/10.1016/j.edurev.2019.100283 

Yoo, J. (2016). Perceived customer participation 
and work engagement: The path through emo-
tional labor. International Journal of Bank Mar-
keting, 34, 1009–1024. https://doi.org/10.1108/
ijbm-09-2015-0139 

Yoo, J., & Jeong, J. (2017). The effects of emotional 
labor on work engagement and boundary span-
ner creativity. Asia Pacific Journal of Innova-
tion Entrepreneurship. 11, 214–232. https://doi.
org/10.1108/apjie-08-2017-028 

Zheng, X., Yin, H., & Wang, M. (2018). Leading with 
teachers’ emotional labour: Relationships be-
tween leadership practices, emotional labour 
strategies and efficacy in China. Teachers and 
Teaching, 24(8), 965–979. https://doi.org/10.10
80/13540602.2018.1508432 

Zheng, X., Shi, X., & Liu, Y. (2020). Leading teach-
ers’ emotions like parents: Relationships be-
tween paternalistic leadership, emotional labor 
and teacher commitment in China. Frontiers in 
Psychology, 11, 519. https://doi.org/10.3389/
fpsyg.2020.00519 

https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.5465/AMJ.2010.51468988
https://doi.org/10.5465/AMJ.2010.51468988
https://doi.org/10.1023/A:1015630930326
https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual_UWES_English.pdf
https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual_UWES_English.pdf
https://www.wilmarschaufeli.nl/publications/Schaufeli/Test%20Manuals/Test_manual_UWES_English.pdf
https://doi.org/10.1177/0013164405282471
https://doi.org/10.1016/j.orgdyn.2017.04.008
https://doi.org/
https://doi.org/
http://dx.doi.org/10.5465/AMJ.2011.59215086
https://doi.org/10.2307/259332
https://doi.org/10.2307/259332
https://doi.org/10.1108/IJCHM-12-2018-0952
https://doi.org/10.1080/09585192.2019.1579253
https://doi.org/10.1080/09585192.2019.1579253
https://doi.org/10.1016/j.tate.2017.04.006
https://doi.org/10.1016/j.edurev.2019.100283
https://doi.org/10.1108/ijbm-09-2015-0139
https://doi.org/10.1108/ijbm-09-2015-0139
https://doi.org/10.1108/apjie-08-2017-028
https://doi.org/10.1108/apjie-08-2017-028
https://doi.org/10.1080/13540602.2018.1508432
https://doi.org/10.1080/13540602.2018.1508432
https://doi.org/10.3389/fpsyg.2020.00519
https://doi.org/10.3389/fpsyg.2020.00519

