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In an increasingly competitive and performance-oriented society, workaholic leadership
is becoming increasingly common and is even embraced and supported by many
organizations. However, previous studies have not paid sufficient attention to the impact
of workaholic leadership on employee psychology and behavior. This study, based on
the conservation of resources (COR) theory, explores the effect of workaholic leadership
on employee self-presentation. Through an empirical analysis of 256 employees’
questionnaires, we found a significant positive impact between workaholic leaders and
employee self-presentation. This process was achieved through the partly mediating
mechanisms of employee workplace anxiety. Concurrently, segmentation supplies
negatively moderated the relationship between workplace anxiety and self-presentation
and the overall mediating mechanism. These findings provide important insights into the
underlying mechanisms of workaholic leadership and employee behavior, which can be
utilized to improve employee wellbeing and provide positive organizational outcomes.

Keywords: workaholic leadership, employee self-presentation, workplace anxiety, segmentation supplies,
conservation of resources theory

INTRODUCTION

Today, it is not rare to hear someone describe their leader as a workaholic. Leaders with this trait
devote themselves to their jobs with intensity and put in longer hours than their organizations
officially require at the expense of personal time that could be devoted to family responsibilities.
With the increasing intensity of external competition, both organizations and employees are facing
growing pressure. To this end, it is typical to see long working hours and frequent overtime work
in all walks of life (Weng and Xi, 2011). Although some employees will likely devote more time and
energy than others to their work to gain a competitive advantage, leaders may more likely need to
spend more physical and mental resources on challenging tasks and their leadership responsibilities.
Moreover, increasing competition requires superiors to exert more effort in controlling the whole
team (Yan and Yang, 2010). Therefore, workaholic leadership has gradually become an increasingly
common leadership style in modern Chinese organizations. Previous studies also support the view
that workaholism is more prevalent among managers than in others (Andreassen et al., 2012; Taris
et al., 2012). Concurrently, organizations highly praise workaholic leadership to a certain extent
(McMillan and Northern, 1995).
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Workaholic leadership has also attracted considerable
academic attention. For instance, previous studies have defined
two core characteristics of workaholism: overwork and intrinsic
drive (Weng and Zang, 2016). Overwork refers to leaders who
work long hours, often work harder than the job demands, and
exceed organizational expectations. Intrinsic drive reflects the
leader’s obsession with work; this is displayed in their behavior.
For example, they still think about work even when leaving the
job. Scholars refer to leaders with workaholic traits as workaholic
leaders (Clark et al., 2016; Pan, 2018; She et al., 2020). Our study
employs the definition used in previous studies and describes
workaholic leadership as characterized by a leader’s addiction to
work, manifesting as an inner drive to work excessively (Clark
et al., 2016; She et al., 2021). Moreover, previous studies have
found that workaholic leadership affects team creativity (Li et al.,
2021), subordinate performance (She et al., 2020), and employee
withdrawal (Pan, 2018). However, there is a lack of research
examining workaholic leadership, especially how workaholic
leadership affects employees’ psychology and behavior. Since
leaders have many work resources, will employees “dance to their
leader’s pipe?” Owing to the high power-distance in Chinese
contexts (Lin et al., 2013), some employees may maintain a good
relationship with their superiors by engaging in ingratiating
behavior (i.e., pretending to work hard) (Higgins et al., 2003; Liu
et al., 2015). This strategy effectively influences, controls, and
manipulates the superior’s impression (Liden and Mitchell, 1988;
Conroy and Motl, 2003). As a typical form of ingratiation (Jones,
1967; Tedeschi and Melburg, 1984), self-presentation creates the
desired impression (Leary and Downs, 1995) for gaining social
acceptance (Leary, 2001). People may self-present to fulfill the
expectation of others in the workplace (Baumeister, 1982; Leary
and Kowalski, 1990), which varies according to the situation
(e.g., pretending to be busy and concentrate at work) (Schlenker
and Leary, 1982). Therefore, in the Chinese context, does
workaholic leadership motivate employees to display ingratiating
behavior like self-presentation, leading to trying their utmost
to show their busyness and seriousness to avoid appearing out
of tune with workaholic leadership? This behavior should be
further explored.

The conservation of resources (COR) theory explains this
phenomenon from a research perspective. Individuals will try
their best to obtain and protect their physical and mental
resources from depletion (Hobfoll, 1989). As the loss of physical
and mental resources causes tension and stress in cognition,
individuals may take defensive measures to avoid further loss
of resources (Hobfoll et al., 2018). Based on this theory, when
workaholic leadership encourages the whole team to work long
hours and with high intensity, the employees’ physical and
mental resources are likely to be depleted, and they are likely
unable to obtain timely replenishment. To control the loss of
physical and mental resources and mitigate the psychological
loss caused by workplace anxiety, employees may seek the
resources from the leader, and thus, turn to ingratiation (Hobfoll,
2001; Liu et al., 2015). Consequently, work stress and negative
emotions are likely to lead to workplace anxiety. Therefore,
workaholic leadership may mediate employee self-presentation
through workplace anxiety.

In addition, workaholic leaders consciously cram their own
personal and family time and their employees’ time. Suppose
such workaholism is not only a personal leadership style but
has also become the mainstream work atmosphere supported
or advocated for by the entire organization. In that case,
employees will be more pressured by work. Moreover, the
loss of physical and mental resources will be more serious,
leading employees to self-presentation as a coping strategy.
That is, if superiors adopt a workaholic style, while the
organization itself tacitly approves or even calls for work
encroaching on employees’ private time, employees exhibit more
pronounced self-presentation. In contrast, if the superior adopts
a workaholic style, but the organization advocates for boundaries
between work and life, so that employee physical and mental
resources can be restored, the employee might not rely on self-
presentation. Segmentation supplies is used for describing the
degree to which an organization supports employees not to
do their jobs in their private time (Kreiner, 2006). Therefore,
employees can avoid the continuous loss of physical and
mental resources caused by workaholic leaders and reduce
self-presentation in an organization with high segmentation
supplies. Similarly, employees may ultimately engage in more
visible self-presentation behavior when segmentation supplies
is low. Last but not least, there should be noticed that, as a
form of ingratiation, the purpose of self-presentation could be
divided into resources loss perspective (biased to COR theory)
and resources acquisition perspective (biased to impression
management theory), with the former involving resources that
tend to be conditional (e.g., promotions), while the latter favoring
energetic resources (e.g., physical, and mental aspects). Our study
focuses on the loss of energetic resources (e.g., workplace anxiety)
caused by workaholic leaders via the perspective of COR theory
to verify the effect of self-presentation on alleviating resource
depletion by empirical study.

This study attempts to uncover the mechanism and process
of the influence of workaholic leadership on employee self-
presentation from the perspective of COR theory and to clarify
the mechanism of “workaholic leadership→ workplace anxiety
→ employee self-presentation.” In practice, this study is expected
to help organizations dialectically understand the possible
influence of workaholic leaders on employees. This enhanced
understanding will help reduce blind praise for workaholic
leaders and avoid embarrassing situations where employees suffer
anxiety and engage in self-presentation, which is not beneficial to
the organization. Thus, a literature summary is presented below,
and hypotheses based on this are presented.

LITERATURE REVIEW AND RESEARCH
HYPOTHESIS

The Effect of Workaholic Leadership on
Employee Self-Presentation
Similarity attraction theory (Byrne, 1971) and social
generalization theory (Brewer, 1979) point out that individuals
with a higher similarity will attract each other, actively form
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close-knit groups, and will consciously or unconsciously exclude
employees with lower similarity. Leaders have the power and
resources to determine salary increases and promotions for their
subordinates. To avoid being criticized by leaders for not being
active at work, employees tend to adopt behaviors and strategies
similar to leaders and are willing to show their enthusiasm
for work to gain recognition from leaders and become their
“insiders.” In short, an employee will adopt strategies, such
as self-presentation as an ingratiatory strategy, to increase the
leader’s perception of their similarity and create the illusion of
being busy at work.

Self-presentation is a typical ingratiation strategy (Jones, 1967;
Tedeschi and Melburg, 1984). Individuals sacrifice more for
work or engage in work beyond their designated tasks so that
the audience thinks they are contributing a lot to their job
(Jones and Pittman, 1982). They may present themselves in
the ways they desire to be seen by others (Goffman, 1959) or
in the ways that fulfill the expectation of others (Baumeister,
1982; Leary and Kowalski, 1990). That is, individuals strive to
appear busy, dedicated, and tireless at work, similar to workaholic
leaders’ characteristics, to enhance their superiors’ goodwill and
evaluation. Therefore, employees with workaholic leaders may
cater to leaders’ attitudes toward work to gain the leader’s
recognition and favor. They will do so by either remaining
enthusiastic about their work or appearing busy to mislead the
leader. However, workaholic leaders often work overtime and
even deprive their subordinates of private time to complete more
work (Friedman and Lobel, 2003). As previous studies indicate, a
workaholic leader would drain employees’ mental resources and
cause negative results like emotional exhaustion and a decline
in wellbeing (Clark et al., 2016; Kim et al., 2020). In particular,
emotionally drained individuals may avoid or withdraw as
coping strategies (Leiter, 1991). According to the COR theory
(Hobfoll et al., 2018), individuals would strive to maintain and
protect their resources from this threat. Self-presentation is an
effective way to recoup or protect resources form further loss by
pretending to be hard-working. Thus, subordinates may pretend
to work hard instead of being genuinely devoted to working. This
behavior can not only mislead leaders and give them the illusion
that subordinates are working hard (to avoid being criticized,
isolated, or excluded by leaders) but can also prevent physical and
mental resources from being overconsumed.

In addition, there are three explanations for employees’
motivation to self-present themselves. First, even if employees
initially choose to work hard, workaholic leaders are likely to
take a toll on their subordinates’ physical and mental health
(Fassel, 1990) and wellbeing (Clark et al., 2016) in the long run.
Due to the continuous loss of energy resources, it is difficult
for employees to maintain enthusiasm for their work over long
periods. A workaholic leader may occupy their subordinates’
private time with more work. As a result, employees may become
exhausted and ultimately have to engage in self-presentation to
protect remaining resources without being criticized or labeled
as slacking. Second, from a fairness perspective (Adams, 1965),
when their colleagues easily obtain the leader’s recognition by
self-presentation, it signals that everyone should ingratiate the
leader by self-presenting instead of working hard. Ingratiation

(including self-presentation) does gain positive reviews and
resources (Zhang and Jia, 2016). Third, employees who prefer
to self-present may be composed of a group. They may exclude
those who do not employ the same work strategy due to the fear
of being exposed. Some employees also turn to self-presentation
strategies to avoid workplace rejection (Zhang et al., 2018).

Based on the above, we propose the following hypothesis:

H1: Workaholic leadership exerts a positive effect on employee
self-presentation ingratiation.

Mediating Effects of Workplace Anxiety
Workplace anxiety refers to the tension and stress that employees
experience about a task that needs to be completed in the
workplace (Eysenck et al., 2007; Muschalla and Linden, 2012;
McCarthy et al., 2016). This type of anxiety occurs in the
workplace (Zeidner and Matthews, 2005) and is affected
by the organizational environment (Motowidlo et al., 1986).
Workaholic leaders are likely to lead their subordinates to
experience workplace anxiety. On the one hand, employees
observe a leader’s behavior and obtain and interpret various
signals transmitted by them. On the other hand, workaholic
leadership often involves consciously lengthening working hours
or using private time to do work, showing an evident dedication
to work. Even if the leadership does not require employees to
do the same, employees may receive the following signal: the
leader encourages them to put as much time and energy into
work as they do. If they do not, their careers are likely to
suffer. Consequently, leaders are more likely to cause workplace
anxiety, especially when employees have inadequate resources to
cope with the job’s demands. This behavior inevitably diminishes
their positive emotions at work (Van der Doef and Maes, 1999).
Comparatively, because workaholic leaders spend so much time
and energy on their work, they often have less energy to deal with
their relationships with subordinates (Ng et al., 2007). Moreover,
when facing pressure and frustration, workaholic leaders tend to
direct their negative emotions toward subordinates or colleagues
(Shimazu et al., 2010), leading to workplace aggression (Balducci
et al., 2012). This atmosphere will lead to the continuous
loss of employees’ physical and mental resources, resulting in
tension and pressure, and finally, workplace anxiety. In addition,
some studies confirmed that strong workaholic leaders would
reduce their subordinates’ psychological detachment (Li et al.,
2021), which ultimately may cause them workplace anxiety
(Sonnentag et al., 2008).

According to the COR theory, employees with workaholic
leaders may lose their physical and mental resources due
to overwork and unsatisfactory relationship needs, leading to
workplace anxiety and job burnout over time (Halbesleben, 2006)
and fatigue (She et al., 2019). Hobfoll et al. (2018) indicates that
resources loss exerts a more significant impact on individuals. In
this case, individuals are more inclined to take defensive measures
to avoid further loss of resources. On the one hand, employees
may pretend to be enthusiastic about working because of the
need for salary increases and promotions. On the other hand,
self-presentation is an excellent way to avoid dissatisfaction or
criticism of the leader and discourages the leader from assigning
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more work to subordinates. In summary, when employees are
chronically anxious due to workaholic leadership, they tend to
resort to defensive measures, such as self-presentation, to relieve
emotional pressure and reduce the continuous loss of physical
and mental resources. Accordingly, we propose the following
hypothesis:

H2: Employee workplace anxiety mediates the relationship
between workaholic leadership and self-presentation-
type ingratiation. High workaholic leadership strengthens
employee workplace anxiety, thereby encouraging employees
to exhibit greater self-presentation.

Moderating Effects of Segmentation
Supplies
According to the COR theory, individuals will avoid the
continuous loss of resources and try to obtain and recover
depleted physical and mental resources (Hobfoll et al., 2018).
For instance, the physical and mental resources that employees
lose at work can be partially restored or enhanced through
personal or family life outside of work. Thus, employees must
have a clear boundary between work and family/leisure (Clark,
2000). When this boundary is blurred, work tasks may intrude
on employees’ leisure time and hinder the recovery of their
physical and mental resources, finally leading to emotional
exhaustion (Ma et al., 2014). If employees can get enough rest
and enjoy their leisure time after work, they can eliminate the
physical and mental fatigue caused by work, thus improving their
life satisfaction. Alternatively, they may face adverse physical
and psychological effects (Bakker et al., 2013). Therefore, our
study introduced segmentation supplies to represent the degree
of support from the organization for employees to separate
work from non-work areas (Kreiner, 2006). Previous studies
found that high segmentation supplies helps reduce work-family
conflict (Chen et al., 2009; Yun et al., 2012) and improve work-
family enrichment (Kubicek and Tement, 2016). To some extent,
segmentation supplies is essentially a resource provided by the
organization for employees to support them not to work in their
private time (Wu et al., 2018), which helps prevent their resources
from being exhausted. According to the above discussion, when
the organization supports employees’ need not to be disturbed
by work in their private time (high segmentation supplies), their
workplace anxiety will be interspersed with relaxing leisure time,
and thus the physical and mental resources will be supplemented
in the leisure time. The source of workplace anxiety will
eventually decline, and employees may not need to self-present
themselves frequently when they return to work. Conversely, low
segmentation supplies means that employees may be working
even during their private time. In such cases, as the anxiety
caused by work will continue into the leisure time, employees
will be more inclined to self-present themselves after sustained
resource loss. Therefore, we propose that segmentation supplies
negatively moderates the relationship between workplace anxiety
and self-presentation.

H3: Segmentation supplies negatively moderates the
relationship between workplace anxiety and self-presentation

such that this relationship is stronger among employees with a
lower level of segmentation supplies.

Our study also proposes that employees may suffer from
continuous loss of physical and mental resources due to various
demands from workaholic leaders (such as high-intensity work
tasks and high-performance work goals), thus causing workplace
anxiety. It could be explained by COR theory, as individuals
strive to preserve their resources (e.g., energy resources), the
impact of the loss of resources are more significant and urgent
than resources acquisition (Hobfoll et al., 2018). Therefore, when
resources loss occurs, individuals will exhibit tension and stress
in response. They are more inclined to take defensive measures to
avoid further loss of resources (Halbesleben, 2006; Hobfoll et al.,
2018). At this point, when segmentation supplies remains low,
no precise regulation prevents organizations from pressuring
employees’ leisure time. Based on workplace anxiety, further
physical and mental resources may be lost, which would force
employees to ingratiate their superiors by self-presenting, as
they may be too tired to focus on their task due to continuous
loss of energetic resources in leisure time. On the contrary, if
segmentation supplies remains high, resources loss may not be
so serious, and employees’ workplace anxiety will be declined
during leisure time, which will also lead to the reduction of self-
presentation as the threat of resources loss was also reduced.
That is, they may not self-present themselves frequently in
front of their superiors. However, they are still under pressure
from their workaholic leaders. Their loss of physical and mental
resources could partly be restored or enhanced during leisure
time, which means they have relatively adequate physical and
mental resources to conduct their work with less dependence
on self-present strategies. Therefore, we propose the following
hypothesis:

H4: Segmentation supplies moderates the negative indirect
effect of workaholic leadership on employee self-presentation
via workplace anxiety, such that the negatively indirect effect is
stronger when segmentation supplies is low rather that high.

Figure 1 displays the theoretical model for this study.

MATERIALS AND METHODS

Participants and Procedure
Our study participants were employees of five enterprises located
in three provinces (Beijing, Guangdong, and Fujian) in China.
Questionnaires were used to collect data. The questionnaires
were collected at three time points to avoid common method
bias (Podsakoff et al., 2003). With the support of internal
contacts, employees were required to complete a paper or an
online questionnaire. We promised that the participation was
confidential and voluntary. Employees were required to complete
the last four mobile phone numbers as three-time matching clues.
In the first questionnaire (Time 1), participants were required to
complete demographic information and workaholic leadership
questions; 368 questionnaires were collected. After 4 weeks, the
second questionnaire (Time 2) collected a total of 322 valid
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FIGURE 1 | Theoretical model.

responses. Employees were asked to report workplace anxiety
and segmentation supplies. Another 4 weeks later (Time 3),
questionnaire including the dependent variable were distributed
to employees. Finally, we received 256 employees’ surveys.
The effective response rate of the questionnaire was 69.6%.
Most employees were male (52.3%), and most participants were
university or college graduates (57.8%). Most of the employees
were under 40 years old (71.5%) and worked in their company
within the last 10 years (58.6%). Regarding job positions, staff
accounted for 45.3%, grassroots managers accounted for 27.3%,
and middle managers accounted for 25.8% of the total sample.
To test the common method bias, we adopted suggestions
from Tang and Wen (2020) and validated them with Harman’s
single-factor test. According to the result, the load of the first
factor was 30.2% (<50%), indicating that only a small degree of
common method bias.

Measurement of Study Variables
All scales measured in the survey were well established
by previous studies. According to Brislin (1986) suggestion,
translation and back-translation procedures were used to ensure
accuracy. In addition, five employees who were excluded
from the survey were invited to check the comprehensibility
and applicability.

Workaholic Leadership
The 10-item scale developed by Schaufeli et al. (2009) was
completed by employees to assess their superiors’ workaholism.
An example item included “He/she seems to be in a hurry and
racing against the clock.” Responses were given on a five-point
Likert scale, with options ranging from “Strongly disagree” to
“Strongly agree” (Cronbach’s α = 0.87). Subordinates responded
to questions about this variable because some workaholic
leaders may not consciously be aware of their workaholism, a
prominent trait.

Employee Self-Presentation
We used the 4-item scale developed by Bolino (1999) to measure
the self-presentation dimension of employee ingratiation. An
example item stated, “Sometimes I like to appear busy, even when
work isn’t urgent, in case people think I’m slacking.” Chinese
scholars have translated the scale with good reliability (Cui and
Qu, 2014). Responses were recorded on a five-point Likert scale
(Cronbach’s α = 0.89). Response options range from “Strongly
disagree” to “Strongly agree.”

Workplace Anxiety
The 8-item Workplace Anxiety Scale developed by McCarthy
et al. (2016) measured employees’ workplace anxiety. An
example item stated. “I worry about whether others consider
me to be a good employee for the job.” Responses are
rated with a five-point Likert scale (Cronbach’s α = 0.93).
The options ranged from “Strongly disagree” to “Strongly
agree.”

Segmentation Supplies
Employees completed the 4-item scale developed by Kreiner
(2006) measuring segmentation supplies. An example item
was, “At my workplace, people are able to prevent work
issues from creeping into their home life.” Responses were
given on a five-point Likert scale (Cronbach’s α = 0.76).
The options ranged from “Extremely disagree” to “Extremely
agree.”

Control Variables
In this study, employees’ gender, age, education level, work
experience, and position were the control variables. Self-
presentation is an effective form of ingratiation. Liu et al. (2015)
suggested that employees’ gender is associated with ingratiation
behavior: men are more likely to ingratiate their superiors.
Therefore, sex was used as the control variable. In addition,
age may be an important variable that affects self-presentation
because younger employees are less likely to ingratiate than
older workers (Dubrin, 1991). Moreover, previous studies have
suggested that ingratiation is more common in higher position
levels (Allen et al., 1979). Thus, position level was regarded as a
control variable.

Statistical Analyses
We conducted confirmatory factor analysis with Amos software
to determine the measurement model. After standardizing the
sample data, we employed hierarchical regression analysis for
subsequent hypothesis testing. We tested the mediating effect
of workplace anxiety and the moderating effect of segmentation
supplies with SPSS software. Finally, according to Edwards
and Lambert (2007) suggestions, bootstrapping with 5,000
replications via PROCESS modeling of SPSS software was used
to test the moderated mediating effects.
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TABLE 1 | Means, standard deviations, and correlations between the study variables.

Mean SD 1 2 3 4 5 6 7 8 9

1. Gender 0.48 0.50
2. Age 2.99 0.94 −0.26**
3. Position 1.84 0.87 −0.31** 0.55**
4. Education 2.40 0.62 −0.02 −0.07 0.05
5. Working experience 2.48 1.48 −0.27** 0.84** 0.64** −0.08
6. Workaholic leadership 3.64 0.76 0.07 −0.08 −0.04 −0.04 −0.02 (0.87)

7. Workplace anxiety 3.32 0.96 −0.12 −0.04 −0.04 −0.03 −0.06 0.39** (0.93)

8. Employee self-presentation 3.03 0.84 −0.21** 0.01 0.07 0.10 0.02 0.23** 0.36** (0.89)

9. Segmentation supplies 3.09 0.87 −0.16** 0.13* 0.06 −0.05 0.14* 0.30** 0.43** 0.04 (0.76)

Internal consistency reliabilities are in parentheses. N = 256. **p < 0.01, *p < 0.05.

TABLE 2 | Results of confirmatory factor analysis of the study variables.

Model X2 df X2/df CFI IFI SRMR RMSEA

1. Four-factor: Four factor separated 683.84 291 2.35 0.88 0.89 0.07 0.07
2. Three-factor: Workplace anxiety and self-presentation combined 1037.88 296 3.51 0.78 0.78 0.08 0.10
3. Three-factor: Workplace anxiety and segmentation supplies combined 1043.01 296 3.52 0.78 0.78 0.08 0.10
4. Two-factor: Workplace anxiety, segmentation supplies, and self-presentation combined 1239.80 298 4.16 0.72 0.72 0.10 0.11
5. One-factor: All four variables combined as one factor 1824.24 299 6.10 0.54 0.55 0.14 0.14

N, 256. CFI, comparative fit index; IFI, incremental fit index; SRMR, standard root mean square residual; RMSEA, root mean square error of approximation.

RESULTS

Descriptive Statistics and Correlations
Table 1 shows the means, standard deviations, and correlation
coefficients of the variables. A significant positive correlation
was found between workaholic leadership and workplace anxiety
(r = 0.39, p < 0.01) and employee self-presentation (r = 0.23,
p < 0.01). Workplace anxiety was significantly and positively
correlated with self-presentation (r = 0.36, p < 0.01). Employee
self-presentation was negatively correlated with gender, which
supports the findings presented by Liu et al. (2015).

Measurement Model
Table 2 shows the confirmatory factor analysis results for
the measurement model. According to the results, the t-value
of the factor loading for all questions reached significance
(p < 0.001). The composite reliability of the four variables
was higher than 0.70 (workaholic leadership: CR = 0.91;
self-presentation: CR = 0.73; workplace anxiety: CR = 0.93;
segmentation supplies: CR = 0.77), all variables had good internal
consistency. Regarding discriminant validity, Model 1 (four-
factor) exhibited a better comparative fit index, incremental
fit index, standardized root mean square residual, and root
mean square error of approximation results compared to the
other four models. This finding indicates that the overall fit of
Model 1 (four-factor) was the best, and the questionnaire had
discriminant validity and could be used for subsequent analysis
(Anderson and Gerbing, 1988).

Validation of the Theoretical Model and
Study Hypotheses
Table 3 presents the main and mediating effects of the
theoretical model. After controlling for gender and other

variables, the results of Models 3 and 4 showed a significant
positive correlation between workaholic leadership and employee
self-presentation (r = 0.25, p < 0.001), indicating that
workaholic leaders positively affect employee self-presentation.
Thus, Hypothesis 1 was verified.

To confirm the mediating mechanism of workplace anxiety
between workaholic leadership and employee self-presentation,
we tested Models 3–5. Model 5 showed that workplace anxiety
had a significant positive effect on employee self-presentation
(r = 0.29, p < 0.001). In comparison with Model 4, the results
of Model 5 showed that the coefficients between workaholic
leadership and employee self-presentation were still significant.
However, the corresponding regression coefficient was reduced
(r = 0.14, p < 0.05), indicating that workplace anxiety partially
mediated workaholic leadership and employee self-presentation.
Thus, Hypothesis 2 was verified.

The results of Models 6 and 7 showed that the interaction
between workplace anxiety and segmentation supplies had
a significant negative effect on employee self-presentation
(r = −0.22, p < 0.001). This finding indicates that segmentation
supplies negatively moderates the relationship between
workplace anxiety and self-presentation. As Figure 2 shows,
when segmentation supplies remains low, employees cannot
receive support from their organization and tend to ingratiate
their superiors by self-presenting themselves. However, if the
segmentation supplies remains high, this motivation may no
longer be obvious. Thus, Hypothesis 3 was verified.

Finally, regarding moderated mediating effects, Table 4 shows
that the moderated mediating effect index was -0.11 with a 95%
confidence interval between -0.18 and -0.06, excluding 0; that
is, the moderated mediating effect was significant (Preacher and
Hayes, 2004). Specifically, when segmentation supplies was low
(-SD), the indirect effect of the model was significant, with a
95% confidence interval excluding 0, indicating that workaholic
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TABLE 3 | Hierarchical regression test of mediating and moderating effects.

Variables Workplace anxiety Employee self-presentation

Model 1 Model 2 Model 3 Model 4 Model 5 Model 6 Model 7

Gender −0.16* −0.18** −0.22*** −0.23*** −0.18** −0.20*** −0.19***

Age 0.01 0.10 −0.03 0.02 −0.01 0.002 −0.01

Position −0.14 −0.03 0.03 0.04 0.05 0.04 0.05

Education −0.04 −0.02 0.09 0.10 0.10 0.10 0.10

Working experience −0.09 −0.16 −0.03 −0.07 −0.03 −0.002 −0.01

Workaholic leadership 0.40*** 0.25*** 0.14* 0.17** 0.18**

Workplace anxiety 0.29*** 0.35*** 0.33***

Segmentation supplies −0.19** −0.19**

Workplace anxiety × segmentation supplies −0.22***

Adjust R square 0.03 0.18 0.06 0.12 0.18 0.21 0.27

R square changes 0.16 0.06 0.07 0.03 0.06

F 1.34 9.33*** 2.90* 5.48*** 7.93*** 8.22*** 10.00***

N = 256. ***p < 0.001, **p < 0.01, *p < 0.05.

TABLE 4 | Results of moderated mediating effects.

Indirect effect SE 95% Confidence
intervals

High segmentation supplies (+ SD) 0.05 0.04 (−0.04, 0.14)

Low segmentation supplies (-SD) 0.25*** 0.05 (0.15, 0.36)

Difference −0.20*** 0.05 (−0.31, −0.10)

N = 256. ***p < 0.001.

FIGURE 2 | Moderating effect of Segmentation supplies between workplace
anxiety and self-presentation.

leadership leads to employee workplace anxiety, which would
turn into employee self-presentation in this situation. When
the segmentation supplies remains high (+ SD), the indirect
effect of the model becomes insignificant (95% confidence
interval includes 0), indicating that the whole mediation
mechanism no longer exists. The difference in indirect effects

between low and high segmentation supplies is significant. Thus,
Hypothesis 4 was verified.

DISCUSSION

Theoretical Contributions
This study makes several theoretical contributions to the
literature. First, we found that high workaholic leadership
exerts pressure on employees and creates anxiety. This process
can be explained from the perspective of similar attraction
and social generalization theories. To illustrate, employees will
observe and mimic their superiors (Bandura, 1977); they may
worry about being criticized by superiors for not working
hard, which would gradually lead to workplace anxiety. This
pattern is somewhat consistent with Fassel (1990), who suggested
that workaholism harms the individual’s mental health of the
individual. As what Andreassen (2013) propose, our study
statistically confirms that workaholism can negatively influence
surrounding people, as workaholic leaders tend to lead to
workplace anxiety among employees.

Second, we found that employees may ingratiate their
workaholic leaders by self-presenting to avoid being labeled as
“slacking,” which means they prefer to appear busy, although they
are not engaged. In addition, based on the COR theory, workplace
anxiety is a mediating variable between workaholic leadership
and employee self-presentation. Due to the motivation to avoid
the continuous loss of physical and mental resources, self-
presentation is an appropriate way to reduce workplace anxiety
and win the approval of workaholic leaders. Previous studies
have primarily focused on the effect of workaholic leadership on
employee performance (She et al., 2020), satisfaction (Burke and
Koksal, 2002), informal learning (Li and She, 2020), and creativity
(Li et al., 2021). However, no studies have examined the effect of
workaholic leadership on employee ingratiation (especially self-
presentation). Our study fills academic gaps and provides a clear
explanation of the mechanism by which employees deal with
leader workaholism.
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Third, workaholic leaders are likely to require their
subordinates to continue to work in their leisure time
(Friedman and Lobel, 2003), resulting in a continuous loss
of employees’ physical and mental resources. Therefore, as a
measured variable of the work-family boundary, the concept of
segmentation supplies becomes a critical situational factor and
leads to different strategies adopted by subordinates. Our study
found that segmentation supplies moderated the entire mediating
mechanism. Employees may be anxious about workaholic leaders
interfering with their leisure time (Li et al., 2021). Therefore, high
segmentation supplies means that employees could maintain a
boundary between work and family life to recover their physical
and mental resources. Furthermore, as there is no urgency for
conserving resources, it is unnecessary to pretend to work hard.
In contrast, low segmentation supplies allow work to interfere
with employees’ private lives, strengthening the motivation to
conserve resources. Employees may ingratiate their workaholic
leaders through self-presentation to prevent the continued loss
of these resources. They would do this by illustrating that they
have done much work so that their leaders may not assign
them a new task.

Finally, we used the COR theory to explain the mediating
effects of employees’ workplace anxiety. Our study extends the
COR theory to explain how external factors (such as workaholic
leadership) can cause workplace anxiety and further expand
to individual behavioral performance, such as self-presentation.
This study also confirms that employee ingratiation (such as self-
presentation) is the result of both external (such as workaholic
leadership) and internal (such as workplace anxiety) factors. This
finding enriches the research depth of workaholic leadership as
well as employee ingratiation.

Implications for Management
Our study has several practical implications. First and foremost,
workaholic leadership exerts positive effects, such as encouraging
employees to spend more time and energy on their work, which
improves organizational performance (Li et al., 2018). However,
it should also be clear that workaholic leadership can lead to
a series of problems. As revealed in this study, workaholic
leaders may not only cause employee workplace anxiety, but
their behavior may also promote ingratiation (especially self-
presentation), particularly when such workplace anxiety cannot
be alleviated to some extent by leisure time. Even though
employees spend a lot of time on work (pretending to work
hard), it is difficult to guarantee efficiency and work quality,
damaging organizational interests. Therefore, both organizations
and leaders should not be obsessed with or exaggerate workaholic
leadership; it is necessary to realize the potential loss to
individuals and organizations. Thus, management should control
working hours and output at a relatively reasonable and efficient
level to avoid further diminishing the marginal benefit of
working hours. Our study helps to understand the various
circumstances and influences of workaholic leadership via the
perspective of COR theory.

In addition, more efforts should be made to balance
employees’ work and leisure lives to weaken the possible
damage caused by workaholic leaders. Due to the limitations

of time and energy and family and social responsibilities of
employees, it is essential to create a proper balance between
work and life. For example, forcing subordinates to work
overtime, weekends, or holidays, may cause physical and
mental stress, resulting in anxiety, work-family conflict (Hu
and He, 2018), and marital estrangement (Yaniv, 2011).
Therefore, organizations should respect employees’ personal
lives and family responsibilities, reduce unnecessarily long
working hours, and establish a boundary between work and
family (Bloom et al., 2011). This policy would ultimately
benefit the organization by improving employees’ work
efficiency and effectiveness. Consequently, the new generation
of employees can prioritize their private time and family
responsibilities.

Finally, leaders must establish a correct view of work
performance. On the one hand, leaders should not strive for
high team performance by occupying subordinates’ leisure time
without meaningful reasons. Instead, they should cooperate
and encourage subordinates to find a more efficient way to
complete more tasks and improve performance by improving
their work efficiency instead of extending working hours.
On the other hand, however, it is necessary to master
scientific performance evaluation methods and be aware of
possible deviations in performance evaluation. For example,
the evaluation results should not only be obtained based on
the usual behavior of subordinates but should consider the
work results of employees. Suppose too much attention is
paid to subordinates’ behaviors rather than results; it is easy
for some subordinates to ingratiate leaders by self-presenting
themselves to obtain better performance evaluation grades.
In addition, leaders should pay attention to similarity errors
in the performance evaluation process. They tend to give
higher performance evaluations to those having characteristics
similar to their own (Robin et al., 2014). Therefore, it is easy
to give higher evaluations to those employees who exhibit
workaholic characteristics, even though they may simply be
pretending to work hard.

Study Limitations and Future Research
Suggestions
This study has the following limitations. First, due to the
limitation of questionnaire collection, the sample sources of
this questionnaire survey were extensive. Therefore, future
research should be conducted in a specific industry to verify
the influencing mechanism of workaholic leaders on employee
behavior in different sectors. Second, this study is based on the
COR theory, which explains the adverse effects of workaholic
leadership on subordinates’ behavior. However, workaholic
leaders’ enthusiasm for work may inspire subordinates in some
situations (She et al., 2020). Therefore, further research should
focus on the personality traits of subordinates that are suitable
for workaholic leaders. Third, due to the differences in cultural
backgrounds and institutional mechanisms, private, foreign, and
state-owned enterprises may also have obvious differences in
the management and work mode. Thus, further research should
not ignore the influence of this category of work units. Fourth,
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some employees with a workaholic leader may refuse to self-
present themselves, and this is likely to be condemned by the
leader. Further study should focus on the supervisor ostracism
via the perspective of workaholic leaders. Finally, ingratiating
behavior includes self-presentation, enhancement, and opinion
conformity (Jones, 1967). However, this study only discusses the
self-presentation mechanism via COR theory. Thus, to enrich the
research depth of the ingratiation theory, further research should
focus on other types of ingratiation via diverse theoretical views
(e.g., resources acquisition).

CONCLUSION

This study investigated the effect of workaholic leadership
on employee self-presentation and found that (1) a high
workaholic leader will lead to employee self-presentation by
causing subordinate workplace anxiety and (2) low segmentation
supplies will strengthen the mediating process; in other words,
it negatively moderates the whole mediating mechanism.
These findings provide important insights into the underlying
mechanism of workaholic leadership and employee behavior,
which can be utilized to prevent adverse organizational
outcomes and improve employee wellbeing, experience,
and productivity.

DATA AVAILABILITY STATEMENT

The datasets of this study will be made available by the
corresponding author/s to researchers upon reasonable request.

ETHICS STATEMENT

This study was carried out in accordance with the
recommendations of the Ethics Committee of Renmin University
of China. The protocol was approved by the Ethics Committee of
Renmin University of China. The patients/participants provided
their written informed consent to participate in this study.

AUTHOR CONTRIBUTIONS

QZ substantially contributed to the conception, design of
the work, data analysis, and preparation of the draft. XL
critically reviewed and contributed important intellectual input.
Both authors contributed to the article and approved the
submitted version.

FUNDING

This research was supported by the Renmin University of China:
the special developing and guiding fund for building World-Class
Universities (disciplines) under (grant no. 2022033).

ACKNOWLEDGMENTS

We would like to thank Editage (www.editage.cn) for English
language editing. We would like to thank the editors and all
reviewers, who provided us lots of helpful comments, sincerely.

REFERENCES
Adams, J. S. (1965). Inequity in social exchange. Adv. Exp. Soc. Psychol. 2, 267–299.

doi: 10.1016/S0065-2601(08)60108-2
Allen, R. W., Madison, D. L., Porter, L. W., Renwick, P. A., and Mayes, B. T. (1979).

Organizational politics: tactics and characteristics of its actors. Calif. Manag.
Rev. 22, 77–83. doi: 10.2307/41164852

Anderson, J. C., and Gerbing, D. W. (1988). Structural equation modeling in
practice: a review and recommended two-step approach. Psychol. Bull. 103,
411–423. doi: 10.1037/0033-2909.103.3.411

Andreassen, C. S. (2013). Workaholism: an overview and current status of the
research. J. Bebav. Addict. 3, 1–11. doi: 10.1556/JBA.2.2013.017

Andreassen, C. S., Griffiths, M. D., Hetland, J., and Pallesen, S. (2012).
Development of a work addiction scale. Scand. J. Psychol. 53, 265–272. doi:
10.1111/j.1467-9450.2012.00947.x

Bakker, A. B., Demerouti, E., Oerlemans, W., and Sonnentag, S. (2013).
Workaholism and daily recovery: a day reconstruction study of leisure activities.
J. Organiz. Behav. 34, 87–107. doi: 10.1002/job.1796

Balducci, C., Cecchin, M., Fraccaroli, F., and Schaufeli, W. B. (2012). Exploring the
relationship between workaholism and workplace aggressive behavior: the role
of job-related emotion. Pers. Individ. Dif. 53, 629–634. doi: 10.1016/j.paid.2012.
05.004

Bandura, A. (1977). Social Learning Theory. Englewood Cliffs. Hoboken, NJ:
Prentice Hall.

Baumeister, R. F. (1982). A self-presentational view of social phenomena. Psychol.
Bull. 91, 3–26. doi: 10.1037/0033-2909.91.1.3

Bloom, N., Kretschmer, T., and Reenen, J. V. (2011). Are family-friendly workplace
practices a valuable firm resource? Strat. Manag. J. 32, 343–367. doi: 10.1002/
smj.879

Bolino, M. C. (1999). Citizenship and impression management: good soldiers or
good actors? Acad. Manag. Rev. 24, 82–98. doi: 10.5465/amr.1999.1580442

Brewer, M. B. (1979). In-group bias in the minimal intergroup situation: a
cognitive-motivational analysis. Psychol. Bull. 86, 307–324. doi: 10.1037/0033-
2909.86.2.307

Brislin, R. W. (1986). “The wording and translation of research instruments,” in
Field Methods in Cross-Cultural Research, eds W. J. Lonner and J. W. Berry
(Beverly Hills, CA: Sage), 137–164.

Burke, R. J., and Koksal, H. (2002). Workaholism among a sample of Turkish
managers and professionals: an exploratory study. Psychol. Rep. 91, 60–68.
doi: 10.2466/pr0.2002.91.1.60

Byrne, D. (1971). The Attraction Paradigm. New York, NY: Academic Press.
Chen, Z., Powell, G. N., and Greenhaus, J. H. (2009). Work-to-family conflict,

positive spillover, and boundary management: a person-environment fit
approach. J. Vocat. Behav. 53, 82–93. doi: 10.1016/j.jvb.2008.10.009

Clark, M. A., Stevens, G. S., Michel, J., and Zimmerman, L. (2016). “Workaholism
among leaders: implications for their own and their followers’ well-being,”
in Research in Occupational Stress and Well-Being, eds W. A. Gentry and
C. Clerkin (Bingley: Emerald Group Publishing), 1–31. doi: 10.1108/S1479-
355520160000014001

Clark, S. C. (2000). Work/family border theory: a new theory of work/family
balance. Hum. Relat. 53, 747–770. doi: 10.1177/0018726700536001

Conroy, D. E., and Motl, R. W. (2003). Modification, cross-validation, invariance,
and latent mean structure of the self-presentation in exercise questionnaire.
Measurem. Phys. Educ. Exer. Sc. 7, 1–18. doi: 10.1207/S15327841MPEE0701_1

Cui, X., and Qu, J. (2014). Analyzing the influences of perceptions of organizational
politics on organizational citizenship behavior: based on the impression
management motivation of SOEs’ employees. Nankai Bus. Rev. 2, 129–141.
doi: 10.3969/j.issn.1008-3448.2014.02.014

Frontiers in Psychology | www.frontiersin.org 9 May 2022 | Volume 13 | Article 889270

http://www.editage.cn
https://doi.org/10.1016/S0065-2601(08)60108-2
https://doi.org/10.2307/41164852
https://doi.org/10.1037/0033-2909.103.3.411
https://doi.org/10.1556/JBA.2.2013.017
https://doi.org/10.1111/j.1467-9450.2012.00947.x
https://doi.org/10.1111/j.1467-9450.2012.00947.x
https://doi.org/10.1002/job.1796
https://doi.org/10.1016/j.paid.2012.05.004
https://doi.org/10.1016/j.paid.2012.05.004
https://doi.org/10.1037/0033-2909.91.1.3
https://doi.org/10.1002/smj.879
https://doi.org/10.1002/smj.879
https://doi.org/10.5465/amr.1999.1580442
https://doi.org/10.1037/0033-2909.86.2.307
https://doi.org/10.1037/0033-2909.86.2.307
https://doi.org/10.2466/pr0.2002.91.1.60
https://doi.org/10.1016/j.jvb.2008.10.009
https://doi.org/10.1108/S1479-355520160000014001
https://doi.org/10.1108/S1479-355520160000014001
https://doi.org/10.1177/0018726700536001
https://doi.org/10.1207/S15327841MPEE0701_1
https://doi.org/10.3969/j.issn.1008-3448.2014.02.014
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-889270 May 12, 2022 Time: 7:17 # 10

Zeng and Liu Workaholic Leadership and Self-Presentation

Dubrin, A. J. (1991). Sex and gender differences in tactics of influence. Psychol. Rep.
68, 635–646. doi: 10.2466/pr0.1991.68.2.635

Edwards, J. R., and Lambert, L. S. (2007). Methods for integrating moderation
and mediation: a general analytical framework using moderated path analysis.
Psychol. Methods 12, 1–22. doi: 10.1037/1082-989X.12.1.1

Eysenck, M. W., Derakshan, N., Santos, R., and Calvo, M. G. (2007). Anxiety
and cognitive performance: attentional control theory. Emotion 7, 336–353.
doi: 10.1037/1528-3542.7.2.336

Fassel, D. (1990). Working Ourselves to Death: the High Costs of Workaholism, the
Rewards of Recovery. San Francisco: HarperCollins.

Friedman, S. D., and Lobel, S. (2003). The happy workaholic: a role model for
employees. Acad. Manag. Perspect. 17, 87–98. doi: 10.5465/AME.2003.10954764

Goffman, E. (1959). The Presentation of Self in Everyday Life. New York, NY:
Penguin Books.

Halbesleben, J. R. (2006). Sources of social support and burnout: a meta-analytic
test of the conservation of resources model. J. Appl. Psychol. 91, 1134–1145.
doi: 10.1037/0021-9010.91.5.1134

Higgins, C. A., Judge, T. A., and Ferris, G. R. (2003). Influence tactics and work
outcomes: a meta-analysis. J. Organiz. Behav. 24, 89–106. doi: 10.1002/job.181

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

Hobfoll, S. E. (2001). The influence of culture, community, and the nested-self in
the stress process: advancing conservation of resources theory. Appl. Psychol.
50, 337–421. doi: 10.1111/1464-0597.00062

Hobfoll, S. E., Halbesleben, J., Neveu, J. P., and Westman, M. (2018). Conservation
of resources in the organizational context: the reality of resources and their
consequences. Annu. Rev. Organ. Psychol. Organ. Behav. 5, 103–128. doi: 10.
1146/annurev-orgpsych-032117-104640

Hu, Q., and He, Q. (2018). A longitudinal research to the effect of work engagement
and workaholism on work satisfaction and exhaustion – a mediation effect of
work-family conflict. Chin. J. Clin. Psychol. 5, 1016–1020. doi: 10.16128/j.cnki.
1005-3611.2018.05.038

Jones, E. E. (1967). Ingratiation: A Social Psychological Analysis. New York, NY:
Appleton-Century-Crofts.

Jones, E. E., and Pittman, T. S. (1982). Toward a General Theory of Strategic
Self-Presentation. New York. NY: Lawrence Erlbaum.

Kim, N., Kang, Y. J., Choi, J., and Sohn, Y. W. (2020). The crossover effects of
supervisors’ workaholism on subordinates’ turnover intention: The mediating
role of two types of job demands and emotional exhaustion. Int. J. Environ. Res.
Public Health. 17:7742. doi: 10.3390/ijerph17217742

Kreiner, G. E. (2006). Consequences of work-home segmentation or integration:
a person-environment fit perspective. J. Organiz. Behav. 27, 485–507. doi: 10.
1002/job.386

Kubicek, B., and Tement, S. (2016). Work intensification and the work-
home interface: the moderating effect of individual work-home segmentation
strategies and organizational segmentation supplies. J. Personal. Psychol. 15,
76–89. doi: 10.1027/1866-5888/a000158

Leary, M. R., and Kowalski, R. M. (1990). Impression management: a literature
review and two-component model. Psychol. Bull. 107, 34–47. doi: 10.1037/0033-
2909.107.1.34

Leary, M. R., and Downs, D. L. (1995). Interpersonal Functions of the Self-esteem
Motive: The Self-esteem System as a Sociometer. New York. NY: Plenwm.

Leary, M. R. (2001). The Self We Know and the Self We Show: Self-esteem, Self-
presentation, and the Maintenance of Interpersonal Relationship. Malden. MA:
Blackwell.

Leiter, M. P. (1991). Coping patterns as predictors of burnout: the function of
control and escapist coping patterns. J. Organ. Behav. 12, 123–144. doi: 10.1002/
job.4030120205

Li, Q., and She, Z. (2020). “The impact of workaholic leaders on followers’
continuous learning,” in The Oxford Handbook of Lifelong Learning, 2nd Edn,
ed. M. London (Oxford: Oxford University Press), doi: 10.1093/oxfordhb/
9780197506707.013.29

Li, Q., She, Z., and Yang, B. (2021). The impact of leader workaholism on team
creativity. Sci. Sci. Manag. S.T. 2, 146–160.

Li, Q., She, Z., Yang, B., and Qi, M. (2018). The mechanism of how workaholic
CEO influence organizational performance. Chin. J. Manag. 10, 996–1002. doi:
10.3969/j.issn.1672-884x.2018.10.007

Liden, R. C., and Mitchell, T. R. (1988). Ingratiatory behaviors in organizational
setting. Acad. Manag. Rev. 13, 572–587. doi: 10.2307/258376

Lin, W., Wang, L., and Chen, S. (2013). Abusive supervision and employee well-
bing: the moderating effect of power distance orientation. Appl.Psychol. 62,
308–329. doi: 10.1111/j.1464-0597.2012.00520.x

Liu, C., Ke, X., Liu, J., and Wang, Y. (2015). The scene selection of the upwards
ingratiation by the employees: an indigenous research. Nankai Bus. Rev. 5,
54–64. doi: 10.3969/j.issn.1008-3448.2015.05.006

Ma, H., Xie, J., and Tang, H. (2014). The relation between segmentation supplies
and emotional exhaustion: the mediating effects of psychological detachment
and work interfering nonwork. Stud. Psychol. Behav. 4, 527–532.

McCarthy, J. M., Trougakos, J. P., and Cheng, B. H. (2016). Are anxious workers
less productive workers? it depends on the quality of social exchange. J. Appl.
Psychol. 101, 279–291. doi: 10.1037/apl0000044

McMillan, J. J., and Northern, N. A. (1995). Organizational codependency: the
creation and maintenance of closed systems. Manag. Communi Quart. 9, 6–45.
doi: 10.1177/0893318995009001002

Motowidlo, S. J., Packard, J. S., and Manning, M. R. (1986). Occupational stress:
its causes and consequences for job performance. J. Appl. Psychol. 71, 618–629.
doi: 10.1037/0021-9010.71.4.618

Muschalla, B., and Linden, M. (2012). Specific job anxiety in comparison to
general psychosomatic symptoms at admission, discharge and six months after
psychosomatic inpatient treatment. Psychopathology. 45, 167–173. doi: 10.1159/
000330263

Ng, T. W. H., Sorensen, K. L., and Feldman, D. C. (2007). Dimensions, antecedents,
and consequences of workaholism: a conceptual integration and extension.
J. Organiz. Behav. 28, 111–136. doi: 10.1002/job.424

Pan, S. Y. (2018). Do workaholic hotel supervisors provide family supportive
supervision? a role identity perspective. Int. J. Hosp. Manag. 68, 59–67. doi:
10.1016/j.ijhm.2017.09.013

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common
method biases in behavioral research: a critical review of the literature and
recommended remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.
88.5.879

Preacher, K. J., and Hayes, A. F. (2004). SPSS and SAS procedures for estimating
indirect effects in simple mediation models. Behav. Res. Methods Instrum.
Comput. 36, 717–731. doi: 10.3758/bf03206553

Robin, S., Rusinowska, A., and Villeval, M. C. (2014). Ingratiation: experimental
evidence. Eruo. Econo. Rev. 66, 16–38. doi: 10.1016/j.euroecorev.2013.11.005

Schaufeli, W. B., Shimazu, A., and Taris, T. W. (2009). Being driven to work
excessively hard: the evaluation of a two-factor measure of workaholism
in the Netherlands and Japan. Cross Cult. Res. 43, 320–348. doi: 10.1177/
1069397109337239

Schlenker, B. R., and Leary, M. R. (1982). Social anxiety and self-presentation: A
conceptualization model. Psychol. Bull. 92, 641–669. doi: 10.1037/0033-2909.
92.3.641

She, Z., Li, B., Li, Q., London, M., and Yang, B. (2019). The double-edged sword
of coaching: relationships between managers’ coaching and their feelings of
personal accomplishment and role overload. Hum. Resour. Dev. Q. 30, 245–266.
doi: 10.1002/hrdq.21342

She, Z., Li, Q., Kong, Y., and Yang, B. (2020). Can workaholic leader promote
follower job performance? The moderating role of follower work centrality.
Hum. Resour. Dev. China. 6, 44–55. doi: 10.16471/j.cnki.11-2822/c.2020.
6.004

She, Z., Li, Q., and Zhou, J. (2021). How CEO workaholism influences firm
performance: The roles of collective organizational engagement and TMT
power distance. Front. Psychol. 12:725199. doi: 10.3389/fpsyg.2021.725199

Shimazu, A., Schaufeli, W. B., and Taris, T. W. (2010). How does workaholism
affect worker health and performance? the mediating role of coping. Int. J.
Behav. Med. 17, 154–160. doi: 10.1007/s12529-010-9077-x

Sonnentag, S., Mojza, E. J., Binnewies, C., and Scholl, A. (2008). Being engaged
at work and detached at home: a week-level study on work engagement,
psychological detachment, and affect. Work Stress 22, 257–276. doi: 10.1080/
02678370802379440

Tang, D., and Wen, Z. (2020). Statistical approaches for testing common method
bias: problems and suggestions. Psychol. Sci. 1, 215–223. doi: 10.16719/j.cnki.
1671-6981.20200130

Frontiers in Psychology | www.frontiersin.org 10 May 2022 | Volume 13 | Article 889270

https://doi.org/10.2466/pr0.1991.68.2.635
https://doi.org/10.1037/1082-989X.12.1.1
https://doi.org/10.1037/1528-3542.7.2.336
https://doi.org/10.5465/AME.2003.10954764
https://doi.org/10.1037/0021-9010.91.5.1134
https://doi.org/10.1002/job.181
https://doi.org/10.1037/0003-066x.44.3.513
https://doi.org/10.1111/1464-0597.00062
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.1146/annurev-orgpsych-032117-104640
https://doi.org/10.16128/j.cnki.1005-3611.2018.05.038
https://doi.org/10.16128/j.cnki.1005-3611.2018.05.038
https://doi.org/10.3390/ijerph17217742
https://doi.org/10.1002/job.386
https://doi.org/10.1002/job.386
https://doi.org/10.1027/1866-5888/a000158
https://doi.org/10.1037/0033-2909.107.1.34
https://doi.org/10.1037/0033-2909.107.1.34
https://doi.org/10.1002/job.4030120205
https://doi.org/10.1002/job.4030120205
https://doi.org/10.1093/oxfordhb/9780197506707.013.29
https://doi.org/10.1093/oxfordhb/9780197506707.013.29
https://doi.org/10.3969/j.issn.1672-884x.2018.10.007
https://doi.org/10.3969/j.issn.1672-884x.2018.10.007
https://doi.org/10.2307/258376
https://doi.org/10.1111/j.1464-0597.2012.00520.x
https://doi.org/10.3969/j.issn.1008-3448.2015.05.006
https://doi.org/10.1037/apl0000044
https://doi.org/10.1177/0893318995009001002
https://doi.org/10.1037/0021-9010.71.4.618
https://doi.org/10.1159/000330263
https://doi.org/10.1159/000330263
https://doi.org/10.1002/job.424
https://doi.org/10.1016/j.ijhm.2017.09.013
https://doi.org/10.1016/j.ijhm.2017.09.013
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.3758/bf03206553
https://doi.org/10.1016/j.euroecorev.2013.11.005
https://doi.org/10.1177/1069397109337239
https://doi.org/10.1177/1069397109337239
https://doi.org/10.1037/0033-2909.92.3.641
https://doi.org/10.1037/0033-2909.92.3.641
https://doi.org/10.1002/hrdq.21342
https://doi.org/10.16471/j.cnki.11-2822/c.2020.6.004
https://doi.org/10.16471/j.cnki.11-2822/c.2020.6.004
https://doi.org/10.3389/fpsyg.2021.725199
https://doi.org/10.1007/s12529-010-9077-x
https://doi.org/10.1080/02678370802379440
https://doi.org/10.1080/02678370802379440
https://doi.org/10.16719/j.cnki.1671-6981.20200130
https://doi.org/10.16719/j.cnki.1671-6981.20200130
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles


fpsyg-13-889270 May 12, 2022 Time: 7:17 # 11

Zeng and Liu Workaholic Leadership and Self-Presentation

Taris, T. W., Van Beek, I., and Schaufeli, W. B. (2012). Demographic and
occupational correlates of workaholism. Psychol. Rep. 110, 547–554. doi: 10.
2466/03.09.17.PR0.110.2.547-554

Tedeschi, J. T., and Melburg, V. (1984). Impression management and influence in
the organization. Res. Socilo. Organ. 3, 31–58.

Van der Doef, M., and Maes, S. (1999). The job demand-control (-support) model
and psychological well-being: a review of 20 years of empirical research. Work
Stress 13, 87–114. doi: 10.1080/026783799296084

Weng, Q., and Xi, M. (2011). Career growth study: scale development and validity
test. Manag. Rev. 10, 132–143. doi: 10.14120/j.cnki.cn11-5057/f.2011.10.017

Weng, Q., and Zang, Y. (2016). Workaholism: research trends, integration and
future direction. Manag. Rev. 5, 186–198. doi: 10.14120/j.cnki.cn11-5057/f.
2016.05.016

Wu, J., Zhang, Y., and Wang, Z. (2018). Will employee work connectivity behavior
after-hours cause work-family conflict? The effect of psychological detachment
and organizational segmentation supplies. Hum. Resour. Dev. China. 12, 43–54.
doi: 10.16471/j.cnki.11-2822/c.2018.12.004

Yan, W., and Yang, L. (2010). The review of studies on tournament theory. East
China Econ. Manag. 8, 135–138. doi: 10.3969/j.issn.1007-5097.2010.08.033

Yaniv, G. (2011). Workaholism and marital estrangement: a rational-choice
perspective. Math. Soc. Sci. 61, 104–108. doi: 10.1016/j.mathsocsci.2010.
11.006

Yun, H., Kettinger, W. J., and Lee, C. C. (2012). A new open door: the smartphone’s
impact on work-to-life conflict, stress, and resistance. Int. J. Electron. Com. 16,
121–152. doi: 10.2753/JEC1086-4415160405

Zeidner, M., and Matthews, G. (2005). Evaluation Anxiety: Current Theory and
Research. New York. NY: Guilford Press Publications.

Zhang, J., and Jia, M. (2016). When does subordinate’s ingratiation behavior
matter? the function of prosocial motivation and perspective taking. J. Ind.
Enginee Manag. 1, 26–33. doi: 10.13587/j.cnki.jieem.2016.01.004

Zhang, X., Lin, Y., and Zhu, D. (2018). The mechanism of ingratiation to colleagues
on workplace ostracism: a study based on similarity attraction theory. Chin. J.
Manag. 9, 1319–1326. doi: 10.3969/j.issn.1672-884x.2018.09.007

Conflict of Interest: The authors declare that the research was conducted in the
absence of any commercial or financial relationships that could be construed as a
potential conflict of interest.

Publisher’s Note: All claims expressed in this article are solely those of the authors
and do not necessarily represent those of their affiliated organizations, or those of
the publisher, the editors and the reviewers. Any product that may be evaluated in
this article, or claim that may be made by its manufacturer, is not guaranteed or
endorsed by the publisher.

Copyright © 2022 Zeng and Liu. This is an open-access article distributed under the
terms of the Creative Commons Attribution License (CC BY). The use, distribution
or reproduction in other forums is permitted, provided the original author(s) and
the copyright owner(s) are credited and that the original publication in this journal
is cited, in accordance with accepted academic practice. No use, distribution or
reproduction is permitted which does not comply with these terms.

Frontiers in Psychology | www.frontiersin.org 11 May 2022 | Volume 13 | Article 889270

https://doi.org/10.2466/03.09.17.PR0.110.2.547-554
https://doi.org/10.2466/03.09.17.PR0.110.2.547-554
https://doi.org/10.1080/026783799296084
https://doi.org/10.14120/j.cnki.cn11-5057/f.2011.10.017
https://doi.org/10.14120/j.cnki.cn11-5057/f.2016.05.016
https://doi.org/10.14120/j.cnki.cn11-5057/f.2016.05.016
https://doi.org/10.16471/j.cnki.11-2822/c.2018.12.004
https://doi.org/10.3969/j.issn.1007-5097.2010.08.033
https://doi.org/10.1016/j.mathsocsci.2010.11.006
https://doi.org/10.1016/j.mathsocsci.2010.11.006
https://doi.org/10.2753/JEC1086-4415160405
https://doi.org/10.13587/j.cnki.jieem.2016.01.004
https://doi.org/10.3969/j.issn.1672-884x.2018.09.007
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
http://creativecommons.org/licenses/by/4.0/
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org/
https://www.frontiersin.org/journals/psychology#articles

	How Workaholic Leadership Affects Employee Self-Presentation: The Role of Workplace Anxiety and Segmentation Supplies
	Introduction
	Literature Review and Research Hypothesis
	The Effect of Workaholic Leadership on Employee Self-Presentation
	Mediating Effects of Workplace Anxiety
	Moderating Effects of Segmentation Supplies

	Materials and Methods
	Participants and Procedure
	Measurement of Study Variables
	Workaholic Leadership
	Employee Self-Presentation
	Workplace Anxiety
	Segmentation Supplies
	Control Variables

	Statistical Analyses

	Results
	Descriptive Statistics and Correlations
	Measurement Model
	Validation of the Theoretical Model and Study Hypotheses

	Discussion
	Theoretical Contributions
	Implications for Management
	Study Limitations and Future Research Suggestions

	Conclusion
	Data Availability Statement
	Ethics Statement
	Author Contributions
	Funding
	Acknowledgments
	References


