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Preface
This PhD has been quite a journey, literally and broadly speaking. When I moved to The
Netherlands, I followed a need that I felt growing in me for some time already. The need to explore,
to go beyond the world as I knew it, and to experience an alternative way of living, of thinking, of
operating at all levels of one’s life. Funny enough, a set of circumstances brought me to a country
that, from where I stand, has one of its major strengths in this: the curiosity of exploring, the
openness to alternatives, and the urge to embrace a challenge whenever it crosses our paths.
Soon enough I found myself facing many challenges, due to the expectations of my job,
and to some reticent side of me, perhaps belonging to both my personality and my nationality (after
all, there are always multiple levels of analysis in everything). I soon understood that to comply to
the different requirements of my job I had to adapt and, in a way, self-regulate. In my view, the
academic world is a sort of double-edged sword: it gives you great autonomy and freedom on
how/when/where to work. It also imposes on you a great responsibility, on managing yourself,
looking for feedback, processing it, and adjusting your strategies accordingly. In order to do so, it
is pretty much assumed that you know yourself, or get to know yourself more on the way.
That is how a journey to explore different places turned out to be, in part, a journey to
explore myself too. I had to take some time to understand where my interests were, where my
passions resided, which were my strengths I could capitalize on, what weaknesses I had to face,
and which ones I could ignore for just a bit longer. In doing so, it ended up being inevitable
reflecting upon the relationships I had at work, with my colleagues, supervisors, and promoter.
The communication one can have with the supervisors, the perceived support, the information
sharing, the opportunities to learn, to participate, to contribute with innovative ideas (no matter
whether they are about restructuring a whole course or organizing a get together), can make the

x

difference in how you experience your work, and the burden it has on your life. In a way, there is
only so much individuals can do at work on their own: the employment relationship they have
profoundly impacts their work, above and beyond the many tangible aspects of a job.
Throughout these years I had many conversations with organizational scholars. I heard
them presenting their work, I learned from them, I exchanged ideas and opinions with them, and
sometimes I criticized them. Above all, a very reoccurring impression I had is that in this field we
end up studying issues and topics we feel close to, and that somehow mirror (some of) our own
professional experiences. In putting together this dissertation, I had to think that, apparently, I am
no exception to this rule. In the following pages, I present some of the work we have done on how
individuals regulate themselves at work, and how their employment relationships do matter.

xi

Chapter 1
Introduction

Chapter 1

The nature of work has substantially changed over the past decades. The disruptive
technological, economical, and societal changes impacted how individuals build and navigate
through their careers, how they shape their jobs, and how they negotiate the arrangements they
make with their organizations (Nota & Rossier, 2015; Savickas, 2005; Spreitzer, Cameron, &
Garrett, 2017). The increasing mobility of the workforce within and between different
organizations, the demand for the constant acquisition of new or different sets of skills, and the
digitalization of workplaces and jobs, are only some of the changes in work and careers that have
spurred the interest of work and organizational scholars in recent years (Parker & Bindl, 2017).
The changing employment conditions and arrangements shifted the responsibility for career
management from the employer to the employee and simultaneously contributed to shaping career
patterns in a less linear and more individualized way compared to the past (Hirschi & Dauwalder,
2015). The growing pressure for competitiveness due to globalization, as well as the rapid
technological developments replacing (parts of) existing jobs, require workers to constantly adapt
to dynamic environmental circumstances, and to proactively manage their own performance and
development (Parker & Bindl, 2017).
While employees are expected to be more self-regulatory, proactive, and adaptable, the
new economic realities demand organizations to become more flexible and to promptly adapt to
changing circumstances as well (Bal & Rousseau, 2015). With globalization of products and labor,
higher connectivity, deregulation and liberalization, firms’ economic transactions have crossed
national borders and domestic sites they used to be confined to (Kochan, Riordan, Kowalski, Khan,
& Yang, 2019). The boundaries of the organizations themselves have become more permeable,
with a greater inflow and outflow of work and workers compared to the past (Spreitzer et al.,
2017). These changes have also contributed to a progressive loss of influence of trade unions, with
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union memberships steadily declining over the last decades, thus amplifying the power distance
between workers and employers (Bal & Rousseau, 2015; Kochan et al., 2019). Firms are now less
likely than before to provide employees with job security, upward mobility, career development
and even benefits such as health and retirement ones (Bidwell, 2013). This contributes to
enhancing what has been defined as precarious work, or in other words work that is uncertain and
risky for the workers (Kalleberg, 2009). Simultaneously, firms supply flexibility to workers in
terms of non-traditional work arrangements, new ways of work, telecommuting (Spreitzer et al.,
2017), and (virtual) reorganization of networks of workers, where increasingly the traditional
notions of “clear-cut occupations, jobs, or professions fade away” (Guichard, 2015, p.16). These
pervasive changes from the organizations’ side inevitably impacted the nature of the employment
relationship as well. For example, an increasing number of organizations makes use of flexible
work arrangements and customization of jobs as tools to reduce labor costs, to motivate/retain their
workers, and to build a flexible and agile workforce (Bal & Rousseau, 2015; Spreitzer et al., 2017).
Overall, the changing nature of the world of work raises questions relevant for both
scholars and practitioners, around what the behavioral strategies are that individuals can adopt to
respond to the demands of their jobs and careers, and from an HRM point of view what
organizations can do in managing these workers in non-traditional employment relationships. That
is, there is a need for more research on whether the actions of both individuals and organizations
in managing their employment relationships can affect workers’ attitudes, perceptions, and health.
Building on the literatures on jobs, careers, and HRM, in this dissertation we firstly investigated
the consequences of such pervasive flexibility in the labor market in terms of the self-regulatory
behaviors individuals (should) implement in different stages of their careers. Secondly, we took a
deeper look at the changing nature of employment relationships in the current labor market, by
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focusing on less traditional contexts (more specifically, temporary work and platform work) and
their consequences for individuals, in terms of their attitudes, beliefs, health, and relationship with
their employers.
1.1 Implementing Self-Regulatory Behaviors in Jobs and Careers
The increasing supply and demand of flexibility in the contemporary labor market
contributed to salient shifts in the major paradigms of career counseling, psychology, and
management, which turned the attention to individuals as strategic governors of their own work
pathways (Guichard, 2015). Such a shift recognizes the possibility (and need) for individuals to
exert greater agency and self-regulation in managing their jobs and careers: individuals are now
conceived of as strategic actors who proactively anticipate opportunities in a given situation,
identify personal and contextual resources needed to pursue them, and recursively regulate
themselves towards the pursue of these opportunities in both their careers and their jobs. Examples
of this new view are the research interests that blossomed around the themes of boundaryless
careers (Arthur, M.B., 1994) and proactive behaviors of employees (Parker, Bindl, & Strauss,
2010).
On the one hand, the term “boundaryless career” was coined to capture the emergent
perspective on how careers are approached by individuals, as opposed to the traditional view of
careers where individuals would stay within the boundaries of the organization, and their career
paths would entail linear progression up its hierarchy (Defillippi & Arthur, 1994). In the
boundaryless view of careers instead, individuals are less likely to stay within a single
organization, and their career transitions oftentimes imply moving across organizations, roles,
occupations, and jobs (Bravo, Seibert, Kraimer, Wayne, & Liden, 2015). The changing nature of
careers described by this literature points at the need for workers to be increasingly adaptable in

4

Introduction

constantly crossing physical and psychological barriers (such as transitions through different work
roles, positions, organizations, and career paths). On the other hand, proactive behaviors refer to
“self-initiated, and future-oriented action that aims to change and improve the situation or oneself”
(Parker, Williams, & Turner, 2006) (p.636). That is, these behaviors are initiated by individuals,
who, by anticipating or thinking about future challenges, spontaneously act in order to pursue a
change in themselves or in their environment (e.g., developing a new skill, broadening their
network, or improving some aspects of their work) (Parker & Bindl, 2017). Hence, also in this
stream of literature, new concepts and areas of investigations emerged that better fit the
characteristics and demands of today’s labor market, compared to more static and less agentic
conceptualizations of the traditional organizational paradigms (Parker & Bindl, 2017).
More specifically, what concepts such as boundaryless careers and proactive behaviors
have in common, is the focus on workers as self-regulatory, agentic, active protagonists of their
own jobs and careers. On the one hand, the pursuit of a boundaryless career has relevant
implications for individuals: they are now in the need of being versatile, resilient, and mutable
(that is, they need to be “protean”). In essence, they need to be willing and able to adapt to the
changing circumstances they face as their own career unfolds over time (Bravo et al., 2015). On
the other hand, being proactive in one’s job relies on the assumption that individuals possess a
high ability to self-regulate. If pursuing goals that are not aimed at changing the status quo implies
the engagement in a recursive process of goal selection, feedback absorption, evaluation and
adjustment (Lord, Diefendorff, Schmidt, & Hall, 2010), pursuing a highly proactive goal requires
even more self-regulatory capacity (Bateman, 2017). Indeed, proactivity is conceptualized within
a goal-regulatory framework as a process characterized by different recursive phases: envisioning
a different future, planning actions to achieve such future, enacting those actions, and reflecting
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on the consequences of these actions, which can result in goal revision or goal abandonment
(Bindl, Parker, Totterdell, & Hagger-Johnson, 2012).
The relevance of the self-regulatory ability of workers in managing both their jobs and
careers, poses questions that are important for researchers and practitioners alike. To face such a
flexible and unpredictable labor market, organizations need staff that can anticipate future
problems and bounce back from difficulties (Bindl et al., 2012). If individuals are expected to
constantly regulate themselves through career transitions and (self-initiated) changes in their jobs,
they are also constantly engaged in a demanding process of self-management and reactions to
uncertainty. Therefore, the actions that they implement, how they implement them, and when they
implement them can have serious consequences on their health, job-related attitudes, and career
success. That is, a deeper understanding of self-regulatory mechanisms in managing one’s career,
job, and relationship with the employer, can yield benefits for both workers (in terms of optimizing
their efforts and strategies while minimizing the depletion of resources), and organizations (which
strive to reduce costs and maximize the efficiency of their workforce).
Here, in the first two empirical chapters of this dissertation, we addressed the need for
more research on how and when individuals can implement self-regulatory behaviors while
navigating through different stages of their careers, and the consequences of such behaviors in
terms of workers’ attitudes, beliefs, health, and attainments. While both the jobs and careers
literatures recognized the importance of individuals’ self-regulatory and proactive behaviors, less
is known about how such behaviors could enhance the match between workers and jobs. By
integrating different literatures, we investigated how individual self-regulatory behaviors can
enhance the match between people and jobs in different moments of their career. That is, (future)
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workers self-regulate (1) while looking for a job that fits them, and (2) while proactively shaping

1

the job they currently have.
Firstly, in the era of boundaryless careers, flexible labor markets, and instable employment
relationships, the job search process has become increasingly frequent for individuals, which poses
questions around how to maximize its success in terms of the match between workers and jobs.
The job search process has been conceptualized as a self-regulatory process involving a series of
goal-directed behaviors aimed at reducing the discrepancy between a given current state (i.e.,
current employment status) and a desired one (i.e., desired employment status) (Kanfer, Wanberg,
& Kantrowitz, 2001). Throughout this process the job seeker enacts a series of purposive and
volitional actions to reach the goal, such as: investing time, effort, and personal resources in
searching activities, assessing the progress made, using environmental feedback, adjusting the
strategies and behaviors implemented, and reevaluating the current situation until the goal is
accomplished or abandoned. The view of the job search process as a self-regulatory one points at
how both the enacted behaviors (i.e., job search behaviors - preparing a resume, going to a job
interview, or looking for vacancies) and the self-evaluations of individuals (i.e., job search selfefficacy - individuals’ beliefs in their ability of accomplishing a task or goal, such as confidence
in successfully completing job search behaviors and/or obtaining employment) dynamically
evolve over time, and affect job search success (Bandura, 1997; Saks, Zikic, & Koen, 2015). The
aim of the first empirical contribution of this dissertation (Chapter 2) is therefore to enhance our
understanding of whether and how self-regulating over time in the job search process can increase
the likelihood not only of finding a job, but also of finding a job that fits the job seeker. By adopting
a longitudinal design, we measured the development of the self-regulatory job search process
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during the six months prior to entry in the labor market, and explored its relation with a number of
indicators of job search success.
Secondly, the self-regulatory abilities of individuals are also relevant throughout the
experience of employment, in that they allow individuals to dynamically adapt to changing
circumstances, handle the uncertainty of todays’ flexible market, and propose innovative solutions
to different problems people might experience in different moments of their career. Career adaptabilities for example, are defined as self-regulatory, malleable competencies that help individuals
facing the uncertainty of novel tasks, demands, and constraints in different moments of their
careers (Hartung, Porfeli, & Vondracek, 2008; Savickas & Porfeli, 2012). They allow individuals
to engage in adaptive strategies in order to pursue a better fit between the person and the
environment, represented by satisfaction, development, and job and career success (i.e., adaptation
results). While there is evidence for the relevance of career adaptability for a series of positive
career-related outcomes (e.g., Coetzee, Ferreira, & Potgieter, 2015; Xie, Xia, Xin, & Zhou, 2016),
much less is known about the relationship between career adaptability and job-related outcomes.
Hence, the aim of the second empirical study presented in this dissertation (Chapter 3) is to explore
if, how, and when the self-regulatory abilities of workers are related to positive outcomes not only
in transitioning from one job to the other, but also in managing a job in a proactive way once they
have one. By collecting data among employee-manager dyads, we explored the relationships
between employees’ adaptability, proactive behaviors and engagement, and tested whether HRM
practices implemented by the manager have an impact on this relationship.
1.2 Managing Workers in Non-Traditional Employment Contexts
The turbulent changes described above implied that the traditional view of work as a fulltime, stable, long-term employment, characterized by a fixed schedule, a defined workspace, and
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under the organization’s control is progressively being challenged by non-traditional employment
phenomena (Spreitzer et al., 2017). That is, in recent times we witnessed a rapid shift from
traditional to non-traditional employment relationships. In reviewing the wide array of alternative
work arrangements now commonly used, Spreitzer and colleagues (2017) identified three different
dimensions of flexibility: flexibility in when the work is done (i.e., the scheduling of work),
flexibility in where the work is done (i.e., telecommuting and remote work), and flexibility in the
employment relationship (e.g., on-call workers, part-time workers, seasonal employees, agency
workers, contractors, platform workers). Indeed, in recent times we witnessed the flourishing of a
heterogeneous amount of non-traditional employment arrangements, where organizations
achieved flexibility through the use of third party suppliers of labor, and technology facilitated the
appearance of new labor market intermediaries that match workers with employers (Kochan et al.,
2019). In 2015 it was estimated that the number of workers in the United States adhering to some
sort of alternative work arrangement (including temporary agency workers, on-call workers,
contract company workers, and independents contractors) increased by 10% compared to a decade
ago, constituting almost all the net employment growth in the US (Katz & Krueger, 2016).
The changing nature of the employment relationship poses relevant challenges for
organizational scholars in understanding the characteristics of such new employment relationships
as well as their consequences for both employers and workers. As noted, nowadays the exchange
between employers and their employees is departing from the traditional view of an employment
relationship, where employers would provide job security and automatic advancement in exchange
for workers’ commitment and loyalty (Rousseau, 2000). Currently the exchange dynamic is often
a more contingent one, where organizations can provide learning opportunities and development
in exchange for a defined contribution to the organization from the side of the worker. Besides
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shifting the career development related responsibility from the organization to the worker (Hirschi
& Dauwalder, 2015), this new perspective raises concerns related to the overall management of
workers. That is, some have argued that not only have employment relationships become more
contingent and insecure, but the increasing distance between managerial decision making and the
work site also leads to a loss of middle managers’ discretion, while these middle managers are
supposedly in charge of overseeing the daily work and managing the human resources (Kochan et
al., 2019). Such a contingent approach to the employment relationship, in conjunction with the rise
of individualized perspectives on work and job designs (Bal & Rousseau, 2015), might have
relevant consequences on workers’ attitudes, behaviors, and wellbeing at work.
Here, in the last two empirical chapters of this dissertation, we focused on investigating the
role of human resource management (HRM) in shaping employment relationships in the new world
of work. More specifically, we adopted a micro-level analysis, by looking at how individuals
interact with the organization in shaping and managing such relationships, and the consequences
of these employment relationships for the individuals themselves. Previous research highlighted
the peculiar exchange involved in some of the new employment arrangements (e.g., temporary
workers). However, less is known about how a synergistic approach to HRM (which highlights
the interdependence between different HRM practices, under the assumption that a set of practices
may have greater impact than the sum of its parts) could bring valuable insights to the management
of this type of workers. Furthermore, the rise of new types of non-traditional work arrangements
such as platform work, bring about questions around how these workers manage their work, what
relationship they have with the platforms, and the impact of these factors on the workers
themselves. Hence, among the wide array of alternative work arrangements, we focused on the
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specific HRM challenges associated with (1) the dual employment relationship of temporary

1

agency workers, and (2) the (lack of) employment relationship of platform workers.
Firstly, temporary agency workers (TAWs) are involved in a dual employment relationship
with the agency they are employed at and the company they are sent to work for. This type of work
is therefore associated with a number of managerial challenges which triggered the interest of both
practitioners and organizational scholars (Hall, 2006; Marchington, Rubery, & Grimshaw, 2011).
Extant research among TAWs focused on comparing them to permanent workers, on overlapping
promises made (and kept) by the agency and the company, and on spillover effects between the
breach of such promises by either the agency or the company (Claes, 2005; Lapalme, Simard, &
Tremblay, 2011; Morf, Arnold, & Staffelbach, 2014). However, while the psychological contract
literature focused on the specific transactional nature of TAWs’ psychological contract (e.g., De
Cuyper, Rigotti, De Witte, & Mohr, 2008), in the HRM field there is a paucity of research taking
into account simultaneously the two employment relationships TAWs have with both the agency
and the company. The aim of the third empirical contribution of this dissertation (Chapter 4) is
therefore to enhance our understanding of the characteristics and consequences of the dual
employment relationship of TAWs: by adopting a person-centered analytical approach we identify
different profiles of workers on the basis of the HRM practices implemented by the agency and
the company, and explore their relation with a number of employee attitudes.
Secondly, platform workers constitute an employment phenomenon which is increasingly
relevant not only for the revenue generated but also for the number of workers involved in it. The
novelty and diversification of the forms platform work takes led to a variety of terms being used
to describe it: gig economy, platform economy, sharing economy, and on-demand economy, to
name a few (Fabo, Karanovic, & Dukova, 2017). Here, given the research interest on the changing
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nature of the employment relationship, we focus on platform work which involves the execution
of traditional offline tasks (e.g., transport, cleaning, clerical work), by matching labor demand and
supply at a local level. Even though it is claimed that this type of workers has complete autonomy,
flexibility, and control over if/when/and where to work (Eurofound, 2018b), it is not yet clear to
what extent they (can) actually benefit from this so-called flexibility. Furthermore, there is a need
to understand how HRM applies in a context where an app is thought to be the manager, and where
the employment relationship is (at least in part) denied by platforms. Therefore, the aim of the
fourth empirical contribution of this dissertation (Chapter 5) is to gain insight in the characteristics
and consequences of such a new employment context, by exploring whether workers’ attitudes
and health are affected by the amount of work they perform for platforms, and whether HRM
practices implemented by the platforms have an impact on this relationship.
1.3 Overview and Contribution of the Dissertation
Overall, this dissertation aims to examine how individuals face the complexity of today’s
flexible labor market, by implementing self-regulatory behaviors in traditional contexts, and
managing employment relationship(s) in less traditional ones. We start by looking at how
individuals self-regulate in searching for and pursuing an employment relationship. We then turn
to investigating less traditional employment relationships in the new world of work, by looking at
how temporary agency and platform workers perceive HRM and their consequences for the
workers. Below, the four empirical chapters are briefly introduced.
1.3.1 Chapter 2: The Self-Regulatory Pursuit of an Employment Relationship
In Chapter two, we examine the development over time of self-regulatory behaviors and
beliefs in the job search process, and their distal consequences on a variety of indicators of job
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search success. While both job search behaviors and job search self-efficacy (JSSE) have been
shown to be positively related to the chances of finding some form of (re)employment (Kanfer et
al., 2001), much less is known about whether and how job search behaviors and JSSE relate to
(re)employment quality. That is, the aim of a self-regulatory job search process should not merely
be to just finding any employment, but also to find employment which matches individuals’
aspirations, knowledge, and beliefs (Leana & Feldman, 1995; Saks & Ashforth, 2002). Building
on a self-regulatory conceptualization of the job search process (Kanfer et al., 2001), we propose
that individual differences in the ability to self-regulate over time may impact not only the chance
of finding a job, but also the chance of finding a job that fits the employee. Therefore, we firstly
investigate whether individuals experience meaningful change in their self-regulatory ability over
time as they approach labor market entry. Secondly, we examine whether distal employment
quality measured at a later point in time (i.e., stress, work engagement, person-job fit, and
overqualification) varies as a direct function of that change. We study this in a four wave
longitudinal study among college students graduating in a Master of Business Administration, by
measuring their self-regulatory job search processes in three occasions during the six months
before graduation, and their employment status and employment quality three months after
graduation.
1.3.2 Chapter 3: Self-Regulatory Behaviors in an Employment Relationship
In Chapter three, we aim to investigate how and when possessing self-regulatory
competencies such as career adaptability may help workers in their everyday job. Previous
literature reports a positive association between career adaptability and work-related outcomes
such as work engagement (Rudolph, Lavigne, Katz, & Zacher, 2017). However, it is not yet clear
what might be the job-related adaptive responses that workers enact in their everyday jobs, and
13
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whether they are beneficial and effective for the workers themselves. Building on the Career
Construction Theory of adaptation (CCT) (Savickas, 2002, 2005), we propose that job crafting
(defined as a proactive bottom-up job redesign process through which employees modify parts of
their jobs, Parker et al., 2010) might be conceptualized as a behavioral adapting response that
workers enact to overcome challenges at work and thus reach a positive integration and fit with
the environment. Furthermore, we also explore the contextual conditions that can help employees
express career adaptability in their jobs, and thus enhance their work engagement by crafting their
jobs. Building on Conservation of Resources Theory (COR) (Hobfoll, 1989), we propose that a
high level of high performance work practices (HPWPs) can trigger a gain spiral for workers’
abilities, motivations, and opportunities to perform, hence helping workers capitalizing on their
personal resources. We therefore expect an interaction between workers’ adaptability and
implemented HPWPs in affecting their job crafting and in turn, work engagement. We test this by
collecting data among employee-manager dyads working in a variety of organizations in The
Netherlands. Employees rated their level of career adaptability, job crafting behaviors, and work
engagement, whereas managers rated the level of implemented HPWPs.
1.3.3 Chapter 4: The Dual Employment Relationship of Temporary Workers
In Chapter four, we aim to explore the characteristics and consequences of the dual
employment relationship of TAWs with the agency they are employed at and the company they
work for. By conducting a survey study, we apply ideas from the psychological contract literature
(Claes, 2005; Morf et al., 2014; Zhao, Wayne, Glibkowski, & Bravo, 2007) to the HRM field
(Jiang, Lepak, Hu, & Baer, 2012). That is, we take a closer look at HRM practices workers perceive
to be implemented by the agency and by the company and we explore the simultaneous relevance
of both firms in shaping the management of TAWs. Given the peculiarities of the specific context
14

Introduction

of investigation, we adopt a person-centered approach (as opposed to the more commonly used
variable-centered approach) to examine different patterns of perceived HRM practices. We do so
in the attempt to give a methodological account of the holistic conceptualization of an HRM
system. That is, we explore the heterogeneity in the dual employment relationship of TAWs by
using a finite number of discrete HRM profiles of workers (cf. Masyn, 2013) to identify subgroups
of employees who share the same configuration of HRM practices being implemented by the
agency and the company. Finally, building on Social Exchange Theory (SET) (Blau, 1964), we
explore whether profiles characterized by higher levels of perceived HRM practices are associated
with more positive attitudes of workers (namely, commitment, turnover intentions, and job
satisfaction).
1.3.4 Chapter 5: Platform Workers and the Denial of an Employment Relationship?
In Chapter five, we set out to address the need for empirical HRM research on the
extraordinarily growing phenomenon of platform work, and its effects on workers. We focus on
the workers’ work-life balance, job satisfaction, and commitment to the platform in an attempt to
uncover the consequences of this type of work for those who execute on-location platformdetermined work (Eurofound, 2018b). On the one hand, the amount of work they actually carry
out through platforms as well as the reliance on platform work as a main source of income may be
crucial for these outcomes (Eurofound, 2018d). On the other hand, the platforms’ use of its
algorithm, ratings, and reward system might have a serious impact on the management of such
work (De Stefano, 2017; Eurofound, 2018d). Building on COR theory, we argue that when it
comes to the worker’s resources, a loss spiral may be activated by the simultaneous high number
of hours spent working through the platform and a general low level of HPWPs being implemented
by the platform. When the worker perceives a high level of HPWPs instead, working more hours
15
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might represent additional environmental resources and earning, thus constituting a gain spiral.
We therefore propose an interaction between the number of hours worked and perceived HPWPs
in affecting workers’ work-life balance, satisfaction with their job, and commitment to the
platform. To study this, we surveyed a group of platform workers and tested these ideas and
subsequently we engaged in several interviews to further illustrate the findings.
In Chapter six, we discuss the overall theoretical, practical, and methodological
implications of this dissertation. Furthermore, we examine the limitations of the four empirical
chapters and suggest future research directions.
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Chapter 2

Abstract
Building on a self-regulatory conceptualization of the job search process, we examined whether
the baseline and growth in job search behaviors and job search self-efficacy for job search
outcomes (JSSE-O) would increase job seeker’s likelihood of employment attainment and
employment quality indicators (i.e., stress,

work engagement,

person-job

fit,

and

overqualification). We collected data among 219 college students graduating in a Master of
Business Administration in The Netherlands. Job search behaviors and JSSE-O were measured
three times during the six months before their graduation, and employment attainment and
employment quality were measured three months after their graduation. The results of latent
growth models with time invariant covariates and distal outcomes indicated that the growth factor
of job search behaviors related to higher distal level of stress, whereas the JSSE-O growth factors
positively related to all indicators of employment attainment and employment quality. Theoretical
and practical implications for the characteristics and development of the job search process are
discussed in light of the findings.
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2.1 Introduction
In times of instability of employment relationships, boundaryless careers and flexible job
markets, job search processes have become increasingly important for individuals and
consequently have also attracted scholars’ attention (e.g., Liu, Wang, Liao, & Shi, 2014; Saks,
Zikic, & Koen, 2015; Wanberg, 2012). Searching for a job is a process aimed at pursuing not only
mere (re)employment, but also (re)employment quality (Schwab, Rynes, & Aldag, 1987). In order
to maximize the match between workers and jobs, job search success is therefore aimed at not only
finding a solution to unemployment, but also at finding a sustainable solution to unemployment.
Thus, beyond just finding a job (indicators related to employment attainment), broader indicators
of employment quality are also relevant outcomes of job search processes (Leana & Feldman,
1995; Saks & Ashforth, 2002).
The literature on job search however, has mainly focused on predicting job search success
outcomes such as employment status, number of job offers, and length of the job search (Saks,
2005). With only some notable exceptions (Saks & Ashforth, 2002; Van Hooft, Born, Taris, &
Van der Flier, 2005; Wanberg, Kanfer, & Banas, 2000), there is a paucity of research investigating
job search antecedents of quality of employment. In their meta-analytic review on job search
processes, Kanfer and colleagues (2001) for example, could not include quality of employment
and satisfaction with the obtain employment due to the lack of primary studies investigating those
outcomes, hence pointing at the need of more research in this area. Given the well-established
relevance of attitudinal and health-related indicators of fit between employees and their jobs (e.g.,
Cable & DeRue, 2002; Maynard, Brondolo, Connelly, & Sauer, 2015; Saks & Ashforth, 2002;
Schaufeli, Bakker, & Salanova, 2006), providing consistent empirical support for such
relationships is of paramount importance.
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Common antecedents of finding (re)employment in previous research included job seekers’
perceived job search self-efficacy (JSSE) (Saks et al., 2015) and the effort or intensity exerted in
implementing actual job search behaviors (Saks, 2005). Indeed, extant research agreed in
conceptualizing job search as a recursive self-regulated process, where patterns of repeated actions
as well as self-evaluative beliefs concur in dynamically influencing the identification of goals, the
activation of behaviors, and the assessment of progress until the goal is accomplished or abandoned
(Kanfer et al., 2001; Liu et al., 2014; Wanberg, Zhu, & Van Hooft, 2010). JSSE refers to a selfregulatory variable defined as individuals’ beliefs in their ability to accomplish a task or goal, such
as confidence in successfully completing job search behaviors and/or obtaining employment
(Bandura, 1997; Kanfer et al., 2001). Job search behaviors are a variety of goal-directed activities
(such as preparing a resume, going to a job interview, or looking for vacancies) which the job
seeker engages in over a specific time period, and which are generally measured in terms of
number of times or hours dedicated to them (Kanfer et al., 2001). Meta-analytic results show that
both JSSE and job search behaviors are positively related to the chances of finding (re)
employment and the number of job offers received, and negatively related to unemployment
duration (Kanfer et al., 2001).
However, as noted much less is known about whether and how job search behaviors and
JSSE relate to (re)employment quality. Few and contrasting results can be found in previous
research. On the one hand, some studies report a positive relation between job search behavior and
employee attitudes such as person-job and person-organization fit, job satisfaction, organizational
commitment, and intention to quit (e.g., Saks & Ashforth, 2002), but others find no relation
between job search behavior and job satisfaction or level of agreement between the obtained and
the wanted job (e.g., Van Hooft et al., 2005). On the other hand, JSSE has been found to be related
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to a number of indicators, such as person-job fit in a cross-sectional design (Saks, 2006), the
number of offers received from preferred employers (Moynihan, Roehling, LePine, & Boswell,
2003), and anxiety symptoms (Rusu, Chiriac, Sălăgean, & Hojbotă, 2013). Moreover, while the
antecedents of the chances of finding employment as well as job search intensity have been
thoroughly investigated using longitudinal designs aimed at unravelling the within and between
components of such relationships over time (Da Motta Veiga & Turban, 2018; Sun, Song, & Lim,
2013), the studies focusing on predicting employment quality instead, generally relied on crosssectional data or data collected at two time points (e.g., Saks & Ashforth, 2002), thus leaving
questions around the development over time of such relationships unanswered.
Therefore, this study sets out to investigate whether and how JSSE and job search behaviors
relate not only to employment attainment, but also to indicators of employment quality over time.
Self-regulatory theories indicate that individuals differ in terms of their ability to successfully
manage their emotions, actions, and effort, which proved to be relevant in the job search process
(Wanberg, 2012). Hence, we expect that over time, individual differences in the ability to selfregulate impact not only the chances of finding a job, but also the chances of finding a job which
fits the person’s interests, qualifications, and expectations. In order to have a comprehensive
picture of employment quality, we focus on variables that refer to workers’ health, attitudes, and
cognitive evaluations of congruence between their skills and the demands of their jobs. Therefore,
as distal outcomes we examine job seekers’ stress, work engagement, perceptions of fit with their
job, and perceptions of overqualification.
Overall, building on a self-regulatory framework of the job search process, we conduct a
longitudinal study aimed at disentangling the characteristics of the development of JSSE and job
search behaviors, and their effects on the employment status as well as the employment quality of
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new entrants. More specifically, the aim of this study is twofold. First, we investigate whether, as
individuals get closer to their entrance in the labor market, they experience meaningful selfregulatory change in their JSSE as well as job search behaviors over time. Second, we expect that
this change represents a truly critical one, in that it affects not only one’s chances of finding a job
(i.e., employment attainment), but also one’s chances of finding a sustainable job (i.e., employment
quality). That is, we examine whether distal outcomes measured at a later point in time (i.e., stress,
work engagement, person-job fit, and overqualification) will vary as a direct function of that
change. In doing so, we aim to contribute to the job search literature by testing whether selfregulatory dynamics during job search are predictive of both employment, and employment quality
of new entrants. We test the proposed latent growth model (Figure 1) on a sample of 219 college
students graduating in a Master of Business and Administration in The Netherlands, whom we
surveyed three times during the six months before their graduation and once three months after
their graduation.
Figure 1. Research Model
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2.2 Theoretical Background
2.2.1 Employment Attainment and Employment Quality
Engaging in and managing the job search process is crucial for unemployed individuals
who are looking for re-employment, as well as for new entrants in the labor market such as fresh
graduates (Sun et al., 2013). Entrants especially might run into difficulties related to a number of
employment barriers which could prevent them from starting their careers in an optimal way. The
critical role of one’s first steps in the labor market and the documented negative effects of
unemployment on individuals’ health, attitudes and beliefs, highlight the practical relevance of
studying the dynamics associated with new entrants’ job search processes (Brown, Cober, Kane,
Levy, & Shalhoop, 2006), and their relationship with job search success. Job search success has
been operationalized by using a wide array of criteria, which can be grouped into four main
categories (Saks, 2005): (1) job search outcomes, which occur during the job search process, (2)
employment outcomes, that are resulting from the job search process, (3) employment quality
outcomes, which occur during post-entry, and (4) psychological well-being during job search.
Here, we focus on employment and employment quality outcomes.
Employment outcomes are generally operationalized in terms of employment status or
employment attainment (i.e., whether the individual reports having obtained a job), which is one
of the most studied outcomes in the job search literature (Kanfer et al., 2001). Meta-analytic results
report that job search behavior, personality traits (i.e., extraversion, conscientiousness, openness
to experience, and agreeableness), self-evaluation variables (i.e., self-efficacy and self-esteem),
and financial needs (Kanfer et al., 2001) are significant antecedents of employment status, speed
of employment (i.e., the length of time the individual has looked for a job), and of number of job
offers and/or follow-up interviews obtained in a certain period of time. Furthermore, the relation
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between job search behaviors and employment attainment seems to be stronger for employed job
seekers, compared to new entrants and unemployed job seekers (Kanfer et al., 2001).
Employment quality instead refers to job search outcomes which occur once the job seeker
has found a job and begun employment. It can encompass different aspects of the obtained job that
relate to the fit of the job with personal and contextual characteristics, and therefore qualifies as
an important indicator of success for job seekers (Schwab et al., 1987). Economists for example,
considered improvements in wages as an indicator of reemployment success, whereas
psychologists examined job improvement, person-organization fit, and turnover intentions
(Wanberg, Hough, & Song, 2002). Research has shown that employment quality is related to
higher life satisfaction (Leana & Feldman, 1995), lower economic discrepancy and replenished
coping resources (Kinicki, Prussia, & McKee-Ryan, 2000). The anxiety and psychological distress
experienced by unsatisfactorily (re)employed workers led some to argue that settling for an
unsatisfactory new job may result in worse health related consequences than staying unemployed
(Hanisch, 1999; Liem, 1992). More recently, research on (re)employment quality has focused on
demographic variables such as age, gender, and belonging to minorities (Jensen & Slack, 2003),
career planning, and the use of careful and deliberate job search strategies (Crossley & Highhouse,
2005; Koen, Klehe, Van Vianen, Zikic, & Nauta, 2010; Zikic & Klehe, 2006). However, we still
have limited knowledge on job search – related antecedents of employment quality (Kanfer et al.,
2001; Wanberg, 2012), and how this process unfolds over time.
Here, we focus on indicators of employment quality related to individuals’ health, as well
as attitudes and beliefs about their job. That is, we include as outcomes (1) stress, (2) work
engagement, (3) person-job fit, and (4) perceived overqualification. Perceived stress is a subjective
assessment of stress, referring to the degree to which situations in one's life are appraised as
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stressful. Its relevance builds on the assumed centrality of cognitive appraisal processes, where
stressor events are expected to occur when a certain situation is appraised as demanding and
simultaneously insufficient resources are available to cope with it. Perceived global stress has been
shown to be related to a number of well-being indicators, such as social anxiety, depressive
symptomatology, and physical symptomatology (Cohen, Kamarck, & Mermelstein, 1983). Work
engagement instead refers to the ability to deal well with one’s work-related demands, and captures
a positive, fulfilling state of mind characterized by vigor, dedication, and absorption in one’s work
(Schaufeli et al., 2006). That is, it refers to a state of high energy, involvement, and full
concentration in the job, which has shown to be negatively related to burnout (Schaufeli et al.,
2006).
Person-job (PJ) fit and overqualification refer to workers’ perceived cognitive assessment
of fit with their own jobs. While person-job fit focuses on general judgments of congruence
between employees’ skills and job’s demands, as well as between employees’ needs and rewards
they receive in return (Cable & DeRue, 2002), overqualification explicitly focuses on perceptions
of having more education, experience, knowledge skills, or abilities than required by the job. We
focus on these four outcomes as a proxy of quality of employment, in that they allow us to capture
both positively and negatively valenced variables related to wellbeing at work, and perceived
match with the job.
2.2.2 Job Search as a Self-Regulatory Process
The job search process has been conceptualized as a pattern of self-regulatory goal-directed
behaviors, which begins with the perceptions of a discrepancy between the current situation and
the desired situation (i.e., current and desired employment status) and hence the identification of
and commitment to achieving an employment goal (Kanfer et al., 2001). Such discrepancy triggers
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a series of purposive and volitional actions aimed at reaching the employment goal, which implies
the investment of personal resources (e.g., time, effort, social support) in looking for a job. While
doing so, job seekers continuously assess their progress, by using feedback from the environment
to adjust their strategies, effort, and distance from the goal, thus making the job search process a
highly dynamic one. Over time, this process is characterized by a considerable level of autonomy,
which requires the job seekers not only to undertake a series of actions aimed at pursuing the
specific goal of searching for a job, but also to self-organize, evaluate themselves, and manage
their emotions. All in all, the self-regulatory conceptualization of the job search process highlights
the relevance of both the behaviors enacted towards the achievement of a goal (i.e., job search
behaviors), and the self-evaluations of individuals throughout this process (i.e., JSSE).
Job search behaviors have been conceptualized and operationalized in multiple ways,
focusing on different aspects, such as job information sources, job search intensity, effort,
assertive-job seeking behaviors, and networking intensity (Saks, 2005). Job information sources
can be either formal (i.e., the use of public intermediaries such as employment agencies) or
informal (i.e., the use of private intermediaries such as acquaintances), depending on how job
seekers learned about different job opportunities. Job search intensity and effort are aimed at
capturing the extent to which individuals engage in a series of activities, with the first one
measuring the frequency with which certain specific behaviors are carried out, and the latter one
referring to the amount of time and effort devoted to the job search. Assertive job-seeking
behaviors instead is a more specific and less frequently used measure of job search (Saks, 2005),
which focuses on behaviors such as making follow-up calls to learn about the status of a job
application or to arrange meetings, and which refers to the individuals’ ability to identify their
rights and choices in this process. Finally, networking intensity explicitly captures the individual’s
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frequency and thoroughness of using networking (i.e., contacting friends, acquaintances or other
people) as a job search strategy, and it has shown to be related to reemployment, even though not
above and beyond general job search intensity (Wanberg et al., 2000). Overall, most studies focus
on a general measure of intensity and/or effort in the job search to capture the amount of time or
effort job seekers devolve to job search activities (Da Motta Veiga & Turban, 2018). Research
shows that job search intensity and effort are positively related to employment status, the number
of job interviews and job offers, and the speed of employment (Kanfer et al., 2001; Saks, 2005).
Self-efficacy is the most frequently studied construct in the self-regulation domain
(Vancouver & Day, 2005). Self-efficacious individuals are thought to perform better in that they
set more difficult goals for themselves, exert more effort in pursuing them, and show persistence
(Bandura, 1997). In the context of job search, JSSE is a cognitive-motivational variable which
refers to the job seekers’ belief that they can successfully perform job search behaviors and obtain
employment (Saks, 2005). Self-efficacy is the product of a self-evaluation process, where
individuals can have different levels of confidence in their ability to have an impact on the
attainment of a specific goal, here the job search and/or employment success. Despite the wide
consensus on the relevance of such self-evaluations in the job search process, there is little
consistency on how to measure JSSE, in terms of item content, number of items, and scale
reliability (Saks et al., 2015). Some even argue that differences in measurement were responsible
for contrasting results found around the outcomes of JSSE in the job search literature (Wanberg et
al., 2010). Recent work therefore pointed at the need of distinguishing between two different types
of JSSE: (1) job search self-efficacy behavior (JSSE-B) and (2) job search self-efficacy outcomes
(JSSE-O) (Saks et al., 2015). While JSSE-B refers to the belief or confidence that one can
successfully perform specific job search behaviors (e.g., plan and organize a weekly job search
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schedule), JSSE-O refers to the belief or confidence that one can successfully obtain job search
outcomes (e.g., obtain good job offers) (Saks et al., 2015). Given the aim of this study to focus on
employment quality, here we include JSSE-O and not JSSE-B, following the indication of Saks
and colleagues (Saks et al., 2015) that studies focused on predicting job search behaviors should
use measures of JSSE-B and studies focused on predicting job search outcomes (such as the present
one) should use measures of JSSE-O. Using JSSE-B to predict job search outcomes would result
in a mismatch, in that it would imply using a measure of self-efficacy that does not correspond to
the performance domain being predicted.
JSSE was found to be positively related to employment status, number of job offers, and
speed of employment (Kanfer et al., 2001). A recent study found JSSE-B to be more strongly
related to job search intensity and job search behaviors than to the number of job offers, whereas
JSSE-O showed the opposite pattern, being more strongly related to the number of job offers than
to job search intensity and job search behaviors (Saks et al., 2015). The question whether JSSE-O
could be crucial in achieving also another job search outcome (i.e., employment quality), naturally
follows.
2.2.3 The Relationship between Self-Regulatory Job Search and Employment Quality
Unfortunately, as mentioned above, there is limited evidence on whether and how job
search behaviors and JSSE predict the quality of employment. The available evidence shows for
example that the use of formal job information sources was positively related to individual’s
perceptions of PJ fit, which in turn were positively related to job satisfaction, organizational
commitment and negatively related to turnover intention and stress symptoms (Saks & Ashforth,
1997). Also, career planning was found to be positively related to pre-entry PJ fit perceptions,
which in turn was positively related to an overall score of employment quality including job
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satisfaction, organizational commitment, organizational identification, and intentions to quit (Saks
& Ashforth, 2002). Therefore, even though there seems to be some indication of the relevance of
JSSE and job search behaviors for the employment quality of job seekers, empirical evidence
supporting this relation is still limited and somewhat conflicting. Hence, here we are interested in
examining how the dynamic job search self-regulatory process predicts distal employment status
as well as distal employment quality of job seekers. In doing so, we build on (1) theoretical
considerations around how beliefs and actions relate to each other in the job search process, and
(2) the role of time in predicting such distal outcomes.
Generally speaking, the relationship between JSSE and job search effort can be
conceptualized in different directions building on two main theories: social cognitive theory
(Bandura, 1991) and control theory (Carver & Scheier, 1981). Social cognitive theory emphasizes
the agentic side of self-efficacy, proposing that self-efficacious individuals tend to engage in a
discrepancy creation mechanism, where they set goals for themselves that are higher than the
status quo (e.g., current employment status or previous performance level). As a consequence, they
exert more effort into pursuing those goals, and are more capable of persisting after setbacks or
failures (Bandura, 2012). According to social cognitive theory therefore, self-efficacy is expected
to have a positive relationship with both performance and persistence, which has received some
empirical support in the job search literature (Kanfer et al., 2001; Saks, 2005). In contrast, control
theory proposes that highly self-efficacious individuals are driven by a discrepancy reduction
tendency, where their confidence in being able to reach a certain goal translates into higher
optimism regarding the favorability of the current state. Thus, individuals with higher self-efficacy
tend to anticipate a lower level of resources needed to reach a certain goal, and self-regulate by
exerting less intensity and effort into pursuing that specific goal (Carver & Scheier, 1981; Liu et
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al., 2014). Therefore, according to control theory, there is a negative relationship between selfefficacy and subsequent behavioral effort and job search performance, which has received some
empirical support as well (Vancouver, Thompson, & Williams, 2001).
Furthermore, the relevance of time is well-established in drawing conclusions around the
job search process (Kanfer et al., 2001; Liu et al., 2014; Sun et al., 2013). The continuous
assessment, self-evaluation, and processing of environmental feedback implied in such selfregulatory process make time-related dynamics crucial in understanding the importance of job
search behaviors and JSSE for the employment attainment and employment quality of job seekers.
Individuals’ job search behaviors and beliefs unfold over a period of time, and as such they may
increase, decrease or remain stable (Sun et al., 2013). The development of these behaviors and
beliefs over time could thus be viewed as self-regulatory strategies themselves, where job seekers
increase or decrease their effort according to personal characteristics or in response to certain
events. Because of this, the number of studies investigating within- and between-person variations
in this field is steadily increasing. Indeed, studies have shown inconsistent relationships of selfefficacy with a number of outcomes depending on the time horizon adopted in the research design;
that is, in cross-sectional designs such relationships were stronger than in longitudinal designs
(Kim, Kim, & Lee, 2019). Therefore, we adopt a longitudinal design where we track the
development of JSSE-O and job search behaviors across three measurement points, and relate it to
distal outcomes measured at a fourth point in time.
Different time spans may track different dynamics, depending on the aim of the study. For
example, previous research interested in capturing immediate affective and behavioral reactions
to perceived job search progress adopted a daily (Wanberg et al., 2010), semiweekly (Liu et al.,
2014), or bi-weekly (Da Motta Veiga & Turban, 2018) design for up to ten weeks. Their slightly
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different results pointed at the relevance of the time lag choice. Da Motta Veiga and Turban (2018)
for example, argued that in a short temporal focus individuals tend to perceive their actions in
terms of progress made towards goal accomplishment (thus maintaining or reducing their effort),
whereas in a long term temporal focus they tend to think about the commitment toward the goal
(thus increasing their effort). Here, we are interested in investigating how the development of job
search behaviors and of JSSE-O impact distal outcomes related to the quality of employment.
Hence, we opted for a wider monthly time span (i.e., three measurements across six months) rather
than a more intensive daily or weekly assessment, in order to capture dynamics in behaviors and
self-confidence in reaching employment outcomes over a longer period of time. Furthermore,
because of the focus of this paper on predicting distal outcomes such as employment quality, we
expect that the mechanisms described by social cognitive theory might be more appropriate in
capturing the broader self-regulatory job search process of college students during the last few
months before their entry in the labor market. That is, being characterized by an increasing level
of JSSE-O and job search behaviors is expected to have a beneficial effect on the job seekers,
leading them to self-regulate, perform and persist in the pursue of their employment goal(s).
Thus, a positive change in both JSSE-O and job search behaviors across such a relatively
wide time span is likely to be the expression of a self-regulatory virtuous job search process as
described by social cognitive theory, therefore associated not only with a higher likelihood of
employment attainment, but also higher employment quality. Furthermore, given that we focus on
the six months preceding the graduation of MSc students, we do not have expectations regarding
the impact of the baseline level of job search behaviors on the distal outcomes. The growth in job
search behaviors instead is expected to be associated to an increased likelihood of finding
employment and finding a higher quality employment.
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Hypothesis 1. There is a positive relationship between the increase in job search behaviors and
employment status, work engagement, person-job fit, and a negative relationship
with overqualification and stress.
On the other hand, we do expect a positive effect of both the baseline level as well as the increase
in JSSE-O on the distal outcomes we study. That is, a high initial level of JSSE-O, even though
assessed six months before the entry in the labor market, is expected to be beneficial for the job
seekers, in that it captures the preliminary level of confidence in successfully obtaining
employment. Also, similarly to what we expect for job search behaviors, its positive growth over
time can represent a virtuous self-regulatory job search process.
Hypothesis 2a. There is a positive relationship between the intercept of JSSE-O and employment
status, work engagement, person-job fit, and a negative relationship with
overqualification and stress.
Hypothesis 2b. There is a positive relationship between the intercept of JSSE-O and employment
status, work engagement, person-job fit, and a negative relationship with
overqualification and stress.
2.3 Method
2.3.1 Sample and Procedure
This study relies on primary data collected among two cohorts of students who enrolled in
2015 (cohort 1) and in 2016 (cohort 2) to the Master degree (MSc) in Business Administration
(BA) in a University in The Netherlands. Students were invited to voluntarily participate in this
longitudinal study during the second semester of their final year, by means of a link to the first
survey shared and/or paper questionnaires distributed during the classes of courses which took
place 6 months before the end of the MSc program. Prospective participants were informed that
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they would complete three questionnaires at 2-month intervals (Time 1 [T1], Time 2 [T2], and
Time 3 [T3]), and one questionnaire 3 months after the end of the MSc program (Time 4 [T4]). In
order to increase the response rate, different incentives were administered across the two cohorts.
The participants of the first cohort were offered a number of raffles of vouchers for a Dutch
shopping website in each wave of data collection. The participants of the second cohort who filled
in all the 4 waves of data collection were compensated with 40 euros each. Because of the different
incentives used, the procedure of invitation to the four waves slightly differed across the two
cohorts. In the first cohort of data collection we invited all the participants who were eligible for
being part to the study (i.e., the students enrolled to the MSc in BA in the current academic year)
both in T1 and T2, whereas invitations with the links of the surveys of T3 and T4 were sent via
email to all those who participated to the first two waves. In the second cohort of data collection
instead, we invited all the eligible participants (using the same eligibility criteria) in T1; all the
participants of T1 were subsequently sent an invitation via email to participate to T2, T3, and T4.
In all data collection time points a cover letter accompanied the questionnaires, explaining the
general aim of the study and ensuring the students that participation to the study was entirely
voluntary and that the data collected would be treated as strictly confidential. Two weeks after the
link to each questionnaire was sent to the students’ personal email addresses they provided in T1,
a follow-up link was sent to individuals who had not participated reminding them of the aim of the
study. All the questionnaires were coded according to the wave and cohort of data collection, and
the individual data was matched across the 4 different time points by means of their personal email
address.
Of the 442 students invited in the first cohort, 177 responded to the questionnaire at T1
(40.0%), 187 responded at T2 (42.3%), 86 responded at T3 (19.5%), and 95 responded at T4
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(21.5%). Of the 171 students invited in the second cohort, 110 responded to the questionnaire at
T1 (64.3%), 63 responded at T2 (36.8%), 55 responded at T3 (32.2%), and 56 responded at T4
(32.7%). Overall, across the two cohorts we invited 613 students, of which 365 (59.5%)
participated to at least one wave of data collection. Of the students who filled in at least one
questionnaire of this study, 219 (60%) participated to two waves, 149 (40.8%) to three waves, and
94 (25.8%) to all four waves of data collection of this study. Because of the amount and different
patterns of missing data, we restricted the analyses to all the participants who completed at least
two time points across the four waves of data collection, thus yielding to a final sample size of N
= 219 for our analyses. In order to determine whether this selection, as well as attrition, produced
any detectable difference in the variables of interest for this study, we conducted two one-way
ANOVAs, by examining whether the scores in JSSE-O as well as job search behaviors measured
at T1 would differ between the participants who completed any 2 measurement points and those
who completed only one. Both univariate analyses of variance were not significant, F (1,283) =
0.934, p = 0.335, and F (1,283) = .000, p = 0.985, respectively. Thus, the sample selection did not
appear to create bias on the primary variables of interest.
In the study sample, 136 participants were females (63%), and 80 males (37%), with an
average age of 24.64 years (SD = 1.79). 69.3% of the participants indicated to have a Dutch
nationality, the rest of the sample indicated their nationality to belong to 20 different countries,
with no more than 6 participants per country (e.g., Romania, Portugal, Italy, Hungary, Germany,
Spain, Greece, Mexico), thus mirroring the heterogeneity of cultural backgrounds of the students
in the MSc program.
2.3.2 Measures
All questionnaires were administered in English. Unless otherwise stated, all items were
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measured on a five-point Likert scale (1 = “strongly disagree”, 5 = “strongly agree”).
JSSE-O was measured at T1, T2, and T3 with the 10-item subscale referring to the job
search outcomes dimension of the job search self-efficacy scale developed by Saks and colleagues
(Saks et al., 2015). Participants were asked to indicate how confident they were that by the end of
the current year they would achieve different job search results on a five-point scale ranging from
1 = “not at all confident” to 5 = “totally confident” (e.g., “Get a job offer in an organization that
you want to work in”). The reliability of this scale is high across the three time points (𝛼𝛼𝛼𝛼1 = 0.93;
α2 = 0.94; α3 = 0.95).

Job search behaviors was measured at T1, T2, and T3 with 8 items adapted from the active

job search behaviors scale (Blau, 1994) and the job search behaviors scale (Holmstrom, Russell,
& Clare, 2015). Participants were asked to indicate the frequency with which they carried out a
list of behaviors during the past two months, on a five-point scale ranging from 1 = “never (0
times)”, to 5 = “very frequently (more than 10 times)” (e.g., “Filled out a job application” or
“Visited networking sites such as LinkedIn to help network for potential job openings”). The
reliability of this scale is adequate across the three time points (𝛼𝛼𝛼𝛼1 = 0.84; α2 = 0.86; α3 = 0.88).

Perceived stress was measured at T4 with a reduced 10-item version of the perceived stress

scale (Cohen et al., 1983). Participants were asked to indicate how often they felt or thought in a
certain way, on a five-point scale ranging from 1 = “never”, to 5 = “very often” (e.g., “In the last
month, how often have you felt nervous and “stressed”). The reliability of this scale is adequate (α
= 0.88).
Employment status was measured at T4 with one item “At this moment in time, have you
already accepted a job offer” (0=No; 1=Yes) (Saks, 2005). The following measures referring to
different indicators of participants’ employment quality were asked in the same questionnaire at
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T4, and only to those who answered “Yes” to this question.
Work engagement was measured with the 9-item Utrecht Work Engagement Scale
(Schaufeli et al., 2006; Schaufeli, Salanova, González-Romá, & Bakker, 2002). Participants were
asked to indicate whether they ever feel in certain ways about their jobs, on a 6-points scale ranging
from 0 = “Never” to 5 = “Always” (e.g., “When I get up in the morning, I feel like going to work”.
The reliability of this scale is adequate (α = 0.93).
Person-Job fit was measured with the 6-item scale that includes both needs-supply fit and
demands-abilities fit (Cable & DeRue, 2002). Participants were asked to indicate their level of
agreement with the subsequent items referring to their jobs (e.g., “There is a good fit between what
my job offers me and what I am looking for in a job”). The reliability of this scale is adequate (α
= 0.92).
Perceived overqualification was measured with 9-item scale of perceived overqualification
(SPOQ) (Maynard, Joseph, & Maynard, 2006). Participants were asked to indicate their agreement
with the subsequent items referring to their jobs (e.g., “My education level is above the education
level required for my job”). The reliability of this scale is adequate (α = 0.92).
In our analyses, we controlled for gender (1 = Male; 2 = Female), age (year of birth), and
year of enrolment (“Did you enroll in the Master Programme at the Amsterdam Business School
in the current academic year?”, 1=Yes; 2=No) as a proximal indicator of GPA, as these control
variables are generally included in studies on job search processes of college students (Da Motta
Veiga & Turban, 2018; Sun et al., 2013).
Measurement invariance. We conducted measurement invariance test in order to ensure
that the factorial structure, as well as the factor loadings and intercepts would be equivalent across
the three time points for both JSSE-O’s and job search behaviors’ items. Given the number of
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items used to measure JSSE-O and job search behaviors, and the fact that they were measured in
three points in time, we firstly computed parcels of those items, by adopting the balancing
approach described by Little and colleagues (Little, Rhemtulla, Gibson, & Schoemann, 2013). We
therefore paired, within each scale, the item with the highest item-scale correlation with the item
with the lowest item-scale correlation to form the first parcel, the next highest with the next lowest
to form the second parcel, etcetera. We evaluated the different measurement model solutions in
terms of fit with the observed data using different indices, namely: root mean square error of
approximation (RMSEA), comparative fit index (CFI), Tucker-Lewis index (TLI), and the
standardized root mean square residual (SRMR). We considered the configural, weak, and strong
invariance tests2 passed when the change in CFI would not exceed .002 (Meade, Johnson, &
Braddy, 2008), which is stricter than the .01 threshold also often adopted in literature (Cheung &
Rensvold, 2002). Table 1 presents the results of the measurement invariance test, for the parcels
measuring job search and JSSE-O respectively. In addition to exhibiting high fit indices, the
solutions including the invariance constraints do not imply a change in CFI bigger than 0.002, thus
indicating that in this study the assumption of invariance is tenable for both constructs measured
at T1, T2, and T3.
Table 1. Results of Measurement Invariance Test for Job Search and JSSE-O
χ²
df
p
RMSEA SRMR CFI
Job Search Configural
83.040 39 <0.001
0.072
0.054 0.964
Job Search Weak
86.177 45 <0.001
0.065
0.061 0.966
Job Search Strong
95.202 53 <0.001
0.060
0.069 0.966
JSSE-O Configural
102.900 72 0.010
0.044
0.044 0.987
JSSE-O Weak
110.780 80 0.013
0.042
0.055 0.987
JSSE-O Strong
121.264 90 0.016
0.040
0.057 0.987
2

TLI
0.939
0.951
0.957
0.982
0.984
0.985

ΔCFI

ΔTLI

-0.002
0.000

-0.012
-0.006

0.000
0.000

-0.002
-0.001

Measurement invariance is a prerequisite of LGM, and in this context it refers to whether the characteristics of
measurements remains unchanged across multiple measurement time points. Configural (or structural) invariance
holds when the nature of the construct operationalized remains unchanged (i.e., the factorial structure) across time.
Weak (or metric) invariance refers to the equivalence of factor loadings across measurement times. Strong (or
scalar) invariance refers to the equivalence of indicator intercepts across measurement times.
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2.3.3 Analytical Strategy
All analyses were conducted in IBM SPSS v.25 and MPlus v.7.31. Once we established
measurement invariance, we proceeded in our analyses by testing a series of latent growth models
(LGM) with maximum likelihood estimation, by simultaneously modeling two latent intercepts
(one for JSSE-O and one for job search behaviors), and two latent linear slopes (one for JSSE-O
and one for job search behaviors). The factor loadings of both latent intercepts were fixed at 1.0
as part of the growth model parameterization, and the factor loadings of the latent slopes were
fixed at 0.0, 2.0, and 4.0 for the variables measured at T1, T2, and T3 respectively, in order to
mirror the number of months corresponding to the different time lags between the measurement
points. Six LGM were tested, including an empty model, and five models where we added the
time-invariant covariates (i.e., age, gender, enroll) as well as each one of the distal outcomes
separately (i.e., employment status, stress, work engagement, overqualification, and person-job
fit). Missing data were handled by using the expectation-maximization (EM) algorithm, which
optimizes the complete-data loglikelihood (Muthén & Muthén, 2009). The goodness-of-fit of all
estimated LGM were evaluated by examining the RMSEA, CFI, TLI, and SRMR.
2.4 Results
Table 2 presents the zero-order correlations and descriptive statistics of the study variables.
All correlations were in the expected direction, and all variables showed strong reliabilities, with
Cronbach’s alphas ranging from 0.84 to 0.95. Both job search behaviors and JSSE-O increased
from T1 to T2, and from T2 to T3.
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0.86

0.50

0.69

2.18

2.46

2.64

3.15

3.25

3.31

0.53

2.53

4.46

3.17

3.69

4. Job Search T1

5. Job Search T2

6. Job Search T3

7. JSSE-O T1

8. JSSE-O T2

9. JSSE-O T3
10. Employment
Status
11. Stress

12. Work Engagement

13. Overqualification

14. Person-Job Fit

1

0.03

-0.10
-0.02

-0.02

0.06

0.05

0.10

0.10

0.17*

-0.19

0.04

0.03

0.17

0.04

-0.16

0.02

-0.01

0.01

-0.27**
-0.11

-0.18

-0.03

0.07

(-)

3

0.06

0.10

-0.03

0.03

(-)

2

-0.14

-0.10

0.03

0.07

-0.07

0.00

0.02

0.01

-0.18**

(-)

-0.06

0.06

0.06

-0.04

-0.01

-0.15

-0.14

0.08

0.15

0.25*

0.23*
0.12

0.16*

0.08

0.64**

(-0.86)

5

0.04

0.09

0.32**

0.48**

(-0.84)

4

-0.13

-0.06

-0.19

0.29*

0.20

0.13

0.08

-0.03

(-0.88)

6

-0.34**

0.22

-0.09

0.21
0.25*

0.18

0.25*

0.53**

-0.39*

-0.32**

0.12

(-0.95)

9

-0.38**

0.16

0.25**
-0.31**

0.65**

(-0.94)

8

0.45**

0.61**

(-0.93)

7

†

†

†

-0.33**

(-)

10

Note. * p <.05. ** p <.01. † cannot be computed because "Employment Status" is constant. Alphas are in parentheses.
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M
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The aim of this study was to examine whether the intercept and growth factors of job
search and JSSE-O measured during the last six months of university studies would predict the
employment status of college graduates three months after graduation, as well as their stress,
work engagement, person-job fit, and overqualification. We present the results of six latent
growth models, where the first one corresponds to the unconditional model including only job
search and JSSE-O parcels at three time points and related level and growth factors, and the
second to the sixth models include three time-invariant covariates (i.e., age, gender, and year of
enrolment to the MSc program) and one manifest distal outcome variable per model (i.e.,
employment status, stress, work-engagement, overqualification, and person-job fit).
Table 3. Model Fit Indices of Latent Growth Models
χ²
df
p
AIC
Unconditional model
9.462
7 0.221 2088.496
Employment status
33.078 27 0.195 2170.503
Stress
33.473 27 0.182 2239.329
Work engagement
30.234 27 0.304 2151.301
Overqualification
35.191 27 0.134 2167.438
Person-Job fit
33.674 27 0.176 2166.265

BIC
RMSEA SRMR CFI
TLI
2156.278
0.040
0.039 0.989 0.976
2267.152
0.033
0.054 0.973 0.958
2335.977
0.034
0.057 0.973 0.957
2247.95
0.024
0.056 0.985 0.976
2264.087
0.038
0.062 0.962 0.941
2262.914
0.035
0.057 0.969 0.952

The fit indices of all six growth models (see Table 3) are excellent. In the unconditional
model, both job search behaviors and JSSE-O had a significant latent intercept mean (meansearch
=2.19, p<.01; meanjsse-o = 3.16, p<.01), thus indicating that the average score at T1 was
significantly different from zero, as well as a significant variance around it (variancesearch = .31,
p<.01; variancejsse-o = .50, p<.01), thus indicating variance in our sample around the average
score at T1. Furthermore, the latent linear growth factors of both job search behaviors and JSSEO had a significant mean (meansearch = .13, p<.01; meanjsse-o = .06, p<.01), indicating a linear
significant increase in both job search behaviors and JSSE-O across the three measurement
points. Moreover, there seemed to be variance across students in their rates of variance of the
latent growth factor of both job search and JSSE-O (variancesearch = .03, p<.05; variancejsse-o =
.04, p<.01). Finally, the only significant correlation among the latent intercepts and means of
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job search and JSSE-O was the one between the intercept and slope of JSSE-O (-.06, p<.05),
thus suggesting that a higher initial level in JSSE-O seemed to be negatively related to its
increase.
Table 4 presents the results of the five latent growth models including the time-invariant
covariates and distal outcomes. Employment status seems to be positively affected only by the

2

intercept of JSSE-O (b = .21, p<.01), whereas the level of stress is positively related to the slope
of job search (b = 1.35, p<.01), and negatively related to both the intercept (b = -.44, p<.01) and
slope (b = -1.02, p<.05) of JSSE-O. Furthermore, the intercept of JSSE-O seems to increase
work engagement (b = .56, p<.05), and person-job fit (b = .75, p<.01), and decrease
overqualification (b = -.78, p<.01). Finally, the slope of JSSE-O seems to increase person-job
fit (b = 2.10, p<.01). As indicated by the R² values reported in Table 4, approximately 21% of
variance of employment status, 34% of stress, 31% of work engagement, 35% of
overqualification and 33% of person-job fit are accounted for by our models. Overall,
concerning the growth factors of job search behaviors, the results provide no support for
hypothesis 1, with only stress being positively rather than negatively related to the job search
behaviors slope. The intercept of JSSE-O instead was related to all the outcomes under
examination, thus fully supporting hypothesis 2a, whereas the slope of JSSE-O was related only
to stress and person-job fit, thus providing partial support for hypothesis 2b.
Table 4. Results of Latent Growth Models
Employment
Status

Stress

Work
Engagement

Overqualification

Person-Job
Fit

Age
-0.02(.02)
0.07(.03)**
0.03(.06)
-0.06(.06)
0.04(.06)
Gender
0.15(.08)
-0.04(.11)
0.18(.19)
0.02(.21)
-0.03(.20)
Enroll
-0.20(.12)
0.13(.16)
0.62(.34)
-0.06(.37)
0.29(.36)
Intercept Job Search
0.18(.11)
0.16(.16)
-0.11(.27)
0.06(.32)
-0.24(.29)
Slope Job Search
0.50(.35)
1.35(.5)**
-1.01(.95)
-1.65(1.19)
0.37(1.10)
Intercept JSSE-O
0.21(.08)** -0.44(.11)** 0.56(.22)*
-0.78(.22)**
0.75(.22)**
Slope JSSE-O
-0.17(.33)
-1.02(.49)*
0.49(.79)
-1.33(.78)
2.19(.81)**
R-square
0.21(.08)** 0.34(.10)**
0.31(.12)*
0.35(.16)*
0.33(.15)*
Note. *p <.05. **p <.01. Unstandardized coefficients are presented. Standard errors are in parentheses.
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2.5 Discussion
In this study, we examined the development over time of job search behaviors and selfefficacy beliefs of new college graduates. By applying a self-regulatory approach to the job
search process (Kanfer et al., 2001), we related the development of job search behaviors as well
as JSSE-O over the last six months of students’ MSc program to their employment attainment
and employment quality three months after graduation. The results partially supported our
hypotheses. Both job search behaviors and JSSE-O increased over the considered time span.
Their development however had a different impact on the distal outcomes under examination.
Contrary to our expectations, the increase in job search behaviors was related only to higher
perceived stress three months later. JSSE-O instead, was relevant both in terms of its baseline
level (which was related to increased chances of finding a job, lower levels of stress and
overqualification, and higher levels of work engagement and PJ fit) and of its positive growth
(which was related to lower stress and higher PJ fit). The behavioral and motivational dynamics
involved in the job search process therefore seem to be not only relevant for finding a job, but
also, if not more so, for finding a job which fits and matches the job seeker.
The first finding which stands out from our results is the rather prominent role of JSSEO compared to job search behaviors in predicting both employment attainment and employment
quality. A possible reason why JSSE could be more relevant in terms of job search success
beyond the actual effort implemented during the process of looking for a job might be related
to the affective connotation of the self-regulation implied in the job search. According to social
cognitive theory, self-efficacy beliefs are supposed to have beneficial effects in the related
performance domain by influencing both goal setting and goal monitoring processes. That is,
there is a relevant affective component in the self-regulatory search for a job, where individuals
with higher levels of JSSE are more likely to persist in difficult tasks they deem of value, and
therefore react better to failures or setbacks (Kanfer et al., 2001). The buffering role of a
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different type of JSSE in this process was supported by recent meta-analytic results, where
JSSE-B showed stronger relations with psychological outcomes such as life satisfaction and
anxiety, than with tangible employment attainment outcomes (Kim et al., 2019).
Furthermore, our results suggest the particularly beneficial effect of the intercept of
JSSE-O, compared to its slope. That is, the intercept of JSSE-O is related to all outcomes we
considered, including employment attainment, whereas its slope is related to two indicators of
employment quality (i.e., reduced stress and higher PJ fit) and not to employment attainment.
This seems to indicate that one’s score at the beginning of the job search process might be even
more important than one’s development of JSSE-O during the process itself. This might be
partially in line with recent evidence on the beneficial effect of between-person chronic
employment self-efficacy compared to the negative effect of within-person transient
employment self-efficacy (Da Motta Veiga & Turban, 2018). If we take into account the
negative association between the latent intercept and latent slope of JSSE-O (which could be
interpreted in terms of a ceiling effect), this finding becomes even more relevant.
Job search behaviors however, were found not to be related to most of the distal
outcomes included in the present study. The previously established relationship between job
search behaviors and employment attainment (Kanfer et al., 2001) has already been questioned,
with mixed results indicating that this relationship might not be as direct as it had been
suggested by previous literature. Saks (2006) for example, highlighted the sequential unfolding
steps involved in the job search process, where job search behaviors influence job search
interviews, which influence the number of job offers, which eventually influence employment
status. Saks therefore argued that being invited for job interviews might be the most proximal
criterion of success for job search behaviors, whereas employment attainment might be a more
distal success criterion. A similar reasoning might apply to the lack of support of the job search
behavior - employment quality relationship (here: work engagement, overqualification, and
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person-job fit). On the basis of a conceptualization of the job search process as a virtuous selfregulatory one where job seekers continuously manage their effort and monitor their progress
towards achieving their goal, we expected that the increase over time in job search behaviors
would be associated with a higher likelihood of obtaining an employment of high quality. Our
results however do not support this hypothesis. A possible explanation could be that this
relationship might be an indirect one (as mentioned above) or a conditional one, with the
presence of certain moderating factors. For example, in previous work, financial hardship was
found to moderate the relationship between job search intensity and job improvement, such that
this relationship was present for job seekers with low economic hardship, and absent for those
with high economic hardship (Wanberg et al., 2002).
Notably however, the only distal effect of a linear increase in job search behavior over
time detected in the present study was an increase rather than a decrease in perceived stress,
hence pointing at a rather cumulative negative effect which prolonged and growing job search
might have on job seekers (Wanberg, 2012). Indeed, the length of unemployment and therefore
of the job search process has been shown to be related to the magnitude of the effect of
unemployment on job seekers’ well-being and mental health, arguably because of cumulative
stress or anxiety factors (McKee-Ryan, Song, Wanberg, & Kinicki, 2005). In our study, the
linear increase in JSSE-O had the opposite effect on the distal level of stress, being associated
with its decrease. The contrasting influences of these variables on stress found in this study are
surprising, pointing not only at the different instrumental value of increasing behaviors or JSSEO beliefs, but also at their opposite affective ramifications, with the first triggering stress, and
the second reducing it.
Finally, here the development (i.e., slope) over time of JSSE-O was not related to the
development of job search behaviors, thus contributing to the debate on whether the relationship
between JSSE and job search behaviors is positive, negative, or null. Here we explicitly focused
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on self-efficacy beliefs with job search outcomes (i.e., JSSE-O) and not with behaviors (i.e.,
JSSE-B), a distinction which has already been suggested to help explain contrasting results for
this relationship (Wanberg et al., 2010). Our results indeed suggest that (the development in)
JSSE-O is related to job search outcomes rather than job search behaviors.

2

2.5.1 Theoretical Implications
Despite the considerable body of empirical research on the job search process, a number
of issues of both theoretical and methodological nature limited our understanding of the selfregulatory dynamics implied in this process, thus making the contribution of the present study
to this literature threefold. First, the necessity of expanding the criterion space defining what
constitutes job search success has been partially overlooked in the literature to date, with the
majority of studies focusing on predicting only job seekers’ employment attainment (Wanberg,
2012). The increased likelihood of finding not only any job, but a sustainable job which matches
the needs and qualities of the job seeker should be the criterion against which to evaluate
successful self-regulatory behaviors and beliefs. In this study, we found a prominent role of
JSSE-O’s baseline and growth in increasing this likelihood compared to the more limited role
of implementation of actual job search behaviors. This finding contributes to extending our
knowledge on the long-term consequences of the increase over time of self-regulatory behaviors
and beliefs in the job search process.
Second, the well-established self-regulatory conceptualization of the job search process
relies on the assumption that focal constructs are in reciprocal and dynamic relations with each
other, hence putting time-related issues at the center of the attention. As confirmed by more
recent empirical contributions, research in this area should move beyond the assessment of
cross-sectional relations, thus focusing on developmental trajectories of job seekers and related
antecedents and outcomes. Here, we did not focus on the relationships between constructs
assessed at different points in time, but examined the presence and effect of their development
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over time. If we adopt the conceptualization of job search as a self-regulatory process, then its
characteristics should be captured over time, and antecedents and outcomes of their
development should be investigated. Our results indicated that, even though both job search
behaviors and self-efficacy beliefs increase over time, only the latter was relevant in terms of
the outcomes under examination. This leads to insights in the consequences of managing and
handling the job search process over time, which would not have been possible to obtain when
assessing such behaviors and beliefs in a cross-sectional manner.
Third, the contrasting results found in the literature around job search self-efficacy and
its relationship with a number of other relevant variables pointed at the importance of the
operationalization of this construct. Building on recent scale developments (Saks et al., 2015),
we were able to isolate the assessment of self-efficacy beliefs with the employment outcomes,
thus preventing any confounding effect that might be due to its conjoint measurement with selfefficacy beliefs with job search behaviors. On the basis of our results, both the baseline and the
linear rate of change in this specific type of self-efficacy showed to be related to job seekers’
increased chances of employment attainment and employment quality. This, together with the
contrasting effects of job search behaviors’ development on the considered outcomes, indicates
that looking specifically at JSSE-O is relevant for job search success.
2.5.2 Practical Implications
By highlighting the relevance of self-efficacy beliefs (JSSE-O) not only in terms of
employment attainment but also in terms of the employment quality reached, this study
reiterates the importance of efficacy-enhancing interventions among job seekers. On the basis
of our results, we do foster the use of previously developed intervention frameworks aimed at
identifying their strengths and weaknesses in terms of skills, motivation, and job search
behaviors (Wanberg et al., 2002). Given that both baseline and development were relevant in
predicting outcomes, we would suggest that these interventions start as early as possible, for
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example during educational programs. The first step of such intervention should be discussing
the job search success criteria with the job seeker, to identify his/her priority in terms of what
should be the characteristics (if any) the job he/she is looking for should have. Beyond the
recommendations on what job search activities to perform, we point at the need for instructions
on self-regulation and management of employment goals not only at the beginning of the
intervention, but also throughout the job search process itself. After all, as already stated by
Sacks (2005, p. 175), “job search is not the only factor that can influence job search success”.
2.5.3 Limitations and Suggestions for Future Research
The current study has several limitations which should be addressed in order to provide
boundaries around the conclusions that can be drawn from our study. First, not all constructs
considered here were measured on different occasions. Although distal outcomes were assessed
later in time than our predictors, JSSE-O and job search behaviors were measured at the same
points in time. Their time-specific relationships therefore might be inflated due to common
method variance (Podsakoff, MacKenzie, & Podsakoff, 2012) and should be interpreted with
caution. The same applies to the set of distal outcomes included in the present study.
Second, the participants of this study were new college graduates, who were entering
the labor market for the first time and therefore constitute only one specific type of job seekers.
On the basis of our results it is not possible to draw conclusions about the impact of JSSE-O
and job search behavior over time on the employment attainment and quality of other groups
such as involuntarily laid-off individuals, or employed job-to-job seekers. The type of sample
was a significant moderator in a meta-analysis of the relationship between JSSE-B and job
search outcomes (Kim et al., 2019), and was found to be greater for the undergraduate sample
compared to the laid-off sample. This might also hold for JSSE-O. Future research should
investigate the relevance of the development of these different types of self-efficacy and job
search behaviors for one’s employment quality also among laid-off and employed job-to-job
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seekers.
Third, our study was conducted in The Netherlands. Even though some of our
participants had a different nationality, the majority of the sample was Dutch. The context plays
an important role in one’s job search process, with meta-analytic results indicating that JSSEB has a stronger positive relationship with the frequency of job search behaviors in collectivist
cultures compared to individualistic cultures (Kim et al., 2019). Indeed, the greater value
associated to job security in collectivist countries seems to be associated with higher levels of
employees’ stress and lower levels of environmental stability (Probst & Lawler, 2006). Future
research could replicate our study in different contexts to explore the role of cultural features in
the influence of job search dynamics on employment quality.
Fourth, as mentioned above, the length of employment was shown to have an impact on
outcome expectations and, in general, on factors related to the job search process. According to
social cognitive theory for example, the slower the perceived goal progress, the lower can be
individuals’ self-efficacy beliefs. Future research could therefore consider studying a sample
more diversified in terms of length of their employment and explore its role in setting conditions
under which JSSE-O and job search behaviors can affect one’s employment attainment and
employment quality.
Fifth, more research is needed around the relationship between job search development
and employment quality outcomes. Possible mediators or moderators might play a role in this,
by either fully mediating or setting conditions under which increasing one’s effort in searching
for a job is differentially related to one’s chances of not only obtaining job interviews/offers,
but also of obtaining a job which actually matches one’s needs and abilities. Particularly
interesting is the finding of the positive relationship between the increase in job search
behaviors and stress, pointing at the affective ramifications of the job search process.
Intervention studies might thus consider investigating the potential buffering consequences of
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providing psychological support during this process.
Sixth, future research could consider extending the results of the current study, by
identifying dispositional characteristics of job seekers which could account for individual
differences around the growth of their job search behaviors and JSSE-O during the process of
looking for a job. In our results, even though behaviors and beliefs were characterized by a
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linear increase over time, they both had significant variance, indicating that the rate of change
varied across individuals. Individual variability in agency (e.g., proactive personality) could
give account not only for different levels of job search behaviors and JSSE-O, but also for
different growth trajectories.
2.6 Conclusions
Overall, the present study aimed at investigating the dynamic characteristics and effects
of the self-regulatory process of job search on both employment attainment and employment
quality indicators. Results showed that the increasing level of job search behaviors did not
correspond to any beneficial effect, thus heightening only the level of stress of job seekers. The
positive rate of change in JSSE-O instead, decreased subsequent stress and increased the
chances of finding a job which fits the job seeker. Finally, the baseline level of JSSE-O showed
to have the greatest relevance in terms of predicting employment quality and employment
attainment, by affecting all outcomes considered in this study. Based on these findings, we echo
previous literature’s call to expand the criterion space of what is considered to be job search
success, and to do so by means of sound longitudinal designs and specific constructs’
operationalization aimed at disentangling the different self-regulatory dynamics behind the job
search process.
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Chapter 3
Abstract
This study aims to investigate whether career adaptability could enhance an employee’s work
engagement via job crafting behaviors and to address the role of HR practices in this
relationship. Based on career construction theory, we first examine whether career adaptability,
as a self-regulatory competency may trigger enhanced job crafting behaviors, which in turn
increases employee’s work engagement. Second, we propose a moderation model in which
different implemented high performance work practices (HPWPs) moderate the relationship
between career adaptability and job crafting. The results show that job crafting mediated the
positive relationship between career adaptability and work engagement. The results support the
hypothesized moderation only for opportunity-enhancing HPWPs. The relationship between
career adaptability and job crafting is positive and significant for medium and high opportunityenhancing HPWPs, but not for low levels of this HPWPs domain. The results imply that through
the implementation of opportunity-enhancing HPWPs organizations can create a room for
employees to express their adaptability at work through crafting their jobs, which in turn relates
to work engagement.
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3.1 Introduction
Due to increasing economic, social, and technological change in the current labor market
(Storey, 2000), workers need to be adaptive in order to adequately deal with the complexity and
flexibility of their jobs and careers (e.g., Hall, 2002). Career adaptability is a key competence
that helps workers face the uncertainty and the unpredictability of the novel tasks, demands,
and constraints (Hartung et al., 2008; Rossier, 2015) associated with career exploration, career
choice, and work adjustment (Hartung & Cadaret, 2017). Career adaptability is essentially the
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self-regulatory ability to engage in adaptive strategies while preparing for and participating in
the work role (Savickas, 1997). Research shows that engaging in adapting behaviors results in
positive career-related outcomes, such as career success (Xie et al., 2016) and employability
(Coetzee et al., 2015), supporting the relevance of career adaptability in the context of careers.
A few studies also found a relationship between career adaptability and broader positive
job-related outcomes, such as better self-rated task performance (Ohme & Zacher, 2015), and
job satisfaction (Maggiori, Johnston, Krings, Massoudi, & Rossier, 2013). Among different
work-related adaptation results, work engagement has been shown to be meaningfully related
to career adaptability (Rudolph, Lavigne, Katz, et al., 2017). Work engagement, and the positive
state of mind it entails, is related to one’s self-regulatory adaptability strategies, and can
therefore be viewed as an indicator of successful adaptation to change within the Career
Construction Theory model of adaptation (CCT, Savickas, 2002, 2005). However, more work
is needed in explaining the relationship between career adaptability and work engagement.
Recent research called for an integration between the contemporary job and career design
literatures. Arguing that for too long, jobs and careers have been treated as unconnected research
domains, Hall and Las Heras (2010) urge scholars to recognize and investigate how important
topics in these fields are interrelated (see also Akkermans & Tims, 2016; Plomp et al., 2016).
Building on this, the first purpose of our study is to investigate how and why career adaptability
53

Chapter 3
is positively related to work engagement, and therefore valuable in the context of one’s job. We
therefore identify the job-related adapting responses workers enact in order to increase their
work engagement.
We propose that job crafting forms a mechanism that can explain the relationship
between career adaptability and work engagement. Job crafting is a bottom-up job redesign
process through which employees modify different parts of their jobs. It is a proactive behavior
aimed at increasing person-environment fit (Parker et al., 2010) by changing different job
characteristics (Demerouti & Bakker, 2014). Previous studies have shown that job crafting is
related to positive individual and organizational outcomes, such as work engagement and job
performance (Bakker, Tims, & Derks, 2012), job satisfaction (Tims, Bakker, & Derks, 2013),
person-job fit (Chen, Yen, & Tsai, 2014), and work meaning (Wrzesniewski, LoBuglio, Dutton,
& Berg, 2013).
Job crafting forms a proactive process associated with adaptive actions used to
overcome challenges at work (Berg, Wrzesniewski, & Dutton, 2010). According to the CCT,
workers with increased adaptability resources will develop beliefs and behaviors (i.e., adapting
responses) that address changing conditions and lead to a positive integration and fit with their
work (i.e., adaptation results). Crafting one’s job can therefore be conceptualized as an adapting
response of workers, and explain why and how career adaptability is related to positive work
outcomes. More specifically, given the established relationship between job crafting and work
engagement, we extend this line of thinking and test whether job crafting explains the
relationship between career adaptability and work engagement.
The second purpose of this study is to investigate the contextual conditions that can help
workers express their career adaptability in their jobs. As workers do not live in a vacuum, it is
important to understand organizational factors that might create room for workers to express
their adaptability on the job and become more engaged at work. More specifically, we explore
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contextual variables that might set conditions under which career adaptability is related to work
engagement through job crafting. We propose that high performance work practices (HPWPs)
can be important contextual resources which can facilitate the expression of career adaptability
in one’s job by giving the workers the opportunity to adapt through crafting their job. By
applying CCT to the context of one’s job, we complement it with the principles stemming from
the Conservation of Resources (COR) theory (Hobfoll, 1989) in order to understand how
individual and contextual resources interact in affecting job crafting behaviors and work
engagement, thus suggesting that both individual and contextual resources can increase positive
job-related outcomes in general, and work engagement in particular (Boon & Kalshoven, 2014;
Salanova, Agut, & Peiró, 2005). We propose that HPWPs form contextual resources that help
workers to capitalize on their individual resources. More specifically, HPWPs can play a role
in the extent to which individuals are involved in job crafting activities (Cleveland, Byrne, &
Cavanagh, 2015). As Berg and colleagues (2010, p. 159) noted, workers craft in the context of
their jobs, which are marked by prescribed tasks, expectations, and positions in the
organizational hierarchy; thus, any such features may constrain employees’ opportunities to
proactively change their jobs. Hence, HPWPs that aim to influence the abilities, motivations
and opportunities of employees (e.g., Lepak, Liao, Chung, & Harden, 2006), may play a role in
shaping the workers’ adapting behaviors. If people have high career adaptability resources and
are offered HPWPs, they will be more likely to proactively craft different aspects of their jobs.
Overall, the aim of this study is to examine how and under what circumstances career
adaptability relates to work engagement. First, with the purpose of explaining how career
adaptability relates to engagement, we investigate the mediating role of job crafting as a jobrelated proactive behavior associated with high career adaptability, building on CCT. Second,
we integrate CCT and COR theories and explore the role of HPWPs in setting favorable
conditions for the employees to capitalize on their resources. The proposed moderated
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mediation model (Figure 1) is tested among 112 employees-supervisors dyads working in a
variety of organizations in the Netherlands.
The structure of this paper is as follows. First, we discuss the theoretical grounding of
(1) the relationship between career adaptability and work engagement; (2) job crafting as a
mediating mechanism of the relationship between career adaptability and work engagement; (3)
HPWPs as moderators in the relationship between career adaptability and job crafting. Second,
we describe the study design and present the related results. Third, we discuss the theoretical
and practical implications of this study.
Figure 1. Research Model
Enhancing
Job Crafting

Career
Adaptability

Work
Engagement

HPWPs

3.2 Theoretical Background
3.2.1 The Relevance of Career Adaptability in the Work Context
According to career construction theory (CCT; Savickas, 2002, 2005), career
development is driven by a process of adaptation to the social environment, aimed at reaching
person-environment integration. CCT takes a contextual perspective on such adaptation and
views career construction as a series of attempts to implement a self-concept in work roles
(Savickas & Porfeli, 2012). This adaptation process is aimed at reaching social integration by
dealing with the social expectations connected with entering one job, participating in the work
role, and transitioning between different jobs. More specifically, the career construction model
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of adaptation distinguishes between adaptivity, adaptability, adapting responses, and adaptation
results.
Adaptivity refers to a stable psychological trait of readiness and willingness to adapt to
career changes (Hirschi, Herrmann, & Keller, 2015; Rudolph, Lavigne, & Zacher, 2017;
Savickas & Porfeli, 2012). Previous research operationalized adaptivity by considering, among
others, both cognitive abilities and personality traits (Rudolph, Lavigne, & Zacher, 2017), such
as learning goal orientation, proactive personality, career optimism (Tolentino, Sedoglavich,
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Lu, Garcia, & Restubog, 2014), and core self-evaluations (Hirschi & Valero, 2015).
Adaptability instead refers to more transactional and changeable competencies and resources
(Rudolph, Lavigne, & Zacher, 2017) that denote the ability to adapt to changes. Adapting
responses refer to performing adaptive behaviors that address changing conditions, such as
career planning (Hirschi et al., 2015), career exploration (Li et al., 2015), and career beliefs
(Hirschi et al., 2015). Finally, adaptation results are the outcomes of adapting behaviors,
including career decidedness, career commitment, job satisfaction, and work success. Overall,
CCT draws a sequential path that represents adaptation, where one’s adaptivity positively
affects career adaptability, and in turn adapting responses and adaptation results (Savickas,
2005; Savickas & Porfeli, 2012). In this study we focus on the relationship between career
adaptability and job crafting, which can be seen as an adapting response in the context of one’s
job.
Career adaptability refers to the resources individuals need to successfully manage
current and anticipated tasks associated with their careers, occupational transitions, and
complex problems related to one’s career and work. Career adaptability constitutes a selfregulatory, malleable competency (Rudolph, Lavigne, & Zacher, 2017) which enables
individuals to build their careers by broadening and redefining their self-concepts in
occupational roles (Koen, Klehe, & Van Vianen, 2012). Career adaptability is a multi57
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dimensional construct generally measured in terms of four adaptability resources: concern,
control, curiosity, and confidence. Concern about the future helps individuals to look ahead and
prepare for future career tasks. Control over one’s career enables individuals to be responsible
in making career-related decisions. Curiosity prompts individuals to explore different
opportunities and to think about themselves in various situations and roles. Confidence in one’s
ability to overcome obstacles and actualize choices in pursuing career aspirations enables
individuals to engage in active problem solving. Although there is theoretical and empirical
evidence for the distinctiveness of these four dimensions, they are also generally found to be
highly correlated (e.g., Hirschi et al., 2015).
Based on CCT, individuals who are willing (adaptivity) and able (adaptability) to
perform behaviors that address changing conditions (adapting) are expected to reach higher
levels of adaptation results. The adaptation result represents a goodness of fit between the
person and the environment that is indicated by development, satisfaction, success in one’s job,
career, and life. Thus, the career construction model of adaptation takes into account the
spillover effects between one’s career, job, and life in general by operationalizing and
identifying adaptation results in terms of several positive outcomes concerning individual’s
career and jobs to various extents. On the one hand, previous research showed evidence of the
relation between career adaptability and career-related adaptation results, such as career success
(Xie et al., 2016), calling (Guo et al., 2014), career satisfaction (Chan & Mai, 2015), and
entrepreneurial intentions and mindsets (e.g., Tolentino et al., 2014). On the other hand, there
is some evidence concerning the relation between career adaptability and work-related
adaptation results, such as job satisfaction (Zacher & Griffin, 2015), commitment (Ito &
Brotheridge, 2005), job stress (e.g., Maggiori et al., 2013), and performance (Ohme & Zacher,
2015). However, there is a paucity of research concerning the work-related adapting responses
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that can explain how career adaptability translates into such positive adaptation results in the
context of one’s job.
Rossier, Zecca, Stauffer, Maggiori, and Dauwalder (2012) found evidence for the
relation between career adaptability and work engagement. Work engagement refers to a sense
of energetic and affective connection with one’s work, and is characterized by vigor, dedication,
and absorption (Schaufeli et al., 2002). Engaged workers see themselves as capable of dealing
effectively with the demands of their jobs, and they have high levels of mental resilience,
concentration, and involvement in their work. Work engagement is a function of the job
demands, resources, and personal control one has over one’s job (Schaufeli & Bakker, 2004).
Previous research proposed work engagement as an indicator of successful adaptation to change
(Petrou, Demerouti, Peeters, Schaufeli, & Hetland, 2012; Van den Heuvel, Demerouti, &
Bakker, 2010), in that when workers view change as a positive challenge and they deal with it
successfully, this likely has a positive impact on work engagement (Avey, Wernsing, &
Luthans, 2008). As such, work engagement has shown to be related to high levels of career
adapt-abilities resources (Rossier et al., 2012).
Besides having positive effects on vocational paths, career adaptability can also
contribute to individuals’ adjustment to work-related contextual constraints. For example,
Rossier and colleagues (2012) found evidence for the mediating role of career adaptability in
the relationship between personality traits and work engagement. However, to our knowledge,
researchers have not yet studied the job-related mechanisms through which adaptable workers
are more engaged and involved in their own jobs, and here we focus on job crafting.
3.2.2 The Mediating Role of Job Crafting
Building on CCT, we propose that job crafting acts as a mediator in the relationship
between career adaptability and work engagement. More specifically, we conceptualize job
crafting as an adaptive response in the career construction model of adaptation. Adapting
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responses are behaviors and beliefs that individuals use to deal with changing work and career
conditions (Savickas & Porfeli, 2012). They are aimed at coping with occupational transitions
and at adjusting to work contingencies. Generally speaking, they belong to five categories of
behaviors: orientation, exploration, establishment, management, and disengagement (Savickas
& Porfeli, 2012). Although empirical research on different operationalizations of adapting
responses is limited, previous research has mainly considered career-related behaviors as
examples of adapting responses (Rudolph, Lavigne, & Zacher, 2017). For example, career
planning (Taber & Blankemeyer, 2015), career exploration (Li et al., 2015), occupational selfefficacy (Hirschi et al., 2015), and career decision-making self-efficacy (Guan et al., 2016) have
shown to be related to career adaptability. However, there is less research on adapting responses
in terms of job-related behaviors. Here we focus on job crafting as a work-related adapting
response that may explain the relationship between career adaptability and work engagement.
Job crafting was introduced by Wrzesniewski and Dutton (2001) to describe a bottomup job redesign process, through which employees proactively apply changes to several aspects
of their jobs. Employees voluntarily activate these behaviors by altering the meaning of their
jobs with the aim of reaching a better job fit. The central characteristic of this process is that it
is initiated by employees themselves (Tims, Bakker, & Derks, 2012), as opposed to top-down
redesign interventions initiated by the organization. In line with this, here we focus on job
crafting behaviors aimed at changing the task, relational, and cognitive boundaries of one’s job,
and based on Bindl, Unsworth, and Gibson (2014) we add skill crafting, which refers to
proactively acquiring and mastering new skills at work. Furthermore, Bindl et al. (2014) also
distinguish between enhancing and limiting job crafting behaviors in these domains, which is
consistent with Tims and colleagues’ (2012) differentiation between seeking resources and
challenges, and reducing demands. Thus, by combining widely used approaches to job crafting
of Wrzesniewski and Dutton (2001), and Tims and colleagues (2012), Bindl and colleagues
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(2014) distinguish not only the target of the changes the job crafter applies to his/her job (i.e.,
task, relational, cognitive, skill), but also whether job crafting is expansion-oriented (i.e.,
enhancing job crafting) or contraction-oriented (i.e., limiting job crafting). Here, we adopt the
perspective of Bindl and colleagues (2014), by making the same conceptual distinctions
between different types of job crafting behaviors, and by using the related measurement
instrument.
Previous research has highlighted several individual antecedents of job crafting. For
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example, individuals higher on proactive personality were more likely to job craft (Bakker et
al., 2012), as were employees’ high on regulatory promotion focus (Petrou, 2013). Here, based
on CCT we propose that high levels of career adaptability are likely to prompt more job crafting.
Given that workers craft their jobs in order to adapt to changing environmental circumstances
and to optimize the fit between their needs and environmental constraints, we expect job
crafting behaviors to be an expression of career adaptability in the work context.
Examining job crafting through a process-oriented lens, Berg and colleagues (2010)
argued that job crafting is a proactive process associated with adaptive actions used to overcome
challenges at work. They consider proactivity and adaptivity as interrelated processes, “(…) in
which efforts to initiate or create change (proactivity) can shape and be shaped by responses to
perceived challenges to making such change (adaptivity)” (p.159). Job crafting forms a dynamic
process of continuous adjustment and change, which might require workers to adapt to
challenges (Pulakos, Arad, Donovan, & Plamondon, 2000), particularly in the form of creative
problem solving. We therefore propose that workers with high levels of career adaptability will
craft their jobs more. In turn, they will be more engaged with their work because they reached
a better fit with their job and higher work motivation.
In this study, we focus on enhancing job crafting behaviors as opposed to limiting job
crafting behaviors. Previous research highlighted contrasting results concerning the relationship
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between limiting crafting and work engagement (e.g., Tims et al., 2012, 2013); limiting job
crafting seems more strongly related to fatigue and exhaustion as opposed to work engagement,
indicating hindrance job demands as stressful, not motivating behaviors (Crawford, LePine, &
Rich, 2010). The four resources used to operationalize career adaptability (concern, control,
curiosity, and confidence) explicitly focus on more expansion oriented strategies, such as
having curiosity in exploring possible paths and selves in one’s career, thus allowing workers
to broaden and redefine their self-concepts in occupational roles (Koen et al., 2012). Therefore,
we focus on enhancing task, relational, cognitive, and skills focused job crafting behaviors. We
propose:
Hypothesis 1. Enhancing job crafting mediates the positive relationship between career
adaptability and work engagement.
3.2.3 The Moderating Role of High-Performance Work Practices
Combining the CCT framework with Conservation of Resources (COR) Theory
(Hobfoll, 1989, 2001) we suggest that the proposed relationship between career adaptability,
job crafting and work engagement is stronger when HPWPs are implemented in the
organization. CCT suggests that the context plays an important role in adaptation and the
proactive redefinition of one’s job. Career adaptabilities are conceptualized as psychosocial
constructs referring to self-regulation strengths or capacities that reside at the intersection of
person-in-environment (Savickas & Porfeli, 2012). They are developed through the interaction
between the inner and outer world, and relate strongly to specific contextual circumstances and
contingencies (Tolentino et al., 2014). Furthermore, contextual elements can place boundary
conditions for the individual adaptability to be expressed (Savickas & Porfeli, 2012), and
achieve adaptation results. CCT therefore recognizes the relevance of the context in developing
and expressing one’s career adaptability. However, CCT does not specify how contextual
elements can affect the expression of career adaptability. Here, we are interested in investigating
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when career adaptability relates to positive adaptation results at work. Based on COR theory,
we examine the impact of the work conditions as defined by HPWPs in creating room for
employees to express their adaptability in the workplace. Thus, we examine HPWPs as
moderator.
Previous research in the field of strategic HRM practices has identified bundles of high
performance work practices (HPWPs) (Huselid, 1995). HPWPs are defined as “systems of
human resource practices designed to enhance employees’ skills, commitment, and
productivity” (Datta, Guthrie, & Wright, 2005, p. 135). HPWPs are aimed at increasing
organizational performance by affecting a variety of employees’ attitudes and behaviors.
HPWPs are related to several organizational performance indicators (Combs, Liu, Hall, &
Ketchen, 2006), through affecting more proximal outcomes such as employees’ turnover
intentions, absenteeism, and organizational citizenship behaviors (Kehoe & Wright, 2013). Lv
and Xu ( 2016) for example, showed evidence of the relevance of HPWPs for employees’ work
engagement and person-organization fit.
Research on the specific composition of high performance work systems has not
converged into a stable and final set of practices (Posthuma, Campion, Masimova, & Campion,
2013) and the composition of such systems may change on the basis of contextual factors such
as the type of industry of the specific organization where they are implemented (Datta et al.,
2005). Yet, commonly used examples of HPWPs are incentive compensation, employee
development, training, employee participation, and selectivity that have been further grouped
into three HR domains within the AMO (i.e., enhancing ability, motivation, and opportunity)
theoretical framework (e.g., Jiang et al., 2012; Lepak et al., 2006). Within this framework,
HPWPs are clustered in three domains: (1) Practices aimed at increasing employees’
knowledge, skills and abilities (such as selection and training); (2) Practices aimed at improving
employees’ motivation and effort to perform (e.g., performance management, incentives, and
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rewards); (3) Practices aimed at increasing employees’ opportunities to perform (e.g., job
design and participation).
Complementing CCT with COR theory (Hobfoll, 1989, 2001), we propose that career
adaptabilities represent individual resources the workers can capitalize on in the workplace, and
that HPWPs can enhance the beneficial effect of possessing adaptability resources in the
workplace. COR focuses on both internal and environmental elements in investigating the
development and protection of resources in stress-related processes (Hobfoll, 2001). COR
posits that individuals strive to obtain, retain, protect, and foster resources, defined as “objects,
personal characteristics, conditions, or energies that are valued by the individual” (Hobfoll,
1989, p. 516). Psychological stress occurs when individuals’ resources are threatened, lost, or
missing after significant resource investment. More specifically, individuals lacking resources
are likely to lose further resources (“loss spiral”), whereas individuals possessing resources are
more capable of gaining further resources (“gain spiral”). Building on this, career adapt-abilities
represent individual resources that – when present – can increase job crafting and engagement.
People with high individual resources in the form of career adaptability are more likely to gain
additional resources by engaging in proactive actions aimed at changing facets of one’s job.
They have the curiosity to explore possible alternatives and opportunities while evaluating their
fit with their environment. Also, they are confident in their capabilities of overcoming obstacles
and solving problems.
We argue that the implementation of HPWPs can create an environment in which
building a resource pool to engage in proactive behaviors is facilitated. Previous studies showed
that HPWPs represent environmental resources offered by the organization that workers can
benefit from (Boon & Kalshoven, 2014; Wheeler, Halbesleben, & Shanine, 2013). In line with
this, we argue that a lack of different domains of HPWPs constrains the manifestation of career
adaptability in the workplace in terms of proactive behavior, thus inhibiting its beneficial
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effects. Hence, we hypothesize that in a work environment characterized by low levels of
HPWPs, possessing individual resources such as career adaptability will not result in increased
job crafting behaviors. The conceptualization of job crafting as an adaptive response is therefore
conditioned on the presence of contextual resources in terms of HPWPs implemented by the
organization. A work environment with high levels of HPWPs can create a room for employees
to express their adaptability by crafting their job and, in turn, increasing their work engagement
(see also Figure 1). We expect:
Hypothesis 2. The positive relationship between career adaptability and enhancing job crafting
is moderated by HPWPs, such that this relationship will be stronger under high
HPWPs than under low HPWPs.

3.3 Method
3.3.1 Sample and Procedure
The data for this study were collected in 2016 through an online survey. We sent the
online questionnaire to employees and their supervisors in the network of the researchers. The
employees could share the same supervisor. After two weeks a reminder was sent to all the
employees willing to participate to the study. In total 152 questionnaires were sent to employees
and 94 to their supervisors working in the Netherlands. Supervisors rated HPWPs, and
employees rated their career adaptability, enhancing job crafting, and work engagement. The
questionnaires were completed by 131 employees, and 75 supervisors (i.e., 43 employees shared
the same supervisor with another employee of the sample), leading to 118 matched dyads in
total (response rate of 86% for the employees, and of 80% for their supervisors). Due to missing
data in one of the study variables, 6 dyads were deleted, thus leading to a final sample size of
112 matched dyads (72 supervisors) with no missing data.
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The sample of employees included 56 females and 56 males (50%), with an average age
of 31.84 (SD=11.68). The employees worked in a variety of sectors, including
business/financial services (20.5%), IT (13.4%), industrial sector (10.7%), trade and catering
sector (10.7%), and healthcare (9.8%). Most of the employees had intermediate vocational
training HBO (33.9%) or university training (25%). Employees worked on average 27.63 hours
a week (SD=13.62), with 48.2% of the total sample working 36 or more hours a week, and
51.8% of the participants worked up to 32 hours per week. The employees had worked in their
current organization for 5.84 years (SD=7.67), and had worked with their current supervisor for
2.22 years (SD=2.59). The sample of the supervisors included 22 females (30.6%) and 50 males
(69.4%), with an average age of 38.92 (SD=11.69). Most of the supervisors had intermediate
vocational training HBO (37.5%) or university training (40.3%), and on average they had
worked in their current organization for 9.02 years (SD=9.18).
3.3.2 Measures
Unless otherwise stated, the constructs were measured on a five-point scale (1= not at
all; 5 = very much). The surveys were administered in Dutch. With the exception of the career
adaptability and work engagement scales, for which there were published validated Dutch
versions of the scales, we used the direct translation procedure to translate all items.
Career adaptability was measured with the short Dutch version of the Career AdaptAbilities Scale (Van Vianen, Klehe, Koen, & Dries, 2012) developed by Savickas & Porfeli
(2012). This 12 item scale contains four subscales with three items each to measure the
adaptability resources of concern, control, curiosity and confidence. Examples of items are
“Thinking about what my future will be like” for the concern scale, “Taking responsibility for
my actions” for the control scale, “Looking for opportunities to grow as a person” for the
curiosity subscale, and for the confidence scale “Working up to my ability”. The Cronbach’s
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Alpha’s of the subscales of concern (α =.87), control (α =.88), curiosity (α =.77), and confidence
(α =.82), and of the overall scale of Career Adapt-Abilities (α =.92) were high.
High performance work practices were rated by the supervisors with the 18 items scale
developed Jiang, Hu, Liu, and Lepak, (2017) on a seven-point Likert-type scale (1 = “strongly
disagree”; 7 = “strongly agree”). This scale measures three HR policy domains, with 6 items
each: (1) ability-enhancing HPWPs, such as selection and training (e.g., “Selection emphasizes
traits and abilities required for providing high quality of performance”, α =.72); (2) motivationenhancing HPWPs, such as performance appraisal and rewards (e.g., “Employee salaries and
rewards are determined by their performance”, α =.79); and (3) opportunity-enhancing
HPWPs, such as work-life balance, participation and information sharing practices (e.g.,
“Employees are often asked to participate in work-related decisions”, α =.75). The overall
reliability of the combined scale was also good (α =.87).
Enhancing job crafting was measured using the Job Crafting Questionnaire developed
by Bindl and colleagues (2014). The scale contains 14 items measuring enhancing task (e.g., “I
added complexity to my tasks by changing their structure or sequence”), relational (e.g., “I
made efforts to get to know other people at work better”), skill, (e.g., “I sought out opportunities
for extending my overall skills at work”) and cognitive crafting (e.g., “I thought about new ways
of viewing my overall job”). The Cronbach’s Alpha showed sufficiently high reliability of the
subscales of enhancing task (α =.80), relational (α =.71), skill (α =.85), and cognitive (α =.76)
crafting, as well as of the overall scale enhancing job crafting (α =.86).
Work Engagement was measured by means of the nine item version of the Dutch Utrecht
Work Engagement Scale (Schaufeli et al., 2006) on a seven-point scale (1= never; 7 = always).
This scale measures the dimensions of vigor (e.g., “At my work, I feel bursting with energy”, α
=.92), dedication (e.g., “I am enthusiastic about my job”, α =.94), and absorption (e.g., “I get
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carried away when I am working”, α =.88) with 3 items per dimension. The Cronbach’s Alpha
of this scale is α =.97, thus indicating high reliability.
Control variables. To rule out potentially spurious relations, in all our analyses we
controlled for age (in years), gender (1 = male, 2 = female), tenure with the organization (in
years), and number of working hours because these are the control variables commonly included
in studies on job crafting as they tend to relate to job crafting behaviors and career competencies
(Akkermans & Tims, 2017; Tims et al., 2013).
Measurement model. We tested the measurement model separately for the variables
rated by the employees and the ones rated by the supervisors. Following Little, Rhemtulla,
Gibson, and Schoenmann (2013), we conducted first-order CFAs to test the fit of the
measurement model of career adaptability (with concern, control, curiosity, and confidence as
observed parceled indicators), enhancing job crafting (with task, relational, skill, and cognitive
crafting as observed parceled indicators), and work engagement (with vigor, dedication, and
absorption as observed parceled indicators). The fit of the model was adequate (χ² = 54.163, df
= 41, p. = 0.08, CFI = 0.982, TLI = 0.976, SRMR = 0.045, RMSEA = 0.054). We compared the
fit of this measurement model to three alternative models: (1) a two-factor model with career
adaptability and enhancing job crafting as one factor, and engagement as second factor; (2) a
two-factor model with career adaptability as one factor, and enhancing job crafting and
engagement as second factor; (3) a one-factor model.
The proposed measurement model exhibited significantly better model fit than all three
alternative models (Satorra–Bentler scaled chi-square difference test: (1) SB-corrected Δ-χ2 =
21.77, Δdf=2, p= .000; (2) SB-corrected Δ-χ2 = 23.02, Δdf=2, p= .000; (3) SB-corrected Δ-χ2
= 103.09, Δdf=3, p= .000), thereby confirming the adequacy of the proposed measurement
model. The measurement model fit of the HPWPs rated by the supervisors was not optimal. We
conducted three CFAs, one for each HR domain (i.e., ability-enhancing, motivation-enhancing,
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and opportunity-enhancing). After allowing the correlation between the residual variances of
two items (i.e., item 6 with item 5)2, the measurement model of the abilities-enhancing HPWPs
was adequate (χ² = 5.596, df = 8, p. = 0.69, CFI = 1.000, TLI = 1.055, SRMR = 0.042, RMSEA
= 0.000). After allowing the correlation between the residual variances of two items of the
motivation-enhancing HPWPs (i.e., item 10 and item 12)3, and excluding item 11 to improve
the model fit4, also this HPWPs domain reached adequate fit (χ² = 4.775, df = 4, p. = 0.31, CFI
= 0.992, TLI = 0.980, SRMR = 0.050, RMSEA = 0.042). The fit of the opportunity-enhancing
HPWPs was adequate (χ² = 8.398, df = 9, p. = 0.49, CFI = 1.000, TLI = 1.015, SRMR = 0.051,
RMSEA = 0.000).
3.3.3 Analytical Strategy
To test the hypothesized model, we used a path analysis in MPlus, which allows for
simultaneous estimation of different regression equations, and for testing the significance of
indirect as well as conditional effects. Given the skewed distribution of some of the study
variables, we used Maximum likelihood with robust standard errors and chi-square (MLR) to
estimate the parameters of the model. Because some of the participants have the same
supervisor, the data were nested. Therefore, we computed standard errors and chi-square tests
of model fit taking into account complex sampling features (e.g., stratification, sampling
weights, and clustering) by means of a sandwich estimator (i.e., Type = Complex in MPlus),
which corrects the standard errors to reflect the effects of the nestedness. We report the chiItem 5 is “The subsidiary continuously provides training programs” and item 6 is “The subsidiary invests
considerable time and money in training”. These two items are specifically focused on training programs,
whereas the third item measuring training in this scale is “The subsidiary provides an orientation program for
newcomers to learn about the subsidiary”, therefore being more focused on orientation programs for
newcomers. Allowing residual correlations among item 5 and item 6 takes into account their specific focus on
training activities.
3
Item 10 is “Employee salaries and rewards are determined by their performance” and item 12 is “Employees
receive monetary or nonmonetary rewards for great effort and good performance”. The residual correlation
between these two items recognizes that they are both target at quantifying the extent to which the company
provides rewards on the basis of employee’s performance.
4
Item 11 is “The subsidiary attaches importance to the fairness of compensation/rewards”, therefore more focused
on perceptions of organizational justice, and not extremely related to high-performance work system practices.
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square statistic (χ²), the root mean square of error of approximation (RSMEA), the comparative
fit index (CFI), the Tucker-Lewis index (TLI), and the standardized root mean square residual
(SRMR) for each analysis. We used Hu and Bentler’s (1998, 1999) fit criteria of RMSEA below
.06, CFI and TLI above .95, and SRMR below .08 because chi-square significance is heavily
influenced by sample size and the size of correlations between study variables (Nye & Drasgow,
2011).
3.4 Results
The descriptive statistics and bivariate correlations of the study variables can be found
in Table 1. Generally speaking, all correlations were in the expected direction. Of the
demographics, age, employee’s tenure with the organization and with the supervisor, and
number of working hours were significantly related to most of the study variables. We therefore
controlled for these variables in our analyses. In Hypothesis 1, we theorized that enhancing job
crafting mediates the positive relationship between career adaptability and work engagement.
Results of the path analysis are reported in Table 2. In this model we estimated all the paths
linking the study variables, therefore it is a saturated model with a perfect fit to the data. Table
2 shows that career adaptability has a positive significant relationship with enhancing job
crafting (β = .43, p <.01) and work engagement (β = .21, p<.01). Also, enhancing job crafting
has a positive significant relationship with work engagement (β = .34, p<.01). The indirect
effect of career adaptability on engagement through enhancing job crafting is positive and
significant (β = .14, p<.01). Overall, the total effect of career adaptability on engagement is
positive and significant (β = .36, p<.01). Taken together, these results provide support for
Hypothesis 1.
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0.64**

(-0.72)

7

0.17
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Note. N = 112 dyads. * p < .05. ** p < .01. +Variables rated by the supervisors. Alphas are in parentheses.
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7.67

0.62
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0.50

11.68
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31.84

1. Age

Table 1. Descriptive Statistics and Zero-Order Correlations among the Study Variables
M
SD
1
2
3
4
5
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0.24*

0.31**
0.25**
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0.45**
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0.46**

(-0.86)
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(-0.97)
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Table 2. Results of Path Analysis Testing Mediation
Enhancing Job Crafting
Work Engagement
Age
-0.01
0.36**
Tenure Organization
-0.18
-0.07
Tenure Supervisor
0.09
0.11
Working hours
0.23**
0.16*
Career Adaptability
0.43**
0.21*
Enhancing Job Crafting
0.34**
Constant
2.82**
-0.87
R²
0.26**
0.43**
Note. N = 112 dyads. * p <.05. ** p <.01. Standardized coefficients are presented.

Hypothesis 2 proposes that career adaptability translates into higher levels of enhancing
job crafting more so when employees are provided with high levels of HPWPs that are aimed at
enhancing their abilities, motivation, and opportunities to perform. We tested mediation and
moderation simultaneously using path modelling, in order to prevent methodological problems that
might arise from testing them separately (Edwards & Lambert, 2007; Preacher, Rucker, & Hayes,
2007). We regressed enhancing job crafting on the control variables, career adaptability, the three
domains of HPWPs, and the three interaction terms (between career adaptability and each domain
of HPWPs). We then regressed work engagement on the control variables, career adaptability, and
on enhancing job crafting. We standardized career adaptability and the three domains of HPWPs
before proceeding with the analyses. The results of this model can be found in Table 3. The
proposed model fitted the data well (χ² = 2.657, df = 6, CFI = 1.00, TLI = 1.143, SRMR = 0.009,
RMSEA = 0.000). Only the opportunity-enhancing HPWPs interact with career adaptability in
influencing enhancing job crafting (β = .20, p<.05), whereas the other two domains show no
significant interaction. Thus, our results partially support Hypothesis 2.
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Table 3. Results of Path Analysis Testing Interactions

Age
Tenure Organization
Tenure Supervisor
Working hours
Career Adaptability
Ability-enhancing HPWPs+
Motivation-enhancing HPWPs

Enhancing
Job Crafting

Work
Engagement

-0.03
-0.21*
0.13
0.11
0.50**

0.36**
-0.07
0.11
0.16*
0.21*

-0.03
+

0.26*

Opportunity-enhancing HPWPs+
0.10
Career Adaptability* Ability-enhancing HPWPs
0.02
Career Adaptability* Motivation-enhancing HPWPs
-0.11
Career Adaptability* Opportunity-enhancing HPWPs
0.21*
Enhancing Job Crafting
Constant
5.69**
R-square
0.37**
Note. N = 112 dyads. * p <.05. ** p <.01. +Variables rated by the supervisors.
Standardized coefficients are presented.

3
0.34**
0.42
0.43**

Table 4 shows the estimated effects of career adaptability on enhancing job crafting at
different levels of opportunity-enhancing HPWPs: the mean, one and two standard deviations
below and above the mean. In Figure 2 we plotted the interaction effect for one standard deviation
below and above mean of opportunity-enhancing HPWPs. Table 4 shows a significant positive
relationship between career adaptability and enhancing job crafting for medium (β = .28, p<.01),
high (β = .39, p<.01), and very high (β = .49, p<.01) opportunity-enhancing HPWPs, and a nonsignificant relationship (β = .06, p>.05) for very low levels of the opportunity-enhancing HPWPs
(two standard deviations below the mean). Also the indirect effect of career adaptability on work
engagement through enhancing job crafting follows the same trend, by being significant at
medium, high, and very high levels of the moderator, and non-significant (β = .05, p>.05) for very
low levels of the moderator. As depicted in Figure 2, the slope linking career adaptability and
enhancing job crafting is steeper for high levels of opportunity-enhancing HPWPs. In other words,
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the relationship between career adaptability and enhancing job crafting is stronger when levels of
opportunity-enhancing HPWPs are high rather than low.
Table 4. Analysis of simple effects for Opportunity-Enhancing HPWPs domain
HPWPs_O Value
First Stage
Indirect Effect
-2 SD
0.06(.11)
0.05(.09)
-1 SD
0.17**(.06)
0.14*(.06)
Mean
0.28**(.05)
0.23**(.07)
+1 SD
0.39**(.08)
0.32**(.11)
+2 SD
0.49**(.12)
0.41*(.16)
Note. N = 112 dyads. * p <.05. ** p <.01. Unstandardized coefficients are presented.
Standard errors are in parentheses.
Figure 2. The Moderating Role of Opportunity-Enhancing HPWPs Domain on the Relationship between
Career Adaptability and Enhancing Job Crafting

Following suggestions of Edwards and Lambert (2007) and Preacher et al. (2007), we also
tested the (not hypothesized) conditional effect of HPWPs on the direct path between career
adaptability and work engagement on the second stage of the indirect effect of career adaptability
on work engagement through enhancing job crafting. The results can be found in Table 5. This
model fits the data well (χ² = 1.922, df = 3, CFI = 1.000, TLI = 1.128, SRMR = 0.01, RMSEA =
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0.000). However, Table 5 shows that none of the HPWP domains act as a moderator on the second
stage simple effect nor on the direct effect. Taken together, these results provide additional support
for our proposed model.
Table 5. Results of Path Analysis Testing Multiple Interactions

Age
Tenure Organization
Tenure Supervisor
Working hours
Career Adaptability
Ability-enhancing HPWPs+
Motivation-enhancing HPWPs+
Opportunity-enhancing HPWPs

+

Enhancing
Job Crafting
-0.03
-0.21*
0.13
0.11
0.50**
-0.03

Work
Engagement
0.36**
-0.09
0.11
0.14
0.22**
-0.03

0.26*

0.01

0.10
0.02
-0.11
0.21*

0.05
-0.10
0.16
0.02
0.30**
0.19
-0.20
-0.14
2.52**
0.47**

Career Adaptability* Ability-enhancing HPWPs
Career Adaptability* Motivation-enhancing HPWPs
Career Adaptability* Opportunity-enhancing HPWPs
Enhancing Job Crafting
Enhancing Job Crafting* Ability-enhancing HPWPs
Enhancing Job Crafting* Motivation-enhancing HPWPs
Enhancing Job Crafting* Opportunity-enhancing HPWPs
Constant
-0.12
R-Square
0.37**
Note. N = 112 dyads. * p <.05. ** p <.01 +Variables rated by the supervisors.
Unstandardized coefficients are presented. Standard errors are in parentheses.
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3.5 Discussion
In this study, we examined how and under what conditions career adaptability translates
into work engagement. Using Career Construction Theory (Savickas, 2002, 2005) as our
theoretical framework, we tested whether enhancing job crafting may explain the previously
investigated relationship between career adaptability and work engagement. Our findings show
that enhancing job crafting mediates the positive relationship between career adaptability and work
engagement, suggesting that proactively redesigning one’s job might be conceptualized as a job-
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related adapting response within the CCT that could explain the higher work engagement of more
adaptable workers. Furthermore, combining CCT with COR theory, we tested whether this effect
is stronger when HPWPs are high. Results partially supported the moderating hypothesis. Only
opportunity-enhancing HPWPs moderated the relationship between career adaptability and
enhancing job crafting, such that this relationship is stronger for higher levels of opportunityenhancing HPWPs. Ability-enhancing and motivation-enhancing HPWPs did not moderate the
relationship between career adaptability and enhancing job crafting. This suggests that the
argument that HPWPs are resources that create an environment in which employees can build a
resource pool which they can benefit from only holds for resources (here specifically HPWPs) that
enhance employees’ opportunities at work, but not necessarily for resources that enhance the
abilities or motivation of employees.
A possible reason why career adaptability was found to interact only with this one domain
of HPWPs in explaining employees’ job crafting behaviors and in turn work engagement, may
relate to the definition of job crafting as a job redesign process. Wrzesniewski and Dutton (2001)
state that extent to which employees craft their own jobs is influenced by the discretion and
freedom they have in their work, such that motivated employees will engage in job crafting
behaviors only when they have the opportunities (e.g., autonomy, control, and freedom) to do so.
Accordingly, previous research found job characteristics such as job autonomy (e.g., Lazazzara,
Quacquarelli, Ghiringhelli, & Nacamulli, 2015) and workload (e.g., Wang, Demerouti, & Bakker,
2017) to have a positive relationship with job crafting. Among the HPWPs domains, the
opportunity-enhancing domain is the one concerned with job design and involvement practices
such as flexible work, enhanced employees’ participation and information sharing (Jiang et al.,
2012). Opportunity-enhancing HPWPs could thus set conditions under which higher career
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adaptability translates into job crafting behaviors, and seems to do so more than other HPWP
domains. More research is needed in order to further explore this role of opportunity-enhancing
HPWPs as contextual resources.
In sum, our findings contribute to the debate on proactivity and adaptability at work, by
showing that career adaptability can trigger higher work engagement via job crafting, and by
focusing on the contextual factors in terms of different domains of implemented HPWPs that can

3

enhance this relationship.
3.5.1 Theoretical Implications
This study expands our knowledge on the proactive job-related behaviors associated with
high career adaptability, thus adding to the debate around the interplay between adaptability and
proactivity at work. When looking at adaptability and proactivity at work, previous research
conceptualized them as separate processes, where the first reflects the extent to which a person
adapts to changes in a work system or in a work role, and the latter refers to self-directed actions
aimed at anticipating or initiating changes in a work system or in a work role (Griffin, Neal, &
Parker, 2007). We add to this debate, as our results suggest a link between adaptability and
proactive behaviors at work, thus supporting the conceptualization of job crafting as an adapting
response in the career construction model of adaptation (Savickas, 2002, 2005). More specifically,
our results suggest that proactively engaging in job crafting behaviors is a mechanism through
which more adaptable workers increase their work engagement. While it makes sense that
individuals with higher psychosocial self-regulation strengths such as career adaptability are more
prone to and capable of crafting their jobs and becoming more engaged with their work, more work
is needed regarding the relation between career adaptability and job crafting over longer time
periods in order to disentangle the interplay between adaptability and proactivity.
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Furthermore, this study contributes to the HRM literature, by highlighting the role of
HPWPs in setting favorable conditions for the employees to express their adaptability at work
through crafting their jobs. Wright and Boswell (2002) urged researchers to investigate the
mechanisms through which HRM practices affect individual outcome variables. Our results
suggest that for low opportunity-enhancing HPWPs the relationship between career adaptability
and job crafting is weaker than for high opportunity-enhancing HPWPs. The CCT model of
adaptation explicitly mentions the relevance of contextual factors in the development and
expression of one’s adaptability. However, so far, there has been a paucity of research investigating
what are the environmental elements that might condition the expression of one’s adaptability
within the work place. In the attempt to extend our knowledge on such moderating mechanisms
we use principles stemming from COR theory, which add to the CCT model by providing a
framework to understand how internal and external resources interact in affecting employees’
adaptive responses. In line with CCT and COR theory we argue that when workers have sufficient
individual and organizational resources at their disposal, they are more likely to implement
proactive behaviors at work, which contributes to their engagement. We show that when the
employees are provided with high levels of opportunity-enhancing HPWPs, they seem to be more
capable of translating their adaptability into job crafting behaviors. Workers with low career
adaptability (i.e., fewer individual resources), provided with a low level of opportunity-enhancing
HPWPs (i.e., fewer organizational resources related to job design, involvement, and participation)
instead, may need to restore their resource level and therefore are less proactive and engaged in
their work. Thus, both individual and organizational resources are relevant in examining adaptive
and proactive processes at work.
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Overall, our study responds to the call for more research that bridges the fields of jobs and
careers (Akkermans & Tims, 2016; Hall & Las Heras, 2010). As indicated by Hall and Las Heras
(2010), the fields of jobs and careers are not as distinct as it may appear, in that they eventually
both relate to an individual’s work. Jobs are building blocks of one’s career, and careers are
compounds of job experiences. On the one hand, when making decisions on one job, workers have
in mind their whole careers. On the other hand, career-related decisions are driven by the expected
characteristics of specific jobs (Las Heras, 2009). Therefore, the fields of career, job, and job
design could (and should) contribute to and contaminate each other by uncovering spillover effects
between them. In line with this, Akkermans and Tims (2016) and Plomp and colleagues (2016)
demonstrated that career competencies and job crafting are related, and are related to employees
well-being as well as perceived employability. We contribute to this line of research by providing
empirical support for the link between career self-regulatory strengths, job design, and proactivity
at work.
3.5.2 Practical Implications
The results of this study have some practical implications for organizations and workers.
First, our findings show that organizations could stimulate employee’s engagement through
enhancing career adaptability. Career adapt-abilities are malleable self-regulatory resources that
can be enhanced by means of training, coaching, and counselling interventions (Potgieter, 2012;
Savickas, 2005). Therefore, integrating the development of career adaptability in structured
vocational training and assessment programs could not only enhance workers career success but
also behaviors and outcomes relevant within their job. Second, organizations could improve
employee’s job crafting and engagement by implementing opportunity-enhancing HPWPs such
as, work-life balance practices, participation and information sharing practices. Third, from the
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perspective of the employee, our results suggest that possessing adaptability resources as well as
engaging in proactive behaviors at work may contribute to feeling more engaged at work. It is
crucial in the current flexible and instable labor market that workers develop adaptive and
proactive behaviors that will help them not only transitioning between different jobs, but also
adapting to altered circumstances within the same job.
3.5.3 Limitations and Suggestions for Future Research
This study has several limitations. First, the cross-sectional nature of the design makes it
impossible to infer causality among the study relationships. Where causality is implied, it is
theoretical or based on previous work, and not tested here. Also, the possibility of reverse causality
cannot be ruled out. For example, work engagement may predict job crafting and, as a
consequence, increase the career adaptability of the workers. However, as noted, we based the
hypothesized model on previous empirical longitudinal findings on career adaptability (Rossier et
al., 2012) and job crafting (Petrou et al., 2012) affecting work engagement and not vice versa.
Furthermore, CCT argues that the antecedents of career adaptability are stable dispositional traits
that respond to the definition of adaptivity (Hirschi et al., 2015). The consequences of career
adaptability instead are adapting responses or behaviors that address changing conditions. Thus,
from a theoretical standpoint it is reasonable to argue that career adaptability leads to job crafting
in the hypothesized direction. Nevertheless, future research should investigate the hypothesized
model in a longitudinal manner to test the direction of the proposed causal relationships. Future
research could also use a diary study design to investigate how the relationships between
adaptability, proactive behaviors at work, and engagement unfold and change on a daily basis.
Second, the results of this study may be subject to common method bias (Podsakoff et al.,
2012), as data for three out of four variables of the proposed model were collected through self80
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reported measures. By their nature constructs such as career adaptability and engagement are
difficult to measure other than through self-reports, in that they mirror subjective beliefs and
attitudes. Similarly, job crafting is not always visible to others. Thus, here we only used other
ratings for HPWPs. Future research might consider assessing more concepts with multi-source
data, for example relating them with indicators of employees’ performance.
Third, in focusing only on enhancing job crafting (i.e., expanding the scope or adding tasks
or meaning to the job), we did not examine the role of limiting job crafting (i.e., decreasing
stimulation or reducing the complexity of one’s job) (Bindl et al., 2014). Based on previous
research (Demerouti, 2014; Tims, Bakker, & Derks, 2015) reducing hindering job demands seems
to be aimed more at preventing strain rather than proactively reaching well-being, therefore
constituting more a health impairment process than a motivational one (Akkermans & Tims, 2017).
From a career construction theory perspective therefore, possessing adaptability resources might
be especially relevant when employees engage in job crafting with the purpose of reducing stress,
rather than for actively seeking well-being. Future research could expand on our study by
elucidating how and when adaptivity and adaptability are related to enhancing and limiting job
crafting, and what the consequences of these behaviors are for adaptation results.
Finally, the results of this study are based on a convenience sample of employees in a
variety of industries. This sample is characterized by a relatively low average age and
organizational tenure. Future research may replicate our findings on a bigger sample by explicitly
focusing on specific settings or by focusing on employees belonging to different age cohorts (e.g.,
newcomers, aging workers), in order to investigate whether the proposed adaptive and proactive
mechanisms do apply across different moments in one’s life and career span.
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3.6 Conclusions
In conclusion, the present study aimed at extending our understanding of the job-related
behaviors associated with high career adaptability, and the organizational contingencies that can
facilitate this mechanism. Results showed that enhancing job crafting mediated the relationship
between career adaptability and work engagement, therefore representing a job-related mechanism
that is likely to be prompted by high levels of career adaptability. Furthermore, integrating CCT
and COR theories, opportunity-enhancing HPWPs were found to moderate the relationship
between career adaptability, enhancing job crafting, and work engagement.
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Chapter 4

Abstract
Temporary agency work is an increasingly popular employment arrangement which poses
managerial challenges for both the agency employing the workers and the company hiring them,
but research on this type of dual employment relationship is limited. The aim of this paper is
threefold. First, applying insights from psychological contract research to the HRM field, we
simultaneously examine the dual employment relationship of temporary agency workers. Second,
adopting a person-centered approach to the operationalization of synergistic HRM systems, we
identify profiles of workers on the basis of their perceptions of HRM practices implemented by
the agency and the company. Third, building on social exchange theory, we explore associations
between profile memberships and workers’ satisfaction, commitment, and turnover intentions.
Based on a survey of temporary agency workers (N = 1782) we identified four profiles of HRM
practices implemented by both the agency and the company (i.e., low, short-term, medium, and
high perceived HRM), which are associated with increasingly higher job satisfaction and
commitment, and lower turnover intentions. Evidence for some spillover effects within the dual
employment relationship is found. Theoretical, methodological, and practical implications for
managing temporary agency workers are discussed in light of the findings.
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4.1 Introduction
Over the last few decades, the usage of temporary employment has steadily increased. Both
the notable trend and the distinctive nature of the tripartite relationship of temporary work raise a
number of managerial issues which have triggered the interest of HRM scholars (Hall, 2006;
Marchington et al., 2011; Ward, Grimshaw, Rubery, & Beynon, 2001). More specifically, the
notions of “multiple agency” (McLean Parks, Kidder, & Gallagher, 1998) or “triangular
relationship” (e.g., Barling & Gallagher, 1996) were developed to capture the dual employment
relationship temporary agency workers (TAWs) have with the agency that employs them and the
company they are sent to work for, thus highlighting the relevance of both entities in shaping the
employment relationship. Previous research on triangular psychological contracts for example,
focused on the overlap between perceived promises made and kept by agencies and client
companies (Claes, 2005), their relations with TAWs’ trust and affective commitment (Lapalme et
al., 2011), as well as spillover effects between perceived breach of agency and company
obligations (Dawson, Karahanna, & Buchholtz, 2014; Morf et al., 2014).
Here, we focus on the HRM practices offered to TAWs by the agency as well as the
company. The first aim of this study is to simultaneously investigate the dual employment
relationship temporary workers have with the agency and the company, as opposed to focusing
only on one of these. In the extant HRM literature, attention for the dual employment relationship
of TAWs to date has been very limited. In the related area of psychological contracts, scholars
have attempted to unravel the employment specificities of temporary workers by comparing them
to employees with more traditional forms of employment (such as employees with permanent
contracts). Generally speaking, evidence suggests the company’s relationship with temporary
workers is more transactional in nature, as opposed to the more relational nature of the company’s
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relationship with permanent workers (Millward & Brewerton, 1999; Millward & Hopkins, 1998,
De Cuyper, Rigotti, De Witte, & Mohr, 2008). Also, the different profiles of TAWs and permanent
workers have been shown to be differentially related to work engagement (Chambel, Lorente,
Carvalho, & Martinez, 2016). To our knowledge however, previous research has not
simultaneously investigated the employment relationship that TAWs have with both the agency
and the client company. Furthermore, there is a paucity of research on the extent to which either
party is perceived to offer the employee different HR practices, which might lead to a partial
examination of the peculiarities of this context. Here, by applying findings from the psychological
contract literature to the HRM field, we specifically differentiate (and measure) TAWs’
perceptions of HRM practices implemented by both the agency and the client company, in the
attempt to capture the dual employment relationship of TAWs in a more comprehensive way.
Furthermore, research in the field of strategic HRM stresses the importance of examining
systems of HRM practices, rather than individual HRM practices (Lepak et al., 2006; Liao, Toya,
Lepak, & Hong, 2009). When defining and understanding different HRM systems, one must define
and understand the internal relationships between different HRM practices composing one HRM
system as well (Jiang et al., 2012). The question of how to generate an HRM index is not only a
methodological issue per se, but uncovers the interdependence between the conceptualization and
the operationalization of HRM systems (Jiang et al., 2012). Different analytical techniques have
been proposed that conceptualize additive or synergistic relationships between different HRM
practices. While the common operationalization of HRM practices in an additive index (i.e.,
relying on a single composite score of HRM systems, such as taking a sum or average of different
HRM practices) relies on the assumption that each practice has an identical impact on outcomes
(Delery, 1998), the synergistic approach to HRM practices stresses the interdependence between
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different sets of practices, under the assumption that a bundle of practices may have a greater
impact than the sum of its parts (Combs et al., 2006). Here, given the peculiarities of the dual
employment relationship of TAWs in which each employing organization may have implemented
a particular practice to a different extent, we adopt a synergistic approach and set out to
simultaneously analyze both agency and company HRM.
The second aim of this study is therefore to describe/explore heterogeneity in the dual
employment relationship among TAWs using a finite number of discrete HRM profiles of
temporary workers. To date, the vast majority of research on the relation between HRM systems
and outcomes has taken a variable-centered approach (Guthrie, 2001; Huselid, 1995; Toh,
Morgeson, & Campion, 2008), which fails to detect complex synergistic dynamics. A variablecentered analytic strategy focuses on the independent relations between different individual HRM
practices and outcomes, generally not accounting for the ways in which different HRM practices
in conjunction can shape different employment relationships. Here, we propose a person-centered
approach (Morin, Morizot, Boudrias, & Madore, 2011; Muthén & Muthén, 2009) to explore the
presence of distinct employment relationships between TAWs and their organizations. This
approach views the HRM system in a more holistic fashion, and provides the opportunity to
address complex interactions between different components of the HRM systems that would be
difficult to address in a traditional variable-centered regression framework (Dahling, Gabriel, &
MacGowan, 2017). We use latent profile analysis (LPA) (Masyn, 2013) to identify subgroups of
employees who share a common configuration, or profile, with regard to HRM practices they
perceive as being implemented by the agency, and HRM practices they perceive as being
implemented by the client company separately. We analyze HRM profiles separately for the
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agency and for the company in order to be able to distinguish between the two different
employment relationships.
Finally, building on social exchange theory (SET) (Blau, 1964), we expect that profiles
characterized by higher levels of implemented HRM practices on the part of both company and
agency will be associated with more positive attitudes on the part of the TAWs. Previous studies
suggest that temporary workers may be able to engage in a social exchange with their
organization(s) despite the contingent nature of their employment relationship (Lapalme et al.,
2011; Moorman & Harland, 2002; Van Dyne & Ang, 1998). Therefore, the third aim of this study
is to explore whether different profiles of HRM practices implemented by the agency and
implemented by the company have a differential relationship with three psychological outcomes
of TAWs, namely: commitment towards the company and the agency, turnover intentions related
the company and the agency, and job satisfaction. These outcomes were selected because they
intended to capture both attitudinal variables towards the employment relationship, but also the
wider satisfaction with respect to work-related processes (Morf et al., 2014).
Overall, the aim of this study is threefold. First, we focus on the dual employment
relationship of TAWs, by simultaneously investigating both the employment relationship they
have with the agency and the company. Second, we expand the literature on the operationalization
of HRM practices by describing the heterogeneity of different components of HRM systems
through different latent profiles of the employment relationship of temporary workers. Third, we
relate these profiles to commitment, satisfaction and turnover intention in a sample of 1782
temporary agency workers in the Netherlands. The proposed research model is represented in
Figure 1.
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4.2 Theoretical Background
4.2.1 The Dual Employment Relationship of Temporary Agency Workers
In Europe, temporary employment grew by 25% between 2001 and 2012, accounting for
almost 4.5 million of the 14.5 million net increase in the number of employees (Eurofound, 2015a).
This trend in part resulted from employment protection legislation reforms aimed at meeting
organizations’ increased demands for flexibility in labor market conditions (Lepak, Takeuchi, &
Snell, 2003). Temporary work is a heterogeneous term which has been wielded to refer to a
plethora of non-standard work arrangements including, but not limited to, fixed-term contracts,
on-call work, probationary jobs, in-house temporaries, floats, and leave replacements (Imhof &
Andresen, 2017; McLean Parks, Kidder, & Gallagher, 1998). Previous research urged scholars to
exert caution in drawing conclusions beyond the boundaries of the employment idiosyncrasies of
different types of temporary work and to define the type of temporary work under investigation
(Imhof & Andresen, 2017; McLean Parks et al., 1998). Here, we focus on a specific form of
temporary work, namely temporary agency work.
Temporary agency work is a non-standard employment relation whereby the worker is
employed by a temporary agency, and subsequently hired to work at a client organization’s site
for a fixed-term job which terminates when certain objectives (e.g., the completion of an
assignment, the replacement of a permanent worker, or the development of specific projects) are
met (Giunchi, Chambel, & Ghislieri, 2015; Eurofound, 2015a). Contrary to full-time permanent
employment, TAWs are formally employed by a temporary agency, but work at a client
organization. They therefore do not perform their work at the employer’s site or under the
employer’s direct supervision (Mitlacher, 2007). Among the main reasons behind the companies’
deployment of TAWs is the demand for more flexibility due to the need to decrease labor costs,
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the temporary replacement of permanent workers, the fluctuating labor demands, and the
technological innovations (Mitlacher, 2007). Given the fast growth of this form of employment in
Europe, more research investigating the dual employment relationship of TAWs is needed (Imhof
& Andresen, 2017). More specifically, this specific work arrangement brings about managerial
challenges for both the agency and the client company that have important legal, social, and
psychological ramifications for the sustainability of TAWs (Mitlacher, 2007; Zhang, Bartram,
McNeil, & Dowling, 2015).
In the HRM literature, there is little research on the employment relationship of TAWs.
Noteworthy exceptions are studies that investigated the characteristics and consequences of some
of the HRM practices that are offered to temporary workers (Burgess & Connell, 2006), by
focusing for instance on the reasons behind hiring temporary workers (Stanworth & Druker, 2006),
the use of integration or differentiation practices between temps and permanent workers (Bryson
& Blackwell, 2006), the relationship between HRM practices and temporary workers’ job
satisfaction (Hall, 2006), as well as their wellbeing (Imhof & Andresen, 2017), perceived
organizational support, and affective commitment (Giunchi et al., 2015). Therefore, previous
research provided evidence concerning the effectiveness of some individual HRM practices, and
not whole HRM systems, offered to TAWs. Related research on psychological contracts on the
other hand, focused on the overall employment relationship of TAWs by showing that they seem
to have a rather transactional psychological contract toward the company, as opposed to the
relational one held by permanent workers (Chambel & Alcover, 2011; Chambel et al., 2016; De
Cuyper & De Witte, 2006; De Cuyper et al., 2008). On the one hand, transactional psychological
contracts are defined as being primarily short-term and economic in nature, revolving around
tangible exchanged promises, and static contractual terms and conditions (Rousseau, 1995).
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Relational psychological contracts on the other hand, are more long-term oriented, therefore
usually implying considerable economic, social, and emotional investment from both the employer
and the workers. Hence, contrasting the psychological contract that temporary workers have with
the client company to the one held by permanent workers, suggests a difference in the temporal
perspective between these different employment arrangements. Overall this stream of research,
besides shedding light on the characterization of the employment relationship between TAWs and
the client company, also draws attention to the consequences of being temporarily versus
permanently employed, in terms of psychological outcomes such as job satisfaction, life
satisfaction, organizational commitment (De Cuyper & De Witte, 2006; De Cuyper et al., 2008),
organizational citizenship behaviors (Chambel & Alcover, 2011), and work engagement (Chambel
et al., 2016). Building on this, we apply these findings to the HRM field and attempt to pursue a
more holistic approach to the study of the HRM systems TAWs are involved in, as part of their
employment arrangement.
More specifically, there is a paucity of research investigating the characterization and the
consequences of both employment relationships that TAWs have with the agency and the
company. In this context, it is important to examine simultaneously the dual employment
relationship TAWs have with both the agency and the company, as opposed to investigating only
the latter. As TAWs’ behaviors and attitudes are presumably reliant on the actions of all actors
involved in this dual employment relationship (Mitlacher, 2007; Rubery, Cooke, Earnshaw, &
Marchington, 2003), developing a more comprehensive picture of the HRM practices implemented
by both the agency and the company should enhance our understanding of this form of
employment. Within the psychological contract domain, Claes (2005) focused on the reciprocal
obligations made and kept by the three parties involved in such dual employment relationship,
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namely (1) the worker, (2) the agency, and (3) the client company. Claes highlights similarities
between parties’ reciprocal perceptions of promises, and the slightly more favorable perception of
TAWs of agency promises compared to company promises. Overall, these findings suggest an
important role of the agency, to whom TAWs might develop a stronger sense of commitment
(Druker & Stanworth, 2004), and a more enduring employment relationship (Davidov, 2004).
The relevance of the TAWs’ employment relationship with the agency is further
emphasized by Morf and colleagues (2014), who investigated how the fulfillment of the
psychological contract by the agency and the client company separately and together affect temps’
job attitudes related to both the agency and the client company, in a study conducted in
Switzerland. The authors found that general perceptions of fulfillment of the psychological
contract by both the agency and the client company would interact in affecting TAWs’ job
satisfaction as well as their affective commitment towards the agency, but not the commitment
towards the client company. Stressing once more the relevance of the agency in TAWs’ dual
employment relationships, these findings were interpreted in light of the rather disciplinary role
that the agency might have from the TAWs’ points of view, as their stable partner who might be
held accountable for enforcing a balanced relationship with the client company.
Morf and colleagues (2014) urged researchers to further deepen our understanding of the
dual employment relationship of TAWs by exploring in detail the actual content of both
relationships, and going beyond their general assessment of broad and undefined met expectations.
The content of psychological contract refers to a composite measure of the employment
relationship where workers are asked to indicate how much their organization fulfilled its promises
on a series of HRM items, such as high pay, training, job security etc. (Zhao et al., 2007), but also
on items related to the supervisor’s behavior (e.g., communication and support). Hence, by
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extending the psychological contract line of research and by applying it to the HRM field, we look
at the actual HRM practices TAWs perceive as being implemented by both the agency and the
company, therefore focusing on the practices that are offered by the company and agency rather
than other dimensions (e.g., related to supervisor behavior) that are often also included in
psychological contract literature. We believe that taking a holistic perspective on the
implementation of HRM practices by both the agency and the company would best match the
employment peculiarities of TAWs, whose attitudes and behaviors are likely affected by the HRM
systems separately implemented by both entities. The simultaneous relevance of both firms in
shaping the management of TAWs should not be overlooked, as they are both principals of TAWs
with direct and indirect relations (Chen, Wang, & Fang, 2017), and both responsible for managing
these TAWs (Marchington et al., 2011; Purcell, Purcell, & Tailby, 2004; Rubery et al., 2003).
Previous research urged to take a more contextualized approach to HR practices, by exploring
differential effects of specific bundles of HRM practices in specific empirical contexts (Jiang et
al., 2012). We aim to do so in the context of TAWs to enhance our understanding of the content
of their dual employment relationship.
Previous studies showed that employee perceptions of HRM practices are more strongly
related to employees’ attitudes and behaviors than the actual HRM practices implemented by the
organization (Nishii & Wright, 2007). This builds on the idea that the major drivers of people’s
behaviors are not the objective environmental conditions per se, but rather the subjective
perceptions of the environment (James, James, & Ashe, 1990). In the organizational context this
means that HRM practices represent stimuli sent by the organization that the employees then use
to form their subjective psychological meaning of their work situation (Rousseau, 1995), which
can differ across different employees (Den Hartog, Boselie, & Paauwe, 2004). Thus, here we focus
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on TAWs’ perceptions of HRM practices implemented by both the agency and the company that
they work for. Overall, in order to derive an exhaustive assessment of the dual employment
relationship of TAWs, we (1) probe the nature of both employment relationships separately in
terms of profiles of perceived HRM practices, and (2) relate this to a series of attitudinal outcomes
relevant for the TAWs.
4.2.2 HRM Profiles of Temporary Workers
Previous strategic HRM research highlighted the importance of focusing on systems rather
than isolated HRM practices (Lepak et al., 2006; Liao et al., 2009). The rationale behind this is
that examining bundles or configurations of HRM practices would allow to capture the plausible
interdependence between different HRM practices, given that they are seldom implemented in
isolation. HRM systems, which commonly include practices related to compensation and benefits,
job and work design, training and development, selection, communication and performance
management (Posthuma et al., 2013), have shown to be related to distal organizational outcomes
(such as productivity, quality, and service) through their impact on proximal employee outcomes
(such as their attitudes, perceptions, and performance) (Jiang et al., 2012). The notion of HRM
systems therefore describes a coherent set of HRM practices oriented towards the achievement of
an overarching goal (Lepak et al., 2006). For example, researchers focused on systems targeted at
high commitment, involvement, performance, or control over employees (Arthur, J.B., 1994;
Combs et al., 2006; Guthrie, 2001). Despite the ongoing debate over the actual composition of
HRM systems (Jiang et al., 2012; Lepak et al., 2006; Posthuma et al., 2013), researchers have
taken a system perspective in order to address the dynamism embedded within the simultaneous
implementation of different HRM practices, which operate and affect individual and
organizational outcomes in concert and not separately (Wright & Boswell, 2002).
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In defining an HRM system it is not only important to look at its components, but also to
understand the internal relationships between them (Combs et al., 2006; Delery, 1998). Previous
research emphasized that different HRM practices belonging to the same HRM system may drive
relevant outcomes either independently (i.e., additive approach) or interdependently (i.e.,
interactive approach) (Delery, 1998). On the one hand, the additive conceptualization of HRM
systems assumes that different HRM practices work separately, and that deploying more HRM
practices results in increased chances of reaching the goal behind their system. On the other hand,
an interactive approach to HRM systems implies that some practices function in an interactive
way, such that their impact is conditioned upon each other’s implementation. Examples of
interactive mechanisms are when two HRM practices function as substitutes (i.e., they are
equivalent to one another, and either one could be effective) or in a synergistic way (i.e., when the
effect of their simultaneous implementation differs from the sum of their separate effects) (Lepak
et al., 2006). Here, given the context of the dual employment relationship of TAWs with the agency
and the client company, we adopt a synergistic approach to the conceptualization of the HRM
system.
The conceptual distinction among interrelationships between HRM system’s components
has important methodological consequences in terms of how to empirically operationalize and
measure HRM systems. On the one hand, within the additive approach researchers generally
aggregate a set of HRM practices into one index, by either taking their average, their sum, or
counting them (e.g., Arthur, J.B., 1994; Youndt, Snell, Dean, Jr., & Lepak, 1996). On the other
hand, the interactive approach implies the test of moderating effects across single HRM practices
or bundles of HRM practices (e.g., MacDuffie, 1995). Extending this line of research, Chadwick
(2010) urged to explain the synergistic effects of HRM system components beyond the general
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notion of “2 + 2 = 5”, by highlighting different statistical implications of adopting a synergistic
approach to HRM systems. More specifically, Chadwick (2010) defines as “virtuous overlaps”
those mutually reinforcing HRM practices whose interactions are the primary determinants of the
system’s success. Furthermore, he discusses the use of covariation methodologies (such as
exploratory factor analysis, confirmatory factor analysis, latent trait analysis, and latent class
analysis) to operationalize virtuous overlaps, in that they examine the shared variance of a set of
observed HRM practices in order to create aggregated latent variables that tie systems of HRM
practices together (Chadwick, 2010, p.97).
Given our focus on interactive HRM systems of the agency and the company in the context
of TAWs, we extend this logic and propose a person-centered mixture approach to uncover the
characterization and consequences of different employment relationships of TAWs separately with
the agency and the company. As discussed above, so far HRM research primarily adopted a
variable-centered approach, by using an additive overall index of HRM perceptions, and
correlating this score with behavioral and attitudinal outcomes. However, this approach assumes
an equal impact of each HRM practice, therefore overlooking the unique contribution of each
practice, as well as the relevance of the holistic configuration of a set of practices, as postulated in
the synergistic view of HRM systems. To pursue a synergistic conceptualization of HRM systems
in the variable-centered approach, one could test all the main effects of each HRM practices, as
well as all their possible bivariate and multivariate combinations. However, such piecemeal
interactions, besides limiting model parsimony and raising multicollinearity issues, would be of
complex substantive interpretation (Dahling et al., 2017; Hayes, Glynn, & Huge, 2012).
Furthermore, beyond considerations pertaining the manageability in the analytical setting, personcentered analyses do not model associations between each variable (here, HRM practice) and other
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constructs, but group workers into profiles that differ from one another but are internally alike with
regard to a set of observed indicators (here, perceived HRM practices). That is, consistent with the
interactive approach to HRM systems, it considers the co-existence of multiple HRM practices as
a holistic configuration and it allows for the identification of subgroups of participants who differ
in their configuration on a set of HRM practices. Hence, individuals are classified on the basis of
the pattern of their responses on certain observed indicators, and the optimal number of latent
profiles is determined through the comparison between different models with differing numbers
of profiles.
Even though the use of person-centered approach in organizational sciences has
significantly increased over the last decade (Woo, Jebb, Tay, & Parrigon, 2018), only a limited
number of studies have applied it to the context of employment relationship of temporary workers
(i.e., Chambel et al., 2016; De Cuyper et al., 2008). Within the psychological contract literature
for example, De Cuyper and colleagues (2008) identified four psychological contract typologies,
and found that temporary workers were more likely than permanent workers to have psychological
contracts describing employees’ over-obligation. Chambel and colleagues (2016) on the other
hand, found that the profile of transactional psychological contract with the client company had
more TAWs than permanent workers. Here, extending this line of research and building on the
synergistic conceptualization of HRM systems, we are interested in describing TAWs’
heterogeneity in terms of the HRM practices they perceive as being implemented by the agency
and by the company. In doing so, we identify subgroups of workers on the basis of their perceptions
across all the examined HRM practices, separately for the agency and the company, thereby
recognizing the dual employment relationship of TAWs. Following Woo and colleagues (2018),
we formulate our first exploratory research question as follows:
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Research Question 1. Do TAWs exhibit quantitatively and qualitatively distinct profiles of
perceptions of HRM implemented by the agency and by the company and, if so,
what form do they take?
4.2.3 Outcomes of HRM Profile Memberships
After having identified and characterized different HRM profiles of TAWs for both the
agency and the company, we aim to explore the outcomes of profile membership. That is, building
on SET, we expect that individuals with profiles characterized by higher perceived implementation
of HRM practices, also hold more positive attitudes and believes towards their job and both
organizations. SET is a commonly used theoretical paradigm in investigating the exchange of
resources between two or more parties, in that it points at mutual transactions and relationships in
the workplace as resulting from a set of actions and rewarding reactions (Cropanzano & Mitchell,
2005). Here, we focus on a number of outcomes arising from social exchange relationships that
are known to be beneficial. Specifically, the attitudes we investigate are (1) (general) job
satisfaction, (2) affective commitment towards the agency and the client company, and (3) turnover
intentions towards the agency and the client company. Job satisfaction is a general positive attitude
of the worker towards different aspects of his/her job (Spector, 1997). Even though there seems to
be some evidence of permanent workers being more satisfied with their jobs compared to
temporary workers (Guest, 2004), when it comes to the social exchange implied in their
employment relationship, contingent workers seem to react in a manner similar to the one of
permanent workers (Montes & Irving, 2008; Morf et al., 2014). Thus, we expect that profiles of
TAWs characterized by higher perceptions of implemented HRM practices by the
agency/company are more satisfied with their jobs. Moreover, previous studies have reported
consistent positive correlations between a positive employment relationship (such as the
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fulfillment of different dimension of the psychological contract or perceptions of procedural
justice) and commitment of temporary workers (De Cuyper et al., 2008; Guest, 2004; Lapalme et
al., 2011; Morf et al., 2014). The rationale behind this is that highly committed workers are
emotionally attached to the organization, motivated to contribute to its development, to perform
altruistic discretionary behaviors, and thus view themselves as engaged in a social exchange
relationship with the organization (Cropanzano & Mitchell, 2005). Proposed mechanisms behind
these associations are a heightened trust in the agency and/or the company (Lapalme et al., 2011)
and perceived organizational support (Liden, Wayne, Kraimer, & Sparrowe, 2003) as a
consequence of perceptions of balanced/fair exchange with the related organization. Consistent
with previous studies we therefore expect that profiles of TAWs characterized by higher
perceptions of implemented HRM practices by the agency/company will have higher affective
commitment towards the agency/company.
Finally, employees’ turnover intentions capture their intention to leave their organization.
TAWs’ turnover intentions have received limited attention in research (Flickinger, Allscher, &
Fiedler, 2016), perhaps because, as some suggested (e.g., Van Dyne & Ang, 1998), TAWs might
see their current job as an intermediate step towards permanent employment. Indeed, it seems that
the impact of some positive factors such as LMX on turnover intentions is inhibited in the case of
temporary workers (Flickinger et al., 2016). Despite that, there is evidence of an association
between TAWs’ turnover intention and their commitment and satisfaction (Slattery & Selvarajan,
2005), as well as psychological contract fulfillment of the company and the agency (Morf et al.,
2014). Among the suggested antecedents of TAWs’ turnover intentions is the lack of a
comprehensive HRM system which addresses the, often overlooked, relevance of managing
temporary agency workers (Foote, 2004). Hence, we expect that having profiles of TAWs that are

100

The Dual Employment Relationship of Temporary Workers

characterized by more positive perceptions of the degree to which HRM practices have been
implemented by the agency/company will be associated with lower turnover intentions towards
the agency/company. Overall, TAWs with HRM profiles characterized by higher perceived
implementation of HRM practices should have higher levels of commitment and satisfaction, and
lower turnover intentions than those with profiles characterized by lower levels of perceived HRM
practices. We therefore formulate our second exploratory research question as follows:
Research Question 2. Consistent with SET, are HRM profile memberships differentially related to
TAWs’ job satisfaction, commitment and turnover intentions of the related
organization?
Furthermore, in a context such as the tripartite relationship between TAWs, agency, and
client company, issues related to indirect forms of reciprocity in the social exchange process arise
(Molm, Collett, & Schaefer, 2007). That is, both direct and indirect forms of reciprocal dependence
are plausible structures in which actors are mutually dependent on one another for valued
outcomes. For example, TAWs work at the client company, which in turns hires the agency, which
in turns provides services to the TAWs (Morf et al., 2014). In this social exchange process, TAWs’
perceptions of their employment relationship with the agency and the company might not be
independent from one another (Liden et al., 2003; Moorman & Harland, 2002; Slattery, Selvarajan,
& Anderson, 2008). Moorman and Harland (2002) for instance, found a correlation between
TAW’s attitudes towards the agency and towards the company. In interpreting these results, the
authors suggested that TAWs’ assessments might reflect their individual norms and preferences,
or, alternatively, that TAWs might see both entities as partially responsible for each other’s
behaviors, in that they themselves rely on and continue to do business with each other.
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Previous research however did not always find such spillover mechanisms in analyzing
TAWs’ attitudes such as commitment (Slattery et al., 2008), and trust (Lapalme et al., 2011).
Therefore, there is some evidence for the two employment relationships of TAWs to develop in
parallel and separately, which suggests a stronger association between constructs associated with
the same social exchange target than between constructs associated with different targets (Lapalme
et al., 2011). In line with this, we expect the relationship between TAWs’ agency’s HRM profiles
and TAWs’ attitudes towards the agency to be stronger than the agency profile relationship with
TAWs’ attitudes towards the company. The same reversed pattern is expected for TAWs’
company’s HRM profiles. Our third exploratory research question is:
Research Question 3. Does agency’s (company) HRM profile membership relate to TAWs’
attitudes towards the company (agency) above and beyond their association with
company’s (agency) HRM profile membership?
4.3 Method
4.3.1 Sample and Procedure
We collected data for this study through an online survey sent to the employees of a large
temporary work agency in the Netherlands. We sent online questionnaire in two waves. In both
waves workers had to meet the following conditions to be invited to fill in the surveys: (1) be
traditional temporaries who work for a client-organization and not temporaries who work on
payroll, (2) have a unique mail address, (3) currently work and (4) have opted in to receiving
emails from the agency. In the first wave we invited only temporary workers who had at least a
higher educational level, whereas in the second wave only those who had an educational level of
MBO (senior secondary vocational education) or lower (estimate of the temporary agency
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consultants) were invited. In the first wave we invited 7,821 workers, of which 763 completed the
survey (response rate of 9.75%). In the second wave we sent the questionnaire to 22,903 workers,
of which 1,019 completed the survey (response rate of 4.45%), together yielding to a final sample
size of 1,782 (overall response rate of 5.8%). Low response rates can be found in previous studies
administering large-scale surveys to temporary workers (Slattery et al., 2008; Van Hooft, Born,
Taris, & Van der Flier, 2004), which might be due to the impossibility to directly approach the
TAWs at the company’s site (Slattery et al., 2008).
The sample consists of 903 males (50.7%) and 854 females (47.9%), with an average age
of 35.56 (SD=13.39). They worked in a variety of sectors, including industrial (15.4%),
administrative (10.8%), transport and logistics (10.5%), services (10.0%), government (8.6%), and
healthcare (6.8%). The average working hours per week was 27.95 (SD=12.32), with 37.6% of
employees working up to 24 hours a week, 30% working between 25 and 36 hours a week, and
32.4% working between 37 and 40 hours a week. Most workers had completed secondary
education (28.8%), higher professional education (28.1%), or university level education (13.6%).
Employees worked on average 14.64 years, among which 1.27 years (SD = 1.83) for the current
agency, 1.26 years (SD = 2.73) for the current client company, and 1.7 years (SD = 4.01) in the
current job. Among the 1,621 employees who provided information concerning their salary, 422
(23.7%) earned less than 9,500 euro per year, 816 (45.8%) earned between 9,500 and 28,499 euros,
and the remaining 383 workers earned more than 28,500 (21.5%) euros per year.
4.3.2 Measures
The surveys were administered in Dutch after being back-translated from English (Brislin,
1970). Unless otherwise stated, all variables were measured on a five-point Likert-type scale
ranging from 1 = “strongly disagree” to 5 = “strongly agree”.
103

4

Chapter 4

HRM practices were measured with items developed on the basis of the taxonomy
proposed by Herriot and colleagues (Herriot, Manning, & Kidd, 1997). 37 items were initially
developed to capture 12 dimensions of content of psychological contract breach, namely:
recognition, career development, workload, training, discretion, environment, pay, flexibility, job
security, challenging work, communication, and support. Given the focus of this study on the dual
employment relationship with both the company and the agency, we restricted the analyses to the
24 items measuring 8 practices oriented towards capturing HRM practices rather than behaviors
implemented by the supervisors, asking the workers to indicate to what extent the company/agency
offered those 8 practices. The HRM practices analyzed were therefore career development
measured by 3 items (e.g., “Provides opportunities to develop my career”, α =.95 for the company,
α = .94 for the agency), training measured by 3 items (e.g., “Provides training that broadened my
knowledge”, α =.93 for the company, α = .93 for the agency), flexible work measured by 3 items
(e.g., “Provides flexible working conditions”, α =.87 for the company, α = .85 for the agency),
realistic workload measured by 3 items (e.g., “Provides a realistic workload”, α =.85 for the
company, α = .84 for the agency), discretion measured by 2 items (e.g., “Provides freedom in how
I do my job”, α =.86 for the company, α = .79 for the agency), 3 items measuring challenging work
(e.g., “Provides challenging work assignments”, α =.87 for the company, α = .83 for the agency),
5 items measuring pay and recognition (e.g., “Pays a fair amount of salary in exchange of my
expertise”, α =.88 for the company, α = .87 for the agency), and 2 items measuring job security
(e.g., “Provides certainty about my job”, α =.90 for the company, α = .84 for the agency).
In order to ascertain the replicability of the factorial solution, we tested the measurement
model at the item level through a first-order CFA separately for the perceptions of HRM practices
implemented by the company and the agency and separately on the data collected in the first and
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in the second wave. We report the chi-square statistic (χ²), the root mean square of error of
approximation (RSMEA), the comparative fit index (CFI), the Tucker-Lewis index (TLI), and the
standardized root mean square residual (SRMR) for each CFA. The fit of the measurement model
was adequate (Hu & Bentler, 1999) for the HRM practices implemented by the company in the
first (χ² = 1120.37, df = 224, CFI = 0.923, TLI = 0.905, SRMR = 0.059, RMSEA = 0.074) and in
the second wave of data collection (χ² = 1588.14, df = 224, CFI = 0.918, TLI = 0.899, SRMR =
0.049, RMSEA = 0.081). Also the fit of the same measurement model was adequate for the HRM
practices implemented by the agency in both waves of data collection (χ² = 1011.34, df = 224, CFI
= 0.917, TLI = 0.898, SRMR = 0.057, RMSEA = 0.068; χ² = 1633.17, df = 224, CFI = 0.902, TLI
= 0.88, SRMR = 0.051, RMSEA = 0.08).
Commitment was measured with the six items affective commitment subscale developed
by Meyer and colleagues (Meyer, Allen, & Smith, 1993) separately for the client company and the
agency. One example item is “I would be very happy to spend the rest of my career with this
organization/ employment agency”. The Cronbach’s Alpha of this scale was adequate when
referring to both the company (α = .75) and the agency (α =.73).
Job satisfaction was measured with three items (Cammann, Fichman, Jenkins, & Klesh,
1979). A sample item is “In general, I am satisfied with my job”. The Cronbach’s Alpha of this
scale was adequate (α =.83).
Turnover intentions were measured with four items (Kelloway, Gottlieb, & Barham, 1999)
separately for the intention to quit the company and the intention to quit the employment agency.
A sample item is “I am thinking about leaving my current organization/ my employment agency”.
Cronbach’s Alpha was adequate for both the intention to quit the company (α =.88) and the
intention to quit the agency (α =.80).
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Control variables. We controlled for tenure with the agency and tenure with the company,
which were measured with one item each in terms of amount of years and months spent with the
current agency and with the current company (e.g., “For how many years have you been working
in your temporary employment agency in total?”). We selected these control variables as they have
been shown to be related to TAWs’ commitment (Gallagher & Parks, 2001), turnover intentions
(Slattery & Selvarajan, 2005), and job satisfaction (Slattery et al., 2008).
Measurement model. We tested the overall fit of the measurement model separately for the
variables related to the company and the ones related to the agency. We conducted first-order
CFAs at the item level to test the fit of the proposed 11 factor model, composed of 8 factors
measuring HRM practices, and three factors measuring commitment, job satisfaction, and turnover
intentions. The proposed model fits the data adequately for both the company (χ² = 4153.23, df =
574, CFI = 0.911, TLI = 0.897, SRMR = 0.046, RMSEA = 0.060) and the agency (χ² = 4260.461,
df = 574, CFI =0.891, TLI = 0.874, SRMR =0.051, RMSEA =0.06). We compared the fit of this
measurement model to three alternative models separately for the company and the agency: (1) an
11-factor alternative model with all first-order factors loading onto one overarching second-order
factor; (2) a 9-factor model with 8 HRM practices, and one additional factor with the items of
commitment, job satisfaction, and turnover intentions combined;
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5901.717*

5659.122*

7996.752*

9489.860*

4260.461*

5373.561*

6628.907*

7305.784*

9664.635*

Company: 11-Factors (b)

Company: 9-Factors

Company: 8-Factors

Company: 6-Factors

Agency: 11-Factors (a)

Agency: 11-Factors (b)

Agency: 9-Factors

Agency: 8-Factors

Agency: 6-Factors

df

614

601

593

618

574

614

601

593

618

574

0.091

0.079

0.076

0.066

0.060

0.091

0.084

0.070

0.070

0.060

RMSEA

CFI

0.733

0.802

0.822

0.860

0.891

0.780

0.817

0.875

0.869

0.911

TLI

0.711

0.781

0.800

0.849

0.874

0.762

0.797

0.859

0.859

0.897

0.070

0.060

0.063

0.075

0.051

0.061

0.054

0.054

0.081

0.046

SRMR

AIC

161055.9

158723.1

158062.2

156756.9

155731.8

156865.5

155398.4

153076.7

153269.3

151608.8

BIC

1505.892*
3843.522*
5336.630*

156158.9
157554.9
1113.100*
2368.446*
3045.323*
5404.174*

157425.8
158868.2
159485.2
161746.8

156641.9

1748.487*

153881.0

Δχ2

153936.8

152517.1

40

27

19

44

40

27

19

44

Δdf

5324.174

2991.324

2330.447

1025.101

5256.630

3789.522

1467.892

1660.487

Δ AIC

5104.867

2843.291

2226.276

783.863

5037.776

3641.796

1363.937

1419.747

Δ BIC

Note. *p<.01. 11-Factors (a): each item loaded on the corresponding first order factor; 11-Factors (b): each item loaded on the corresponding
first order factor, and all the first order factors loaded on one second order factor; 9-Factor: job satisfaction, commitment, and turnover
intentions loaded on one factor, and all HRM items loaded on the corresponding factor; 8-Factors: flexible work and realistic workload
loaded on work-life-balance factor, discretion and challenging work loaded on job design factor, training and career development loaded on
development factor, and all other items loaded on the corresponding factor; 6-Factors: same structure of HRM items as the 8-Factors model,
and same structure of outcomes items as the 9-Factor model.

4153.230*

Company: 11-Factors (a)

χ²

Table 1. Confirmatory Factor Analysis Results for the Measurement Model

The Dual Employment Relationship of Temporary Workers

4

107

Chapter 4

(3) an 8-factor model with 5 HRM practices factors (i.e., work-life-balance measured by the items
of flexible work and realistic workload, job design measured by the items of discretion and
challenging work, development measured by the items of training and career development, pay
and recognition, and job security), and three separate factors for commitment, job satisfaction, and
turnover intentions; (4) a 6-factor model with the same structure as the third model for HRM
practices and with one additional factor with the items of commitment, job satisfaction, and
turnover intentions. The proposed model fits the data significantly better than all four alternative
models for both the company and the agency (Table 1).
4.3.3 Analytical Strategy
We conducted latent profile analyses (LPA) in Mplus 7.31 (Muthén & Muthén, 2009)
following Masyn (2013) by means of robust maximum likelihood estimator (MLR). We estimated
models including 1 to 8 profiles for the perceived implementation of the 8 HRM practices
separately by the agency and by the company. Of all the estimated models, we investigated their
identification in the model estimation, their fit in the profile enumeration stage, the accuracy of
their classification diagnostics, and the theoretical meaningfulness both in terms of distinctiveness
of parameter values associated with each profile and in terms of adequacy of profiles’ sizes.
Concerning the model estimation, in order to avoid the expectation-maximization (EM) algorithm
converging on local maximum solution, we used 1,000 random sets of starting values for the initial
stage, each allowing a total of 10 iterations, with the 500 best solutions retained for final stage
optimization. Furthermore, for each estimated model we then analyzed the number and proportion
of replicated maximum likelihood values for each local and the apparent global solution, the
condition number (i.e., the smallest to largest eigenvalue of the information matrix estimate based
on the maximum likelihood solution), and the smallest estimated class proportion and estimated
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class size among all the latent classes estimated in the model. A low frequency of replication of
the apparent global solution across the sets of random starting values, a low condition number (i.e.,
less than 10-6) and a small size of the smallest latent profile may be indicators respectively of
convergence of on local maxima solution, singularity (or near singularity) of the information
matrix, and over-extraction of latent profiles. In the profile enumeration stage of our analyses, we
considered multiple sources of information in order to select the optimal number of latent profiles.
Evaluation of relative fit was carried out by examining the AIC, the BIC, the Consistent
AIC (CAIC), the Approximate Weight of Evidence Criterion (AWE), the adjusted Lo-MendelRubin LRT test (adjusted LMR-LRT), the parametric bootstrapped likelihood ratio test (BLRT),
the approximate Bayes Factor (BF), and the approximate correct model probability (cmP), with
lower AIC, BIC, CAIC, and AWE values suggesting a better fitting model. Furthermore, given
that there is no guarantee that the information criteria reach a single lowest value, we explored the
diminishing gains in model fit by plotting the values of the AIC, BIC, CAIC, and AWE in order
to identify the number of profiles at the angle point which would meet the elbow criterion described
by Masyn (2013). The adjusted LMR-LRT as well as the BLRT compare the k-profile model with
the model with one profile less (i.e., k – 1-profile), with a significant p-value indicating that the kprofile model fits the data significantly better than the k – 1-profile model. The approximate BF is
a pairwise comparison of relative fit, with values ranging from 1 to 3 being a weak evidence, from
3 to 10 moderate evidence, and more than 10 high evidence for the model under consideration
(Masyn, 2013). The approximate cmP is an approximation of the probability of a given model to
be the correct one relative to a set of other models under consideration.
Subsequently, we evaluated the classification into different profiles by analyzing the
accuracy of the latent profile assignment for individuals of the candidate models selected during
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the profile enumeration stage. The classification diagnostics taken into consideration were based
on estimated posterior probabilities, namely: (1) the precision of classification across the different
latent profiles (i.e., relative entropy), (2) the proportion of individuals modally assigned to each
profile (i.e., modal class assignment proportion, mcaP), (3) the classification uncertainty of each
latent profile (i.e., the average posterior class probability, AvePP), (4) the separation of the
different latent profiles (i.e., the odds of correct classification ratio, OCC). The relative entropy
quantifies the posterior classification uncertainty, with values ranging from 0 (i.e., the posterior
classification is no better than random guessing), to 1 (i.e., perfect posterior classification). A large
discrepancy between mcaP and the posterior class probabilities estimated by the model indicate
larger latent profile assignment error. The AvePP evaluates the classification uncertainty for each
latent profile, with values >.07 indicating adequate classification precision (Nagin, 2005). The
OCC as well evaluates the separation and classification precision, with larger values (i.e., >5.00)
indicating good latent profile separation and high assignment accuracy (Nagin, 2005).
Finally, after having identified the final model solution of the profiles of HRM
implemented by the agency and by the company, we conducted five ANCOVAs in order to explore
whether the membership to the different profiles of both the company and the agency were
affecting the five proposed outcomes (i.e., temporary workers’ satisfaction with their jobs,
commitment with the agency, commitment with the company, turnover intentions with the agency,
and turnover intentions with the company) by controlling for their tenure with both the company
and the agency. We simultaneously investigated the main effects of both profile memberships on
all outcomes in order to uncover potential spillover effects between the two employment
relationships by comparing the relative effect sizes.
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4.4 Results
Table 2 reports the means, standard deviations, and correlations of the variables in this
study. The coefficients related to the HRM practices implemented by the agency are presented
below the diagonal, whereas the one related to the same HRM practices implemented by the
company are reported above the diagonal.
The models appeared to be well identified in the model estimation stage for the 1 to 8
profiles unconditional solutions of both the company and the agency, with a high level of
replication of maximum log likelihood solution, a condition number higher than 10-6, and the
smallest profile’s size with not less than 61 individuals (i.e., 4%). Table 3 summarizes the results
of the class enumeration stage of our analyses. For both the company and the agency, the AIC,
BIC, and CAIC kept decreasing with the extraction of more profiles. The AWE reached the lowest
point at the 6-profiles solution for the HRM implemented by both the company and the agency.
The LMR instead indicated that the 3-profiles solution for the company’s HRM fitted better than
the 4-profiles solution (p > .05), and that the 4-profiles solution fitted better than the 5-profiles
solution for the agency’s HRM (p >.001). The BLRT, the cmP, and the BF did not identify an
optimal solution in neither the company nor the agency’s HRM profiles. The entropy values
indicate an adequate overall classification precision for all the candidate models, reaching the
highest levels (i.e., >.80) for the 2- to 4- profiles solutions for the company HRM practices, and
for the 3- and 4-profiles solutions for the agency HRM practices. It is important to note that while
entropy was never intended to be used in the model selection during the class enumeration stage
of the latent profile analysis, it may be used as an indicator of problematic latent profiles
overextraction, and of the utility of certain models to produce highly-differentiated groups (Masyn,
2013).
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-0.45**

(.73/.75)
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0.29**

0.37**
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Note. *p<.05. **p<.01. Means, standard deviations, and correlations of variables related to the Agency are below the diagonal; Means, standard
deviations, and correlations of variables related to the Company are above the diagonal. Alphas are in parentheses; Agency's variables are before the
slash.
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Table 2. Descriptive Statistics and Zero-Order Correlations among the Study Variables related to the Agency and the Company
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Taking into account the AWE and the adjusted LMR, we therefore selected the 3- to 6profiles solutions for the company and the 4- to 6-profiles solutions for the agency for further
investigation. Figure 2 reports the plots of their fit statistics values with the extraction of additional
profiles (Morin, Maïano, et al., 2011; Morin & Marsh, 2015). These plots show that the marginal
gain in terms of relative fit resulting from increasing the number of profiles diminishes, reaching
a plateau around 4- to 5- profiles solution in both the HRM practices implemented by the company
and the agency. Thus, we retained these 4 solutions as candidate models, and proceeded in
examining their substantive meaning.
The examination of the quality and proportions of these solutions revealed that extracting
the 5th profile in both situations (i.e., HRM practices implemented by the agency and the company),
would imply the arbitrary division of two profiles into three profiles, without adding any
theoretically meaningful insight into the heterogeneity of the sample under investigation in terms
of perceived HRM practices. More specifically, the profiles characterized on average by mediumhigh and high perceived HRM practices would be further split into three profiles perceiving a
medium, medium-high, and high implementation of HRM practices. The extraction of another
profile differing only quantitatively and not qualitatively from the others, carried out at the expense
of model parsimony, would thus not add meaningful theoretical insights to the understanding of
the temporary workers’ employment relationship with either the company or the agency. Taking
into consideration the interpretation of the selected candidate models, their simplicity and clarity
(Bergman & Trost, 2006), as well as their overall substantive meaning in terms of understanding
the phenomenon under investigation (Magnusson, 1998), we therefore retained the 4-profiles
solutions for both HRM practices implemented by the agency and by the company.
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LL

37389.784
33932.018
32669.950
32263.412
31934.356
31754.036
31616.792
31485.506
36576.116
33691.112
32452.768
32031.178
31775.926
31563.984
31504.894
31441.272

16
25
34
43
52
61
70
79

AIC

16
25
34
43
52
61
70
79

#fp

36663.484
33827.624
32638.425
32265.979
32059.871
31897.074
31887.128
31872.651

37476.427
34067.397
32854.066
32496.265
32215.945
32084.362
31995.854
31913.305

BIC

36679.484
33852.624
32672.425
32308.979
32111.871
31958.074
31957.128
31951.651

37492.427
34092.397
32888.066
32539.265
32267.945
32145.362
32065.854
31992.305

CAIC

36830.852
34089.137
32994.081
32715.780
32603.817
32535.164
32619.363
32699.029

37643.070
34327.777
33208.182
32944.117
32757.534
32719.687
32724.917
32736.104

AWE

NA
2903.004
1256.344
439.590
273.252
229.942
77.090
81.622

NA
3475.766
1280.068
424.538
347.056
198.320
155.244
149.286

LRTS

NA
0.000
0.000
0.000
0.009
0.007
0.014
0.250

NA
0.000
0.000
0.297
0.014
0.091
0.364
0.247

Adj
LMR
p-value
BLRT

NA
0.000
0.000
0.000
0.000
0.000
0.000
0.000

NA
0.000
0.000
0.000
0.000
0.000
0.000
0.000

p-value

NA
0.000
0.000
0.000
0.000
0.000
0.007
0.001

NA
0.000
0.000
0.000
0.000
0.000
0.000
1.000

BF

NA
0
5.2E-17
3.9E-86
2.2E-41
5.0E-06
7.2E-04
1.0E+00

NA
0
3.4E-26
2.0E-78
1.3E-61
2.7E-29
6.0E-20
1.2E-18

cmP

NA
0.767
0.832
0.822
0.753
0.766
0.775
0.773

NA
0.814
0.841
0.811
0.772
0.786
0.793
0.789

Entropy

Note. LL = model log-likelihood; #fp = number of free parameters; AIC = Akaike Information Criterion; BIC = Bayesian Information
Criterion; CAIC = Consistent AIC; AWE = Approximate Weight of Evidence Criterion; Adj LMR = Adjusted Lo-Mendel-Rubin; BLRT =
Bootstrap Likelihood ratio test; BF = Bayes Factor; cmP = correct model probability; NA = not applicable.

Company HRM
1-profile -18678.892
2-profile -16941.009
3-profile -16300.975
4-profile -16088.706
5-profile -15915.178
6-profile -15816.018
7-profile -15738.396
8-profile -15663.753
Agency HRM
1-profile -18272.058
2-profile -16820.556
3-profile -16192.384
4-profile -15972.589
5-profile -15835.963
6-profile -15720.992
7-profile -15682.447
8-profile -15641.636

# of
profiles

Table 3. Class Enumeration
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Figure 2. Elbow Plot for the Information Criteria of HRM Profiles of the Company (Left) and of the
Agency (Right)

Table 4 shows the classification diagnostics of the 4-profiles solutions, for both HRM
implemented by the agency and by the company. Similarities between the estimated posterior class
probabilities and the modal class assignment proportions, as well as the average posterior class
probabilities (i.e., >.70), and the odds of correct classification ratio (i.e., >5.0) show an adequate
accuracy in the latent profile assignment for both solutions.
Table 4. Model Classification Diagnostics for the 4-profiles solutions for HRM implemented by
the Company and the Agency
mcaP
AvePP
OCC
𝜋𝜋𝜋𝜋̂
Company HRM
Low
0.138
0.138
0.916
68.150
Short-term
0.161
0.152
0.832
25.771
Medium
0.407
0.415
0.881
10.784
High
0.294
0.294
0.929
31.451
Agency HRM
Low
0.064
0.064
0.898
128.265
Short-term
0.224
0.216
0.871
23.449
Medium
0.517
0.532
0.901
8.505
High
0.195
0.188
0.915
44.363
Note. 𝜋𝜋𝜋𝜋̂ = estimated posterior class probabilities; mcaP = modal class assignment proportions;
AvePP = average posterior class probability; OCC = odds of correct classification ratio.

The 4-profiles solutions are represented in Figure 3, and their model estimated standardized
means are reported in Table 5. Concerning the perceived HRM practices implemented by the
company, three profiles are similar in terms of pattern of perceived HRM practices, and differ in
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whether they generally perceived a low (13.8%), medium (41.5%), or high (29.4%) level of
implemented HRM practices. The fourth profile instead depicts a short-term employment
relationship (15.2%), characterized by a relatively high level of job-related HRM practices aimed
at regulating the workers’ workload, flexibility, and autonomy (i.e., higher than the medium
profile), and simultaneously a low level (i.e., similar to the low profile) of more long-term
perceived HRM practices, such as training, career development and job security. Concerning the
perceived HRM practices implemented by the agency, we find a similar pattern, with three profiles
differing quantitatively between low (6.4%), medium (53.2%), and high (18.8%) overall perceived
level of HRM practices, and a fourth short-term profile (21.6%) having high (albeit not higher than
the medium profile) focus on job-related factors, and low focus on long-term HRM practices (albeit
not exactly overlapping with the low profile).
Table 5. Model Estimated Fully Standardized Means for the 4-profiles solutions for HRM
implemented by the Company and the Agency
Company HRM
Agency HRM
ShortShortLow
Medium
High
Low
Medium
Means
term
term
Challenging 2.811
4.098
4.624
6.216
2.454
3.956
5.082
Work
Realistic
3.560
5.334
4.974
6.258
3.346
4.993
5.325
Workload
Flexible
3.202
5.291
4.801
5.926
2.747
4.862
4.998
Work
Discretion
2.498
4.477
4.269
5.380
2.288
3.806
4.069

High
6.725
6.533
6.057
4.842

Pay and
3.068
Recognition
Career
2.262
Development
Job Security 1.643

4.231

4.975

6.464

2.432

3.455

4.744

6.119

2.389

4.616

6.254

2.028

2.537

4.466

6.290

1.894

2.964

3.977

1.713

2.318

3.711

4.988

Training

2.158

2.104

3.495

4.378

1.634

1.935

3.226

4.169

Proportion

13.8%

15.2%

41.5%

29.4%

6.4%

21.6%

53.2%

18.8%
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Note. On y-axis are reported the model estimated fully standardized means.

Figure 3. Profiles of perceived HRM implemented by the Company (left) and by the Agency (right)

The Dual Employment Relationship of Temporary Workers

4

117

Chapter 4

We then conducted a series of ANCOVA, in order to explore whether, controlling for
tenure with both the company and the agency, the membership to the different HRM profiles of
both the company and the agency would predict a different level of the temporary workers’
commitment, turnover intentions, and job satisfaction. Table 6 and 7 report the results of the
ANCOVA predicting turnover intentions and commitment. After controlling for tenure, HRM
profile membership has significant weak main effects for the intention to leave the agency (agency
HRM profiles: F (3,1254) = 52.47, p = 0.00, partial η² = 0.11), the intention to leave the company
(company HRM profiles: F (3,1253) = 38.41, p = 0.00, partial η² = 0.08), the commitment to the
agency (agency HRM profiles: F (3,1254) = 60.82, p = 0.00, partial η² = 0.13), and the commitment
to the company (company HRM profiles: F (3,1254) = 73.02, p = 0.00, partial η² = 0.15). These
results also indicate a weak spillover effect across the two employment relationships for both the
intention to leave the agency (company HRM profiles: F (3,1254) = 11.90, p = 0.00, partial η² =
0.03), and the intention to leave the company (agency HRM profiles: F (3,1253) = 12.88, p = 0.00,
partial η² = 0.03). As can be found in Table 7 instead, the ANCOVA predicting commitment after
controlling for tenure indicates no spillover effect across the two employment relationships for
both the commitment to the agency (company HRM profiles: F (3,1254) = 1.88, p = 0.13, partial
η² = 0.00) and the commitment to the company (agency HRM profiles: F (3,1254) = 0.151, p =
0.93, partial η² = 0.00).
Finally, Table 8 reports the results of ANCOVA predicting job satisfaction. After
controlling for tenure, there is a significant main effect of company HRM profiles (F (3,1253) =
72.63, p = 0.00, partial η² = 0.15), and a weaker main effect of agency HRM profiles (F (3,1253)
= 2.75, p = 0.04, partial η² = 0.01) on temporary workers’ satisfaction with their own job. These
effects indicate that belonging to an HRM profile with higher perceived level of implemented
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HRM practices generally relates to having higher levels of all the examined beneficial outcomes.
Concerning turnover intentions, both HRM profiles have significant main effects on intention to
leave both the agency and the company, although the main effect is stronger than the spillover
effect. This is not true for commitment, which shows significant main effects, but no spillover
effect for both the commitment towards the agency and the company. When it comes to workers’
satisfaction with their own jobs instead, both HRM profiles have a significant main effect, with a
stronger influence of company HRM profiles than agency’s profiles, thus indicating a more
pronounced relevance of the employment relationship with the company on factors related to one’s
job.
Table 6. Results of Ancova: Membership Predicting Turnover Intentions
R² Adj R²
SS
Outcome: Agency Turnover Intentions
Corrected
0.240
0.235
336.121
Model
Intercept
4146.510
Agency Tenure
1.493
Company
0.294
Tenure
Agency
133.501
Membership
Company
30.281
Membership
Error
1063.617
Total
9350.674
Corrected Total
1399.737
Outcome: Company Turnover Intentions
Corrected
0.206
0.201
367.952
Model
Intercept
4117.628
Agency Tenure
0.870
Company
1.513
Tenure
Agency
43.847
Membership
Company
130.730
Membership
Error
1421.719
Total
9981.722
Corrected Total
1789.671

4

DF

MS

F

Sig.

η²

8

42.015

49.536

0.000

0.240

1
1
1

4146.510
1.493
0.294

4888.720
1.761
0.346

0.000
0.185
0.556

0.796
0.001
0.000

3

44.500

52.466

0.000

0.112

3

10.094

11.900

0.000

0.028

1254
1263
1262

0.848

8

45.994

40.536

0.000

0.206

1
1
1

4117.628
0.870
1.513

3628.979
0.766
1.333

0.000
0.382
0.248

0.743
0.001
0.001

3

14.616

12.881

0.000

0.030

3

43.577

38.405

0.000

0.084

1253
1262
1261

1.135
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Table 7. Results of Ancova: Membership Predicting Commitment
Adj R²

SS

DF

MS

F

Sig.

η²

Outcome: Agency Commitment
Corrected Model
0.200
0.195

R²

167.129

8

20.891

39.153

0.000

0.200

3173.078
6.417
2.251
97.359

1
1
1
3

3173.078
6.417
2.251
32.453

5946.740
12.027
4.219
60.821

0.000
0.001
0.040
0.000

0.826
0.009
0.003
0.127

3.002

3

1.001

1.875

0.132

0.004

669.113
9521.479
836.242

1254
1263
1262

0.534

203.01
4964.453
0.008

8
1
1

25.376
4964.453
0.008

42.742
8361.867
0.014

0.000
0.000
0.907

0.214
0.870
0.000

Company Tenure

3.662

1

3.662

6.168

0.013

0.005

Agency
Membership
Company
Membership
Error
Total
Corrected Total

0.270

3

0.090

0.151

0.929

0.000

130.053

3

43.351

73.018

0.000

0.149

744.502
13507.679
947.511

1254
1263
1262

0.594

Intercept
Agency Tenure
Company Tenure
Agency
Membership
Company
Membership
Error
Total
Corrected Total
Outcome: Company Commitment
Corrected Model
0.214
0.209
Intercept
Agency Tenure

Table 8. Results of Ancova: Membership Predicting Job Satisfaction
Corrected
Model
Intercept
Agency Tenure
Company
Tenure
Agency
Membership
Company
Membership
Error
Total
Corrected Total
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R²
0.237

Adj R²
0.232

SS
261.213

DF
8

MS
32.652

F
48.550

Sig.
0.000

η²
0.237

8505.824

1

8505.824

12647.253

0.000

0.910

0.648
0.294

1
1

0.648
0.294

0.964
0.437

0.326
0.509

0.001
0.000

5.557

3

1.852

2.754

0.041

0.007

146.538

3

48.846

72.629

0.000

0.148

842.697
22863.889
1103.910

1253
1262
1261

0.673

The Dual Employment Relationship of Temporary Workers

4.5 Discussion
In our study based on 1782 TAWs in the Netherlands we build on findings from
psychological contract research and apply these to the HRM system research field, by focusing on
both employment relationships TAWs have with the agency and the company. We identified four
profiles of TAWs separately for both the agency and the company that are quantitatively and
qualitatively different from one another (i.e., low, short-term, medium, and high perceived HRM).
Implementing a person-centered operationalization of the synergistic conceptualization of HRM
systems thus yields interesting insights in TAWs’ heterogeneity in perceiving the configuration of
HRM practices offered to them by both employment entities. Furthermore, in accordance with
SET, having an HRM profile (for both the agency and the company) characterized by higher
perceived HRM practices is associated with higher job satisfaction, lower turnover intention, and
higher organizational commitment to the related entity. Finally, exploratory inspection of spillover
effects between the two employment relationships shows some evidence of spillover mechanisms
between the two for TAWs’ turnover intentions, but not for TAWs’ organizational commitment.
Job satisfaction however, was more strongly affected by HRM profiles of the company rather than
the agency, thus suggesting a more pronounced relevance of the company’s managerial role as
compared to the agency when it comes to outcomes proximally related to the actual everyday job
of TAWs.
In investigating TAWs’ perceptions of HRM systems being implemented by the agency
and the company, we found similar profiles of workers, suggesting that the heterogeneity among
TAWs in representing their employment relationship with the agency is rather akin to their
heterogeneity in representing the relationship with the company. More specifically, the low profile
(6.4% in the agency; 13.8% in the company), the short-term profile (21.6% in the agency; 15.2%
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in the company), the medium profile (53.2% in the agency; 41.5% in the company), and the high
profile (18.8% in the agency; 29.4% in the company) show not only comparable general trends of
perceptions between the two employment entities, but also similar averages related to each
individual practice composing the HRM bundle in each profile. These findings reinforce the line
of research within the psychological contract field which emphasizes the importance of looking at
both employment relationships TAWs have, therefore not focusing only on their supposedly rather
transactional psychological contract with the company. The relevance of the agency in managing
TAWs, despite being sometimes neglected in research, was highlighted by some studies (e.g.,
Claes, 2005; Moorman & Harland, 2002; Morf et al., 2014). These authors encouraged future
research to deepen our understanding of the content of the tripartite relationship between TAWs,
the agency, and the company. By building on this, and applying the psychological contract line of
research in the HRM field, we investigated the content of both relationships in a simultaneous yet
specific manner. Therefore, in light of our findings, both employment relationships seem to be
characterized by not only similar level of a variety of HRM practices, but also similar heterogeneity
among workers in their own perceptions and representations of such relationships. Overall, based
on TAWs’ perceptions of implemented HRM practices, the responsibilities of the agency and the
company towards TAWs might not be so different and independent as could be assumed on the
basis of their individual legal and/or bargained positions (Claes, 2005).
Furthermore, when looking at the results of LPA, it is of methodological and substantive
interest to disentangle the effects of level (i.e., when cases have a high, medium, or low pattern on
all factors) from the effects of shape (i.e., when cases have peculiar patterns where they are high,
medium, or low on some factors) across the considered set of observed indictors (Morin & Marsh,
2015). In our results of both LPAs related to the agency and the company, most profiles that
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emerged could be inserted in a continuum of increasingly higher perceptions of all 8 HRM
practices (i.e., challenging work, realistic workload, flexible work, discretion, pay and recognition,
career development, job security, and training), therefore indicating a difference among TAWs in
the quantitative level of perceived implemented HRM systems with both the agency and the
company (Morin & Marsh, 2015). The emergence of the short-term profile in both employment
relationships however, indicated a qualitatively different profile, characterized by a peculiar shape
compared to the other profiles, which is high on the job-related HRM practices (i.e., workload,
flexible work, and discretion) and low on more long-term HRM practices (i.e., training, career
development and job security). This short-term profile, besides being of theoretical and practical
interest, also adds to the meaningfulness of the application of person-centered approach to the
investigation of HRM systems. Furthermore, the fact that this shape is more pronounced in the
case of the employment relationship with the company, might corroborate previous findings on
the transactional nature of temporary workers’ psychological contract and reflect the often
temporary nature of TAWs jobs. However, the presence of a high profile in the company HRM
system where components such as career development or training are not only present, but also
comparable to the corresponding high profile of the agency HRM systems also suggests the
presence of subgroups of TAWs who do not necessarily look at their employment relationship in
a short-term instrumental way, but might recognize long-term benefits of their current work
arrangement. It is important to note that such subgroup peculiarities would not be disentangled,
and therefore would be ignored, in a traditional variable-centered approach, where data would be
summarized across all cases, and workers who might held distinct typologies of employment
relationship would be collapsed into variables’ means.
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Building on Social Exchange Theory (Blau, 1964), we further explored whether specific
HRM profiles would relate to better levels of previously investigated TAWs’ attitudes toward the
employer(s) and job. In alignment with our second Research Question, the estimated associations
between HRM systems profile memberships and related outcomes indicated that the TAWs who
are characterized by higher agency (company) HRM profiles are characterized by (1) higher
general satisfaction with their job, (2) lower agency (company) turnover, and (3) higher
commitment to the agency (company). It is important to note that these associations were estimated
by holding constant TAWs’ tenure with the agency and the company, therefore controlling for
confounding effects that might be due to variations in the amount of time TAWs were employed
by the agency and assigned to the current company.
Furthermore, upon inspection of the graphs plotting the outcomes against TAWs’ profile
membership, a rather positive line seems to capture the association between profile membership
and job satisfaction and commitment, while a negative one best describes the association between
profile membership and turnover intention. More specifically, when analyzing both memberships
to the agency and to the company, the sequence of four profiles (i.e., in order: low, short-term,
medium, and high perceived HRM) is characterized by increasingly better outcomes (i.e., higher
job satisfaction, higher commitment, and lower turnover intentions). It is interesting to note
therefore, that in both employment relationships with the agency and the company, the short-term
profile is placed between the low and the medium profile in terms of average levels of
psychological outcomes, thus being on the rather negative side of the employment relationship’s
spectrum. One possible explanation for this could be that perceiving an employment relationship
as being primarily short-term focused might indeed be hazardous in terms of the relationship and
might prevent TAWs from reciprocating it in a longer-term social exchange manner. This seems
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to be in line with previous findings on temporary workers being generally characterized by lower
levels of positive psychological outcomes as compared to permanent workers (Guest, 2004).
Also, TAWs’ overall satisfaction with their jobs was found to be related to both agency
and company HRM profile memberships, with a stronger effect size for the latter. The prominent
role of the HRM system implemented by the company when it comes to TAWs’ job satisfaction
is not surprising, given its proximity to the workers’ jobs. Hence, the results concerning the
association between membership and related outcomes do go in the expected direction. They
corroborate previous findings on the rather positive relation between psychological contract
fulfillment and workers’ psychological outcomes (e.g., De Cuyper et al., 2008; Lapalme et al.,
2011; Morf et al., 2014), by therefore confirming the social, even though contingent, exchange
implied in TAWs’ employment relations.
Finally, through our third Research Question we explored the presence of spillover effects
between agency’s HRM profile membership and company’s outcomes, and vice versa. We found
that, controlling for tenure with both agency and company, company’s HRM profile membership
was associated with agency’s turnover intention, above and beyond agency’s HRM profile
membership, albeit with a lower effect size. The same reversed pattern was found for company’s
turnover intentions. Concerning agency and company turnover intentions, it seems that indeed the
intention to stay within one employment relationship is not completely independent from
evaluations of the other employment relationship of TAWs. A possible explanation for this is that
turnover intentions refer to calculative considerations from the side of TAWs, which seem to be
driven by the simultaneous evaluation of both employment relationships. The agency and the
company therefore might be considered as partially responsible for each other’s implemented
HRM systems, considering that they are engaged in a business relationship with each other
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(Moorman & Harland, 2002). No spillover effect instead was found for TAWs’ commitment to
either the agency or the company. One reason for the lack of a spillover effect here might be that
the affective commitment is an emotional feeling of belonging and attachment to the organization
(Meyer et al., 1993). As such, given the strong association between company’s commitment and
the company’s membership, it might be difficult to find an association between agency’s
membership and company’s commitment which goes above and beyond the first one. The same,
reversed, reasoning applies to the agency’s commitment. Overall, in our study some, albeit not all,
results signal spillover effects between the two employment relationships TAWs have with the
agency and the company.
4.6 Theoretical and Practical Implications
Despite the considerable body of studies on temporary agency workers both in the
psychological contract and HRM fields, research on the managerial challenges associated with this
employment phenomenon is limited in some theoretical, methodological, and practical ways. From
a theoretical standpoint, applying some findings from the work on psychological contracts to the
HRM system research allowed us to highlight the simultaneous relevance of the agency and the
company in managing TAWs and engaging in a social exchange with them through HRM systems.
The heterogeneity among TAWs in representing their two employment relationships, the relevance
of the agency even in aspects related to TAW’s jobs, and the presence of main as well as spillover
effects, are all elements that point at the importance of taking into consideration both employment
relationships when investigating TAWs from an HRM perspective.
From a methodological point of view, only a very limited number of studies to date have
applied a person-centered analytical approach to the operationalization of HRM systems. We do
believe that mixture analyses represent a sound statistical way to recognize the unique contribution
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of each HRM practice, while still remarking the importance of the total configuration of a
potentially synergistic HRM system. Furthermore, by means of a person-centered analysis, the
employees’ perceptions concerning all the implemented HRM practices are taken into
consideration, by identifying subgroups of employees who are quantitatively and qualitatively
different from each other. Therefore, identifying and characterizing these profiles in their unique
configurations without reducing them to (a set of) averages, brings back the attention to differences
in employees’ perceptions of their work environment and, here, of their employment relationship.
Having a more detailed representation of their patterns of perceptions might help in reconstructing
with heightened accuracy their subjective psychological meaning of their work situation. Hence,
LPA allows for the nuanced examination of the multidimensional synergistic nature of HRM
systems, which represents an interesting research avenue linking the implementation of HRM
practices to outcomes for both the organizations and the employees.
Furthermore, the findings of this study have several practical implications for managing
temporary agency workers. Investigating in a holistic, yet specific, way the dual employment
relationship of TAWs brings back the attention to the need of involving both the agency and the
company in managing this type of workers. Focusing exclusively on either one of them from an
HRM point of view might not only be inefficient, but also detrimental for workers who do held
expectations and engage in social exchange relationships with both entities. Among the many
challenges associated with this particular employment arrangement, is the need for coordination
and communication between the agency and the company themselves, in terms of what is expected
and what is delivered to the workers. For this coordination to be effective, there should be an
agreed upon enumeration and division of competencies and priorities in HRM terms, which might
be remarkably challenging if we consider that oftentimes the same agency deals simultaneously
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with a tremendous number of companies. However, the similar heterogeneity among TAWs in
representing both employment relationships, as well as the evidence of some spillover effects, do
point at the urgency of approaching (both in research and in practice) temporary agency work in a
holistic manner in the sense of needing to consider both the role of the agency and the company.
Neglecting the need for coordination between the agency and the company, might implicitly assign
the HRM responsibility to the workers themselves, thus turning temporary agency workers into
workers with two employment relationships and no employer.
Looking at the average level of perceived job security in each profile, it is striking that job
security is constantly the lowest component perceived by the TAWs. It is relevant to note that this
applies also to the HRM profiles of the agency, which is supposedly the TAWs’ stable partner in
this tripartite relationship. This brings the known health- and occupation- related issues associated
with the insecurity of temporary agency work to the fore. Recent research urged scholars and
practitioners to gain awareness of the ethical implication of the global employment flexibilization,
by emphasizing the ‘shared responsibility’ of employers and employees to balance employment
flexibility with security (Zhang et al., 2015). Our results support this. Overall, the agency and the
company should recognize the tripartite characterization of temporary agency work,
acknowledging that besides being business partners, they are foremost managing partners of the
same human resources. Finally, the application of person-centered analytical techniques to HRM
forms a useful tool not only for researchers, but also for practitioners. Being able to consider the
employment relationship as a whole entity, rather than the sum or average of independent practices
implemented by independent actors, might represent the practical application of principles
postulated in the synergistic conceptualizations of HRM systems. Recognizing that may help

128

The Dual Employment Relationship of Temporary Workers

managing workers and tailoring interventions, especially in contexts with multiple employers,
which are exponentially more complex than traditional employment arrangements.
4.6.1 Limitations and Suggestions for Future Research
Our study has several limitations related to its methodological design, which should be
taken into account. First, it is based on cross-sectional correlational data, which does not allow for
conclusions concerning the direction of the causality between the perceptions of HRM systems
and the outcomes under examination. It might therefore be for example, that satisfaction with the
job and employer(s) drives the evaluation of the overall employment relationship(s). While
previous studies established that is more likely that the flow of causality goes in the hypothesized
direction (e.g., De Cuyper et al., 2008; Guest, 2004), future research may investigate this over
time. Furthermore, a longitudinal research design, also taking into account TAWs’ transitions from
one assignment to the other as well as their actual turnover, might allow to examine changes in
profile membership over time, in order to gain insights in its frequency, predictors, and outcomes.
Second, common method bias may be a problem in this study, as we relied on self-reported
data collected only among workers. By their nature constructs such as job satisfaction,
organizational commitment, turnover intentions, and perceived HRM practices are difficult to
assess other than through self-reported measures, in that they mirror subjective beliefs, attitudes,
and perceptions. However, it would be interesting to capture the perceptions of the agency and the
company of each other’s implemented HRM systems and obligations (e.g., Claes, 2005). This
might yield notable insights not only in the congruence between their perceptions and workers’
perceptions of their employment relationship, but also in the communication and coordination
between the two parties.
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Third, even though the final sample size of this study is not trivial, the use of a convenience
sampling technique, the low response rate, as well as the collection of data in only one country
(i.e., The Netherlands), inevitably hinders the generalizability of our results. Although previous
studies among temporary workers have been characterized by the same issues (Slattery et al., 2008;
Van Hooft et al., 2004), future research may set out to replicate our results in other contexts,
temporary agencies, and countries. Finally, here we focused on a narrow selection of outcomes
relevant to temporary agency workers. It would be interesting to investigate the association
between HRM profile membership and variables capturing TAWs’ well-being and employability
(Zhang et al., 2015). While the global labor market tendency towards employment flexibilization
is indisputable, the role of the HRM function within these changing employment relations (and its
effects on employees) still needs to be further explored.
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Chapter 5

Abstract
The gig-economy is a rapidly growing phenomenon which attracted the attention of both scholars
and policy makers in a variety of disciplinary fields. To date however, its implications for workers
from an HRM point of view are largely unknown. This study investigates the work conditions,
attitudes, and perceived employment relationship of on-location platform-determined routine
workers. We focus on the relationship between the number of hours spent working through
platforms and workers’ work-life balance, job satisfaction, and commitment to the platform.
Building on conservation of resources theory, we propose and test a moderation model in which
workers’ perceptions of High Performance Work Practices (HPWPs) implemented by the
platforms moderate the relationship between the number of working hours and workers’ attitudes.
The results support the hypothesized moderation effect for work-life balance and job satisfaction,
thus pointing at the relevance of HPWPs for this type of platform workers. We expand on the
quantitative results with qualitative interviews aimed at exploring how the HPWPs implemented
by the platforms impacted in practice the working conditions and lives of the workers.
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5.1 Introduction
The gig-economy is a growing phenomenon which is attracting scholar’s attention in a
variety of disciplinary fields, due to the disruptive dimension and nature of its implications for the
global labor market (Eurofound, 2015b, 2018a). The number of Americans working as providers
in the on-demand economy is estimated to grow by 18.5% a year, reaching over 7.6 million in
2020 (Sharpe, 2015). In Europe, according to the COLLEEM (i.e., COLLaborative Economy and
Employment) survey conducted in 14 EU countries (Pesole et al., 2018), on average 10% of adult
internet users has at some time provided labor via platforms. The available estimates and studies
show platform work is a progressively important phenomenon in terms of both the number of
workers involved and revenue generated. However, the nature of platform work is complex and in
need of further clarification, as evidenced by the lack of a unified definition to describe platform
work (Fabo et al., 2017).
Gig-economy, sharing economy, crowdsourcing, platform economy, on-demand economy,
are only some of the terms being used in relation to platform work (Fabo et al., 2017). This
confusion, besides reflecting the early stage of research on this topic, might also be attributed to
the extraordinary heterogeneity of this new form of employment. Generally speaking, platform
work is a type of work which is defined by a number of characteristics, namely: (1) online
platforms through which the work is being organized, (2) the involvement of three parties – the
platform, the worker, and the client, (3) its use for the execution of specific tasks, (4) its operation
as a form of outsourcing/contracting, (5) jobs that are broken down into tasks, (6) the provision of
services on an on-demand basis (Eurofound, 2018b, 2018c). Amongst these, a distinction can be
made between platforms that organize labor on a global scale (i.e., that match the demand in one
location with remote suppliers that are possibly based abroad) from the platforms which organize
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local labor markets (i.e., that match local demand with local supply) (Drahokoupil & Fabo, 2016).
De Stefano (2015) similarly differentiates between “crowdwork” (i.e., the completion of a series
of tasks online) and “work-on-demand via app” (i.e., the execution of traditional activities such as
transport, cleaning, clerical work which are managed in a non-traditional way by online platforms).
Here, we are interested in investigating the latter, that is, platform work which involves the
execution of offline tasks, by matching labor demand and supply at a local level. Our aim is to
understand the nature and consequences of perceived employment relationships for platform
workers.
More specifically, the first purpose of this study is to investigate the relationship between
the number of hours spent gig working and workers’ well-being and attitudes towards their job
and the platform. Pesole and colleagues (2018) point out that one of the core dimensions of the
working conditions in platform work is the hours of work, and define “main platform workers” as
those who earn at least 50% of their income via platforms, and/or work via platforms more than
20 hours per week. They argue this forms a better criterion than counting the frequency of gigs
performed through the platform as that does not reveal the amount of work actually carried out on
each occasion (i.e., each gig). As Pesole and colleagues (2018) show, the hours workers spend gig
working are similar to the hours of regular workers (i.e., mostly working 20 to 29 hours per week),
with nearly 13% of platform workers saying they provide more than 60 hours of work via platforms
a week.
We expect that the sign of the relationship between working hours and platform workers’
attitudes depends on contextual factors, thus setting conditions under which working an increasing
number of hours per week is positively or negatively related with workers’ attitudes and
satisfaction with their jobs and platforms. Previous research in more traditional employment
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settings for example, suggests that job design factors such as perceived autonomy and flexibility
may attenuate the negative effects of work hours on workers’ satisfaction and balance with
personal needs (Ford, Heinen, & Langkamer, 2007), indicating that there may be conditions under
which workers might respond to objective work demands in different ways. Extending this line of
thinking to the platform context, the second purpose of this study is to test whether perceptions of
High Performance Work Practices (HPWPs) interact with the number of hours spent gig working
per week in affecting workers’ work-life balance, satisfaction with the job, and commitment to the
platform.
HPWPs are practices aimed at enhancing workers’ competencies, commitment and
productivity, and, as a consequence of that, organizational performance (Combs et al., 2006).
HPWPs generally refer to compensation and benefits, job and work design, training and
development, selection, communication and information sharing, and performance management
(Posthuma et al., 2013). Looking at platform work from an HR point of view, in a situation where
some claim an algorithm to be the manager, the question whether HPWPs which have been found
to be effective in traditional employment settings would be effective in the gig context, remains
unanswered. Building on Conservation of Resources theory (COR) (Hobfoll, 1989), we expect
that when the number of hours spent gig working increases and, simultaneously, workers perceive
few HPWPs being offered to them by the related platform, a loss spiral might be activated whereby
the level of job satisfaction, as well as work-life balance and commitment to the platform decrease.
In the presence of HPWPs instead, we expect a positive relationship between the number of hours
spent gig working and the outcomes, where the environmental resources and the additional earning
essentially represent a gain spiral.
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Overall, this study aims to enhance insight in the characteristics and consequences of the
employment relationship between on-location routine platform workers and their platforms.
Specifically, we test whether the relationship between the number of hours spent gig working per
week and workers’ work-life balance, job satisfaction, and commitment to the platform is
influenced by workers’ perceptions of the HPWPs implemented by the platforms. The proposed
interaction model is represented in Figure 1, and is tested among 181 workers who carry out tasks
offline, and work for platforms which organize local labor markets in Europe and in the USA. We
complement and expand on the quantitative results with 6 qualitative interviews in order to
investigate further how the different HRM-related actions implemented by the platforms impacted
the working conditions and lives of the workers in practice.

Figure 1. Research Model

HPWPs
Work-Life
Balance

Hours Gig Work

Job Satisfaction

Commitment

5.2 Theoretical Background
5.2.1 Platform Work: Definition, Extension and Issues
In this study we adopt the definition of platform work proposed by Eurofound (2018c,
2018b) that refers to paid work organized through platforms, involving three parties (platform,
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client and worker), aiming at conducting specific tasks or solve specific problems, involving
outsourcing/contracting out, where jobs are broken down into tasks and services are provided ondemand. This definition does not include platforms where the main traded good is not labor (e.g.,
sales platforms, platforms providing accommodations or financial services), or non-commercial
transactions and those not involving payment (e.g., volunteering, networking, or social media).
Matching demand and supply of labor through online platforms is a rapidly growing
phenomenon which challenged existing institutional and regulatory frameworks and transformed
the organization of work and the working conditions of platform workers (Eurofound, 2018b). In
2014, 45 million workers were estimated to work on platforms in the Western developed world
(Codagnone, Biagi, & Abadie, 2016). In 2016 McKinsey conducted an online survey among more
than 8000 respondents in the USA and five EU countries (Germany, France, Spain, Sweden, and
UK), reporting that about 9 million people work through platforms like Uber, Deliveroo, and
Upwork (McKinsey, 2016). In 2017, in a survey across seven European countries (Austria,
Switzerland, Germany, Italy, the Netherlands, Sweden, and the UK), of the approximately 15000
respondents around 14% on average across the different countries indicated they have ever done
platform work, and 7.4% that they do platform work on a weekly basis.
Currently it is still under debate whether and how platform work is different, legally and
factually, from other types of triangular employment relationships such as that of temporary
agency workers with the agency they are employed at and the client company they work for. The
debate is complicated by the wide variety of platforms. Five main characteristics distinguish
different types of platform work (Eurofound, 2018b), namely: (1) the skills level required to
perform platform work, that is low (manual, amateurs), medium (clerical), or high (professionals);
(2) whether the service is provided online (e.g., developing web content, building databases,
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transcribing and translating documents, classifying webpages or images) or offline (e.g., taxi or
domestic services, food delivery); (3) the scale of the tasks that are being carried out, which could
be micro tasks (e.g., object classification, transcription, or other highly standardized and repetitive
tasks) or larger projects (i.e., projects which require a more long-term relationship and intense
exchange between the client and the worker); (4) whether the selection of the tasks to be executed
is made by the platform, the client, or the worker; and (5) whether the matching between demand
and supply of labor is done through an offer (i.e., direct allocation of tasks through an algorithm),
or through a contest (i.e., an open-call aimed at a wide audience).
By cross-tabulating and comparing these characteristics to existing databases of platforms,
three main types of platforms can be identified, which are the most distinct in terms of
consequences on the employment conditions and quality of work: on-location platform-determined
routine work, on-location worker-initiated moderately skilled work, and online contestant
specialist work (Eurofound, 2018b). In this study we focus on the first type, which refers to lowskilled work, delivered offline and assigned by the platform through an offer (e.g., taxi or food
delivery services). In this currently widespread type of work, the platform often takes the role of
an employer without providing a formal employment contract to workers, who may therefore
perform traditional activities in a precarious situation (Eurofound, 2018b).
The digital revolution has been attributed the potential to fundamentally transform not only
the structure of employment by occupation and sector, but also the employment conditions and
employment relations themselves. By setting minimum quality standards of service, selecting the
workforce, matching and coordinating transactions in an automated way, and incorporating and
monitoring rules, the algorithms of platforms have been referred to as “essentially automated forms
of management” (Eurofound, 2018a, p.19). This so called “disruption of the employment
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relationship” (Drahokoupil & Fabo, 2016) raises a number of issues which are currently under
investigation by both scholars and policy makers. From a legal point of view, some argue that
platforms might facilitate the exploitation of labor and profit from unfair competition, therefore
pointing at the rather shared opinion that platforms do not seem to fit the current labor market
regulatory frameworks (Eurofound, 2018a; Huws, Spencer, Syrdal, & Holts, 2017). If platforms
do need to follow some legal rules concerning commercial codes, civil codes, and costumer and
data protection, generally there is still very limited legal regulation of the employment relationship
in platform work (Eurofound, 2018c). As of 2018/2019, the employment status of platform
workers is not yet regulated, thus being largely determined by the terms and conditions offered by
the platforms, which usually is self-employment. This forms a relevant issue, especially
considering that self-employment implies lower social protection, lack of unemployment
insurance, or insurance for accidents or occupational diseases, therefore leading to unfavorable
conditions for workers as compared to those with employment contracts.
Thus, the employment relationship between the platform and the workers is defined by the
terms and conditions of the platforms, which generally state that the platform is an intermediary
between the supply and demand of labor. Their employment relationship is thus largely based on
civil law contracts (which tend to be vague and ambiguous over how to legally handle disputes)
and denies that platforms form employers, despite them pursuing many employer-like actions
(Eurofound, 2018b). Here, we focus on the employment relationships of platform workers who
work through platforms for different numbers of hours per week.
5.2.2 Hours of Gig Work and Workers’ Attitudes and Well-Being
Around 8% of the working population in Europe works through platforms at least once a
month, approximately 6% have a significant income from it, and 2% work through platforms as
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their main job (Pesole et al., 2018). Even though the data currently available on the proportion of
working hours spent among gig workers is scarce and not exhaustive, it seems clear that there is a
great variance between workers in their use of platform work. If we take into account the lack of
regulation, the extra (unpaid) time spent searching for/managing one’s shifts, the higher demand
during certain time slots for certain jobs (e.g., evening and weekend shifts for taxi drivers), as well
as the possibility of working simultaneously through more than one platform at the same time, the
implications of this type of work on workers’ well-being and personal lives can greatly vary
depending on the amount of time spent gig working. In some studies, platform workers indicated
being on-call all the time, being preoccupied with having a short reaction time, and having to be
constantly available to preserve their reputation (Eurofound, 2018d). Hence, the number of weekly
working hours as well as the reliance on platform work as a main source of income, may affect
workers’ well-being and attitudes towards the job and platform.
Specifically, in this study we focus on the work-life balance, job satisfaction, and
commitment to the platform experienced by platform workers. Work-life balance refers to
individuals’ perceptions of being equally engaged in and satisfied with their work role and personal
role (Greenhaus, Collins, & Shaw, 2003). This relates to a perceived balance between one’s
professional and personal life when it comes to the distribution of one’s time, psychological
involvement, and satisfaction with both roles. Even though the high potential for creating a good
work-life balance is one of the most advertised benefits of working flexibly through platforms,
there is some evidence of a lack of work-life balance for these workers, especially among those
who execute on-location platform-determined work (Eurofound, 2018b), who form the population
of interest of this study.
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Job satisfaction refers to workers’ general positive attitude towards their jobs (Spector,
1997). Recently, in interviews several on-location platform-determined workers reported a low
overall level of job satisfaction, pointing aspects of their work or of the platform itself (e.g., pay,
perceived control over one’s job, communication with the platform, equipment being provided by
the platform), which in their opinion could be improved (Eurofound, 2018b).
Finally, commitment refers to workers’ acceptance of the organization’s values,
willingness to contribute to it, and desire to stay within the organization (Mowday & Steers, 1979).
Even though this construct was originally developed to tackle the exchange implied in more
traditional employment relationships, it has also been extensively investigated in more contingent
and flexible labor dynamics, such the case of contingent temporary workers (De Cuyper et al.,
2008). Here, we study whether and when working hours of platform workers relate to their worklife balance, satisfaction, and commitment.
In the context of more traditional employment settings, previous research considered the
number of work hours as an indicator of objective work demands, thereby pointing at a positive
relation between number of paid work hours and work-family conflict (Ford, Heinen, &
Langkamer, 2007; Voydanoff, 2004). Objective work demands require the individuals to exert
effort, and thus invest resources, in order to meet the needs of their jobs or roles. An increase in
the amount or the shift in scheduling working hours per week could represent a resource loss by
depleting the time and energy of workers (Kramer & Chung, 2015).
In the platform work context however, it is not straightforward whether the number of
hours worked per week represents a job demand in its more traditional meaning. For example,
even though it is claimed that the workers have complete control and autonomy in deciding when
to work and for how long, riders without an employment contract can choose their shifts but then
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have to fulfil them or find a replacement (Eurofound, 2018b). Similar issues have been reported
for drivers, who formally have complete control over whether to work or not, but whose decisions
are greatly influenced by the platforms’ use of its algorithm, ratings, and reward system (De
Stefano, 2017; Eurofound, 2018d). However, being able to work more can imply an increase in
income and thus a perceived benefit that enhances job satisfaction (especially in this context, where
minimum wages are not guaranteed and there is no or little regulation on scheduling shifts), thus
representing a resource more than a demand. Even in traditional work arrangements, working more
can have benefits as former meta-analytic results indicated the presence of a weak positive
association between the number of working hours per week and indicators of psychological and
physiological health (Sparks, Cooper, Fried, & Shirom, 1997), such as work-family conflict
(Pleck, Staines, & Lang, 1980).
Thus, while we study the aforementioned attitudes in relation to working hours, the sign of
the relationship between the number of working hours and employees’ outcomes could be negative
or positive, depending on contextual factors. For example, previous research in traditional work
arrangements suggests variables such as the level of autonomy of the workers as well as crosscultural factors may form boundary conditions under which working hours are related to
psychological and physiological health of the worker (Ford et al., 2007; Spector et al., 2004).
Extending this line of research in the platform context, we argue that the positive or negative
relationship between number of working hours and relevant attitudes and well-being of platform
workers may depend on workers’ perceptions of HPWPs implemented by the platform.
5.2.3 The Moderating Role of HPWPs
From an HR point of view, concerns have been expressed about the implications of
platform work for workers in terms of the quality of their working conditions and employment
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relationships. A number of core HRM practice areas are mentioned in research and policy reports
on platform workers (Eurofound, 2015b, 2018a, 2018c; Huws et al., 2017) and even by platforms
themselves (Gore-Coty, 2018), namely: the extent to which workers are provided with training
programs, the recruitment procedures in place to access the platform, the competitiveness of
platforms’ compensation systems, the level of autonomy implied in the job design, and the extent
to which workers are involved in a transparent communication with the platform. For example,
most platform work seems characterized by low and insecure pay, limited access to training, high
job insecurity, low information sharing and low perceived support by colleagues and managers
(Eurofound, 2018c). On the other hand, such work is often associated with a high level of
autonomy as workers can decide when and where to work (which should supposedly lead to better
work-life balance), and sometimes with the opportunity of skills development and learning-bydoing (De Groen & Maselli, 2016; Eurofound, 2015b). A recent interview study of platform
workers across Europe included their views of HRM practices such as selection, training and career
development, participation, autonomy, and compensation (Eurofound, 2018b). When it comes to
on-location platform-determined work (i.e., the target of this study), one of the main reasons
individuals report as the reason to start working through a platform is the lack of alternative
employment opportunities coupled with low entry barriers (such as formal interviews or required
previous experience) in the selection stage of the process. Also, they report their work as being
low skilled, and the training provided as generally focusing on safety procedures or how to use the
platform’s app. Among all types of platform workers, on-location platform-determined workers
were the ones who have the closest relationship with the platform, communicating with the
platform often and sharing information with it due to the nature of their work (i.e., time-sensitive
and local work). Furthermore, they also had the lowest level of autonomy and control over when,
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where, and how to execute their tasks. And finally, they generally reported to be able to earn a
stable income, even though this varied substantially across countries and employment
arrangements.
In traditional employment arrangements, HPWPs such as compensation, training,
participation, and autonomy have been shown to relate positively to positive employee attitudes
and to organizational performance (Combs et al., 2006). While the relevance of HPWPs can be
stronger or less strong due to certain contextual factors, as for example in the case of manufacturing
organizations compared to service organizations (Combs et al., 2006), overall the importance of
implementation and workers’ perceptions (Nishii & Wright, 2007) of HPWPs being implemented
by the organization is widely recognized. Previous work also suggested different HR
configurations that could be differently applicable to different employment modes. Lepak and
Snell (2002), for example, point at compliance-based HR configurations as the most likely to occur
in organizations where the human capital is mainly contract work (hence without a particularly
high strategic value nor unique) and where employment decisions tend to resemble mere
calculations of costs.
Interestingly, on the basis of their findings Lepak and Snell (2002) conclude that companies
should avoid relying solely on financial evaluations when making sourcing decisions, and consider
more their strategic HR implications, thus supporting the resource-based view of the organization
and highlighting the need to focus on HPWPSs also in the context of contract work. Therefore,
when it comes to platform workers, besides the debate taking place among scholars and in Court
surrounding how to legally regulate their employment status (Croft, 2018), it seems relevant to
investigate the number of HR implications of the employment relationship of platform workers.
For example, platform work might form an extreme type of contingent work (Cassady, Fisher, &
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Olsen, 2018), with workers having a high level of uncertainty, low legal support, and a triangular
relationship with the platform and the client. Therefore, the question whether the relationship
between the platform worker and the platform itself might form a type of contingent employment
relationship, and whether HPWPs that have a positive effect in contingent employment could
prove effective in the platform context as well, naturally follows. The novelty of platform work
and the early stage of research on it in the field of HRM imply there is not much previous work to
build on directly. However, due to the similarity with extreme forms of contingent employment,
similar mechanisms as the ones described for temporary agency work or contractors could apply
here. More specifically, we expect that the more one works per week through a platform, the more
it becomes relevant that the platform provides with the worker with a set of HPWPs.
Previous research reported that workers’ perceptions of the implementation of HPWPs by
the organization might constitute additional environmental resources the workers benefit from
(Boon & Kalshoven, 2014). COR theory poses that people strive to preserve, obtain and protect
resources which might help them coping with different demands (Hobfoll, 1989). Building on
COR, we argue that perceiving HPWPs represents a source of resources for the worker. Therefore,
we expect that workers’ perceptions of the implementation of such HPWPs might set conditions
under which working more affects negatively or positively workers’ well-being and attitudes
towards both the work and the platform. More specifically, we expect that platform workers who
work more and simultaneously perceive low implemented HPWPs, have fewer resources at their
disposal, thus leading to decreased well-being and satisfaction and activating a “loss spiral” where
individuals with less resources are likely to use further resources. Under high perceptions of
implemented HPWPs instead, we expect that working more does not constitute a resource loss. On
the contrary, when there are sufficient environmental resources at one’s disposal, earning more
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gives the workers the ability to manage and acquire more resources, hence activating a “gain
spiral” and increasing their work-life balance, job satisfaction and commitment to the platform.
Hypothesis 1. Workers’ perceptions of HPWPs moderate the relationship between weekly working
hours and workers’ work-life balance, job satisfaction, and commitment to the
platform, such that this relationship is positive under high HPWPs and negative
under low HPWPs.
5.3 Method
5.3.1 Sample and Procedure
Data for this study was collected in three stages. First, 18 work-on-demand companies
operating in The Netherlands were contacted to seek for support in distributing the survey
internally. Of these companies, only one agreed to do so, whereas another company provided some
advice on how to reach out to their workers. Furthermore, a variety of workers were approached
directly (i.e., in certain gathering points in few cities in The Netherlands) or indirectly (i.e., online
groups of gig workers) by means of convenience sampling techniques, in order to reach out to a
variety of workers. To ensure that participants would fall within the research scope, the first page
of the survey had a brief text explaining the research aim and target, followed by a filter question
asking to indicate whether they worked through a platform or not2. For the participants who would
answer negatively to this question, the survey would terminate. Surveys were distributed in English
and in Dutch, digitally and in the form of hard copies, and a raffle of a number of vouchers for a
Dutch online shopping website was used to incentivize participation.

2

The text of the question is as follows: “We define a platform as an online environment (website or app) through
which a worker is linked to a client to perform tasks/services. Do you work through a platform? (e.g., Uber,
Deliveroo, Foodora, Temper, UberEats, Helpling, Autoreset, EasyWay, etc.)”. The answer scale is “Yes/No”.
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Second, given the limited response rate, additional data was collected by purchasing
respondents through an online panel tool. Surveys were sent to self-employed individuals in The
Netherlands, UK, and USA. During this stage of the data collection process, three instructed
response items (e.g., “Please answer with “strongly disagree” to this question.”) were added to the
survey, which could serve as data quality indicator (Meade & Craig, 2012).
Third, we invited the participants of the surveys to be interviewed to complement and
expand on the results obtained from the surveys on the role of HPWP for platform workers. Six
participants working through different platforms in The Netherlands for different amount of time
(i.e., from 3 years to 6 months), with different jobs (both bikers and drivers), and employment
arrangements (e.g., self-employed, 0 hours’ contract) accepted to be interviewed. Most of them
worked through platforms for a substantial number of hours per week (ranging from 20 to even 70
hours per week), whereas only one of them used platforms to work 5 hours per week.
Overall, quantitative data was collected among 244 on-demand platform workers. Of these,
63 cases were deleted because of completing less than half of the survey or because of working
for crowdsourcing platforms. The final sample size is 181 on-demand platform workers, of which
65 (35.9%) were collected during the first stage, and 116 (64.1%) during the second stage of the
data collection process. Furthermore, 25 (13.8%) filled in the hard copy, and 156 (86.2%) filled in
the digital copy of the survey.
Of the final sample, 65 (35.9%) participants performed gig work in the Netherlands, 85
(47.0) in the USA, and 31 (17.1%) in the UK. The participants were 115 males and 66 females,
with and average age of 32.6 (SD = 10.4) and they worked for a variety of platforms, including
Uber (44.2%), Foodora (24.9%), Deliveroo (13.3%), and UberEats (8.3%). Overall, 44.2%
performed gig work related to taxi service, 46.2% to delivering food, and 9.4% to providing other
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sorts of services. Most of the sample had currently either one (56.9%), two (29.3%), or three (6.6%)
jobs, gig working on average 24 (SD = 13.7) hours per week, and working in total on average 32.8
(SD = 18.3) hours per week. On average they reported that 70.7 % (SD = 30.3) of their global
income was earned through gig working. Concerning their employment arrangement, 29.3%
worked on a zero-hour contract, 36.5% were self-employed/freelance, and 34.3% had another
contract for a pre-specified number of hours. Finally, 53.9% were payed based on the execution of
a specific task (e.g., a ride, a delivery, or an assignment), whereas 42.2% were payed based on the
number of hours worked.
5.3.2 Measures
Unless otherwise stated, all the constructs were measured on a five-point Likert scale,
ranging from 1 = “strongly disagree” to 5 = “strongly agree”. The surveys were administered in
English and Dutch, and all items were translated through the back-translation procedure (Brislin,
1970). Furthermore, when items were referring to a specific platform, in order to avoid confusion
due to the possibility that one gig worker might work for more than one platform, additional
instructions were given to the participants, asking them to answer the following questions referring
to the platform they work the most for3.
Hours gig work was measured with one item, asking the following question “On average,
how many hours do you spend per week working through a platform?”.
HPWPs were measured in total with 16 items adopted from various sources in the literature
and adapted to the gig context. In order to ensure the applicability of the questions being asked to

3

The instructions were as follows: “The following section seeks to gain insights in your experience working for a
platform. In case you work through multiple platforms, please base your answer on the platform you work through
most.”
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the participants, another option “I don’t know” was added to the five-point Likert scale. Selection
was measured with three items (e.g., “Considerable importance is placed on the staffing process.”)
developed by Sun and colleagues (Sun, Aryee, & Law, 2007). Training was measured with three
items (e.g., “The platform invests considerable time and money in training.”), by adapting the scale
from Jiang and colleagues (Jiang, et al., 2017). Compensation was measured with three items (e.g.,
“The platform provides a competitive salary.”), adapted from the scale of Boon and colleagues
(Boon, Den Hartog, Boselie, & Paauwe, 2011). Participation was measured with four items (e.g.,
“The platform has formal grievance procedures to take care of employee complaints or appeals.”)
(Jiang et al., 2015). Autonomy was measured on a six-point Likert scale ranging from 1 = “strongly
disagree” to 6 = “strongly agree”, with three items (e.g., “I have a great deal of autonomy in
deciding how I do my work.”) developed by Bakker and colleagues (Bakker, Demerouti, &
Euwema, 2005). Because not all items were measured with the same response scale, we
standardized them before proceeding with the analyses. Overall reliability of this scale is very high
(α = .91).
Work-Life Balance was measured with five adapted items (Hill, Hawkins, Ferris, &
Weitzman, 2001) on a five-point Likert scale, ranging from 1 = “not at all” to 5 = “a great deal”
(e.g., “In general, how easy is it for you to balance the demands of your work and your personal
and family life?”). The reliability of this scale is adequate (α = .74).
Job satisfaction was measured with three items (Cammann et al., 1979). Example of one
item is “All in all, I am satisfied with my job”. The reliability of this scale is adequate (α = .62).
Commitment was measured with six items adapted from Mowday and Steers (1979),
example of one item is “I am proud to tell others that I am part of this platform”. The reliability
of this scale is high (α = .91).
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Control variables. In our analyses we controlled for whether they were working in the USA
or not, age (in years), gender (0 = male, 1 = female), number of jobs the participants currently had,
whether participants were payed based on the number of hours worked, whether they had a zerohours contract as an employment arrangement, and finally we controlled for the three platforms
most present in our sample (i.e., Uber, Foodora, and Deliveroo).
5.3.3 Analytical Strategy
We conducted the analyses in MPlus v.7.31. Because of the skewed distribution of some
of the variables in analysis, we used Maximum likelihood with robust standard errors and chisquare (MLR) to estimate all the model parameters. We examined the measurement model of the
variables of interest using confirmatory factor analysis (CFA). The proposed measurement model
was evaluated in terms of fit with the observed data firstly using different indices, namely: root
mean square error of approximation (RMSEA), comparative fit index (CFI), Tucker-Lewis index
(TLI), and the standardized root mean square residual (SRMR). Secondly, we compared the
proposed model to three alternative models. Once the measurement model was established, we
saved the related factor scores and proceeded in our hypothesis testing. We used a path analysis to
test the hypothesized model, which allows for the simultaneous estimation of all the regression
coefficients related to the three outcome variables under investigation. Due to the presence of some
missing data among the variables and the use of listwise deletion, the final sample size for the path
analysis is N = 177. The final model implies the estimation of all the paths linking the study
variables, and therefore it is a saturated model with perfect fit to the data. Because of this reason
model fit indices will not be presented for testing the hypothesized relationships between the study
variables. After testing the proposed research model, we probed and visualized the significant
interaction terms.
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5.4 Results
5.4.1 Quantitative Results
Table 1 presents the descriptive statistics and zero-order correlations among the study
variables computed as scale means (when they were measured with more than one item). In
general, all bivariate relationships between the study variables are positive and significant, with
the exception of the number of hours of gig works, which in general does not seem to be related
to two outcomes under investigation, namely work-life balance and job satisfaction. Among the
control variables, gender, age, country, the number of jobs, the type of contract, the type of
payment, and the three platforms most represented in our sample all seem to be related to the
variables of this study. We therefore controlled for these variables in our analyses.
We tested the measurement model at the item level for HPWPs (standardized scores),
work-life balance, job satisfaction, and commitment together. HPWPs were modeled as a second
order latent factor, with five first-order latent factors corresponding to the five HPWPs (i.e.,
selection, training compensation, participation and autonomy). Simultaneously, work-life balance,
job satisfaction, and commitment were modeled as first-order latent factors, loaded by the related
five, three, and six items respectively. The proposed measurement model fits the data adequately
(χ² = 653.917, df = 394, CFI = 0.922, TLI = 0.914, SRMR = 0.093, RMSEA = 0.060). We
compared the fit of this measurement model to three alternative models:
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0.46

0.50

13.69

0.77

1.67

0.29

0.42

0.44

0.25

0.13

24.02

0.00

4. Number of
jobs
5. Zero hours
contract
6. Hours pay

7. Uber

8. Foodora

9. Deliveroo

10. Hours GIG
work
11. HPWPs

0.78

0.82

0.94

3.73

3.79

3.72

0.34

0.43

0.50

0.50

-0.68

-0.51

-0.49

-0.43

0.39

2.18

1.17

0.24

0.32

0.92

3.32

0.12

0.84

SK
0.57

-0.06

0.55

0.16

-1.02

-0.43

2.80

-0.63

-1.97

-1.92

-1.17

16.88

-2.01

0.38

K
-1.70

0.22**

0.05

-0.04

0.10

-0.01

-0.03

-0.12

0.04

-0.13

-0.01

-0.08

0.18*

0.07

1
(-)

0.32**

0.22**

-0.08

0.25**

0.17*

-0.12

-0.22**

0.50**

0.16*

-0.01

0.50**

0.16*

0.06

-0.04

0.10

0.09

0.01

-0.37**
0.26**

-0.18*

0.19*

-0.12

-0.08

(-)

4

-0.46**

0.59**

-0.40**

-0.18*
0.25**

-0.19**

0.22**

(-)

3

-0.13

0.01

0.44**

(-)

2

-0.23**

-0.17*

-0.04

-0.22**

-0.05

0.03

0.19**

-0.16*

0.19*

(-)

5

-0.23**

0.03

0.12

-0.29**

-0.03

-0.04

0.61**

-0.40**

(-)

6

0.46**

0.03

-0.05

0.47**

0.25**

-0.35**

-0.51**

(-)

7

-0.40**

-0.09

-0.04

-0.18*

0.15*
0.04

-0.05

-0.21**

(-)

9

-0.46**

-0.09

-0.22**

(-)

8

0.27**

0.08

0.13

0.35**

(-)

10

0.79**

0.35**

0.18*

(0.91)

11

0.21**

0.46**

(0.74)

12

0.50**

(0.62)

13

14

(0.91)

Note. * p <.05. ** p <.01. M, mean; SD, standard deviation; SK, skewness; K, kurtosis. The mean of HPWPs is 0 because they are standardized scores.
Alphas are in parentheses.
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1.15

0.47

3. USA

10.41

32.56
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SD
0.48

M
0.36
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Table 1. Descriptive Statistics and Zero-Order Correlations among the Study Variables
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(1) a two-factor solution where the items of work-life balance, job satisfaction, and commitment
are loading onto one unique second factor; (2) a four first-order factors model where the items of
HPWPs, work-life balance, job satisfaction, and commitment are loading onto four separate firstorder latent factors; and (3) a single-factor model with all manifest indicators loading onto one
first-order latent factor (i.e., Harman’s single-factor test). The proposed model fit the data
significantly better than all three alternative models (Satorra-Bentler scaled chi-square difference
test: (1) SB-corrected Δχ² = 1407.515, Δdf = 5, p = .000; (2) SB-corrected Δχ² = 75.714, Δdf = 5,
p = .000; (3) SB-corrected Δχ² = 219.761, Δdf = 11, p = .000). The factor loadings of the proposed
measurement model are presented in Table 2.
Table 2. Factor Loadings of the Measurement Model
Selection
HPWPs
ZSEL1
0.919 Selection
0.934
ZSEL2
0.869 Training
0.976
ZSEL3
0.883 Participation
0.941
Training
Autonomy
0.649
ZTRA1
0.758 Compensation
0.814
ZTRA2
0.898 Work-Life Balance
ZTRA3
0.942 WLB1
0.746
Participation
WLB2
0.780
ZPAR1
0.678 WLB3
0.659
ZPAR2
0.866 WLB4
0.770
ZPAR3
0.846 WLB5
0.222
ZPAR4
0.846 Job Satisfaction
Autonomy
JSAT1
0.891
ZAUT1
0.800 JSAT2
0.230
ZAUT2
0.896 JSAT3
0.874
ZAUT3
0.937 Commitment
Compensation
OCQ1
0.784
ZCOMP
0.793 OCQ2
0.813
ZCOMP
0.798 OCQ3
0.824
ZCOMP
0.811 OCQ4
0.846
OCQ5
0.782
OCQ6
0.686
Note. N = 181. Standardized coefficients are presented.

5

153

Chapter 5

Firstly, we set out to test the presence, sign and magnitude of the relationship between
hours of gig work and workers’ work-life balance, satisfaction with their job, and commitment to
the platform. Table 3 presents the results of the related path analysis, showing that the number of
hours per week spent gig working seem to have a significant albeit weak relationship with worklife balance (β = .20, p <.05), and commitment towards the platform (β = .15, p <.01), by holding
constant all the control variables which showed some bivariate relations with the outcomes under
investigation. Overall, 8% of work-life balance, 16% of job satisfaction, and 38% of commitment
were explained by the determinants posited in the model. These results thus provide initial
evidence of the presence of a positive weak relationship between the number of working hours and
workers’ attitudes4. In Hypothesis 1, we set out to further investigate this relationship, by testing
whether it would be conditional upon the HPWPs perceived as being implemented by the platform.

Table 3. Results of Path Analysis Testing Main Effect
Work-Life
Balance

Job
Satisfaction

Commitment

Gender
-0.05
0.04
0.13*
Age
-0.10
0.10
0.11
USA
0.09
0.18
0.25*
Number of jobs
-0.01
0.08
0.03
Zero hours contract
-0.08
-0.15*
-0.11
Hours pay
0.02
0.08
0.11
Uber
-0.06
0.09
0.23*
Foodora
0.00
0.01
-0.15
Deliveroo
-0.12
0.06
0.12
Hours GIG work
0.20*
0.13
0.15*
Constant
0.04
-0.94**
-1.19**
R²
0.08*
0.16**
0.38**
Note. N = 177. *p <.05. **p <.01. Standardized coefficients are presented.
4

In an exploratory manner, we also tested whether the number of working hours had a curvilinear relationship with
the outcomes under investigation. The results indicated that regression coefficient related to the quadratic term
was not significant for work-life balance (p = .76), job satisfaction (p = .21) and commitment to the platform (p =
.12).
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Table 4 shows the results of the path analysis simultaneously regressing work-life balance,
job satisfaction, and commitment, on the control variables, standardized hours of gig work,
standardized HPWPs, and their interaction term. As can be seen from the results, the number of
hours the worker spent gig working does not have a conditional association with the outcomes.
HPWPs on the other hand, does have a strong conditional effect on work-life balance (β = .45, p
<.01), job satisfaction (β = .75, p <.01), and commitment (β = .90, p <.01). In line with Hypothesis
1, hours spent gig working and perceived HPWPs do interact with each other in affecting worklife balance (β = .25, p <.01) and job satisfaction (β = .22, p <.01). When it comes to commitment
instead, Hypothesis 1 is rejected - there is no significant interaction between hours spent gig
working and perceived HPWPs implemented by the platform. Noteworthy, the inclusion of
perceived HPWPs and the related interaction term increased the proportion of variance explained
of work-life balance (26%), job satisfaction (53%), and commitment (85%).

Table 4. Results of Path Analysis Testing Interaction between Hours of GIG
Work and HPWPs
Work-Life
Job
Commitment
Balance
Satisfaction
Gender
-0.09
-0.02
0.07*
Age
-0.09
0.09
0.07*
USA
-0.10
-0.07
0.00
Number of jobs
0.00
0.09*
0.06*
Zero hours contract
-0.06
-0.09
-0.03
Hours pay
-0.03
0.02
0.05
Uber
-0.13
-0.07
0.00
Foodora
0.11
0.16*
0.02
Deliveroo
-0.20*
-0.07
-0.03
Hours GIG work
0.11
-0.03
-0.05
HPWPs
0.45**
0.75**
0.90**
Hours GIG work*HPWPs
0.25**
0.22**
0.07
Constant
0.53
-0.37
-0.41**
R²
0.26**
0.53**
0.85**
Note. N = 177. *p <.05 **p <.01. Standardized coefficients are presented.
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Table 5 probes the significant interaction effects on work-life balance and job satisfaction.
As can be noticed, the relationships between hours gig work and both outcomes are significant and
negative at low levels of perceived HPWPs, whereas their signs are reversed at high levels of
perceived HPWPs, thus becoming positive and significant relationships. Figures 2 and 3 plot this
pattern, by showing that the slopes linking hours spent gig working with WLB and job satisfaction
are negative when the worker perceives low HPWPs being implemented by the platform, and they
become positive for high values of the moderator. Overall, the hours spent gig working and
perceived HPWPs seem to interact in predicting workers’ WLB and job satisfaction, whereas
commitment seems to be strongly related only to perceived HPWPs, and not to its interaction with
hours spent gig working.

Table 5. Analysis of Simple Effects for HPWPs
HPWPs Value
-2 SD
-1 SD
Mean
+1 SD
+2 SD

Work-Life Balance
-0.35 (.15)*
-0.14(.09)
0.07(.05)
0.29(.06)**
0.50(.11)**

Job Satisfaction
-0.48(.18)*
-0.26(.11)*
-0.03(.05)
0.20(.07)**
0.43(.14)**

Note. N = 177. *p <.05. **p <.01. Unstandardized coefficients are presented.
Standard errors are in parentheses.
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Figure 2. The Moderating Role of HPWPs on the Relationship between Hours GIG Work and Work-Life
Balance

Note. The mean of the dependent variable is 0 because it is a factor score.

Figure 3. The Moderating Role of HPWPs on the Relationship between Hours GIG Work and Job
Satisfaction

Note. The mean of the dependent variable is 0 because it is a factor score.
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5.4.2 Qualitative Results
We invited the survey participants to be interviewed in order to acquire qualitative insights
aimed at exploring how in practice the different HPWPs implemented by the platforms had an
impact on the workers’ jobs, lives, and attitudes towards the platforms themselves. In order to do
so, in our semi-structured interviews we asked a number of questions pertaining: their satisfaction
with their jobs, their balance and their turnover intentions, the platforms’ HRM actions and their
implications on workers’ lives, and the relationship between the workers and the platforms. All
interviews were recorded and transcribed. We analyzed the transcripts by means of three
processes: (1) data reduction (assigning codes to different data chunks on the basis of the outcome
and HPWPs variables), (2) data display (assembling data into matrices), and (3) data interpretation
(noting reoccurring patterns and themes) (Miles, Huberman, & Saldaña, 2014). The interviewees
worked through different platforms, for different number of hours (most worked for a substantial
amount), and with varying employment status. Some of them changed in jobs or the employment
arrangement they had recently, and the interviewees report a dynamic and turbulent period for the
platform economy, with platforms often changing the ongoing procedures and practices they
implement to handle the workforce as well as their own operations. Besides the differences
between platforms and types of jobs, some common themes emerged from the interviews.
Concerning their jobs, the workers report a good satisfaction with their job, which allows
them to spend time in the city (“[…] that is really nice about this work, Amsterdam is my office”),
is not stressful, and has health-related benefits (“I really liked the work itself. I must say, it was a
perfect gym. One that I did not have to pay”). The level of repetitiveness of the jobs does not seem
to be problematic, with few workers finding variety in interacting with different restaurants or
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costumers, or even areas of the city. They all indicate to have reached a very good level of balance
between private and personal life, pointing at flexibility as a main advantage of this type of job.
Interestingly however, the level of autonomy in one’s schedule is not as extreme as
sometimes portrayed. Most of them reported being affected by factors such as peaks of demands
and logistic issues in scheduling shifts that effectively prevented them from working exactly when
they would like to work, and as much as they would like to work. More specifically, the main
issues seem to arise when one wants to increase the number of working hours, or if platform work
is the only source of income one is relying on. In such cases, the reported level of security over
one’s income and job seems limited (“So you can actually work as little as you want, but not
always work as much as you want”), especially considering that the time spent for scheduling and
searching for shifts is not being compensated. Because of this, and of the work pressure, not
working through platforms for 100% of one’s time was suggested as the best solution by the
workers we interviewed. Nonetheless, the compensation seems to be considered fair, despite it
being greatly influenced by the employment arrangement (i.e., contract vs. self-employed), by the
platform, and by whether one is paid per hour or per gig, with the latter being perceived as worse
by workers (“It is not my responsibility to make sure there are deliveries to be done, but that is the
platform's. So if there are no rides now, then I will not get paid”).
In discussing the HPWPs, interviewees across different platforms indicated that selection
and training procedures were automated, mostly boiling down to submission of basic documents
(e.g., criminal records or registration to the chamber of commerce) and tutorials on how to use the
app, which are generally considered useful. The systems in place to evaluate workers’ performance
were generally considered fair, and varied greatly between platforms and within the same platform
across time, with different importance being attributed to different aspects of ones’ job (e.g.,
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number of rides accepted, number of shifts executed in peaks hours, costumers’ ratings). It seemed
that especially this aspect, together with the (albeit infrequent) use of contingent rewards (e.g.,
vouchers to the top performers, 1-euro bonuses for long distance rides or rides on extra busy days),
are used by the platform as the main means to manage the workers.
Overall, interviewees report the jobs to be lacking social components, both in the relation
with colleagues and platforms (“if you would only drive through the app, and nothing else, then it
is a bit of a lonely existence”). Communication with colleagues happens rarely, mostly by chance.
Some platforms closed headquarters offices they had in the city, which had negative consequences
on the interactions between workers, who currently stay in touch through self-initiated social
media groups. Generally, the few social events or discussions that do exist are organized by the
workers themselves, and are appreciated especially among those who work the most. Interestingly,
one interviewee mentioned that there is solidarity among riders, which coupled with the distance
with the platform, “creates a bit of an 'us-against-them' culture”. The communication with the
platforms is indeed mainly conducted through the apps, especially efficient for handling urgent
matters (e.g., problem with a delivery or a restaurant), but not so effective on less urgent ones (e.g.,
suggestions by riders, problem with payments, contracts). With some differences across platforms,
the workers report little perceived support by the platforms, considered as lying at the other end of
a long communication line, and in general difficult to reach out to (“I still do not feel I have seen
anyone from the platform”). They mostly don’t feel valued by the platform, the few rewards
handed out are perceived as aimed at increasing only the productivity, with little personal
appreciation of their job and merits. The overall feeling interviewees report is that if the platform
gets directly in contact with the worker, it’s because there is a problem with him/her (“No news is
good news”).
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Finally, interviewees all indicated seeing this job as being just an intermediate and
temporary one, in between different stages of their career path. They all felt confident in their
ability to potentially find another job, which later (for example, once they completed their studies)
could fit their needs better. It does seem however that there are some differences between bike
riders and taxi drivers, the latter being suitable to different age cohorts, whereas the first attracts
mostly younger workers. When asked whether they would recommend others to work for their
platforms, they all indicated that that would depend on a number of factors, namely: age, the season
of the year (related to the weather), the intended number of working hours per week, and the need
for flexibility in one’s job.
5.5 Discussion
In this study, we examined the employment relationship of platform workers. Building on
Conservation of Resources Theory (Hobfoll, 1989) we expected a moderating effect of perceived
HPWPs implemented by the platforms on the relationship between number of weekly working
hours and platform workers’ attitudes and well-being, namely: work-life balance, job satisfaction,
and commitment to the platform. The results partially supported our hypothesis. The relationship
between hours of gig work and work-life balance and job satisfaction showed to be negative when
HPWPs are low, and positive when HPWPs are high. This suggests that if the perceived HPWPs
are high, working more through platforms essentially has a positive connotation, by allowing the
workers to earn more money, while having the desired control, autonomy, support, and
employment relationship with the platform. If the perceived HPWPs are low instead, the workers
do not have environmental resources to draw from, and are left only with their own resources to
rely on; in this case, working more might boil down to being just a job demand, with negative
consequences on ones’ job satisfaction and work-life balance.

161

5

Chapter 5

While we did find the proposed interaction for work-life balance and job satisfaction, we
did not find it for commitment. A possible reason for this might be the predominant role of HPWPs
in influencing one’s commitment, regardless of the number of hours one has been working. If we
look at the related regression coefficient, it is apparent that this direct relationship is strong, thus
being unlikely conditioned upon something else. The strength of this association might be due to
the relevance of HPWPs in this specific context, where the abstract role of the platform might
heighten the importance of the implemented managerial actions in terms of perceived support and,
therefore, workers’ commitment. Furthermore, outcomes such as work-life balance and job
satisfaction seem to capture attitudes towards one’s daily job and routine. On the one hand, when
it comes to one’s evaluation and impression of daily activities, the presence of personal and
environmental resources has an impact on the satisfaction with his/her job as well as balance
between professional and private needs. On the other hand, it might be the case that a more general
assessment pertaining the exchange with the employer could be the main driver in influencing the
willingness to contribute to it, and desire to stay within the organization. Mechanisms of exchange
and mutual reciprocation such the ones described by social exchange theory (SET) (Blau, 1964)
could therefore be the main drivers of the workers’ commitment to the platform, regardless of the
number of hours one is working per week. That is, the evaluation of a fair exchange, albeit
temporary, taking place between the worker and the platform could be relevant for all workers’
commitment to the platforms, not only for those who work the most.
In order to get insights in how in practice HPWPs can be relevant for both the working
conditions and the employment relationships of the workers, we expanded on the quantitative
results by conducting qualitative semi-structured interviews. From the interviews emerged on the
one hand the consequences of working for a different number of hours per week, and on the other
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hand, the picture of an employment relationship which is there, even though it might be contingent
and currently not particularly fostered in some of its aspects. For example, the autonomy over how
and when to do one’s job, the different compensation and reward systems, the job security,
communication, information sharing and support offered by the platforms are practices which
seem to have relevant consequences on workers’ well-being and satisfaction with the job and the
platform. In sum, our study constitutes preliminary evidence on the relevance of HRM practices
in shaping the employment conditions and relationships embedded within the platform economy,
even more so among offline routine on demand work.
5.5.1 Theoretical Implications
There are a number of theoretical insights deriving from our results. Firstly, the importance
of the number of hours worked per week by platform workers. The data collected through our
surveys seem to suggest not only a considerable variance among different workers in terms of their
use of platforms to work, but also different consequences associated to it. Building on the
principles stemming from COR, working an increasing number of hours might imply a
considerable investment of personal resources, which needs to be backed up by the presence of
contextual resources to avoid the “loss spiral” described by Hobfoll (1989). The more the platform
workers invest individual resources, the more it becomes relevant that the platforms provide them
with environmental resources (here in terms of HPWPs). Similar mechanisms have been described
also in the Job Demands-Resources Model (Bakker, Demerouti, de Boer, & Schaufeli, 2003),
where one of the main assumptions is that burnout or strain develops when job demands are high
and job resources are simultaneously limited. Previous research for example, highlighted the
buffering role of certain job resources (e.g., autonomy and feedback) on the impact of job demands
(e.g., work overload) on employees’ burnout (Bakker et al., 2005). The evidence acquired through
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our interviews seem to support this, with workers not recommending working full-time through
platforms only. Furthermore, the lack of autonomy, perceived support, communication, and
rewards might be problematic in terms of one’s schedule, security and working rhythm, thus
representing not only a missed resource, but even additional demands the worker is confronted
with. Even though differences might exist between different types of online routine platform jobs
(e.g., bikers and taxi drivers), it seems that the work pressure and income uncertainty do limit the
extent to which platform work can represent a feasible alternative to traditional employment, at
least with the current regulation on this matter.
Secondly, the very strong association between commitment and HPWPs, as well as the
answers the workers gave during the interviews, do suggest the presence of a temporary
relationship which is mainly economic in its nature and most likely short-term. This kind of
employment relationship seems to overlap with the distinction between transactional and relational
typologies of psychological contracts (Rousseau, 1995). While a relational psychological contract
revolves around a considerable economic, social, and emotional investment from both parties, a
transactional one is mostly constituted of tangible, short-term and economic exchange. Previous
studies in this line of research described for example temporary agency workers as having a
transactional psychological contract with the company, as opposed to the relational one of
permanent workers (De Cuyper et al., 2008). However, in our study even those workers who
acknowledged the temporary nature of this agreement, as well as their willingness to find another
job soon, seemed to have experienced what they perceive as a somewhat disappointing lack of
consideration and acknowledgement by the platform itself. For example, they indicate that small
forms of appreciation and recognitions of one’s efforts (such as biking through storms and snow
because “someone has to do it”) by the platform would have been welcomed. That is, the

164

Platform Workers: The Denial of an Employmet Relationship?

instrumental and temporary nature of this agreement does not seem to compromise the legitimacy
of and expectations around this relationship.
In line with this, previous studies suggest that temporary workers are able to engage in a
social exchange with their organization(s) despite the contingent nature of their employment
relationship (Lapalme et al., 2011). The fact that the average mean score of HPWPs here was
relatively high, raises the question whether HPWPs are necessarily long-term oriented (e.g.,
Messersmith, Patel, Lepak, & Gould-Williams, 2011), or whether they can be just as relevant in a
short-term frame. Hence, it seems reasonable to conclude that mechanisms such the ones described
by SET do still play a role in the context of platform work. Finally, the social aspect seems to be
important. For example, in our interviews it is apparent that since the closure of the main
headquarters located in the city of two platforms, the social contact between the worker and
colleagues as well as the platform itself almost disappeared. This aggravated the degree of
loneliness of platform work, which by definition is isolated to some extent. Thus, building on
COR, the social support deriving by an interaction with colleagues, albeit sporadic and irregular,
might constitute a source of resources the worker could potentially benefit from and which might
be relatively easy for platforms to arrange.
5.5.2 Practical Implications
The data collected in this study provide insights that have practical implications for both
platforms and policy makers. First, the relevance of perceptions of HPWPs (here, of selection,
training, participation, autonomy, and competitive compensation) on employees’ attitudes and
wellbeing seems evident. The employer-like actions implemented by the platforms in managing
this type of work through organization and compensation for example, do have an impact on the
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workers, and as such need to be carefully implemented. Secondly, the number of hours worked
show to have a relevant impact on the workers’ life and jobs. Even though the platform economy
created the impression of being a digital environment where to facilitate the access to gigs, it seems
obvious that, especially when it comes to on-location platform-determined routine work, the actual
use of it can resemble a full-time appointment. From a policy-making point of view, our results
undoubtedly point at the relevance of the number of hours worked as a matter which needs to be
regulated. Thirdly, especially in our interviews, it emerged the rather crucial role of the
employment status associated with this type of work. Different status can be found in different
platforms, or even in the same platform across different years. Such differences do carry over
consequences for the workers which are obvious, as demonstrated in court cases brought to the
public attention. The results of this study do corroborate these consequences, especially for the
workers’ satisfaction and work-life balance. Finally, as noted above, improving opportunities for
social contact could be a way to make this type of employment arrangement more satisfying and
less lonely for workers.
5.5.3 Limitations and Suggestions for Future Research
This study has a few limitations. The convenience sample adopted here, which covers
different countries, platforms, and employment arrangements, limits the generalizability of these
results. Even though this choice was made in order to make data collection manageable in a context
known to be challenging, it inevitably constitutes a limitation of this study. Future studies should
replicate our results on a bigger sample, possibly stratified among both contextual characteristics
(i.e., different platforms and types of jobs) and also different characteristics which emerged to be
important for the personal and professional life of on-location platform-determined routine
workers, namely: the number of hours worked, the type of payment, and the employment
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arrangements. More specifically, given the relevance of working hours, it would be interesting to
extend our study to a sample which would cover more systematically a wider range of this variable,
and test the related linear and quadratic effects on workers’ outcomes. Furthermore, from the
interviews we conducted it seemed that platforms’ decisions to compensate the workers on
different basis (i.e., the number of gigs or the number of hours worked) as well as to implement
different employment arrangements (i.e., employment contract or self-employment) did have
important consequences on how they could manage and schedule their own work in order to reach
a sufficient income. Given the turbulent times in which this study was conducted, we did not have
enough control over this element, and we eventually handled this by including it as a control
variable in our analyses. Once the different platforms seem to have reached a stable approach to
these matters, it would be interesting to conduct comparative studies on the consequences of such
decisions, which could also be informative for policy makers.
Furthermore, given that data was collected through self-reported measures, the results of
this study may be affected by common method bias (Podsakoff et al., 2012). If constructs referring
to employees’ attitudes and well-being are difficult to measure other than through self-reports, and
number of working hours is a rather “objective” measure, future studies could capture HPWPs by
relying also on the platform’s ratings. Even though it might be particularly challenging form a data
collection point of view, that would allow the investigation not only of the implementation of
HPWPs, but also of the content of the psychological contract (Herriot et al., 1997), as perceived
by both the platforms and the workers. This research avenue could explore not only the perceived
reciprocal obligations but also the fulfilment of such obligations, thus acquiring more insights on
how this employment relationship is conceived by both sides.
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Finally, where causality is implied here, it is based on the definition of our constructs and
not tested here, due to the cross-sectional design of this study. For example, it could be that the
workers’ attitudes towards their job and platform might have affected their ratings of the
implementation of HPWPs, or the number of hours worked per week. Future studies should
therefore investigate the current research question in a longitudinal timeframe, also to give insight
on what are the long-term consequences of working in this context for higher number of hours.
Some workers we interviewed pointed at the strain that might derive by relying on this type of
work as main source of income. It would therefore be interesting to track the development of the
workers’ attitudes across time, and explore potential differences across workers who work for
different numbers of hours.
5.6 Conclusions
Overall, building on COR, the present study aimed at investigating the employment
relationship of on-location platform-determined routine workers. Results showed that working
more hours per week would increase workers’ work-life balance and job satisfaction under high
implementation of HPWPs, and decrease them under low implementation of HPWPs. By
conducting additional interviews, we acquired more insight in how workers’ perceive platforms’
practices and related to them. On the basis of these preliminary findings, we advocate for an
enhanced awareness around this matter, which should eventually go beyond the blind denial of an
employment relationship in this type of work (and with the current formula), and discuss the ways
to develop it and manage it in the name of a reciprocal interest and benefit of all parties involved.
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6.1 Theoretical Implications
The research in this dissertation set out to investigate the consequences of todays’ flexible
labor market for workers, in terms of how they manage their jobs, careers, and employment
relationships. On the one hand, the increasing mobility and changing nature of the world of work
demands employees to be self-regulatory, proactive, and able to adapt to dynamic environmental
circumstances. On the other hand, the growing use and variety of non-traditional employment
arrangements imply a number of changes for the traditional conceptualization and management of
the employment relationship that have consequences for the individuals themselves. Here, by
building on work from the jobs, careers, and HRM literatures, we addressed the need of more
research focusing on (1) how workers self-regulate at different moments of their careers, and (2)
the role of HRM in non-traditional employment arrangements. The aim was therefore to answer
research questions related to the consequences of today’s flexible labor market for workers, such
as: What are the self-regulatory behaviors that workers implement to face the demands of their
jobs and careers? What can be done from an HRM point of view in such non-traditional
challenging contexts? Below we combine the insights of the empirical chapters and highlight their
theoretical contributions.
6.1.1 Implementing Self-Regulatory Behaviors in Jobs and Careers
While there is consensus in the career and job literatures on the conceptualizations of
individuals as strategic governors of their own pathways (Guichard, 2015), less is known about
the ramifications of this in terms of the demands or challenges that workers currently face in
managing their own jobs and careers. In the first two empirical chapters of this dissertation, we
focused on the self-regulatory strategies that workers can use in different moments of their careers,
and pointed at their beneficial effects for the workers themselves. Consistent with the self170

Discussion

regulatory conceptualization of the job search process (Kanfer et al., 2001), in Chapter 2 we
showed that a positive development of self-efficacy beliefs is related not only to increased chances
of finding a job, but also to the quality of the employment the job seekers find. Consistent with the
career construction model of adaptation (Savickas, 2002), in Chapter 3 we showed that workers
with higher self-regulatory abilities such as career adapt-abilities are more likely to proactively
shape different aspects of their jobs and, in turn, be more engaged with their work. Together these
results highlight the transversal relevance of self-regulatory, proactive, and adaptive strategies in
handling both career transitions and one’s everyday job.
Overall, from a theoretical point of view, we attempted to respond to the call for more
research aimed at bridging the fields of jobs and careers (Akkermans & Tims, 2017; Hall & Las
Heras, 2010). For far too long these two fields have been proceeding in a parallel and somewhat
independent manner; given that careers are aggregations of job experiences and that individuals
are likely to implement similar behavioral mechanisms to self-regulate in their jobs and careers,
we second the call for more contamination between these two literatures, which we started doing
by providing empirical support for how career-related self-regulatory strengths can impact
individuals’ job quality and job design.
Furthermore, there are a number of theoretical implications deriving from the first two
empirical chapters of this dissertation that we would like to address here. First, our results point at
the importance and effectiveness of the behavioral self-regulatory strategies that individuals use
to manage their jobs and careers. In Chapter 3, we proposed job crafting (defined as the bottomup job redesign process of applying changes to different aspects of one’s job) as an adapting
response in the career construction model of adaptation. In doing so, we addressed the interplay
between individuals’ (career) adaptability and proactivity at work. These two concepts have
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traditionally been treated as independent processes, where the first one refers to reactions to
contextual changes and the second one refers to self-initiated actions aimed at promoting change
(Griffin et al., 2007). While they originated in different research domains, we point at their
interrelatedness and show that job crafting is (one of the) mechanism(s) through which career
adaptability relates to work engagement. That is, our results suggest that individuals with higher
levels of psychosocial strengths captured by career adapt-abilities (i.e., concern, control, curiosity,
and confidence) are more prone and able to apply proactive changes to different aspects of their
job and thus reach a higher level of engagement with their own work. Similarly, recent research
showed a positive relation between individuals’ wider career competencies (i.e., reflection on
motivation and qualities, networking, self-profiling, work exploration, career control) and
employability through an increased level of job crafting behaviors and career success (Akkermans
& Tims, 2017; Blokker, Akkermans, Tims, Jansen, & Khapova, 2019). Hence, it would be
interesting to further investigate how self-regulatory adaptable and proactive behaviors influence
each other in different moments of workers’ careers, and their effects on workers’ attitudes and
well-being.
Second, the affective connotation of self-regulatory strategies implemented by workers
seem to be relevant too. The rather prominent role of job search self-efficacy (JSSE) as opposed
to actual job search behaviors (as shown in Chapter 2) for example, highlights the buffering role
that individuals’ beliefs in their own capability of reaching a certain goal have in managing a
crucial moment such as entry in the labor market. Indeed, individuals with higher levels of JSSE
might be more successful in their job search because of their higher capability of reacting to
setbacks or difficulties, and to manage the overall process of setting a goal and striving for its
accomplishment. Undoubtedly, searching for a job is a process that does not only boil down to a
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series of actions that should be undertaken, but it also is an emotional process which carries a
number of affective and health related consequences (Wanberg, 2012) that need to be addressed.
If we extend this line of thinking to the context of boundaryless careers (Arthur, M.B., 1994), the
attention that needs to be paid to the affective burden implied in constantly regulating one’s actions
and initiatives, exponentially escalates. That is, if we recognize that nowadays employees engage
in regular or even constant career transitions, are in charge of their own career development and
are, to some extent, virtually always searching for a job, then the affective connotations of such
self-regulatory strategies become increasingly relevant and deserve more attention of scholars and
practitioners alike. More research is needed on the effects of JSSE and/or broader self-regulatory
behaviors in the context of boundaryless careers, for example focusing on the long-term affective
benefits of possessing such capabilities, and on whether possessing them increases the likelihood
of engaging in more frequent job transitions.
Third, if the unpredictability of today’s labor market represents demands for workers that
need to be addressed with appropriate behavioral and affective strategies, it also encourages us to
have a closer look at the importance of the match between people and jobs, and at how this match
could (and should) be maximized. In the last couple of decades, scholars pointed at the relevance
of fit between the person and the job, and thus tackled the perceptions of congruence between
workers’ values, needs, and skills with the organizations’ culture, rewards, and the jobs’ demands
(Cable & DeRue, 2002; Van Vianen, 2018). Similarly, matching processes of supply and demand
of labor are being investigated at aggregated and disaggregated levels by several other disciplinary
fields, such as labor economics, sociology of occupations, and lifelong learning (e.g., FernándezMacías & Hurley, 2008; Fischer & Konomi, 2007; Tijdens, De Ruijter, & De Ruijter, 2012).
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Here, we approached this theme of (mis)matches between individuals and jobs by
highlighting (1) the relevance of including employment quality as an indicator of job search
success, and (2) the perpetual bottom-up actions initiated by employees aimed at crafting their jobs
in an individualized manner. On the one hand, in Chapter 2 we expanded the criterion space of
what constitutes job search success to encompass indicators of how well the obtained job fits the
job seeker, in order to enhance our understanding of the job search process and its long-term
consequences on the job seekers (Kinicki et al., 2000; Leana & Feldman, 1995). On the other hand,
in Chapter 3 we focused on employees’ proactive actions aimed at maximizing personenvironment fit by means of changing the task, relational, cognitive and skill boundaries of their
jobs, and at seeking resources and challenges (Bindl et al., 2014; Tims et al., 2012). Overall, we
believe that investigating these specific aspects points at the relevance of looking not only at how
employees manage their careers and jobs, but at how they (could) do so in a sustainable way. That
is, the fit between people and their jobs could hardly be considered a given, but it is a rather
dynamic process that is susceptible to the individuals’ initiative (e.g., job crafting) and in
conjunction with the organization (e.g., idiosyncratic deals). In this regard, future research could
investigate how individual self-regulatory behaviors affect the fit between people and jobs over
time, in traditional and less traditional employment contexts alike.
6.1.2 Managing Workers in Non-Traditional Employment Contexts
In Chapter 3, we started contextualizing the career- and job- self-regulatory behaviors of
employees, by examining how they interacted with the HPWPs implemented by their employers.
By complementing theoretical insights stemming from the Career Construction Theory (Savickas,
2002) and the Conservation of Resources Theory (Hobfoll, 1989), we proposed an interaction
model between workers’ adaptation and the HPWPs implemented by their managers in influencing
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the workers’ proactive redefinition of their jobs. We did so in order to highlight that individuals’
self-regulatory strengths are capacities that reside at the intersection of person-in-environment, and
that the environment can set favorable conditions for individuals to express such adaptability
(Savickas & Porfeli, 2012). Our results indicated that the relationship between career adaptability
and job crafting was moderated by opportunity-enhancing HPWPs, which are practices aimed at
increasing employees’ opportunities to perform (e.g., job design and participation) (Jiang et al.,
2012; Lepak, Liao, Chung, & Harden, 2006). This points at the need to look at the contextual
contingencies that can help individuals capitalizing on their personal self-regulatory resources, by
creating a resource pool they can benefit from, and triggering a gain spiral where internal and
external resources interact in affecting employees’ adaptive responses.
Extending this line of thinking, in the last two empirical chapters of this dissertation we
turned the attention to explicitly investigating how individuals and contexts interact in the new
world of work. That is, in a flexible labor market characterized by a growing number of individuals
who work in non-traditional employment contexts, there is the need to understand the
repercussions of this, both for the employment relationship(s) they hold and for the individuals
themselves (in terms of their well-being, attitudes, and beliefs). We therefore aimed to contribute
to research in the context of atypical employment arrangements by focusing on what individuals
need in such settings. Hence, we explored the characteristics of the employment relationships of
temporary and platform workers, and highlighted the contextual conditions under which such
relationships could be sustainable for the individuals themselves. Here, we discuss the combined
and specific theoretical insights derived from the empirical results of Chapter 4 and 5.
The theoretical lens of Social Exchange Theory (Blau, 1964) can help us in interpreting
part of the results of both Chapters 4 and 5, in that it can explain why the perceived HRM practices
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are associated with different attitudes and wellbeing of the workers. That is, temporary and
platform workers alike may be able to engage in a social exchange with their organization(s)
despite the contingent nature of their employment relationship(s). In Chapter 4, we found that the
profiles of temporary agency workers (TAWs) with a higher configuration of perceived HRM
practices, had higher levels of (1) job satisfaction, (2) commitment, and (3) intentions to stay within
the organization. Thus, even though previous literature highlighted that temporary workers had a
lower level of job satisfaction compared to permanent workers (Guest, 2004), our results extend
the line of research that has started to point at similarities in how permanent and contingent workers
react to the (quality of the) social exchange implied in their employment relationship (Montes &
Irving, 2008; Morf et al., 2014).
In Chapter 5, while we found an interaction between HPWPs and hours spent gig working
in affecting the levels of work-life balance and job satisfaction, we did not find this effect for the
commitment of platform workers. In interpreting these results, we pointed at the rather high
association between perceived HPWPs and commitment, which was thus unlikely conditioned
upon the number of work hours or other contextual factors. Hence, the mechanisms of mutual
reciprocation described by Social Exchange Theory could be a main driver of these workers’
commitment, where platform workers perceiving a fair, even though temporary, exchange with the
platform, might be more committed to the platform, regardless of the number of hours they actually
spend working through it. We believe that these results point at the need for more research
investigating specifically the impact different HRM practices might have depending on the
workers’ employment arrangement. That is, in different employment arrangements there might be
specific HRM practices that drive the association between perceptions of HRM practices and
workers’ commitment. In Chapter 5 we focused on on-location platform-determined routine
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workers; the question whether different HRM practices might be differently relevant among other
types of platform workers naturally follows.
A related aspect of our findings is the (perhaps neglected) relevance of the social aspect of
the work of temporary and platform workers. On the one hand, TAWs’ overall satisfaction with
their own jobs was found to be related to the profiles of both agency and company HRM (Chapter
4), thus supporting previous research on the association between psychological contract fulfillment
and workers’ positive attitudes. However, we found a stronger effect size for company HRM. We
interpreted these results in light of the closer proximity of the company to workers’ daily jobs
compared to the more distal role of the agency. On the other hand, the results of the qualitative
interviews we conducted among platform workers (Chapter 5), pointed at the negative effects of
the closure of the main headquarters of two platforms located in the city on the workers. That is,
the social support they derived from sporadic interactions with colleagues, was much welcomed
by the workers, in that it was alleviating the degree of loneliness of platform work, which is by
definition somewhat isolated. Building on these findings, and on theoretical mechanisms described
in terms of mutual exchange (Social Exchange Theory) and additional resources to rely on
(Conservation of Resources Theory), we regard the lack of social support that might be
automatically associated to forms of employment that are contingent and transactional in nature,
as a relevant aspect and a potential stressor for workers, which should not be overlooked. The fact
that temporary and/or platform workers might have a less relational exchange with the
organization(s) and other organizational members compared to permanent workers (cf., Rousseau,
1995), does not mean that such exchange and the social support it implies are unimportant in
managing their employment relationships, as well as in affecting their attitudes, beliefs, and wellbeing.
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Moving on to the specifics of these two types of non-traditional employment arrangements,
by applying principles stemming from the psychological contract literature to the HRM field, in
Chapter 4 we stressed the importance of looking at both employment relationships with the
company and the agency when doing research on TAWs. This explicit focus of our investigation
allowed us to deepen our understanding of the complex spillover mechanisms involved in the dual
employment relationship of TAWs. Our results, after controlling for the workers’ tenure, show a
weak spillover effect across the two employment relationships for the intentions to leave the
agency and the company, and no such spillover effect for the workers’ commitment to both
organizations. These findings highlight the relevance (and need) to look at both employment
relationships together, in that the evaluation of one of the two organizations affects some of the
workers’ considerations to stay within the other one. Hence, the perceptions around one of the two
employment relationships seem to be not completely independent from the evaluations of the other
employment relationship, which might be due to the fact that the agency and the company are
themselves engaged in a business relationship with one another (Moorman & Harland, 2002).
Building on these results, future research in the HRM literature could pursue this more fine-grained
approach, and investigate specifically the implementation of which specific HRM practices could
be more relevant for the agency and which for the company in managing TAWs. Such line of
investigation could be useful also from a practical point of view, by pinpointing the core
responsibilities of both organizations towards the workers, and hence facilitating the reciprocal
coordination in this triangular relationship.
Finally, the results of Chapter 5 point at the need to look at the demands and resources that
platform workers have, especially in the current highly deregulated conditions. Consistent with
principles stemming from the Conservation of Resources and from the Job Demands-Resources

178

Discussion

Model (Bakker et al., 2003), the interaction between hours of work and HPWPs in affecting worklife balance and job satisfaction highlights how the simultaneous presence of demands and lack of
resources might trigger a loss spiral associated with lower levels of workers’ health and well-being.
Thus, working an increased number of hours might imply a resource loss or demand which needs
to be backed up by the presence of other resources to rely on. Such resources could be of a diverse
nature, and here (like in Chapter 3) we analyzed whether HPWPs could constitute one example of
contextual resources the workers could benefit from, which the results support. The results of our
qualitative interviews expanded on this, by highlighting the buffering role of certain job resources
(such as autonomy and feedback) for workers’ well-being. Moreover, the low perceived autonomy,
support, communication and rewards could seriously impact the workers’ schedule and rhythm,
hence constituting not only a missed resource, but even constituting an additional demand for the
workers. In this regard, it would be interesting to adopt a person-centered approach here as well,
by investigating simultaneously the multiple employment relationships platform workers have
with the different platforms they might be working for at the same time. Whether we could expect
spillover effects (such as the ones between agency and company among TAWs) between different
platforms and for whom, are only some of the future research avenues in this context.
Overall, the findings presented in the empirical chapters of this dissertation enhance the
relevance of self-regulatory behaviors of workers in the current labor market and their employment
relationships in less traditional context. Future research could build on this, and further contribute
to the contamination of different literatures. For example, more research is needed focusing on
dispositional characteristics which could give account for individual variability not only in selfregulating, but also in the choice and pursue of an alternative work arrangement. Individual
differences in agency (such as personality or dispositional employability) could in part explain the
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existence of different career paths. For example, such individual differences could be related to
increased or decreased use of alternative work arrangements, perhaps depending on the specific
moment in their career in which they make this choice. Furthermore, more research is needed on
individual characteristics that could help people in working in a sustainable way in the new world
of work. Ashford and colleagues for example (Ashford, Caza, & Reid, 2018), pointed at a set of
necessary behaviors (e.g., resilience, proactivity, and relational agility) and capabilities (e.g.,
cognitive flexibility, learning agility, and emotion regulation) as key factors to survive and thrive
in the gig economy. As these authors note, whether such behaviors and competencies are
differently relevant in the gig economy compared to the traditional economy still needs to be
empirically ascertained.
Notably, research on alternative work arrangements such as idiosyncratic deals (Rousseau,
Ho, & Greenberg, 2006) emerged in parallel with a heightened interest in individualized
perspectives on jobs and careers, such as proactivity at work, protean careers, and job crafting (Bal
& Rousseau, 2015). The simultaneous shift of attention in multiple literatures perhaps is due to the
shared recognition that jobs- and careers- adaptations currently follow an individualized approach.
In this dissertation, we attempted to enhance our understanding of different self-regulatory
strategies and behaviors of employees in different moments of their careers, as well as the
consequences of non-traditional employment arrangements for employees. We recommend future
research to pursue such theoretical contamination, and keep investigating how individual agency
and non-traditional employment conditions can interact in affecting the individuals, and what
could be done from an HRM point of view to make sure that the new world of work (and its
derivations) is sustainable for the workers.
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6.2 Practical Implications
The results of the empirical chapters presented in this dissertation provide practitioners and
individual workers themselves with some guidelines on how to manage workers’ self-regulatory
strategies and employment relationships in less traditional contexts. In Chapter 2, the prominent
role of self-efficacy beliefs over job search behaviors indicates that it is not only important what
job seekers do, but also how confident they feel about it. This study therefore reiterates the need
to promote efficacy-enhancing interventions among job seekers, possibly at an early stage of their
job search process (e.g., during educational programs). Such interventions could be aimed at
providing instructions on self-regulation and management of employment goals at the beginning
and throughout the all process. Similarly, following the results of Chapter 3, organizations could
stimulate workers’ proactive behaviors and work engagement through integrating career
adaptability interventions in structured vocational training, coaching, and counselling.
Furthermore, providing employees with more opportunity-enhancing HPWPs (e.g., work-life
balance, participation and information sharing practices) could give them room to express and
apply adaptive and proactive behaviors that could help them in managing both their careers and
jobs.
When it comes to managing employees in less traditional employment contexts, our results
point at some practical recommendations that are specific to the different contexts, but also at some
general issues that are somewhat transversal across non-traditional employment arrangements. The
arguably most relevant issue that emerged from our study on temporary agency workers (Chapter
4) is the need to recognize the simultaneous relevance of both the agency and the company in
shaping the employment relationship and affecting the attitudes and believes of TAWs. From an
HRM point of view, it is more efficient and appropriate to focus on both, in that workers have
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expectations and engage in a mutual exchange with both organizations. Following this line, the
spillover effects reported in our study point at the necessity of coordination and communication
between the agency and the company when it comes to what is expected and what is eventually
delivered to the workers, in order to avoid a paradoxical scenario where TAWs are in charge of
their own management, thus turning into workers with two employers and no proper employment
relationship.
The results of Chapter 5 point at the need to recognize the importance and effects of
employers-like actions currently implemented by the platforms in the gig economy. The HPWPs
measured in this study (i.e., selection, training, participation, autonomy, and competitive
compensation) are related to higher levels of employee attitudes and well-being. The different
mechanisms implemented by the platforms to manage compensation and rewards did have a
differential impact on workers’ work-life balance, and hence this needs to be carefully considered
and implemented. For example, workers expressed concerns about being able to rely on a secure
income due to the uncertainty around the availability of rides, more so if platform work is one’s
main source of income. Also, the communication with the platform was generally found to be
effective in handling practical and urgent matters, but less effective in dealing with less urgent
ones such as processing riders’ suggestions, or handling problems with their payments.
Furthermore, if we take into account the considerable freedom workers currently have in
establishing how many hours to work through platforms, whether compensation is determined on
gigs, on hours, or on the basis of bonuses in certain time slots of the day, does make a difference
for workers. In this regard, data for this study was collected in a turbulent time where most of these
matters were (and are) not (yet) regulated. Hence, we encourage policy-makers to take into account
the consequences of working for different numbers of hours. Even though the gig economy by
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definition created the impression of being a digital environment that facilitates the access to “gigs”,
in practice (and as our results stress) especially on-location platform-determined routine workers
might use it in a manner that resembles a full appointment and platforms do engage in employerlike actions.
Overall, the results of the last two empirical chapters of this dissertation suggest a
consideration around managing workers in a non-traditional context which in our opinion is of
both theoretical and practical relevance. That is, taking into account the specificities of the different
forms of non-traditional employment arrangements, it seems evident that in terms of workers’
attitudes and well-being, the instrumental and temporary nature of such agreements does not
compromise the legitimacy and the expectations around their employment relationships.
6.3 Methodological Implications
In this dissertation we made use of different types of research designs to examine the
different research questions. In doing so, we examined the characteristics, strengths and
weaknesses of the variety of methodological options we had, and made an informed choice
concerning what would be the most fitting methodological derivation of our substantive theoretical
interest. Here, we briefly discuss them, by highlighting the implications that such methodological
choices had on our research questions from a theoretical and practical point of view.
Firstly, in Chapter 2 we were interested in tackling how job seekers regulate themselves
throughout the job search process and how this development was related to the employment quality
measured at a later point in time. Indeed, in the job search literature an increasing number of studies
can be found on the between- and within- components of job search intensity and on its
relationships with chances of finding employment (e.g., Da Motta Veiga & Turban, 2018; Sun,
Song, & Lim, 2013), while there is a paucity of research adopting such designs (and related
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statistical modelling) investigating the chances of getting a high quality employment (e.g., Saks &
Ashforth, 2002). Furthermore, the relevance of time is also embedded within the conceptualization
itself of the job search process as a self-regulatory one. That is, searching for a job entails a
dynamic pattern of volitional actions aimed at reaching a specific goal, during which the
individuals invest personal resources, assess their progress, use feedback from the environment,
and adjust accordingly their investment of resources. Hence, in this theoretical conceptualization,
how the individuals manage their behaviors and emotions over time, and organize and evaluate
themselves is of high relevance, and should be addressed accordingly from a methodological point
of view. Therefore, one of the contributions of this study lies in the adoption of a longitudinal
design which allowed us to capture the development of self-regulation during the job search
process, and relate such development (rather than one measurement taken in a relatively arbitrary
point in time) to the outcome(s) of interest.
Secondly, as mentioned above, one of the general conclusions we recognize as stemming
from the overall dissertation, is the importance of perceptions around the employment
relationship(s) of all parties involved, in traditional and less traditional contexts. This relevance is
due to the reciprocal obligations, attributions, and fulfilment that different actors involved in an
employment relationship have with each other (e.g., Rousseau, 1995). It follows that being able to
capture ratings of HRM practices by different sources might yield interesting insights concerning
the dynamics of the employment relationship itself. In Chapter 3, we adopted a multi-source study
design and collected data among employee-manager dyads, where the HRM practices were rated
by the managers, whereas the other variables of interest were rated by the employees. Furthermore,
this choice allowed us to reduce common method bias (CMB) concerns around some relationships
of the hypothesized model (Podsakoff et al., 2012). Hence, compatibly with feasibility concerns,
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we foster the use of multiple sources of ratings not only as a mean to deal with the transversal issue
of CMB, but also as an additional tool to explore dynamics of reciprocal obligation and fulfilment
around the HRM perceived/implemented in the employment relationship of workers.
Thirdly, in Chapter 4 we adopted an alternative methodology to model the workers’
perceptions of HRM practices. Building on the synergistic conceptualization of HRM systems
(Lepak et al., 2006), we focused on examining configurations or bundles of interdependent
practices rather than on single practices or aggregated systems, under the assumption that the effect
of their simultaneous implementation differs from the sum of their separate effects. We regarded
this conceptualization as the most appropriate one, given the focus on TAWs who simultaneously
held employment relationships with the agency and the company. Previous research on the
synergistic conceptualization of HRM systems however, generally corresponded to the adoption
of an interactive analytical approach, which, besides being problematic in terms of model
parsimony, would bring about complex interpretation issues (Dahling et al., 2017). We therefore
pursued a person-centered approach to be able to give account of workers’ simultaneous
perceptions of such configurations. Mixture models allow to identify subgroups of individuals who
differ one from the other in their configuration on a set of indicators, hence taking into account the
co-existence of multiple HRM practices as a holistic configuration. With some notable exceptions
(Chambel et al., 2016; De Cuyper et al., 2008), their use in organizational research is rather scarce.
Hence, this methodological choice allowed us to identify subgroups of workers across a set of
examined HRM practices, perceived as being implemented by the agency and the company. Doing
so, provided us with insights on the nature and characterization of such profiles (in terms of shape
rather than level), as well as their association with a number of outcomes of interest. Thus, this
specific methodological choice allowed us to disentangle the peculiarities of different subgroups
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of TAWs, which would have been otherwise ignored in a variable-centered approach, where
variables’ averages would have been forced among workers who might have held distinct
typologies of employment relationship.
Lastly, in Chapter 5 we collected data in two different phases: first we analyzed quantitative
data collected by means of surveys, and then we analyzed qualitative data collected by means of
semi-structured interviews, hence making use of a mixed-method sequential explanatory design
(Ivankova, Creswell, & Stick, 2006). That is, we firstly gained a general understanding of the
interaction between the number of hours worked and the perceptions of HPWPs implemented by
the platform in affecting a variety of outcome variables related to the workers’ health and attitudes.
We then used in-depth interviews to refine and explain the statistical results we obtained by getting
insight in real life and context driven experiences and examples of a number of individuals working
through different platforms. This methodological choice was due to the novelty and peculiarities
of the topic under investigation: the employment relationship in the new platform economy. In
such new context, where the available information is rather scarce and existing paradigms and
approaches are questioned in their applicability, we deemed it necessary not only rely on
quantitative data, but also gaining concrete examples of how the (so far denied) perceived
employment relationship between the workers and the platforms could still find its legitimacy and
relevance. By doing so, we were able to understand how “small” employer-like actions
implemented by the platforms have a serious impact on workers’ life, in terms of how they
concretely manage their work, how they build their own schedules, how they tailor their
expectations around the remuneration they gain, how they relate to the platform, and how all these
factors influence their evaluations on the long-term feasibility and convenience to keep working
through such platforms. Taking into account considerations around the feasibility of resources to
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collect and analyze different kinds of data, we strongly recommend using such a mixed method
approach, especially when the researcher is approaching a new emerging topic or field of
investigation, where existing knowledge is limited and/or being questioned in its applicability.
Overall, the empirical chapters of this dissertation bring about a transversal consideration:
the adoption of increasingly complex research designs which rely on multiple measurement
occasions, data sources, statistical modelling techniques, and/or data types seems an inevitable
feature of future research in this field. The reason behind this is not only the progressively higher
level of what constitutes a research contribution in general, but lies at the intersection of theory
and methods. That is, in striving to answer any given theoretical research question, the researcher
should carefully evaluate different methodological options and related theoretical implications.
Building on the studies presented here, we highlight the importance of capitalizing on the
additional insights that could emerge from specific combinations of theory and methods.
6.4 Limitations and Suggestions for Future Research
The studies in this dissertation of course also have several limitations which should be
taken into account in order to provide boundaries within which their results should be interpreted.
First, we used a longitudinal design only in Chapter 2, thus the implied causal inferences about the
relationships under investigation are based on theory or previous work, and not actually tested in
the other chapters.
Even though the direction of causality was argued on the basis of the definition of the
variables we were studying, a longitudinal design could be particularly useful in investigating the
long-term consequences of the two main themes discussed here: (1) the self-regulatory strategies
implemented by the workers in dealing with their careers and jobs in a flexible labor market, and
(2) the effects on workers’ health, attitudes and behaviors of the changing nature of the
187
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employment relationships in non-traditional contexts like temporary or platform work. That is, the
demands that are placed on workers in terms of the resilience, adaptability, and self-regulation
required to face the constantly changing circumstances might be especially detrimental in the long
run, where a cumulative dynamic could take place. Related to this, future research could expand
on the results of Chapter 3, by investigating when workers are more likely to engage in limiting
job crafting (i.e., decreasing stimulation or reducing the complexity of one’s job) with the purpose
of reducing stress, preventing strain, and reaching adaptive results. Likewise, working for an
extended period of time in a non-traditional context, for example platform work (Chapter 5), could
have effects on workers, especially on those who use it as a primary source of income (like
suggested by our interviews). Related to this, exploring the long-term consequences on the wellbeing of temporary workers, on their work-life balance, and perceived flexibility, might provide
both the companies and agencies who manage them valuable insights on how to reciprocate the
dual employment relationship. More longitudinal studies are needed to answer these questions.
Second, the data used in the empirical studies was collected by means of non-probabilistic
sampling techniques. Besides limiting the generalizability of the results, this also implies that
future research could replicate our results in slightly different settings, or by focusing on specific
subpopulations which could present peculiar characteristics compared to the members of our
samples. For example, it would be interesting to replicate the results of Chapter 2 (which were
based on a sample of new entrants) on laid-off and employed job-to-job seekers, or among a sample
which could be more diversified in terms of length of unemployment. The results of Chapter 3 as
well could be replicated by focusing on employees who belong to different age cohorts (e.g.,
newcomers, aging workers) in order to investigate their specific job- and career-related struggles,
and how self-regulatory, adaptive, and proactive behaviors might be differently relevant or useful
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in different moments of one’s professional life. The same reasoning applies to the results of
Chapter 5, where the samples could be stratified on a number of criteria, namely: characteristics
of the context (e.g., different platforms, types of jobs, regulations), of the job (e.g., the number of
hours worked, and the employment arrangements they have with the platform), and compensation
systems (i.e., whether they are paid on the basis of number of gigs or number of hours worked). In
all the above, secondary data provided by national or international surveys could be extremely
insightful, when available.
Third, three out of four chapters used data collected from only one source. This means that
their results might be subject to common method bias (CMB). Even though we often dealt with
constructs that by definition were difficult to measure other than through self-reports (e.g., career
adaptability, work engagement, job satisfaction, turnover intentions, commitment, and work-life
balance) because they referred to subjective beliefs and attitudes, their relationships might have
been subject to CMB and must therefore be interpreted with caution. Furthermore, as mentioned
above, when it comes to exploring mutual perceptions of what an employment relationship entails
for different parties, it might be particularly relevant to involve them all in the data collection stage,
in order to ascertain the degree of congruence between their perceptions. That is, capturing the
(potential differences in) perceptions of both sides of any given employment relationship might
constitute valuable information when it comes to analyzing the dynamics involved in the
relationship itself, in terms of the extent to which the parties involved agree in assessing it. We
therefore encourage future research to explore issues surrounding the employment relationship by
using multi-source data, for example by relying also on the platform’s ratings of the extent to
which they implement such employer-like actions that were highlighted in Chapter 5.
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6.5 Conclusions
This dissertation aimed at enhancing our understanding of the consequences of today’s
flexible labor market on individuals, in terms of how they manage their careers, their jobs, and the
employment relationship they have with their employers. On the one hand, we set out to investigate
if and how self-regulatory behaviors and competences can be valuable to the individuals at
different moments of their careers. We found that a self-regulatory job search process
characterized by a growing level of self-efficacy can increase the chances of finding a job that fits
the individual. We also found that, once the person has a job, self-regulatory competencies in the
form of career adaptability can trigger self-initiated behaviors aimed at changing some parts of
one’s job, in order to constantly pursue a good fit between the person and the job, and thus a good
engagement in one’s work.
On the other hand, we investigated the challenges associated with the rise and spread of
non-traditional work arrangements in the current labor market, in terms of the nature of their
employment relationships and its effects on the workers. We found that temporary agency workers
characterized by higher perceived configurations of HRM practices also hold more positive
attitudes towards the organization and the job, and that the HRM practices implemented by the
agency and the company are not completely independent from each other, thus pointing at the
interrelatedness of their two employment relationships and spill-overs between the two. We also
found that platform workers instead seem to face a somewhat opposite challenge, having to deal
with platforms which (might) implement employers-like actions while not being officially
recognized as employers, yet where such actions (in conjunction with the amount of work carried
out) does still affect their health and attitudes. The management of these types of workers thus
triggers questions around how their work could be kept sustainable from an HRM point of view.

190

Discussion

Together, these studies point at the importance to focus on individuals in the new world of work,
in terms of strategic behaviors they (and their employers) could implement in order for them to
keep working in a sustainable manner.
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English Summary
The Pursuit of an Employment Relationship:
Managing People in a Flexible Labor Market
This dissertation focuses on investigating the consequences of today’s flexible labor market
on the jobs, careers, and employment relationships of workers. On the one hand, due to the
changing nature of the world of work, workers are increasingly required to self-regulate, and to be
adaptable and proactive in their jobs and careers. On the other hand, the rise and spread of nontraditional employment arrangements such as temporary and platform work, bring about
challenges to the traditional conceptualization of management of the employment relationship
which has consequences for the workers themselves. The research presented in this dissertation
therefore aims to answer the following research questions: What are the self-regulatory behaviors
that individuals can implement at different stages of their careers, and what are their benefits?
What can be done from an HRM point of view to manage the employment relationships of those
who work in non-traditional employment arrangements?
The results of Chapter 2 indicate that individuals who engage in a self-regulatory job search
process in the six months before entering the labor market have more chances of finding a job, of
finding a job that suits them, and of experiencing higher wellbeing. That is, those with an
increasing level of job search self-efficacy (i.e., the belief or confidence that one can successfully
obtain job search outcomes) have a higher likelihood not only of finding a job, but also of finding
a job that fits them, in terms of the match with their qualifications, abilities, and skills.
Interestingly, such beliefs showed to be more relevant than the implementation of job search
behaviors per se.
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The results of Chapter 3 indicate that workers characterized by higher career adaptabilities
(i.e., self-regulatory competency measured in terms of four adaptability resources: concern,
control, curiosity, and confidence) are more likely to be more engaged with their work, through
implementing proactive behaviors at work. More specifically, adaptable workers reach a higher
level of engagement in their jobs by crafting their jobs (i.e., initiating small actions aimed at
proactively changing different parts of their jobs, such as expanding its task, relational, cognitive,
and skill boundaries). Moreover, when managers offer HRM practices aimed at enhancing the
workers’ opportunities to perform (i.e., work-life balance, participation, and information sharing
practices) this can help adaptable workers in proactively shaping their jobs.
The results of Chapter 4 indicate that temporary agency workers who perceived a higher
level of a set of HRM practices (i.e., challenging work, realistic workload, flexible work,
discretion, pay and recognition, career development, job security, training) implemented by both
the agency they are employed at and by the company they work for, have more positive attitudes
towards their work and towards both organizations. Also, the considerations around one
employment relationship do seem to affect the other employment relationship, thus indicating the
importance of examining both relationships when studying this type of workers. We showed this
by applying latent profile analysis to workers’ perceptions of implemented HRM practices in order
to apply a holistic approach to the dual employment relationship of this specific kind of workers.
The results of Chapter 5 indicate that for on-location platform-determined routine workers
(i.e., low-skilled work, delivered offline and assigned by the platform through an offer, like taxi or
food delivery services), working more hours through platforms is associated with a better level of
work-life balance and satisfaction with their jobs, only if they also perceive a set of basic HRM
practices (i.e., selection, training, participation, autonomy, competitive compensation) as being
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implemented by the platform. Instead, when such HRM practices are perceived as low, working
more through platforms is detrimental for workers’ attitudes and well-being. Furthermore, by
means of qualitative interviews, we gained insights on when and how the exchange between
workers and platforms ultimately resemble a (perhaps so far denied) employment relationship.
Overall, the studies in this dissertation point at the importance of different self-regulatory
behaviors implemented by workers in multiple moments of their careers, as well as at the relevance
of managing workers in non-traditional employment contexts such as temporary and platform
work. Both employees’ self-regulation and their employment relationships have an impact on
employees, in terms of their attitudes, beliefs, behaviors, and well-being.
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Nederlandse Samenvatting
De Zoektocht Naar een Arbeidsrelatie:
Mensen Managen in een Flexibele Arbeidsmarkt
Deze dissertatie beschrijft de consequenties van de hedendaagse flexibele arbeidsmarkt op
de banen, carrières, en werkrelaties van werknemers. Doordat de manier van werken verandert,
worden werknemers aan de ene kant gedwongen tot zelfregulatie, om proactief en flexibel te zijn
op de arbeidsmarkt. Aan de andere kant zorgt de toename van niet traditionele
werkomstandigheden zoals tijdelijk werk of platform werk voor uitdagingen ten aanzien van de
traditionele manier van managen, wat invloed heeft op de werknemers zelf. Het onderzoek dat in
deze dissertatie beschreven wordt beantwoordt daarom de volgende onderzoeksvragen: welke
zelfregulerende gedragingen kunnen mensen gebruiken in verschillende fases van hun carrière, en
wat zijn de gevolgen van dergelijk gedrag? Wat kan er vanuit een HRM perspectief gedaan worden
om de arbeidsrelaties van mensen in niet traditionele werkomstandigheden in goede banen te
leiden?
De resultaten van hoofdstuk 2 laten zien dat mensen die kiezen uit zichzelf al op te zoek
gaan naar werk in de zes maanden voordat zij de arbeidsmarkt betreden, niet alleen een verhoogde
kans hebben om een baan te vinden, maar ook dat deze baan beter bij hen past en om meer welzijn
te ervaren. Met name het hebben van (zelf)vertrouwen in het vermogen om een goede baan te
vinden (i.e., hoge job search self-efficacy), is bepalend voor het vinden van een passende baan, in
termen van passende kwalificaties, vermogen, en vaardigheden. Interessant genoeg was dit
zelfvertrouwen belangrijker voor deze latere uitkomsten dan het baanzoekgedrag zelf.
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De resultaten van hoofdstuk 3 laten zien dat werknemers met een beter vermogen zich aan
te passen in hun carrière, ook wel ‘career apaptabilities’ genoemd (gemeten door middel van hun
belangstelling, controle, nieuwsgierigheid, en zelfvertrouwen), een verhoogde kans hebben meer
engagement te ervaren in hun werk doordat zij proactief gedrag vertonen. Deze werknemers passen
op eigen initiatief aspecten van hun werk aan zichzelf of de omgeving aan(job crafting),
bijvoorbeeld door meer of andere taken op zich te nemen, andere relaties aan te gaan, of nieuwe
vaardigheden te leren. Dit helpt hen meer engagement te ervaren. Dit proces wordt verder
ondersteund als leidinggevenden HRM instrumenten inzetten die erop gericht zijn om de
werknemer meer ruimte te geven om hun werk zelf vorm te geven en goed te presteren, zoals
bijvoorbeeld het creëren van een betere werk privé balans, participatie, en het delen van informatie.
De resultaten van hoofdstuk 4 laten zien dat uitzendkrachten die betere HRM
ondersteuning ervaren van zowel de uitzend- of detacheringsorganisatie als van de organisatie door
wie zij worden ingehuurd (in termen van het bieden van uitdagend werk, realistische werkdruk,
flexibel werk, discretie, betaling en erkenning, carrière ontwikkeling, baan zekerheid, en training),
positieve attitudes hebben over zowel hun werk als over beide organisaties. Daarnaast blijkt dat
hoe deze tijdelijke werknemers tegen de ene werkrelatie aankijken (bijvoorbeeld met het
uitzendorganisatie) ook beïnvloedt hoe ze tegen de andere relatie aankijken (de organisatie waar
ze voor werken), wat erop duidt dat het relevant is om beide werkrelaties mee te nemen in
onderzoek naar dit type werknemers. Wij hebben dit aangetoond door gebruik te maken van een
zogenaamde ‘latent profile analysis’ (een latente profielanalyse) van de werknemerpercepties van
de HRM instrumenten die geboden worden, om zo de synergiën in de duale werkgevers relatie bij
dit specifieke type werknemers te onderzoeken.
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De resultaten van hoofdstuk 5 laten zien dat platform werkkrachten die vervoer van mensen
of goederen verzorgen (ook wel ‘gig’ werkers genoemd) een betere privé-werk balans en
tevredenheid met hun baan hebben als zij meer uren voor een platform werken, maar alleen als zij
ervaren dat het platform een set van basale HRM instrumenten implementeert (meer specifiek:
selectie, training, participatie, autonomie, en competitieve compensatie). Als deze HRM
ondersteuning mist, is het werken van meer uren nadelig voor de attitudes en het welzijn van de
werknemers. Daarnaast brachten we door middel van kwalitatieve interviews in kaart wanneer en
hoe de uitwisseling tussen werknemers en platformen als (tot nu toe wellicht ontkende) werkrelatie
beschouwd kan worden.
Samenvattend wijzen de studies uit deze dissertatie zowel op het belang van verschillende
zelfregulende gedragingen die werknemers kunnen implementeren op relevante momenten in hun
carrière, als op het belang van goed management van niet traditionele werkcontexten zoals
uitzendwerk of platform werk. Beiden ( de zelfregulatie van het individu en hun arbeidsrelatie en
het management daarvan), hebben een invloed op de attitudes, overtuigingen, gedrag, en welzijn
van werknemers.
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