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Abstract 

Globalization brings change in all aspect of human life, including in how job and organizations operate. These 
changes create strain and stress not only among employee at business organization, but also among academic staff.  
The dean of faculty or department at university has important role in prevent the effects of job stress among the 
academic staff by giving support, motivation, and redesign how a task should be finished to reduce job stress. 

This study aims to examine the role of leadership practices with job stress among Malay academic staff. Design of 
this study is survey research with quantitative approach. A total of 124 academic staff participate or answered the 
questionnaires. The data was analyzed with structural equation model method using Amos 18 program. 

The result of structural equation modeling suggests that four dimensions of leadership practices show unique 
relationship pattern with four dimensions of job stress. The significant relationship between exogenous and 
endogenous was tested using structural equation modeling (SEM). The result of SEM analysis just confirms three 
exogenous variables that significantly have relationship with endogenous variables. Those are dimension of 
challenging the process with behavioral, emotional, physiologic and cognitive stress responses. Enabling others to 
act with emotional stress response, and the last, encouraging the heart with behavioral stress response. While 
inspiring a shared vision is not have significant relationship with all dimension of job stress.  Overall, the proposed 
model had a fit model with empirical data. The mechanism of relationship among exogenous and endogenous 
variables will be discussed in a paper below. 
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1. Introduction 

Since the early 1990s, the spread of globalization and it changes have begun to impact organizations everywhere. 
Globalization is something unavoidable and affected every aspects of life. The changes brought by globalization are 
also creating new demand, new workload and more job complexity for employees. Among organizations in 
developing countries, the imperatives for adopting globalization process could no longer be ignored. Within the 
workplace, these changes translate to over duty for many workers (Kendall et al., 2000). Many employees with 
full-time job are experiencing high pressure and faster pace (Bousfield, 1999). Work overload has been linked to 
cardiovascular disease, and the risk of heart attack for those working in long hours (e.g. 11 hours) (Sokejima & 
Kagamori, 1998). Working in long hours is 2.5 times have risk than those working an 8 hour a day (Sokejima & 
Kagamori, 1998). 
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Nowadays, employees are expected to learn the different cultures, languages, rules and new regulations about 
international trade, resulting in increased workloads, increasing the pressure to enhance job skills and long working 
hours (Cooper, 2006). The changes in nature of how job should be done, the type of working environment and the 
mechanism of organizational behavior would as certainly escalate the incidence of job stress in workers, which in 
turn will damage the worker’s physical and mental health (Dollard, 2003; Devereux et al., 2004). Either employees 
or organization was affected by the incidence of job stress. But sometime this cost is rarely considered either in the 
human capital or financial term by the organization (Wilhelm, et al 2004). 

The effects of job stress did not just happen at job like pilot, airtraffic controller, medical profession, and factory 
employees, but at teaching profession the incident of job stress is happened too. Several studies have identified the 
causes of job stress at teachers. Same findings have been obtained from other studies in others countries. A study in 
Sweden, Wahlund and Nerell (2004) found the most important causal factors that always afflicting job stress was big 
classroom sized, long working hours, distractive student’s behavior, overload demand, and rapid school reformation. 
In UK, Cox et al (2000) identified five factors related with job satisfaction and job stress, which are school 
organization, job demand, teaching resources, working condition, career and training, and student’s behavior. In 
same study, Kyriacou (2001) reported four stress factors experienced among teachers in UK, which is negative 
student’s behavior, stressful working condition, working time pressure, and lower school ethic. 

In education organization, especially at higher education setting, many studies concluded that lecturer, staff or 
administration personnel have reported experienced job stress from middle to high level (Donders et al., 2003; 
Boscolo et al., 2008; Leung, Siu, & Spector, 2000; De Nobile, & McCormick, 2007; Blix, & Lee, 1991; Assadi, 
2003; Jing, 2008). Ahsan et al (2009) stated that academic staffs at university in Malaysia face more problems in 
their job, due to the increasing of competition among universities in Malaysia. These may causes the academic staffs 
face more demands, more duties, more work overload, and this condition will create a plenty of stress and therefore 
affect their satisfaction and even their physical or mental health. Whereas, study by Huda et al (2004) revealed that 
prevalence of job strain (referred to as ‘high job strain’) on University Sains Malaysia lecturer was 23.3%. A 
significantly proportion of clinicians 34.1% on University Sains Malaysia reported high job strain compared to 
non-clinicians 6.9%. The prevalence of job dissatisfaction on University Sains Malaysia lecturers was 42.6%. 

Aeria (1998) conducted comparative study on the level of burnout among Petaling Jaya teachers with another 
sample and show increasing level of burnout experienced by Petaling teachers. Mean score for emotional exhaustion 
of Petaling teachers is 3.8 and show the highest score than the other studies sample (Hartford Connecticut teachers = 
3.5; Victoria Australia teachers = 3.2; Massachusetts teachers = 3.4; Alberta Canada teachers= 3, 4). Mean score for 
depersonalization of Petaling teachers is 2.3 and show the highest score than the other studies sample above. While 
mean score for the personal accomplishment of Petaling teachers is 2.6 and show the highest score than the other 
studies sample. Based on several studies in the past it can be predicted that the incident of job stress on academic 
profession (teachers and lecturers) in Malaysia will be higher and increase in the future. 

Other study by Rosnita (2006) showed that stress of mathematics teacher in Kelantan region is 2.7 percent for the 
highest value. The dominant sources that causes stress condition is student behavior and teacher’s work load. One 
study by, Hapriza et al (2005) reported  that from 62 to 180 academic staff University Technology Malaysia or 
34.4% have experienced moderate of job stress. Rusli, Edimansyah, & Naing's (2006) study showed that stress 
prevalence on dental healthcare worker of higher institution learning in Kelantan was 22.2%. One dental healthcare 
worker (1.9%) experienced severe stress, whilst eleven (20.4%) dental healthcare worker experienced mild to 
moderate stress. Several studies above affirm that the incidence of job stress on teacher and academic staff is an 
empirical reality. One factor that influence academic staffs stress is leader in theirs department or institution.  

Driscoll and Beehr (1994) stated that leader may have significant contribution on subordinate personal and 
professional performance. Study by Bakker et al (2000) among staff nurses found that a head nurses could buffer 
and reduce the effect of job strain within working environment by thoughtfully maintaining a positive leadership 
style that can create a positive climate for nurses to achieve theirs need and goal. Presumably, this is a main way by 
which the head nurses or leader can reduce work stress among their staff by giving adequate motivation and support. 

Although it is generally admitted that leader behavior plays a substantial role in mitigating or buffering the 
deleterious effects of work stressors, only a few empirical studies have documented this relationship. Moreover, the 
empirical investigations of the effects of leadership behaviors toward job stress reactions have some limitations. One 
of the limitations of previous studies did not consider what leadership practice dimension influenced the dimension 
of job stress, like whether one aspect of leadership practices impacted on emotional stress responses (Webster and 
Hackett, 1999; Bakker et al, 2000; Gill, Flaschner, & Bhutani, 2010), especially, focus on Pozner-Kouzes's 
leadership practice theory.  
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In order to fill in the gap of knowledge, then the purpose of this study was to investigate whether specific aspects of 
leadership behavior were systematically related to specific aspects of job stress among Malay academic staff. The 
Leadership Practices Inventory (LPI; Pozner & Kouzes, 2007) is utilized for the measurement of leadership behavior 
and the job stress questionnaire will be used to collect job stress responses. The LPI was developed as an empirical 
measure of a conceptual leadership framework, which was developed from case studies of exemplary leaders at all, 
levels in a variety of settings. The LPI has consistently demonstrated excellent reliability (Posner & Kouzes, 1993), 
and measure individual leadership actions and behaviors along several dimensions those are challenging the process, 
inspiring a shared vision, enabling others to act, modeling the way, and encouraging the heart. 

2. Theoretical framework 

2.1. Job stress 

The definition of stress that widely used in research comes from Lazarus, and Folkman work. They theorize that 
stress is a transactional process (Folkman & Lazarus 1985). Lazarus and Folkman (1984) define stress as “any event 
in which environmental demands and/or internal demands exceed the adaptive resources of the individual, his or her 
tissue system, or the social system of which ones is a part”. In this definition, stress is an interactional process 
between environmental system and the adaptive resources of the individual system.  

Robbins (2003) suggested a model of stress that consisted of three potential stressor those are, environmental factors, 
organizational factors and individual factors which has the strength of its influence not directly cause the high level 
of job stress but  moderating by individual differences such as perception, personality and social support. While 
Gibson, Ivancevich, Donnelly and Konopaske (2006) suggested another model which quite different from Robbins’s 
model. They stated a model of organizational stress consisted of  four level those are individual level, group level, 
organizational level, and non-work level which has the strength of its influences not directly cause the high level of 
job stress, but moderating by individual differences such personality, heredity, age, sex, and social support. The role 
of leadership behavior included in organizational factors that may be able to create a negative strain or positive 
climate.  

2.2. Leadership Practices 

Kouzes and Posner (1987) studied more than 1,000 managers as sample in their research. Based on this research, 
they developed the Leadership Practices Inventory (LPI) (Kouzes & Posner, 1993). The LPI evaluate a leader's 
effectiveness on five factors: (a) Challenging the Process; (b) Inspiring a Shared Vision; (c) Enabling Others to Act; 
(d) Modeling the Way; and (e) Encouraging the Heart. In this research, an adapted LPI-self version was used to 
collect data. The LPI has been used in leadership development programs by many organizations, including Motorola 
and Levi Strauss (Kouzes & Posner, 1988). 

Challenging the Process, according to Kouzes and Posner (2007), focuses on searching for opportunities by seizing 
the initiative and by looking outward for innovative ways to improvement. Besides that, leader eager to take risks 
and experimenting by constantly generating small wins and learning from experience. According to the 
Kouzes-Posner's (2007) leadership framework, Inspiring a Shared Vision refers to the ability of a leader to envision 
the future and to clearly articulate the vision to others, thereby gaining the followers' support and belief. Enabling 
Others to Act, the third category in the Kouzes and Posner (2007) model includes concepts such as teamwork, trust, 
confidence and empowerment. Leader foster collaboration by building trust and facilitating relationships, and 
strengthen others by increasing self determination and developing competence. Modeling the Way, as defined by 
Kouzes and Posner (2007), describes the importance of leaders setting a personal example for the followers, and 
their willingness to act on their beliefs, in others word, leader should able to clarify values and set the example in 
their own action. Kouzes and Posner (2007) describe the category of Encouraging the Heart as actions by a leader 
that encourage, motivate, and support the followers and help the team to celebrate victories. It is an expression of 
genuine emotion from leader to create and develops positive trust to followers, in order to encourage high 
motivation and strong spirit to followers.   

The term of leadership has been disputing for along times and several theorists have made many definitions of 
leadership. Several theorists see leadership from trait perspective. Some theorists look leadership from situational 
perspective. Some theorist made argument, that leader cannot exist without followers, so leader-members relations 
become a primary aspect of the leadership dynamic. Much more, several theorists try to describe leadership in more 
practical manner. Finally, there is no universal definition of leadership that can be accepted because leadership is a 
complex phenomenon. If we used different perspective, it will create different definition of leadership too.    

Thompson (2000) define leadership is “a process of non-coercive social influence whereby a leader guiding the 
activities and members of a group toward shared objectives and goals in an organization”. Thompson’s definition  
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suggest that influences of leader is not in form of coercive action, but merely in form of non coercive social 
influence by personal approach, authentic style and two-way communication. Leader gives a follower direction and 
guidance in participative manner in order to the follower can achieve shared objective and goals of organization. 
According to Bass (Gibson, Ivancevich, Donnelly & Konopaske, 2006) a leader are an agent of change, person 
whose acts affect other people more than other people’s acts affect them. Leadership occurs when one group 
member modifies the motivation or competencies of others in the group. While, Kouzes & Posner (2007) stated that 
“leadership could bring forth the best from others by action and practice in organization in daily living”. All of 
statements above confirmed that the role of leader has a significant impact on subordinate’s work performance. 
When a leader can creates a positive climate and authentic support to follower, then follower will be able to perform 
their job better to achieve best work result.   

3. Method 

3.1. Sample and procedure.  

The study was conducted from December 2009 to May 2010 in one of the Universities in Pahang Malaysia. A 
covering letter explaining the purpose of the study and providing assurance that the confidentiality of responses 
would be respected accompanied each questionnaire. Two weeks later, we send the questionnaire and a follow-up 
letter to non respondents stressing the value of the survey and the importance of their participation. Questionnaires 
were collected by researcher in every faculty office. A total of 124 participants involved in present study. 
Frequencies for the respondent’s demographic are presented in Table 1 below. 

3.2. Research Instrument. 

3.2.1 Leadership Practices. The leadership practices variable will be measured using Leadership Practices Inventory 
(LPI) by Kouzes and Posner (2007; 1993). Empirically LPI has a good internal reliability, as measured by 
Cronbach’s alpha, and continues to be strong with all scales above the .75 level. However, in this study, we just used 
five items in every dimension of LPI in order to get fewer items in order not to burden respondent with many items. 
Therefore, we tested again the LPI adaptation with internal consistency method. The result of LPI Cronbach’s alpha 
is 0.890, with corrected item-total correlation range 0.351 to 0.684. In the present study, researcher just took five 
dimension of LPI without modeling the way dimension. This decision was taken after conducted a principal 
component factor analysis that tested the construct validity of the adapted LPI questionnaire. This scale is composed 
of fifteen items that each answered on a four-point Likert scale ranging from “never” to “frequently”. 

3.2.2. Job stress. Job Stress Scale (JSS) that was adapted from Stress Indicators Scale (2007) and revised by 
researcher will be used to measure job stress variable.  The reliability and validity of JSS will be analyzed with 
internal consistency technique by Cronbach alpha. The result of JSS Cronbach’s alpha is 0.920, with item-total 
correlation range 0.369 to 0.708. All questionnaires were tested again using structural equation modeling to examine 
the measurement model of fit. This scale was composed of twenty-four items each answered on a four-point Likert 
scale ranging from “never” to “frequently”. 

3.3. Data analysis 

Data was analyzed by Structural Equation Modeling using Amos 18 (SEM). Several tests of the normality of data 
were performed. We checked the symmetry, looking at the mode, median and mean, and then used the 
Shapiro-Wilks test and various graphical tests (box plot, stem and leaf, and normal probability plot). Based on these 
several tests, a normal distribution data was achieved in our variables. 

4. Result  

4.1. Descriptive Analysis  

The univariate descriptive statistics for each variable was first presented as a way of both characterizing our sample 
and exploring whether, for any measure, the variability appears sufficiently restricted to underestimate the 
magnitude of its relationship with other variables. Mean and SDs for the study variables are presented in table 1 
below. 

Structural equation modeling has advantages compared with the regression method because of the measurement 
error of latent variable included in the model and examined. The statistic theory explains that the actual regression 
coefficient consists of two elements, which is a structural coefficient between dependent variable and independent 
variable and second is the reliability of the predictor variables. Reliability is the level where the independent 
variable is considered free from errors. Regression method does not assume the existence of errors in their 
measurement of variables, whereas the possibility of measurement errors may exist in practice and theory. Structural 
equation modeling tries to eliminate the weaknesses of regression analysis in order to be more accurate in examining 
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a theoretical model (Byrne, 2001). 

4.2 Structural Equation Modeling 

The next step in our investigation of job stress and leadership practices is to perform Structural Equation Modeling 
(SEM). Before SEM analysis performs, the continuous distributions for each of the variables should expect. For the 
purposes of SEM, a sample size of 63 for males and 61 for females may be considered fair. The latent constructs in 
the present study included job stress dimension and leadership practices dimension as stated above. 

A two-step modeling approach was adopted (Kline, 1998; Byrne, 2001). In the first step, a measurement model was 
tested to make sure that all latent constructs correlate with manifest variable. In step two, a structural analysis 
designed to test relationships among latent variables was examined. These relationships among variable will be 
tested only after ensuring that latent variables have measured adequately. This procedure will reduce the risk of 
misinterpretation and bias (Anderson & Gerbing, 1988; Ghozali, 2008). Maximum likelihood (ML) method of 
covariance structure analysis was used in this study. To examine overall model fit, the squared error of 
approximation (RMSEA), chi-square/degree of freedom (CMIN/DF), Tucker-Lewis index (TLI), and normed fit 
index (NFI) will be used. Satisfactory model fit is indicated by RMSEA values less than or equal to .08 and by TLI 
and NFI values greater than or equal to .90. Moreover, CMIN/DF values less than or equal to 5 is adequately 
reasonable for a model (Ghozali, 2008; Byrne, 2001). 

The result of measurement model of job stress and leadership practices dimension has a satisfactory fit model. 
Through SEM analysis job stress dimension obtained satisfactory result with p = .152, NFI = .900, TLI= .982 and 
RMSEA= .033. The same result is obtained for leadership practices dimension with p= .357, NFI= .928, TLI= .994, 
and RMSEA= .021. All the fit indices for measurement models presented in table 4 below. 

After we tested the measurement model and confirmed the satisfactory result, then the structural models of the 
relationship between leadership practices dimension with job stress dimension was tested.  

5. Discussion 

This study shows that several dimensions of leadership practices have a significant negative relationship with 
several dimension of job stress. Nevertheless, two dimensions of leadership practices have not a significant negative 
relationship with several dimension of job stress. Challenging the process is a predictor of behavioral stress response 
(r= -.363 p<.01), emotional stress response (r= -.361 p<.01), cognitive stress response (r= -.238 p<.05), and 
physiological stress response (r= -.375 p<.01). While enabling others to act just has a significant relationship with 
emotional stress response (r= -.166 p<.05). While encouraging the heart has a significant relationship with 
behavioral stress response (r= -.226, p <.05).    

If we look on adjusted R square value, challenging the process, enable others to act, encourage the heart and inspire 
a shared vision is simultaneously accounted 13% for behavioral stress response, while 87% influenced by others 
variables. On emotional stress response is 23% influenced simultaneously by all leadership dimensions, while 77% 
the change of emotional stress response is influenced by others factors. On cognitive stress response 9.9% 
influenced simultaneously by challenging the process, enable others to act, encourage the heart, and inspire a shared 
vision, while 90.1% influenced by others variables. The last the predictors of physiological stress response explain 
15.1% of its variance, while 84.9% the change of physiological response influenced by others variables. 

The present study’s result confirms other studies that examined the relationship between leadership with job stress, 
study by Webster and Hackett (1999) concluded that leadership practice has influence on burnout of mental health 
professional. The results of their study indicate a significant contribution, although has modest relationship between 
the leadership practice and emotional exhaustion, and between the majority of the leadership practice with 
depersonalization. In spite of the fact that the correlations are small, the effect is did exist and are significant and has 
important implications for applied models of burnout. 

Other study by Littrell, Billingsley, and Cross (1994) found that school leader support influences the positive 
emotion of teachers, and this support forms how teachers think and feel about themselves and their work. The 
impact of supportive leaders, teachers feel that their work and school environment more enjoyable, rewarding, 
motivating, more productive, and experienced less job-related stress. 

Study by Stordeur, D'hoore and Vandenberghe (2001) stated that work stressors as a whole were found explaining 
22% of the variance on emotional exhaustion whereas leadership dimensions explained 9% of the variance in that 
outcome measurement. Leadership dimension increase and influences the level of emotional exhaustion on a head 
nurse whose continuously monitors subordinate’s performance in order to anticipate mistakes (MBEA) and 
intervenes to detect mistakes after the fact (MBEP). 
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Leaders could influence performance by conduct a positive specific behaviors in interactions with subordinates, 
peers, and outsiders. Extensive research using survey questionnaires, critical incidents, observation, and experiments 
shown that task oriented behaviors can enhance the performance of individual subordinates and small groups (Yukl, 
2006). 

The implementation of positive leadership practices in the organization will improve subordinate’s job motivation 
and job satisfaction. Otherwise the capable leader who can inspire a shared vision, encourage the spirit of work, 
create positive collaboration will enhances power synergy as teamwork (Kouzes & Posner, 2007). Beside that 
positive practices will create a positive climate and a comfortable working atmosphere that conducive for 
subordinates to work optimally and achieve a satisfactory work performance. Five leadership practices above will 
decrease the effect of negative strains in organization directly or indirectly, and this condition will prevent incidence 
of job stress among subordinate in the future. 

As Gmelch (Administrator, 2004) said “I found that I needed more interpersonal influence than command and 
control. You move away from reward and punish. It is more about personal than institutional power. Your source of 
leadership is who you are, rather than “I’m in charge. Leader works more toward building bridges, and building 
teams. Leader needs to understand and build credibility. You need to build a dean’s team–you need to be able to 
influence, not to command. It is more about credibility and collaboration than anything else” (p.1). 

In the same perspective, Kouzes and Posner (2007) stated that leadership is about the future; their unique legacy is 
the creation of valued institutions that survive over time. The most significant contribution of leaders is to create a 
long-term development of people and organization so they can adapt, change, prosper, and grow. 

6. Conclusion 

Leaders have a very prominent role in creating a healthy organization, where subordinates can work with the 
maximal and optimal manner. Leadership style practices and behavior that tend to suppress and authoritarian will 
have a tendency to create a strain on subordinates. This study showed that several leadership practices such as 
challenging the process, inspire a shared vision, enable others to act and encourage the heart of subordinates have 
significant negative relationship with behavioral, emotional, cognitive and physiological stress responses on 
subordinates. 
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Table 1. Frequency and percents of respondent’s demographic data.  

Variables  Content Frequency Percent 

 

Gender 

Male 63 50.8 

 Female 61 49.2 

 

 

Age 

20-25 30 24.2 

26-30 47 37.9 

31-35 37 29.8 

36-40 5 4.0 

41-45 3 2.4 

50 2 1.6 

 

Academic Position 

Tutor 9 7.3 

Lecturer 86 69.4 

Senior lecturer 27 21.8 

Assoc professor 2 1.6 

 

Job Status 

Part-time 1 .8 

Full time contract 11 8.9 

Fulltime permanent 112 90.3 

 

Table 2. Reliabilities, Means, and Standard Deviations for leadership practices dimension and job stress 
dimension.342) 

Variable  α M SD 

Leadership Practices  .890 48.31 6.19 

Encouraging the Heart .792 15.76 2.41 

Enabling Others to Act .821 12.66 2.08 

Inspiring a Shared Vision .816 9.38 1.74 

Challenging the Process .875 10.53 1.85 

    

Job stress responses .920 43.78 10.38 

Behavioral response .624 8.34 2.24 

Emotional response .818 7.84 2.63 

Cognitive response .818 8.56 2.74 

Physiological response .824 16.39 4.37 

 

Table 4. Fit indices for measurement models 

Test χ Prob CMIN/DF NFI TLI RMSEA 

Job stress 

responses 

129.515 .152 1.136 .900 .982 .033 

Leadership 

practices 

73.753 .357 1.054 .928 .994 .021 
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Table 5. Fit indices for structural models 

Test χ Prob CMIN/DF NFI TLI RMSEA 

Job stress dimension 

 with  

Leadership dimension 

 

 

3.404 

 

 

.493 

 

 

.851 

 

 

.991 

 

 

1.012 

 

 

.000 

 

Table 6. Correlations among latent constructs by standardized regression weights. 

         Job stress dimension  

Leadership dimension     

 Behavioral Emotional Cognitive Physiologic 

Challenging the process -.363** -.361** -.238* -.375** 

Encouraging the Heart -.226*  .010  

Enabling Others to Act  -.166*   

Inspiring a Shared Vision 0.033 -.027 -.108 -046 

Significantly greater (p < .05).  *p<.05. **p<.01.
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Behavioral          .72     Behav1    
responses   
                  .67                                   Challenge1                       
Behav2   
                                                                  .89 
                                                   Challenge      .77     Challenge2 
                                                           
                           Emo3                                          .83 
                .69                                            Challenge3 
  
               .71         Emo4       
Emotional  
responses       .65         Emo5                                     Inspire4   
                .  66                                        .78 
               .68         Emo6                        .80      Inspire5 
                                                              Inspire         
                           Emo7                             .82 
                                                                                   Inspire6                          
 
                           Cog8                          
               .67                                                                 Enabling7                          
                .77         Cog9                                           .72         
                                                                                   Enabling8                          
Cognitive        .77         Cog10                                           .78        
                .59                                   
                                                            Enabling        .71      Enabling9       
                           Cog11                            
                .56                                                        .60      Enabling10 
                           Cog12 
 
                                                                                Encouraging11     
                           Phys13                                       .65     
             .72                                                         .61     Encouraging12 

                .70        Phys14                                         
Physiologic       .73                                         Encouraging   .78    Encouraging13       
                          Phys15                                        .66     
                .71                                                             Encouraging14  
                .58        Phys16                                      .62   
                                                                                Encouraging15 
             .68           Phys17                                                                
                                                                             
                          Phys18          

 

Figure 1. Job stress dimension measurement model.             Figure 2. Leadership practices dimension measurement model. 

Note: Measurement errors and factor correlations               Note: Measurement errors and factor correlations have been 

have been omitted for clarity.                               omitted for clarity. 
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Figure 3. A model of hypothesized relationships among variables 
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Figure 4. Covariate structure relationships between leadership practices dimension with job stress dimension 
 

 


