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Chapter 1
Introduction
“The best way to predict the future is to invent it” (Allan Kay, 1971).

Employability and Innovative Work Behavior
Successful innovation has become more and more crucial in economic
development (Porter, 1998), and it is generally acknowledged as being a key factor in
the competitiveness of nations and firms (Galia & Legros, 2004). The concept of
innovation or applying “neue Kombinationen” (new combinations) (Schumpeter,
1934) can refer to new products, services, (internal) processes and/or markets (De
Jong, Bodewes, & Harkema, 2007). The significance of innovation is emphasized
through increased global competition, decreased product lifecycles, enhanced
technological capabilities of firms, and ever-changing consumer demands (MadridGuijarro, Garcia, & Van Auken, 2009). Marked differences, however, can be found in
how large companies innovate as opposed to Small and Medium-sized enterprises
(SMEs). SMEs have less available (financial & human) resources, yet, more
flexibility, and they are focused on external collaboration (Bodewes & De Jong,
2003; Vossen, 1998). That is to say, combining capabilities within networks and
clusters (inter-ﬁrm collaboration) allows for more opportunities for innovation
(Lundvall, 1993; OECD, 2000).
Obviously, to ameliorate production processes and to develop new products
and services, employees’ innovative behavior is essential (Amabile & Khaire, 2008;
Amabile & Mueller, 2007). As long as employees continue to display prearranged
behavior, then adjustments in processes, products, and services will not be made.
Rather, in order to achieve a continual flow of innovation, employees need to be
willing and competent to innovate (De Jong & Den Hartog, 2007; Dundon &
Wilkinson, 2009). According to West and Farr (1989) and West (1989), innovative
work behavior can be defined as “the intentional creation, introduction and
application of new ideas within a work role, group or organization, in order to
promote role performance, the group, or the organization” (Janssen, 2000, p. 288).
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Innovative work behavior is associated with the three stages involved in the
innovation process: the generation, promotion, and realization of ideas (Janssen,
2000). Innovative work behavior (Janssen, 2000) depends on the knowledge, skills,
and expertise of employees (Leonard & Sensiper, 1998; Youndt, Snell, Dean, &
Lepak, 1996; Verworn & Hipp, 2009). This occupational expertise, coupled with
generic competences, is conceptualized in employability (Van der Heijde & Van der
Heijden, 2006; Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009).
Investing in employability might enhance (predictive validity) innovative work
behavior (Stoffers, Van der Heijden, & Jacobs, under review). The focus on
employability has, in general, been attributed to the erosion of organizational loyalty,
job security, and mutual commitment when placed in an increasingly competitive
business environment (Simeon, 2013). Employability (career potential) can be
defined as “the continuously fulfilling, acquiring or creating of work through the
optimal use of competences” (Van der Heijde & Van der Heijden, 2006, p. 453). Van
der Heijde and Van der Heijden’s (2006) conceptualization of employability has been
operationalized into an instrument which combines domain-specific occupational
expertise (a) (knowledge and skills, including meta-cognitive ones, and social
recognition by important key figures (Van der Heijden, 2000) with four more generic
competences: (b) anticipation and optimization; (c) personal flexibility; (d) corporate
sense; and (e) balance.
During the past few decades, the concept of employability has received much
attention. Because of changes occurring within and around firms, more flexible firms
and multi-skilled employees are needed (Van der Heijden & Bakker, 2011). The
underlying assumption when focusing on employability is that employees have the
ability themselves to manage their own work and career development and by doing
this, they remain employed for much longer periods during their working lives. As a
result, the timing and decision-making responsibilities for employability (careers and
work security) has subsequently shifted from the organization to the individual
employee (Simeon, 2013; Van der Heijden, 2011; Van der Heijden & Bakker, 2011).
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Investing in employability requires that employees and their supervisors have
the possibility to evaluate employees’ occupational strengths and weaknesses
thoroughly (Simeon, 2013; Van der Heijde & Van der Heijden, 2006; Van der
Heijden, 2011). Such an evaluation requires a validated measurement instrument
within the context of SMEs, and this assessment can then serve as a point of
departure for a range of strategies that can be used to improve workers’ employability
and innovative work behavior.

Human Resources Management in Small and Medium-sized Enterprises
In the Netherlands, SMEs represent more than 99% of all firms, 68% of
employment, and 62% of value added (European Commission, 2011; Roth, 2011).
Therefore, ongoing innovation is essential as otherwise SMEs might lose their
competitive ability due to obsolete products, services, and internal processes (MadridGuijarro, Garcia, & Van Auken, 2009). The importance of SMEs, both in businesses
and employment, is emphasized even more by their enormous potential for
innovation (Hallberg, 2000; Roth, 2011). Nevertheless, innovation benchmarks show
that the contribution made by SMEs is meagre, even though the desire to enhance
SME contributions in innovation is crucial (Van der Zee, Manshanden, Bekkers, &
Van der Horst, 2012). “The role of SMEs stands in stark contrast to our limited
understanding of HRM activity within them” (Arthur & Hendry, 1992, p. 246). The
HRM measurement instruments for employability (Van der Heijde & Van der
Heijden, 2006; Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009) and
innovative work behavior (De Jong & Den Hartog, 2010; Janssen, 2000, 2001, 2003,
2004, 2005; Van der Vegt & Janssen, 2003) are comprehensively validated among
different branches in large organizations, but within the context of SMEs the
instruments deserve more empirical attention. There is a gap in the knowledge of the
science and practice of HRM in SMEs (Huselid, 2003). Furthermore, there is also a
substantial need for empirical data with regard to HRM practices in SMEs (see, for
instance, Hornsby & Kuratko, 2003; Van der Heijden, 2011). Up until now, HRM
research has been based predominantly on a large-firm blueprint (Cassell, Nadin,
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Gray, & Clegg, 2002; Claus, 2003; Dundon & Wilkinson, 2009). HRM policy and
SMEs’ practices vary from large enterprises because of their explicit nature
(Cunningham, 2010). The SMEs’ size and structure confines the analogies made
using general HRM theories (Heneman, Tansky, & Camp, 2000). Informal, reactive
and short-term HRM policies and practices (Bacon, Ackers, Storey, & Coates, 1996;
De Kok, Uhlaner, & Thurik, 2006), and personalized ties between employees and
their supervisors can overlap and shape the character of employment contracts and
management actions (Dundon & Wilkinson, 2009; Tsai, Sengupta, & Edwards,
2007). These explicit SME characteristics of HRM emphasize the importance of
having a valid use for the instruments.

Appraisal Effects (Paired-Samples Comparisons)
Accurate rating reflects the employees' actual knowledge, capabilities,
behavior, and performance. The majority of studies on organizational behavior have
been based on self-ratings in regard to the variables of interest. As a consequence,
these retrospective reports are often subject to criticism, since accurate ratings are
rare. Moreover, the problems related to informant fallibility robustly influence these
reports (Van der Heijden & Nijhof, 2004). According to Harris and Schaubroeck
(1988), self-ratings appear to be less highly related to ratings by others (i.e., peers,
supervisors, or subordinates) than peers, supervisors, and subordinates’ ratings with
one another. Inaccuracy is often caused by rater errors such as the halo effect,
leniency, and hardiness. Raters do not consciously choose to make these errors, and
they may not even be aware of them. The impact of these appraisal effects which are
specifically found within the context of SMEs might be interesting to examine, since
there is a considerable lack of empirical research regarding these practices (Hornsby
and Kuratko, 2003; Purcell, 1993; Van der Heijden, 2011).
Compared to large organizations, SMEs have a relatively flatter hierarchy and
the lines of communication between supervisors and employees are shorter. This
means less distance, and furthermore, there is a focus on judgments which have been
based on direct and repeated performance. In addition, there are more behavioral
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observations and there is more factual information, thus enhancing the validity of
employee behavioral assessments made by supervisors (Blickle et al., 2011; Van der
Heijden, 2002, 2011).
Rater errors consist of the following types: the halo effect, self-ratings, which
are more differentiated than supervisor-ratings (Fisicaro & Lance, 1990; Lance,
LaPointe, & Fisicaro, 1994); the leniency effect, reflecting the tendency for
employees to be relatively more positive about themselves (Cooper, 1981; Fox,
Caspy, & Reisler, 1994); and the hardiness effect, in which supervisors judge
employee performance and behavior relatively more harshly (Oosterveld & Vorst,
1996). These rater errors might suggest that SMEs are vulnerable of providing
employees with reliable feedback regarding their knowledge, capabilities, behavior,
and performance. Concrete, the halo effect prevents employees from noticing and
identifying their specific and detailed strengths and weaknesses. The leniency effect
contributes to employee’ attitudes that improvements are unnecessary. And hardiness
errors, finally, can create moral and motivation problems in relation to the supervisor
and organization. Notwithstanding reservations on the validity of self-assessment and
its utilization in applied research settings, according to Van der Heijden and Nijhof
(2004, p. 495), “individuals are in a good position to make a valid assessment of their
own knowledge and capabilities”. The research conducted by Kozlowski and Kirsch
(1987) and Miller (1996) examined job-related variables. Their findings showed that
those who possess greater knowledge and awareness of the job and the ratee, provide
ratings that are more reliable and have fewer errors. “Who else has a better
understanding of a job and one’s functioning in it than the employee him or herself”
(Van der Heijden & Nijhof, 2004, p. 496).
However, to prevent common-method bias, it is essential to obtain data on
study variables from different sets of respondents (Podsakoff, MacKenzie, Lee, &
Podsakoff, 2003). The validity of self-ratings is understood to be higher when
employees are cognizant of the fact that their supervisors are also providing ratings
(Mabe & West, 1982); hence, the leniency effect will be suppressed (Arnold &
MacKenzie Daveys, 1992; Hoffman, Nathan, & Holden, 1991). In this study, a
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considerable number of combined ratings will be collected from both employees and
their immediate supervisors, and noteworthy comparisons can be made between the
scale means for the two groups.

Aging of Employees in Knowledge Based-Economies
In this PhD study I aim to explore the effects of employee’s age on the
assumed predictive validity of employability on innovative work behavior. Since
recently, in developed countries such as the Netherlands, the fertility and mortality
rates have decreased (Ilmarinen, 2006; Shultz & Adams, 2007; Wang & Shultz,
2010). The aging population and workforce, and subsequently the attrition of skills,
knowledge, and expertise have attracted the interests of politicians, scholars, and
managers alike (Dychtwald, Erickson, & Morison, 2006). Table 1 shows the impact
of dejuvenating and aging on the workforce (UWV, 2011). Still, the greatest changes
will occur, and are expected to continue during the first decades of the twentieth-first
century (Ilmarinen, 1999, 2006).
Table 1. Increasing Dejuvenating and Aging of Workforce in The Netherlands,
Percentage by Age Group
2000

2005

2010

2011

2012

Workforce x 1.000

7,102

7,455

7,817

7,850

7,894

Age Group 15-24

12.4%

11.5%

11.0%

11.4%

11.3%

Age Group 25-34

29.2%

24.5%

22.2%

22.3%

22.5%

Age Group 35-44

28.3%

28.9%

26.8%

26.1%

25.5%

Age Group 45-54

22.7%

24.1%

25.9%

26.0%

26.3%

Age Group 55-64

7.3%

10.9%

14.1%

14.2%

14.4%

Note. Adapted from Workforce Forecast 2011-2012, by UWV Werkbedrijf, 2011, Amsterdam

Companies rely increasingly on the knowledge, skills, and experience of older
workers (Schalk et al., 2010), and important distinctions that are due to situational
and personal factors (Maurer, Weiss, & Barbeite, 2003; Schalk et al., 2010; Van
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Dam, 2004) appear to have been made between younger and older employees with
regard to their employability. With aging, employees’ preparedness to further develop
new skills might decrease (Warr and Fay, 2001), just as the opportunities for
development within the organization (Birdi, Allan, & Warr, 1997). This might lead to
rigidities, conservative thinking and old mental models. On the other hand, aging and
the maturing of knowledge and experience, which results in a higher amount of
wisdom or intelligence might enhance work outcomes. As such, age might very well
have consequences for workers’ employability and innovative work behavior and it
may very likely prove crucial and should be taken into account.

Towards an Employability Model of Innovative Work Behavior Enhancement
In order to construct a conceptual Employability model of innovative work
behavior enhancement, a systematic literature review was carried out and in-depth
interviews were conducted with highly innovative professionals and entrepreneurs. It
appeared that a proactive and responsible employee, who has a fine and loyal
relationship with his or her direct supervisor, was positively associated with
employability and innovative behavior. Subsequently, predictor variables (LeaderMember Exchange and Organizational Citizenship Behavior) could be identified in
order to understand how employability and innovative work behavior can be
enhanced (Stoffers & Van der Heijden, 2009). Based on previous research, the
quality of relationships with supervisors, defined as Leader-Member Exchange
(LMX) (Graen, Novak, & Sommerkamp, 1982), was assumed to correlate with
innovativeness (Graen & Scandura, 1987; Volmer, Spurk, & Niessen, 2011). Leaders
and subordinates are involved in a role development process in which decision
latitude, influence, and autonomy are awarded to subordinates (Graen & Cashman,
1975). The quality of the relationship between employees and their supervisors has
important bearing on positive work outcomes, like performance and innovativeness
(Agarwal, Datta, Blakebeard, & Bhargava, 2012; Graen & Scandura, 1987; Graen &
Uhl-Bien, 1995). Research suggests that mutual trust, respect, and obligation signify
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the true essence of relationships that are formed between leaders and their
subordinates (Graen & Uhl-Bien, 1995).
Furthermore, it was hypothesized that employees are eager to contribute in an
innovative way, far more than their official roles and job descriptions prescribe
(Naqshbandi & Kaur, 2011); this behavior has been defined as Organizational
Citizenship Behavior (OCB) by Organ (1988). OCB is essential or crucial for
organizational endurance (Podsakoff, Whiting, Podsakoff, & Blume, 2009).
According to Organ (1988, p. 4), “organizational citizenship behavior(s) (OCB) are
behavior(s) of a discretionary nature that are not part of employees’ formal (role)
requirements, but nevertheless promote the effective functioning of the organization.”
Organ (1988) identified five types of OCBs: altruism, conscientiousness,
sportsmanship, courtesy, and civic virtue.
As a result of LMX and OCB, improved knowledge, skills, and abilities can
be achieved, hence employees’ employability is represented. Subsequently, as a result
of the increased amount of knowledge, skills, and expertise (Leonard & Sensiper,
1998; Youndt, Snell, Dean, & Lepak, 1996; Verworn & Hipp, 2009), the degree to
which the employees’ innovative work behavior has been improved is expected to
rise as well. That is to say, LMX and OCB might enhance employee innovative work
behavior through employability being a mediator (Stoffers & Van der Heijden, in
preparation).
Furthermore, based on the in-depth interviews which were conducted with
highly innovative professionals and entrepreneurs it appeared that the issue of politics
in the organization had been associated in a negative way with employability and
innovative behavior. Subsequently, a hypothesized moderating variable could be
identified, which in turn might influence the assumed positive relationship between
employability and innovative behavior (Stoffers & Van der Heijden, 2009). Based
upon the line of reasoning given above, a conceptual model was constructed (see
Figure 1).
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Figure 1. Towards an Employability Model of Innovative Work Behavior
Enhancement

“Politics is all around us. In any activity where there are humans interacting,
there is some sort of politics. And certainly there is politics at work - organizational
politics” (Salas, 2012, p. xi). However, in organizations there has been too much
confidence placed in the rational perspective exclusively (Ferris & Treadway, 2012).
Organizational politics is a critical phenomenon because of the potential effect it
could have on work outcomes (Weissenberger-Eibl & Teufel, 2011). These politics
can obstruct regular organizational processes and may harm innovation at both the
individual and organizational level (Shoham, Vigoda-Gadot, Ruvio, & Schwabsky,
2012; Vigoda-Gadot, 2003). Perceptions of organizational politics serve as a central
dimension that employees use in sense-making within organizational life (Parker,
Dipboye, & Jackson, 1995). These perceptions refer to multi-dimensional, subjective,
and context-specific psychological phenomena, and what matters in this regard is
how employees perceive political behavior within the organization, how inaction by
other members is perceived as “going along to get ahead”, and how pay and
promotions are perceived to be applied politically by others (Ferris, Russ, & Fandt,
1989; Kacmar & Ferris, 1991).

Effects of High (versus Low) Firm Performance
Employability depends not just on individual factors, but on situational factors
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as well (Nauta, Van Vianen, Van der Heijden, Van Dam, & Willemsen, 2009). In this
PhD study I aim to shed more light on the effect of perceived firm (organizational
and market) performance on the relationships between LMX and OCB, on the one
hand, and employability, on the other hand. As employability was hypothesized to be
a mediator in the relationship between LMX and OCB, and innovative work
behavior, being the outcome measure.
The collapse of Lehman Brothers in September 2008 started an extraordinary
global financial crisis resulting in a virulent recession (OECD, 2009a). The economic
crisis also had a major impact on SMEs (more than large companies) in the
Netherlands (see Table 2, EIM, 2012). Furthermore the crisis had an impact on the
innovativeness of SMEs (Ruis, 2011). As a result, a dichotomy between high and low
(in comparison with the benchmark) performing firms occurred, which might have
impacted employees’ employability.
Table 2. Decreased Turnover of Enterprises in The Netherlands
2011

2011

2012

turnover x

change compared to

billion euros

previous year

Small and Medium-sized Enterprises < 250

498

1.50

-1.75

Small-sized Enterprises < 50

302

1.25

-2.00

Medium-sized Enterprises 50 - 249

196

1.75

-1.25

Large-sized Enterprises ≥ 250

429

0.50

-0.50

Total of all Enterprises in the Netherlands

927

1.00

-1.25

Note. Adapted from Key Figures of SMEs, 2012, by Panteia/EIM, 2012, Zoetermeer

Significant characteristics of high-performance firms can be observed, such as
employee involvement and development, participation, empowerment, a climate of
learning and experimenting with new ideas (Kirkman, Lowe, & Young, 1999). Nauta
et al. (2009) identified significant indicators for employability enhancement, such as
opportunities for self-development inside and outside of jobs, experimentation, and
the absence of obstructing rules and regulations in order to encourage trying
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something new. Analogously, feeling free to take initiative without being constrained
by formal rules, and initiative encouragement from supervisors, improves employee
innovation (Amabile & Gryskiewicz, 1989; Ekvall & Rhyhammar, 1999). These
situational factors are commonly assumed to be organizational realities in highperforming firms in comparison to low-performing firms. Additionally, lowperforming firms must cope with having limited resources for employee learning and
experimentation with new ideas, and as a consequence limited supervisor
involvement in employee development (Gill & Murray, 2009).
Obviously, situational factors differ in high versus low performing firms, and
these factors affect employability (Nauta et al., 2009). This study explores the
moderation of perceived firm performance on the relationships between LMX and
OCB, on the one hand, and employability, on the other hand. Delaney and Huselid
(1996) conceptualized these perceptions of organizational performance, which
include two variables: perceptions of firm performance relative to similar
organizations, and perceptions of firm performance relative to product market
competitors. The measures are relative (i.e., benchmarked), thus it has been derived
from questions in which supervisors are asked to assess organizational performance
in regard to the performance of industry competitors.
Recapitulating, the purpose of this PhD research is twofold. First, I aim to
further cross-validate HRM measurement instruments for employability (using an
individual competence-based approach) and innovative work behavior within the
context of SMEs. Furthermore, I aim to establish the predictive validity of
employability in the light of innovative work behavior by using a multi-source
approach, and to examine whether employees’ age affects this relationship.
Second, I aim to test empirically and to validate an employability mediation
model, a model of encompassing relationships among important HRM variables that
predict employability. Employability, in its turn, was assumed to be a mediator
between LMX and OCB, on the one hand, and innovative work behavior, on the other
hand. In this model, I will also investigate the effect of organizational politics on the
relationship between employability and innovative work behavior. Moreover I aim to
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investigate the effect of perceived firm performance on the relationships between
LMX and OCB, on the one hand, and employability, on the other hand (see Figure 2
for the conceptual model).

Figure 2. Conceptual Model

The majority of studies on organizational behavior have been based on selfratings in regard to the variables of interest. As a consequence, these retrospective
reports are often subject to criticism, since accurate ratings are rare. Moreover, the
problems related to informant fallibility robustly influence these reports (Van der
Heijden & Nijhof, 2004). Inaccuracy is often caused by rater errors such as the halo
effect, leniency, and hardiness. Raters do not consciously choose to make these
errors, and they may not even be aware of them. However, the multi-source approach
(combined ratings from both employees (self-ratings) and their immediate
supervisors) used in this study and subsequent paired-samples comparisons allows us
to investigate the possible impact of appraisal effects better. Furthermore, the validity
of self-ratings appears to be greater when employees are aware that ratings are also be
given by their supervisors (Mabe & West, 1982; Van der Heijde & Van der Heijden,
2006). This brings us to the following research questions.
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The main research question of this thesis:
How does employability relate to (1) LMX, (2) OCB and (3) innovative work
behavior and what are the effects of an employee’s age, the organizational politics
and firm performance on these relationships, specifically in the context of SMEs?

This main research question has been divided into the following sub-questions:
1. Are the requirements of convergent and divergent validity met, and is the factor
structure of the measurement instruments for employability and innovative work
behavior confirmed (ensuring a valid use within the context of SMEs)? (Study 1)
2. What is the relationship between the distinguished dimensions of employability
and stages of innovative work behavior? (Study 1)
3. What is the effect of an employee’s age on the predictive validity of employability
on innovative work behavior? (Study 2)
4. What is the mediating effect of employability in the relationship between LMX and
OCB, on the one hand, and innovative work behavior, on the other hand? (Study 3)
5. What is the moderating effect of organizational politics on the relationship between
employability and innovative work behavior? (Study 3)
6. What is the moderating effect of perceived firm (organizational and market)
performance on the relationships between LMX and OCB, on the one hand, and
employability, on the other hand? (Study 4)
7. Can we distinguish certain appraisal effects (as a result of paired-samples
comparisons) such as the halo effect, leniency and hardiness? (Studies 1 and 3)

The conceptual model based on these questions (see Figure 2) includes the
expected antecedents, as well as the expected (mediated) effects of employability
towards innovative work behavior and the moderating effects of an employee’s age,
organizational politics and firm (organizational and market) performance. More
specifically, the model states that LMX and OCB both correlate positively with
employability, and employability, in its turn, is positively associated with innovative
work behavior. What is more, it indicates that employability might be a construct
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mediating the relationship between LMX and OCB, on the one hand, and innovative
work behavior, on the other hand. It also states that an employee’s age and
organizational politics might moderate the relationship between employability and
innovative work behavior. And that firm performance (a situational factor) might
possibly have an influence on the relationships between LMX and OCB, on the one
hand, and employability, on the other hand.
In this dissertation, I will be presenting four studies in Chapter 2, up until and
including Chapter 5, which each elaborate and investigate the aspects of these
research questions. In the sections which follow, I will introduce and summarize the
different studies in order to make clear how they are linked to one another and how
they embroider upon each other’s theme.

Study 1: Employability and Innovative Work Behavior in Small and Mediumsized Enterprises (Chapter 2)
The purpose of Study 1 was to further cross-validate HRM measurement
instruments for employability (individual competence-based approach) and
innovative work behavior within the context of small and medium-sized enterprises
(SMEs). The sample consisted of 487 pairs of employees and their immediate
supervisors who work in 151 SMEs. A multitrait-multimethod analysis (MTMM) was
performed, and the results suggest that for both instruments, requirements regarding
convergent and divergent validity have been met satisfactorily. Structural Equation
Modeling (SEM) was performed in order to confirm the factor structure of the
instruments. Paired-samples comparisons showed that all of the inter-method
correlations for the two-source (employee and immediate supervisor) ratings and for
both instruments were significantly positive. As for the final part of the validation
study, multiple regression analyses were performed to demonstrate predictive
validity. Depending on the stage of innovative work behavior, different dimensions of
employability appeared to play a significant role, although the effect did not always
veer towards the direction expected. Investing in employability enhancement
appeared to contribute to innovative work behavior. The measurement instruments of
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employability and innovative work behavior can provide SME managers with
effective instruments to be used for performance appraisals, assessments, and
employee development tools. Further research is needed to understand the possible
impact of appraisal effects better, such as the halo effect, leniency and hardiness.

Figure 3. Conceptual Model of Study 1 (black boxes and arrows)

Study 2: An Innovative Work Behavior Enhancing Employability Model
Moderated by Age (Chapter 3)
The purposes of Study 2 were to investigate the similarity in factor structures
for self-rated and supervisor-rated employability and innovative work behavior, to
validate an innovative work behavior-enhancing model of employability in SMEs,
and to investigate the effect of age on this relationship. Our findings suggest that the
factor structures for self-rated and supervisor-rated employability, on the one hand,
and for innovative work behavior, on the other hand, are similar. Structural equation
modeling (SEM) was used to investigate the predictive validity of employability on
innovative work behavior using a multi-source approach. The results demonstrated
that self-rated employability correlates positively with supervisor-rated innovative
work behavior, and that supervisor-rated employability correlates positively with selfrated innovative work behavior. The moderating effect of employee age on the
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relationship between self- and supervisor ratings of employability and innovative
work behavior was tested using multi-group SEM. Age appears to have a weak
influence on the relationship between employability and innovative work behavior,
more specifically, in case of a higher age the relationship is stronger. The
implications of these outcomes for age-related HRM strategies in SMEs are
discussed.

Figure 4. Conceptual Model of Study 2 (black boxes and arrows)

Study 3: Towards an HRM Model of Innovative Work Behavior Enhancement:
A Moderated Mediation Analysis (Chapter 4)
In this research study (Study 3), a moderated mediation model predicting the
effects of Leader-Member Exchange (LMX) and Organizational Citizenship Behavior
(OCB) on innovative work behavior has been tested. The results of structural
equation modeling tests suggest that these predictors are indeed positively correlated
with innovative work behavior, through employability being a mediator. The benefits
of maintaining close relationships and high-quality exchanges between an employee
and his or her supervisor (LMX), and individual development due to employees’
discretionary, voluntary behavior (OCB) have an indirect effect on innovative work
behavior, due to the positive effects they have on workers’ employability. Since LMX
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and OCB improved knowledge, skills, and abilities, representing employability, the
employee innovative work behavior has subsequently improved as well. Moreover, it
appeared that organizational politics moderates the relationship between
employability and innovative work behavior. Our data supported the hypothesized
model. Furthermore, paired-samples comparisons have indicated that all inter-method
correlations (employee and immediate supervisor) of the model variables were
positive, thereby supporting the validity of our measures. The results of this empirical
study have important consequences for the human resources management strategies
used in SMEs which are aimed at enhancing innovative work behavior particularly in
regard to the awareness of negative organizational politics.

Figure 5. Conceptual Model of Study 3 (black boxes and arrows)

Study 4: Towards a Moderated Mediation Model of Innovative Work Behavior
Enhancement: A Study of Leader-Member Exchange and Organizational
Citizenship Behavior by Firm Performance (Chapter 5)
The final study in this dissertation investigated a moderated mediation model of
innovative work behavior enhancement. Perceived firm (organizational and market)
performance was assumed to moderate the relationships between LMX and OCB, on
the one hand, and employability, on the other hand. Here, employability was
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hypothesized to be a mediator in the relationship between LMX and OCB, and
innovative work behavior, being the outcome measure. SEM was used to confirm the
factor structure of the baseline model’s variables, including LMX, OCB,
Employability and Innovative Work Behavior. The moderating effect of firm
performance was tested by using multi-group SEM. It appeared that organizational
and market performance had a substantial influence on the baseline models’
relationships. More specifically, the mediation effect was found to be stronger for
those employees working in high performance firms in comparison with those
working in low performance firms. The implications of these outcomes for HRM
management strategies in SMEs, with an emphasis on enhancing innovative work
behavior, are discussed.

Figure 6. Conceptual Model of Study 4 (black boxes and arrows)

I would like to conclude this thesis by providing a discussion of the results of
this research study (Chapter 6). I will reflect on the concepts, methodology, and
theoretical and practical relevance of the study. Afterwards, I will also discuss
challenges for future research.
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Chapter 2
Employability and Innovative Work Behavior in Small and Medium-sized
Enterprises

The purpose of this study was to further cross-validate HRM measurement instruments for
employability (individual competence-based approach) and innovative work behavior within the
context of small and medium-sized enterprises (SMEs). The sample consisted of 487 pairs of
employees and their immediate supervisors who work in 151 SMEs. A multitrait-multimethod analysis
(MTMM) was performed, and the results suggest that for both instruments, requirements regarding
convergent and divergent validity have been met satisfactorily. Structural Equation Modeling (SEM)
was performed in order to confirm the factor structure of the instruments. Paired-samples
comparisons showed that all of the inter-method correlations for the two-source (employee and
immediate supervisor) ratings and for both instruments were significantly positive. As for the final part
of the validation study, multiple regression analyses were performed to demonstrate predictive
validity. Depending on the stage of innovative work behavior, different dimensions of employability
appeared to play a significant role, although the effect did not always veer towards the direction
expected. Investing in employability enhancement appeared to contribute to innovative work behavior.
The measurement instruments of employability and innovative work behavior can provide SME
managers with effective instruments to be used for performance appraisals, assessments, and employee
development tools. Further research is needed to understand the possible impact of appraisal effects
better, such as the halo effect, leniency and hardiness.

1This

chapter is to be resubmitted (for a peer-reviewed journal in the domain of Human Resources

Management) as:
Stoffers, J. M. M., Van der Heijden, B. I. J. M., & Jacobs, H. A. G. M., Employability and Innovative
Work Behavior in Small and Medium-sized Enterprises.
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Introduction
SMEs in the Netherlands represent more than 99% of all enterprises, 68% of
employment, and 62% of value added (European Commission, 2011; Roth, 2011).
SMEs make up most of the businesses and employment, and they represent enormous
potential for innovation (Hallberg, 2000; Roth, 2011). Innovation benchmarks,
however, are not promising, although the need to increase the number of SME
contributions to innovation is crucial (Van der Zee, Manshanden, Bekkers, & Van der
Horst, 2012). To improve production processes and to develop new products and
services, innovative behavior of employees is vital (Amabile, 1998; Amabile &
Khaire, 2008; Amabile & Mueller, 2007). Pre-arranged behavior does not lead to
modifications in processes, product features, and services; in order to achieve a flow
of innovation, employees need to be willing and able as they need to have the
required competences in order to innovate (De Jong & Den Hartog, 2007; Dundon &
Wilkinson, 2009). Innovative work behavior (Janssen, 2000) depends on the
knowledge, skills, and expertise of employees (Leonard & Sensiper, 1998; Youndt,
Snell, Dean, & Lepak, 1996; Verworn & Hipp, 2009). Occupational expertise
coupled with generic competences is conceptualized in employability (Van der
Heijde & Van der Heijden, 2006).
The HRM measurement instruments of employability, by using an individual
competence-based approach (Van der Heijde & Van der Heijden, 2006; Van der
Heijden, De Lange, Demerouti, & Van der Heijde, 2009) and innovative work
behavior (De Jong & Den Hartog, 2010; Janssen 2000, 2001, 2003, 2004, 2005; Van
der Vegt & Janssen, 2003) are thoroughly validated among branches in large
organizations, however limited in the context of SMEs. The purpose of this study is
to conduct a cross-validation, allowing the valid use of these particular measurement
instruments within SMEs.
Little is known about the science and practice of HRM in SMEs (Arthur &
Hendry, 1992; Huselid, 2003). There is a considerable lack of empirical data
concerning HRM practices in SMEs (see, for instance, Hornsby & Kuratko, 2003;
Purcell, 1993; Van der Heijden, 2011). Besides, the results of previous research are
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based primarily on a large-firm blueprint (Cassell, Nadin, Gray, & Clegg, 2002;
Claus, 2003; Desphande & Golhar, 1994; Duberley & Walley, 1995; Dundon &
Wilkinson, 2004, 2009). According to Cunningham (2010), HRM practices in SMEs
differ from large enterprises because of their specific nature. The size and structure of
SMEs restricts the analogies made using general HRM theories (Heneman, Tansky,
& Camp, 2000). Informal, reactive and short-term HRM policies and practices
(Bacon, Ackers, Storey, & Coates, 1996; De Kok & Uhlaner, 2001; De Kok, Uhlaner,
& Thurik, 2006; Forth, Bewley, & Bryson, 2006), and personalized ties between the
supervisor and employees can overlap and shape the nature of employment contracts
and management actions (Dundon & Wilkinson, 2009; Tsai, Sengupta, & Edwards,
2007). These specific SME characteristics of HRM emphasize the importance of
conducting a cross validation in order to ensure the valid use of the instruments.
In the following section, an overview of the theoretical literature on the
concepts and operationalization of innovative work behavior and employability will
be highlighted. To cross-validate the instruments in SMEs, an explanation of the
research methodology will be given; we describe rater (employee and supervisor)
effects, followed by the results of the psychometric analyses characteristics of the
instruments. We also present the results of multiple regression analyses to
demonstrate the predictive validity of employability for innovative work behavior.
Finally, we discuss our findings and explore several perspectives which could
possibly be used for future research.

Innovative Work Behavior
Previous studies showed that innovation is an indispensable factor for
improving organizational performance (Janssen, Van De Vliert, & West, 2004;
Zaltman, Duncan, & Holbeck, 1973); product, service, and process innovations
require organizations to incorporate alterations made to markets, technology, and
competition (Dougherty & Hardy, 1996). Marketing scholars (Drucker, 1985;
Drucker & Maciariello, 2008; Kotler, 2001; Kotler & Zaltman, 1976) have found that
organizations which focus on innovation speed can gain a larger market share,
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allowing them to generate higher income and increase profitability. Studies
conducted by using strategic management theories demonstrated that organizations,
which introduce innovations before others are able to do so, are in a better position to
create isolation mechanisms (Mahoney & Pandian, 1992; Peteraf, 1993; Rumelt,
1984). Since competitors cannot obtain knowledge of the innovation, these
mechanisms guard profit margins, allowing a company to gain essential benefits
(Lengnick-Hall, 1992; Lieberman & Montgomery, 1988).
The more valuable, imperfectly imitable, and rare an innovation is (e.g.
technological), the better the performance will be (Irwin, Hoffman, & Lamont, 1998).
Organizations’ staff members, who possess adequate competences, are necessary in
order to adopt the innovation since their qualities make external imitation more
difficult, and allow firms to sustain competitive advantages (Lengnick-Hall, 1992;
Lieberman & Montgomery, 1988). De Jong and Den Hartog (2010) suggested that
innovative work behavior contributes to the expansion of an organization’s
innovative abilities and results. As innovative working is not an activity restricted to a
specific group of employees (Patterson, Kerrin, Gatto-Roissard, & Coan, 2009),
research which deals with the innovative efforts of all kinds of employees, rather than
just those in innovation-oriented positions, is crucial (De Jong & Den Hartog, 2010;
Mumford, 2003).
Based on West and Farr (1989), and West (1989), innovative work behavior
can be defined as “the intentional creation, introduction and application of new ideas
within a work role, group or organization, in order to promote role performance, the
group, or the organization” (Janssen, 2000, p. 288). Individual innovative behavior is
not only creative; it also includes adequate promotion and the implementation of
creative ideas (Amabile, Conti, Coon, Lazenby, & Herron, 1996; Woodman, Sawyer,
& Griffin, 1993). Correspondingly, Janssen (2000) claimed that innovative work
behavior is linked to three stages that take place during the innovation process: (1)
idea generation, (2) idea promotion, and (3) idea realization. The stages of the
innovation process involve different activities and individual behaviors (Scott &
Bruce, 1994). The first step of the innovation process is idea generation. An
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employee starts the innovative process with problem identification and the creation of
ideas or solutions - new or adopted - that depart from the organization’s conventional
routines or systems (Kanter, 1988). The next stage is idea promotion. Previous
studies of the innovation process suggested the importance of sponsors at the top of
the organization and coalition building (Maidique, 1980; Quinn, 1979); sponsorship
of the innovative idea is critical for garnering developmental resources. The third and
final stage is idea realization. The ability to create a team in order to convert the
innovative idea into a working and concrete object which can be passed on to others
is essential (Kanter, 1988). A prototype or model of the innovation has to be shaped
so that it is tangible or so that it can be experienced. Finally, it must be massproduced, turned to productive use, or institutionalized (Kanter, 1988). Employees
can be involved in a variety of combinations during the specific innovation stages
since innovation is characterized by discontinuous activities, rather than sequential
stages (Schroeder, Van de Ven, Scudder, & Polley, 1989).

Employability
An organization’s capacity to innovate depends on its intellectual capital, and
how it uses knowledge resources. Part of this intellectual capital consists of human
capital, which reflects the general skills, expertise, and knowledge possessed by
employees (Subramaniam & Youndt, 2005). Each employee should possess the
competences necessary to collaborate and to communicate with the stakeholders
within and outside the organization. For this interaction to take place, it is important
to possess the necessary knowledge and skills when needed, but also in the future
when employees are expected to have the potential to assimilate their newly-acquired
occupational expertise and to apply it to new areas of work (De Cuyper, BernhardOettel, Berntson, De Witte, & Alarco, 2008; Van der Heijden, 2005), or, to put it
differently, to increase their employability or career potential (Berntson & Marklund,
2007; Fugate & Kinicki, 2008; Fugate, Kinicki, & Ashforth, 2004; Rothwell &
Arnold, 2007; Van der Heijde & Van der Heijden, 2006).
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Employability is “the continuously fulfilling, acquiring or creating work
through the optimal use of competences” (Van der Heijde & Van der Heijden, 2006,
p. 453). These competences are defined as “the behavioral result of conceptions,
personal capabilities, and motivational, personality, and attitudinal factors” (Van der
Heijde & Van der Heijden, 2003, p. 6). Employability, in this regard, is
conceptualized at the individual level; its five dimensions include: (1) occupational
expertise, (2) anticipation and optimization, (3) personal flexibility, (4) corporate
sense, and (5) balance (see Van der Heijde & Van der Heijden, 2006; Van der
Heijden, 2005, for a more elaborate overview of the five dimensions).

Relationship between Employability and Innovative Work Behavior
Patterson, Kerrin, Gatto-Roissard and Coan (2009) stated that the innovative
work of employees builds upon those ideas which have been adopted from previous
experience and which can be enhanced (Rank, Pace, & Frese, 2004). The influence of
acquired competences -conceptualized in employability- on the innovation process
might be interesting to examine. According to Anderson and King (1993), innovation
is an inter-individual social process; they view creation as being partly an intraindividual cognitive process. Innovation initiatives tend to depend profoundly on
employees’ knowledge and expertise (Ericsson, 1999; Youndt, Snell, Dean, & Lepak,
1996). Patterson, Kerrin and Gatto-Roissard (2009) asserted that several studies
indicated that different stages of the innovation process are likely to require different
skills; whereas technical knowledge skills are likely to influence the generation stage
of the innovation process; marketing and influencing abilities are essential for the
promotion and realization stages of innovation (Adams, Bessant, & Phelps, 2006;
Calantone & Di Benedetto, 1988; Globe, Levy, & Schwartz, 1973).
De Clippeleer, De Stobbeleir, Dewettinck and Ashford (2009) identified
critical success factors (antecedents), at the individual level, for all stages of
innovative work behavior. However, from their research, it was found that the
antecedents in one stage appeared to not necessarily have the same impact as those
observed in other stages. More specifically, cognitive abilities and knowledge
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appeared to be strong antecedents of idea generation, as knowledge appeared to
facilitate idea promotion, although this was not true of idea realization. Further
research is needed in order to understand better how different stages of innovative
work behavior can be positively influenced by means of using different employability
dimensions (Stoffers & Van der Heijden, 2009). Employability-occupational
expertise coupled with generic competences (Van der Heijde & Van der Heijden,
2006) - is much broader than cognitive ability and knowledge; the dimensions of
employability might be seen as antecedents for all of the three stages involved in
innovative work behavior (see Figure 1).

Figure 1. Relationship between Employability and Innovative Work Behavior

Methodology
Sample and Data Collection
Respondents were pairs of employees and their immediate supervisors
working in SMEs in various industries in the province of Limburg, the Netherlands.
Using the European Union’s definition, SMEs comprised companies that employed
fewer than 250 employees. Most studies on organizational behavior rely on selfreports about the variables of interest. However, many researchers are rather skeptical
about results that only are derived from self-reports. To be more precise, the validity
of self-ratings appears to be greater when employees are aware that ratings are also be
given by their supervisors (Mabe & West, 1982; Van der Heijde & Van der Heijden,
2006), because the leniency effect might have been somewhat suppressed (Arnold &
MacKenzie Daveys, 1992; Hoffman, Nathan, & Holden, 1991). Nevertheless, despite
doubts regarding the validity of self-assessments and their utilization in applied
research settings, there is reason to believe that individuals are able to make a valid
assessment of their own knowledge and capabilities. The person who is carrying out
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the job possesses the greatest familiarity with it (Connally, Jorgensen, Gillis, &
Griffin, 2002; Kozlowski & Kirsch, 1987; Miller, 1996; Richter & Johnson, 2001;
Tari, 2008). Yuan and Woodman (2010) suggested that individual supervisor
response characteristics may bias ratings (Landy & Farr, 1980; Mount, Judge,
Scullen, Sytsma, & Hezlett, 1998). Actually, De Jong and Den Hartog (2010) in
effect stated that supervisor ratings may be biased owing to general, holistic
observations of the competences and performance levels of a particular employee.
After all, two-source (employee and immediate supervisor) ratings may add
additional validity to individual performance evaluations (Borman, 1998; Oh &
Berry, 2009; Van der Heijden, 2005).
The sample consisted of 487 pairs of employees and their immediate
supervisors. The employees held numerous types of employment, at middle and
higher occupational levels within 151 SMEs. Sampling criteria included the
geographical representation of SMEs, their various branches, and the willingness of
the company to improve employability and the innovative work behavior of their
employees. Companies were approached via the researchers’ personal contacts in
association with the province of Limburg and the Employers’ Association for SME in
Limburg (convenient sampling). From the employees, 290 were men (59.5%) and
197 were women (40.5%). In addition, 255 of the employees were < 40 years old
(52.4%) and 232 were ≥ 40 years old (47.6%). Their mean age was 38 years old (SD
= 11.05), and their average length of service for the organization was 7.43 years (SD
= 5.51). In total, 81.9% of the supervisors were men and 18.1% were women (Their
mean age was 43 years old (SD = 9.23).
For the purpose of respondent anonymity and in order to mitigate social
desirability, two nominally identical (employee version and supervisor version) online questionnaires were developed and fully administered by an independent agency
under the supervision of the researchers. All employees received an anonymous
feedback report demonstrating their scores on the variables, accompanied by
interpretation guidelines and a clear outline of ways to bring about improvement in
the light of future employability management. Supervisors filled out a questionnaire
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which contained amended items that used specific wording to express the importance
of employability and the innovative work behavior of their respective subordinates.
To prevent having collected invalid data, due to training or perhaps the fatigue of
overburdened supervisors, and to protect data independence, one supervisor filled out
employability and innovative work behavior ratings for a maximum of three
employees (Van der Heijden, 2000), striving for an adequate distribution of
respondents across departments and educational levels.

Measures
Employability was measured using a thoroughly validated five-dimensional
instrument for employability consisting of 47 items in total (Van der Heijde & Van
der Heijden, 2006; Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009).
The five dimensions of employability are: (1) occupational expertise; (2) anticipation
and optimization; (3) personal flexibility; (4) corporate sense; and (5) balance.
Sample items included: “I consider myself competent to provide information on my
work in a way that is comprehensible” (self-rating occupational expertise), “I
consciously devote attention to applying my newly-acquired knowledge and skills”
(self-rating anticipation and optimization), “I adapt to developments within my
organization” (self-rating personal flexibility), “I share my experience and knowledge
with others” (self-rating corporate sense), and “I achieve a balance in alternating
between reaching my own career goals and supporting my colleagues” (self-rating
balance). All items were scored using six-point rating scales. For example, response
formats ranged from “not at all” to “to a considerable degree” and “never” to “very
often,” depending on the item’s wording.
Cronbach’s alphas for the five employability scales varied from .78 to .91 for
the self-ratings, and from .83 to .95 for the supervisor ratings. With the exception of
the balance scale, all supervisor alpha coefficients were higher than the self-ratings.
Innovative work behavior was measured by using the thoroughly validated
measurement scale developed by Janssen (2000, 2001, 2003, 2004, 2005). In this
nine-item scale, three items referred to idea generation, three items to idea promotion,
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and three to idea realization. Examples for the supervisor ratings included: “This
worker creates new ideas for improvements” (idea generation), “This worker
mobilizes support for innovative ideas” (idea promotion), and “This worker
transforms innovative ideas into useful applications” (idea realization). The items
were scored using a seven-point rating scale with the response format ranging from
“never” to “always.”
For the three innovative work behavior scales, Cronbach’s alphas varied from
.82 to .85 for the self-ratings, and from .90 to .92 for the supervisor ratings. All
supervisor alpha coefficients were higher than self-ratings.

Results
Since a considerable number of combined ratings were collected from both
employees and their immediate supervisors, interesting comparisons between the
scale means for the two groups of respondents could be made. Hetero, paired samples
comparisons for the employability dimensions, on the one hand, and for the
innovative work behavior, on the other hand, were made, and the results indicated
that the correlations between each pair ranged from .25 to .32 (p < .001), for the
employability dimensions, and from .28 to .33 (p < .001) for innovative work
behavior. All inter-method correlations appeared to be positive. The convergence of
two indicators for the same scale supports the validity of both (Cronbach, 1990).
Paired samples t-tests confirmed that for each employability scale, self-ratings were
systematically higher than supervisor ratings, although this was not significantly so
for balance. For each innovative work behavior scale, self-ratings appeared to be
systematically lower than the corresponding supervisor ratings, although this was not
significantly the case in regard to idea generation.

Cross-Validation of Instruments within the Context of SMEs
MTMM (Campbell & Fiske, 1959) was performed in order to establish
convergent and discriminant validity of the employability and innovative work
behavior multi-dimensional instruments. The MTMM analysis provided insight into
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the amount of variance that is explained by the two methods (self- and supervisor
rating), (method variance) and the amount of variance explained by the distinguished
traits or constructs. In the MTMM analysis, at least two traits are measured by at least
two maximally different methods. Convergent validity implies that two methods
measure substantively the same underlying traits or construct. Discriminant validity
means that underlying traits or constructs are truly different. Tables 1 and 2 show the
reliability coefficients and the correlations between all the traits (or
dimensions/stages) measured by the two methods (Self versus Supervisor Ratings) for
respectively, employability and innovative work behavior.

Table 1. Correlation Matrix Employability, Following the MTMM Approach; Self-Ratings (N = 487) and
Supervisor Ratings (N = 487). Including Cronbach’s Alphas and Interscale Correlations
Self
1

2

3

Supervisor
4

5

1

2

3

4

5

Self
1. Occupational expertise

(.91)

2. Anticipation and optimization

.36

(.84)

3. Personal flexibility

.50

.57

(.78)

4. Corporate sense

.48

.60

.48

(.79)

5. Balance

.35

.27

.35

.31

(.84)

1. Occupational expertise

.25

.09

.12

.17

.11

(.95)

2. Anticipation and optimization

.05

.32

.19

.22

.07

.64

(.90)

3. Personal flexibility

.06

.21

.25

.18

.17

.72

.73

(.88)

4. Corporate sense

.12

.18

.15

.30

.09

.67

.72

.67

(.87)

5. Balance

.09

.08

.11

.11

.32

.60

.56

.64

.55

Supervisor

(.83)
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Table 2. Correlation Matrix Innovative Work Behavior, Following the MTMM Approach; Self-Ratings
(N = 487) and Supervisor Ratings (N = 487). Including Cronbach’s Alphas and Inter-scale Correlations
Self
1

2

Supervisor
3

1

2

3

Self
1. Idea generation

(.82)

2. Idea promotion

.66

(.85)

3. Idea realization

.65

.70

(.83)

1. Idea generation

.33

.31

.29

(.90)

2. Idea promotion

.24

.28

.26

.79

(.92)

3. Idea realization

.26

.26

.30

.77

.81

Supervisor

(.90)

Convergent validity was determined by investigating the monotraitheteromethod correlations, shown as the underlined values in Tables 1 and 2.
According to Campbell and Fiske (1959), convergent validity is demonstrated if these
values are significantly different from zero, and large enough to encourage further
validity examination. Campbell and Fiske (1959) labeled .46 and .40 as impressive
validity values. The validity values obtained in our study were not that impressive,
but they were certainly indicative of a valid operationalization of the employability
and innovative work behavior concepts.
Discriminant validity is indicated by means of three criteria (Campbell &
Fiske, 1959). First, the heterotrait-heteromethod correlations (dark grey and not
underlined in Tables 1 and 2) should be lower than the monotrait-heteromethod
correlations (dark grey and underlined). Correlations between different traits
measured using the two different methods should be lower than correlations between
the same traits measured using the two different methods. Extant previous research
testing the discriminant validity of the multi-dimensional employability instrument
(Van der Heijde & Van der Heijden, 2006) showed some deviation in the case of the
anticipation and optimization scale; three heterotrait-heteromethod values exceeded
the monotrait-heteromethod value of the scale. The results of this study ascertain that

44

for all five employability scales, the heterotrait-heteromethod correlations are lower
than the monotrait-heteromethod correlations.
Second, the heterotrait-monomethod values (white areas in Tables 1 and 2)
should be lower compared to the monotrait-heteromethod values (dark grey and
underlined). That is to say, the correlations between different traits measured by using
the same method should be lower than correlations between the same traits measured
by using different methods. This criterion has not been fully met with our data.
However, according to Campbell and Fiske (1959), the heterotrait-monomethod
values should not approach the reliability coefficients (Cronbach’s alpha). The results
of this study are fully in line with this requirement.
The third criterion of discriminant validity requires the patterns of correlations
for each set of raters to be similar. This means that the inter-scale correlations should
be lower than the within-scale homogeneities, both for the self and supervisor ratings.
Tables 1 and 2 show that this requirement was entirely met using our SME data. In
line with previous research conducted at large organizations, our data suggested
discriminant validity and justified distinguishing between the five components of
employability, and the three components of innovative work behavior, respectively.
When examining the MTMM matrix, it soon became clear that the criteria of
convergent and discriminant validity had been met satisfactorily for the SMEs.

Results of the Quantitative Validation Studies Using AMOS
SEM which used AMOS (Arbuckle, 2006; Byrne, 2010) was performed,
separately for both constructs in order to confirm the instruments’ factor structures in
SMEs. A number of alternative models were tested at the item level to find the model
that offered the best fit. Alternative models were compared with a second-order
confirmatory factor analysis (CFA), as this was the hypothesized structure for
employability and innovative work behavior. In the factor-analytic model,
employability and innovative work behavior were presented as latent variables, as
well as their sub-dimensions. To assess the model fit, increasingly complex models
were tested until the most restricted target model, the second-order model, was tested.
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Alternative models (Tables 3 and 4) included a null model (baseline model) with only
items and error terms (no latent constructs). One-factor models were calculated
whose employability and innovative work behavior constructs were measured by all
of the items for the respective latent variables (one-dimensional constructs). Firstorder models measured the five employability dimensions and three innovative work
behavior stages, respectively (uncorrelated). Another set of first-order models, which
were identical to the uncorrelated models and in which latent variables were allowed
to correlate (correlated factors model), were also tested. Analyses for employability
were performed twice, once for self-ratings and once for supervisor ratings.
Model fit was assessed using absolute fit indices. The chi-square statistic was
calculated to assess overall model fit. A significant value for the chi-square index
suggests a (relatively) poor model fit. As the chi-square index is greatly dependent
upon sample size (Medsker et al., 1994), the so-called normed chi-square index
(χ2/df) (Jöreskog, 1969) was calculated to assess model fit. A χ2/df ratio below 1.0
indicates an over-fitted model; values larger than 2.0 (or the more moderate limit of
5.0) indicate that the model does not fit the observed data and requires improvement
(Shumacker & Lomax, 1996). The Root Mean Square Error of Approximation
(RMSEA) statistic (Steiger & Lind, 1980) was also calculated. This statistic is
reported per degree of freedom to include model complexity as a basis for evaluating
data fit (Byrne, 1998). RMSEA values below or equal to .08 are indicative of an
acceptable fit between the model and the data (Cudeck & Browne, 1993), with lower
values representing good to excellent fit. Target coefficients (Marsh, 1987) were
calculated, as they measure part of the co-variances among first-order factors that can
be explained by the second-order factors [that is, the ratio between the chi-square of
the correlated first-order model and the chi-square of the second-order model
(maximum of 1)], and which indicated that all co-variances could be explained by the
second-order factor. As far as the analyses for the employability construct were
concerned, chi-square tests (Table 3) for the second-order (target) model suggested a
poor fit (χ2self = 2771.3; χ2sup = 2964.9) with the data (self = self-ratings and

sup

=

supervisor ratings). However, the normed chi-squares (χ2/dfself = 2.69; χ2/dfsup = 2.88)
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and the RMSEA (RMSEAself = .059; RMSEAsup = .062) appeared to fall within
acceptable limits. A target coefficient was calculated to evaluate any loss of
explainability when moving from the correlated factors model to the second-order
model. A calculation of .98 for the employability self-ratings constructs suggested
that 98% of the model’s integrity remains intact when conceptualizing such ratings as
a second-order construct. A calculation of .99 indicated that 99% of the model’s
integrity remains intact for employability supervisor ratings when conceptualizing
these as a second-order construct. The decrease of the indices across the alternative
models (indicating an increasing model fit) displayed a similar pattern for the
employee and supervisor ratings. This supports our assumption regarding an
equivalent structure of the construct among the two raters (Facteau & Craig, 2001).
Standardized first-order factor loadings of the second-order model are
presented (supervisor results in parentheses) in Table 5. They all appeared to be
statistically significant, with t-values ranging from 6.06 to 12.68 (p < .001) for the
self-ratings, and t-values ranging from 6.64 to 20.07 (p < .001) for the corresponding
supervisor ratings of employability. Standardized second-order factor loadings
showed significant relationships (p < .001) between the respective sub-dimensions of
employability and the latent variable for employability. The combined results of the
study argue in favor of accepting the hypothesized second-order employability
model.
In regard to the innovative work behavior, our results of the chi-square tests
(Table 4) for the second-order (target) model suggested that there was a poor fit (χ2self
= 91.5; χ2sup = 99.4) between the model and the data. However, the normed chisquares (χ2/dfself = 3.81; χ2/dfsup = 4.14) and the RMSEA (RMSEAself = .076;
RMSEAsup = .080) results appeared to fall within the acceptable limits. A target
coefficient was calculated to evaluate any loss of explainability when moving from
the correlated factors model to the second-order model. A calculation of 1.00, for
both the innovative work behavior self and supervisor ratings constructs, suggested
that 100% of the model’s integrity remains intact when conceptualizing such ratings
as a second-order construct. The decrease of the indices across the alternative models
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(indicating an increasing model fit) displayed a similar pattern for the self and
supervisor ratings. This supports our assumption regarding an equivalent structure of
the construct between the two raters (Facteau & Craig, 2001).
Standardized first-order factor loadings of the second-order model are
presented (supervisor results in parentheses) in Table 6. They appeared to be all
statistically significant, with t-values ranging from 13.05 to 21.38 (p < .001) for the
self-ratings, and t-values ranging from 19.24 to 29.48 (p < .001) for the
corresponding supervisor ratings of innovative work behavior. Standardized secondorder factor loadings showed significant relationships (p < .001) between the
respective sub-dimensions of innovative work behavior and the latent variable for
innovative work behavior. Therefore, the combined results of the study argue in favor
of accepting the hypothesized second-order innovative work behavior model.

Table 3. Confirmatory Factor Analysis of the Employability Measurement Instrument (SEM)
Competing Model (47 items)

χ2

df

χ2/df ratio

RMSEA

Target
Coefficient

Self
Null model

10082.4***

1081

9.33

.131

One-factor model

5182.8***

1034

5.01

.091

Uncorrelated factors model

3415.9***

1034

3.31

.069

Correlated factors model

2710.5***

1024

2.65

.058

Hierarchical model (second order)

2771.3***

1029

2.69

.059

.98

Supervisor
Null model

15092.5***

1081

13.96

.163

One-factor model

4882.5***

1034

4.72

.088

Uncorrelated factors model

4436.5***

1034

4.29

.082

Correlated factors model

2939.3***

1024

2.87

.062

Hierarchical model (second order)

2964.9***

1029

2.88

.062

*** p < .001.
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Table 4. Confirmatory Factor Analysis of the Innovative Work Behavior Measurement Instrument (SEM)
χ2

df

χ2/df ratio

RMSEA

2564.2***

36

71.23

.380

One-factor model

276.0***

27

10.22

.138

Uncorrelated factors model

810.1***

27

30.00

.244

Correlated factors model

91.5***

24

3.81

.076

Hierarchical model (second order)

91.5***

24

3.81

.076

4092.3***

36

362.1***

27

13.41

.160

Competing Model (9 items)

Target
Coefficient

Self
Null model

1.00

Supervisor
Null model
One-factor model
Uncorrelated factors model

113.68

.481

1164.7***

27

43.14

.294

Correlated factors model

99.4***

24

4.14

.080

Hierarchical model (second order)

99.4***

24

4.14

.080

1.00

*** p < .001.

Table 5. Hierarchical CFA: Standardized Factor Loadings per Item and Dimension for Employability (SEM)
(Supervisor in Parentheses)
Occupational

Anticipation

Personal

Corporate

Expertise

Optimization

Flexibility

Sense

Occupational expertise1

.56 (.68)

Occupational expertise2

.63 (.76)

Occupational expertise3

.67 (.75)

Occupational expertise4

.58 (.67)

Occupational expertise5

.68 (.73)

Occupational expertise6

.63 (.66)

Occupational expertise7

.68 (.75)

Occupational expertise8

.67 (.75)

Occupational expertise9

.64 (.76)

Occupational expertise10

.67 (.82)

Occupational expertise11

.71 (.82)

Occupational expertise12

.57 (.78)

Occupational expertise13

.61 (.73)

Balance
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Occupational expertise14

.66 (.70)

Occupational expertise15

.54 (.83)

Anticipation and optimization1

.51 (.74)

Anticipation and optimization2

.61 (.77)

Anticipation and optimization3

.72 (.80)

Anticipation and optimization4

.60 (.70)

Anticipation and optimization5

.75 (.77)

Anticipation and optimization6

.60 (.70)

Anticipation and optimization7

.53 (.66)

Anticipation and optimization8

.70 (.71)

Personal flexibility1

.61 (.78)

Personal flexibility2

.36 (.62)

Personal flexibility3

.66 (.77)

Personal flexibility4

.75 (.83)

Personal flexibility5

.64 (.69)

Personal flexibility6

.49 (.63)

Personal flexibility7

.56 (.75)

Personal flexibility8

.50 (.50)

Corporate sense1

.57 (.69)

Corporate sense2

.67 (.72)

Corporate sense3

.63 (.72)

Corporate sense4

.63 (.78)

Corporate sense5

.70 (.71)

Corporate sense6

.50 (.66)

Corporate sense7

.48 (.62)

Balance1

.51 (.41)

Balance2

.80 (.53)

Balance3

.83 (.69)

Balance4

.45 (.58)

Balance5

.72 (.69)

Balance6

.47 (.67)

Balance7

.48 (.72)

Balance8

.53 (.62)

Balance9

.64 (.42)

Self-ratings:

χ2(1029)=2771.3,

p < .001,

χ2/df=2.69,

RMSEA=.059;

Supervisor ratings: χ2(1029)=2964.9, p < .001, χ2/df=2.88, RMSEA=.062
(All factor loadings are significant at p < .001.).
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Table 6. Hierarchical CFA: Standardized Factor Loadings per Item and Dimension for
Innovative Work Behavior (SEM) (Supervisor in Parentheses)
Idea

Idea

Idea

Generation

Promotion

Realization

Idea generation1

.72 (.81)

Idea generation2

.80 (.88)

Idea generation3

.84 (.90)

Idea promotion1

.77 (.88)

Idea promotion2

.81 (.91)

Idea promotion3

.83 (.87)

Idea realization1

.91 (.91)

Idea realization2

.78 (.88)

Idea realization3
Self-ratings:

χ2(24)=91.5,

.65 (.82)
p < .001,

χ2/df=3.81,

RMSEA=.076;

Supervisor ratings: χ2(24)=99.4, p < .001, χ2/df=4.14, RMSEA=.080
(All factor loadings are significant at p < .001.).

Predictive Validity
Assumptions underlying linear regression analysis were checked (linearity,
randomness, homoscedasticity, normality of errors, and no multi-collinearity). As no
violations of the assumptions were found, our analyses proceeded as planned. To
demonstrate the predictive validity of the employability instrument for innovative
work behavior, multiple regression analyses were performed. To prevent commonmethod bias (Doty & Glick, 1998; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003),
employees’ self-ratings were used for employability. For the dependent variable,
innovative work behavior, supervisor ratings were used. The results of our analyses
are shown in Tables 7 and 8.
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Table 7. Means, Standard Deviations, Reliability Coefficients, and Correlations Variables (N = 487)
Mean

SD

1

2

4.68

.48

.91

3.90

.68

.36**

.84

3

4

5

6

7

8

Employability
01

Occupational Expertise (Self)

02

Anticipation and
Optimization (Self)

03

Personal Flexibility (Self)

4.46

.51

.50**

.57**

.78

04

Corporate Sense (Self)

4.11

.66

.48**

.60**

.48**

.79

05

Balance (Self)

4.27

.61

.35**

.27**

.35**

.31**

.84

Innovative Work Behavior
06

Idea Generation (Supervisor)

3.52

1.10

.04

.18**

.14**

.23**

.02

.90

07

Idea Promotion (Supervisor)

3.52

1.26

-.02

.20**

.12*

.22**

.04

.79**

.92

08

Idea Realization (Supervisor)

3.33

1.32

.04

.19**

.10*

.18**

.04

.77**

.81**

Note. Cronbach’s alphas are on the diagonal and are italicized.
*p < .05. **p < .01.
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Each stage of innovative work behavior appeared to be predicted by different
employability dimensions, although the effects were not always significant. The
dimension of occupational expertise ( = -.11, p < .05) related negatively and

corporate sense ( = .24, p < .01) related positively to idea generation. Occupational

expertise ( = -.18, p < .01) related negatively and corporate sense ( = .22, p < .01)

related positively to idea promotion. Anticipation and optimization ( = .14, p < .05)

and corporate sense ( = .14, p < .05) both related positively to idea realization.
Discussion and Conclusions

Cross-Validation of the Measurement Instruments and the Relationship between
Employability and Innovative Work Behavior
The purpose of this study was to cross-validate HRM measurement
instruments of employability (individual competence-based approach) and innovative
work behavior within the context of SMEs further. A MTMM analysis was
performed, and results suggest that for both instruments, requirements regarding
convergent and divergent validity had been satisfactorily met. SEM was used,
confirming the factor structure of the instruments. For the final part of the crossvalidation, multiple regression analyses demonstrate that some dimensions of
employability are decisive for each stage of innovative work behavior.
It is interesting to note that each stage of innovative work behavior was
predicted by combinations of employability dimensions, although their effects were
not always significantly positive. Occupational expertise related negatively to idea
generation and idea promotion. This result can be explained by the fact that experts
are extensively involved in their professions, implying functional ﬁxation (Stein,
1989) or experience concentration (Thijssen & Van der Heijden, 2003), which might
lead to fewer actions in terms of innovative work behavior. Moreover, not only a lack
of, but also an excess of familiarity within a subject domain could be disadvantageous
to innovation (Diegel, 2005; Maqsood, Finegan, & Walker, 2004; Simonton, 1988;
Sternberg, 1982). Anticipation and optimization appeared to be a significant predictor
for the stage of idea realization. Preparing for and adapting to future changes,
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personally and creatively, contributes positively to idea realization. The ability to
adapt easily to all changes that take place in the internal and external labor market
and which do not pertain to one’s immediate job domain (that is, a high amount of
personal flexibility) appeared not to significantly predict any of the three stages of
innovative work behavior. Corporate sense contributes significantly to all stages of
innovative work behavior. Participation and performance in different types of
working groups (organizations, teams, occupational communities and networks) indicative of corporate sense- seem essential for creating, promoting, and realizing a
sufficient number of new ideas. Laine, Van der Heijden, Wickström, Hasselhorn, and
Tackenberg (2009) suggested that investing in social networks increases professional
competences (Mueller, 1991) in various stages of innovative work behavior. It
appeared that balance, the fifth dimension of employability, does not predict any of
the three stages of innovative work behavior.

Employee versus Supervisor Ratings in SMEs
In this study, 487 pairs of combined ratings were collected from both
employees and their immediate supervisors, allowing noteworthy comparisons
between the two groups. Mabe and West (1982) have found that by cross-checking
the self-ratings and by comparing them to external criteria (in our case supervisor
ratings) increases the validity of the self-ratings. In this research study, we gave
instructions regarding cross-checking as a way to increase the validity of our results.
Cronbach’s alphas for the employability and innovative work behavior scales
showed that, with the exception of the balance scale of employability, all supervisor
alpha coefficients were higher compared to their corresponding self-ratings. A
possible explanation for this might be that the ratings by employees reveal a reliable
and valid, yet more differentiated self-image. The so-called halo effect (Fisicaro &
Lance, 1990; Hoffman, Nathan, & Holden, 1991; Jennings, Palmer, & Thomas, 2004;
Lance, LaPointe, & Fisicaro, 1994; Lefkowitz, 2000) could also (partially) produce
these results. Previous empirical studies suggested that a halo effect is not as
prominent in self-ratings as compared to the ratings given by supervisors (Fox,
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Caspy, & Reisler, 1994; Thornton & Krause, 2009; Van der Heijde & Van der
Heijden, 2006; Van der Heijden, 2000, 2011; Van der Heijden & Verhelst, 2002).
The results of the paired samples t-tests for employability indicated that for
each scale, the self-ratings were systematically higher than the corresponding
supervisor ratings, although this was not significantly the case for balance. That is to
say, the tendency of employees to be more positive about themselves - the so-called
leniency effect - was found in our data as well (Arnold & MacKenzie Davis, 1992;
Cascio, 1991; Cooper, 1981; Fox, Caspy & Reisler, 1994; Golden, 1992; Hensel,
Meijers, Van der Leeden, & Kessels, 2010; Huber & Power, 1985; Shore &
Thornton, 1986; Tsui & Ohlott, 1988). Rating discrepancies might also be explained
by the fact that supervisors judge employee performance and behavior harshly; the
so-called hardiness effect could also be an explanatory factor (Oosterveld & Vorst,
1996; Van der Heijde & Van der Heijden, 2006).
The results of the paired samples t-tests for innovative work behavior indicated
that for each scale, the supervisor-ratings were systematically higher than the
corresponding self-ratings, although this was not significantly the case in regard to
idea generation. These are interesting results and they could possibly be explained by
a supervisor leniency bias, (systematically overstating employee innovative work
behavior) (Giebe & Gürtler, 2012; Medoff & Abraham, 1980; Prendergast, 1999).
The fact that innovation is an essential indicator in SMEs, as they are work
organizations which are characterized by small hierarchical distances between
supervisors and employees, might imply that immediate supervisors share equal
responsibility for the level of department or subdivision innovation. The latter may
also have a tendency to assess employee innovative performance and behavior
leniently (Hall & Madigan, 2000). After all, a poor level of innovation could harm the
supervisor’s reputation.
Pairwise comparisons of employee and supervisor ratings regarding anticipation
and optimization in large enterprises (Van der Heijde & Van der Heijden, 2006)
showed considerably lower correlations than the ones in this SME study. Possibly,
the flat hierarchy within SMEs which in turn results in shorter lines of
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communication between supervisors and employees (Tsai, Sengupta, & Edwards,
2007), less distance, judgment based on direct and repeated performance, more
behavior observation, and more objective facts might partially account for our results
(Van der Heijden, 2002, 2011).

Practical Implications
In knowledge-based economies in which SMEs contribute to a significant
amount of economic activity, there is a need for highly competent (employable)
employees (Dundon & Wilkinson, 2009). In keeping with the trend towards an
increase in the number of smaller firms, the need for effective SME HRM practices is
ever-increasing (Audretsch & Thurik, 2001). Given the scarcity of HRM expertise in
many smaller firms (Bacon, Ackers, Storey, & Coates, 1996; Dundon & Wilkinson,
2009; Hornsby & Kuratko, 2003; Marlow, 2005), on various occasions, SME
managers have had to carry out HRM practices themselves. Patterson, Kerrin and
Gatto-Roissard (2009) suggested that HRM practices which focus on development
plans and guidance in establishing broad career paths have a positive indirect effect
on an individual’s propensity to innovate.
The results of this cross-validation support the usefulness of the measurement
instruments in SMEs and the idea that stimulating and investing in employability
(competence-based approach) affects innovative work behavior. The measures used
in this study provide managers with effective instruments for performance appraisals,
assessments, and employee development tools (Stoffers & Van der Heijden, 2009).
We advocate using valid information on workers’ competences and using valid
assessment criteria (Patterson, Kerrin, & Gatto-Roissard, 2009). In cases in which
managers use proper feedback, they are able to create the conditions and context that
motivate employees to be innovative (Zhou, 1998).
Scholarios, Van der Heijden, Van der Schoot, Bozionelos and Epitropaki
(2008) stated that the attitude of SMEs in regard to managing employability is in line
with Becker’s (1964) predictions regarding human capital theory. Only the firmspecific skills, which are theorized, are thought to be worth thorough and explicit
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investment. In their view, generalist skills should be provided by others, such as
governments, higher education, or competitors. SMEs operate under more severe
resource scarcities in regard to time and capital (Bacon, Ackers, Storey, & Coates,
1996; Duberley & Walley, 1995). The practices of human resource development that
are employed by SMEs reflect the characteristic strategy of small companies, which
is essentially informal, reactive and short-term (Bacon, Ackers, Storey, & Coates,
1996; De Kok & Uhlaner, 2001; De Kok, Uhlaner, & Thurik, 2006; Forth, Bewley, &
Bryson, 2006).
Although it has become clear that SMEs need new competences, this has not
yet resulted in concrete policies and actions. SMEs often choose short-term solutions,
such as temporary workers, or outsourcing, to compensate for skill deficiencies
(Scholarios et al., 2008). As such, small companies adopt an ad hoc paradigm in
terms of competence development and acquisition (Rutherford, Buller, & McMullen,
2004). Cunningham (2010) argued that, fortunately, SMEs are beginning to identify
HRM’s potential for company results. This seems promising because investing in
generalist competences, above and beyond firm-specific ones which are necessary for
innovative work behavior, is important in order to realize future employee
performance.

Limitations and Future Research Recommendations
As is the case with any research study, there are always limitations. The
sample used was largely based upon convenient sampling strategy; herewith external
validity might be limited since the sample is not representative of the entire
population. All data were collected using questionnaires, which might have resulted
in response set consistency. The cross-validation within SMEs was tested using only
one sample in the province of Limburg, the Netherlands. In order to investigate the
generalizability of our results, additional samples of SMEs and analyses are needed.
Moreover, all of the employees worked at middle and higher occupational levels
since more complex and non-routine professions provide more opportunities for
individual innovation (Scott & Bruce, 1994), and given the construct validity and
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suitability of the employability construct (minimum level of functioning) (see Van
der Heijde & Van der Heijden, 2006); herewith results cannot be generalized to all
employee levels. Moreover, our study was cross-sectional; that is, data were collected
at one point in time, and causality cannot be determined. Future research using
longitudinal methods might be used in order to address issues of causality (Taris &
Kompier, 2003), and reciprocal relationships (Wright, Gardner, Moynihan, & Allen,
2005).
The MTMM method (Campbell & Fiske, 1959) has a few limitations as well.
Ferketich, Figueredo and Knapp (1991) argued that the construct validation criteria
required by the methods satisfy only ideal data sets, such as those in which the
method variance of measures is very low. A vital characteristic of MTMM models is
that there is only one indicator for each trait-method pairing. According to Eid,
Lischetzke and Nussbeck (2006), the major limitation of these single indicators is that
unsystematic measurement error and systematic method-specific influences can be
separated only when strong assumptions have been fulfilled. This limitation can be
circumvented by selecting several indicators for each trait-method pairing, using a socalled multiple indicator model. MTMM relies on correlations made between
variables on a one-to-one basis; no adjustments are made to compensate for increased
Type 1 and Type 2 errors as was the case in, for example, a post-hoc test, such as
Bonferroni’s (Miller, 1981). Although the MTMM analysis in this study was
combined with SEM techniques in order to reinforce the findings, future research
should consider the possibility of using multiple methods so as to triangulate and
corroborate findings.
Firm size is not the only distinguishable factor in relation to HRM practices
(Cunningham, 2010); other factors such as sub-culture, company strategy, familial
influences, and socio-cultural have an influence on HRM practices as well (De Kok
& Uhlaner, 2001; Dundon & Wilkinson, 2009; Edwards & Ram, 2009). Research
concerning HRM in smaller firms is dislocated frequently from its environmental
context (Barrett & Rainnie, 2002). The influences of SME organizational
characteristics need to be examined more closely. Moreover, a cross-validation of
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branches (labor and product/service markets) and (national) cultures is encouraged so
as to justify using the proposed model.

60

References
Adams, R., Bessant, J., & Phelps, R. (2006). Innovation management measurement: A review.
International Journal of Management Reviews, 8(1), 21-47.
Amabile, T. M. (1998). How to Kill Creativity. Harvard Business Review, 76(5), 77–87.
Amabile, T. M., Conti, R., Coon, H., Lazenby, J., & Herron, M. (1996). Assessing the work
environment for creativity. Academy of Management Journal, 39(5), 1154–1184.
Amabile, T. M., & Khaire, M. (2008). Creativity and the role of the leader. Harvard Business Review,
86(10), 100-109.
Amabile, T. M., & Mueller, J. S. (2007). Studying creativity, its processes, and its antecedents: An
exploration of the componential theory of creativity. In J. Zhou & C. Shalley (Eds.), Handbook
of organizational creativity (pp. 33-64). New York, NY: Lawrence Erlbaum Associates.
Anderson, N. R., & King, N. (1993). Innovation in organizations. In C. L. Cooper & I. T. Robertson
(Eds.), International review of industrial and organizational psychology (pp. 1–34). Chichester,
UK: John Wiley.
Arbuckle, J. L. (2006). AMOS 7.0 User's Guide. Chicago, IL: SPSS.
Arnold, J., & MacKenzie Davis, K. (1992). Self-ratings and supervisor-ratings of graduate employees’
competences during early career. Journal of Occupational and Organizational Psychology,
65(3), 235-250.
Arthur, M., & Hendry, C. (1992). HRM and the emergent strategy of small to medium sized business
units. The International Journal of Human Resource Management, 3(3), 233-250.
Audretsch, D. B., & Thurik, A. R. (2001). What’s new about the new economy? From the managed to
the entrepreneurial economy. Industrial and Corporate Change, 10(1), 267-315.
Bacon, N., Ackers, P., Storey, J., & Coates, D. (1996). It’s a small world: Managing human resources
in small businesses. The International Journal of Human Resource Management, 7(1), 82–100.
Barrett, R., & Rainnie, A. (2002). What’s so special about small firms? Developing an integrated
approach to analyzing small firm industrial relations. Work, Employment and Society, 16(3), 415432.
Becker, G. S. (1964). Human capital. New York, NY: Columbia University Press.
Berntson, E., & Marklund, S. (2007). The relationship between employability and subsequent health.
Work & Stress, 21(3), 279-292.
Borman, W. C. (1998). 360 degree ratings: An analysis of assumptions and a research agenda for
evaluating their validity. Human Resource Management Review, 7(3), 299-315.
Bunce, D., & West, M. A. (1995). Self perceptions and perceptions of group climate as predictors of
individual innovation at work. Applied Psychology: An International Review, 44(3), 199-215.
Byrne, B. M. (1998). Structural equation modeling with LISREL, PRELIS, and SIMPLIS: Basic
concepts, applications, and programming. London, UK: Lawrence Erlbaum Associates.

61

Byrne, B. M. (2010). Structural equation modeling with AMOS: Basic concepts, applications, and
programming (2nd ed.). New York, NY: Routledge.
Calantone, R. J., Cavusgil, T. S., & Zhao, Y. (2002). Learning orientation, firm innovation capability,
and firm performance. Industrial Marketing Management, 31(6), 515-524.
Calantone, R. J., & Di Benedetto, C. A. (1988). An integrative model of the new product development
process: An empirical validation. Journal of Product Innovation Management, 5(3), 201-215.
Campbell, D. T., & Fiske, D. W. (1959). Convergent and discriminant validation by the multitrait
multimethod matrix. Psychological Bulletin, 56(2), 81-105.
Cascio, W. F. (1991). Applied psychology in personnel management. London, UK: Prentice-Hall
International.
Cassell, C., Nadin, S., Gray, M., & Clegg, C. (2002). Exploring human resource management practices
in small and medium sized enterprises. Personnel Review, 31 (5/6), 671-692.
Chin, W. W. (1995). Partial least squares is to LISREL as principal components analysis is to common
factor analysis. Technology Studies, 2(2), 315-319.
Claus, L. (2003). Similarities and differences in human resource management in the European Union.
Thunderbird International Review, 45(6), 729-755.
Cooper, W. (1981). Ubiquitous halo. Psychological Bulletin, 90(2), 218-244.
Connally, J., Jorgensen, K., Gillis, S., & Griffin, P. (2002). An integrated approach to the assessment
of higher order competencies. Paper presented at the Australian Association for Research in
Education Annual Conference, Brisbane, Australia.
Cronbach, L. J. (1990). Essentials of psychological testing. New York: HarperCollins.
Cudeck, R., & Browne, M. W. (1993). Alternative ways of assessing model fit. In K. A. Bollen & J. S.
Long (Eds.), Testing structural equation models (pp. 1-9). Newbury Park, CA: Sage.
Cunningham L. X. (2010). Managing human resources in SMEs in a transition economy: Evidence
from China. The International Journal of Human Resource Management, 21(12), 2120-2141.
Davis, G. A. (1999). Barriers to creativity and creative attitudes. In M. A. Runco & S. R Pritzker,
Encyclopedia of Creativity (pp. 165-174). San Diego, CA: Academic Press.
De Clippeleer, I., De Stobbeleir, K., Dewettinck, K., & Ashford, S. (2009). From creativity to success:
Barriers and critical success factors in the successful implementation of creative ideas (Research
Report). Leuven: Vlerick, Leuven Gent Management School.
De Cuyper, N., Bernhard-Oettel, C., Berntson, E., De Witte, H., & Alarco, B. (2008). Employability
and employees' well-being: Mediation by job insecurity. Applied Psychology: An International
Review, 57(3), 488–509.
De Jong, J. P. J., & Den Hartog, D. N. (2007). How leaders influence employees' innovative behavior.
European Journal of Innovation Management, 10(1), 41-64.

62

De Jong, J. P. J., & Den Hartog, D. N. (2010). Measuring innovative work behavior. Creativity and
Innovation Management, 19(1), 23-36.
De Kok, J. M., & Uhlaner, L. M. (2001). Organization context and human resource management in the
small firm. Small Business Economics, 17(3), 273-291.
De Kok, J. M., Uhlaner, L. M., & Thurik, A. R. (2006). Professional HRM practices in family- owned
managed enterprises. Journal of Small Business Management, 44(3), 441-461.
Delaney, J. T., & Huselid, M. A. (1996). The impact of human resource management practices on
perceptions of organizational performance. Academy of Management Journal, 39(4), 949–969.
Desphande, S. P., & Golhar, D. Y. (1994). HRM practices in large and small manufacturing firms: A
comparative study. Journal of Small Business Management, 32(2), 49-56.
Diegel, O. (2005). Breaking down innovation: New tools for project managing innovative projects.
The Innovation Journal, 10(3), article 8.
Doty, D. H., & Glick, W. H. (1998). Common methods bias: Does common methods variance really
bias results. Organizational Research Methods, 1(4), 374-406.
Dougherty, D., & Hardy, C. (1996). Sustained product innovation in large, mature organizations:
Overcoming innovation-to-organization problems. Academy of Management Journal, 39(5),
1120-1153.
Drucker, P. F. (1985). Innovation and entrepreneurship: Practice and principles. New York, NY:
Harper & Row.
Drucker, P. F. (2008). Management (Revised Ed. with Joseph A Maciariello). New York, NY: Harper
Collins.
Duberley, J. P., & Walley, P. (1995). Assessing the adoption of HRM by small and medium-sized
manufacturing organizations. The International Journal of Human Resource Management, 6(4),
891-909.
Dundon, T., & Wilkinson, A. (2004). Employment relations in small and medium sized enterprises. In
B. Towers (Ed.), Handbook of Employment Relations and Employment Law. London: Kogan
Press.
Dundon, T., & Wilkinson, A. (2009). HRM in small and medium-sized enterprises (SMEs). In D. G.
Collings & G. Wood (Eds.), Human resource management: A critical approach (pp. 130-149).
London, UK: Routledge.
Edwards, P., & Ram, M. (2009). HRM in small firms: Respecting and regulating informality. In A.
Wilkinson, N. Bacon, T. Redman, & S. Snell, The Sage Handbook of Human Resource
Management (pp. 524-540). London, UK: Sage.
Ericsson, K. A. (1999). Creative expertise as superior reproducible performance: innovative and
flexible aspects of expert performance. Psychological Inquiry, 10(4), 329–361.

63

Eid, M., Lischetzke, T., & Nussbeck, F. W. (2006). Structural equation models for multitraitmultimethod data. In M. Eid & E. Diener (Eds.), Handbook of Multi-method Measurement in
Psychology (pp. 283-299). Washington, DC: American Psychological Association.
European Commission (2011). SBA Fact Sheet 2010/2011; The Netherlands. Brussels: European
Commision.
Facteau, J. D., & Craig, S. B. (2001). Are performance appraisal ratings obtained from different rating
sources comparable? Journal of Applied Psychology, 86(2), 215-227.
Feist, G. J. (1998). A meta-analysis of personality in scientific and artistic creativity. Personality and
Social Psychology Review, 2(4), 290–309.
Ferketich, S., Figueredo, A. J., & Knapp, T. R. (1991). Focus on psychometrics: The multitraitmultimethod approach to construct validity. Research in Nursing & Health, 14(4), 315-320.
Fisicaro, S. A., & Lance, C. E. (1990). Implications of three causal models for the measurement of
halo error. Applied Psychological Measurement, 14(4), 419-429.
Forth, J., Bewley, H. & Bryson, A. (2006). Small and medium-sized enterprises: Findings for the 2004
workplace Employment Relations survey. London: Routledge.
Fox, S., Caspy, T., & Reisler, A. (1994). Variables affecting leniency, halo, and validity of selfappraisal. Journal of Occupational and Organizational Psychology, 67(1), 45-56.
Fugate, M., & Kinicki, A. J. (2008). A dispositional approach to employability: Development of a
measure and test of implications for employee reactions to organizational change. Journal of
Occupational & Organizational Psychology, 81(3), 503–527.
Fugate, M., Kinicki, A. J., & Ashforth, B. E. (2004). Employability: A psycho-social construct, its
dimensions, and applications. Journal of Vocational Behavior, 65(1), 14–38.
Garver, M. S., & Mentzer, J. T. (1999). Logistics research methods: Employing structural equation
modeling to test for construct validity. Journal of Business Logistics, 20(1), 33-57.
George, J. M., & Zhou, J. (2002). Understanding when bad moods foster creativity and good ones
don’t: The role of context and clarity of feelings. Journal of Applied Psychology, 87(4), 687–697.
Giebe, T., & Gürtler, O. (2012). Optimal contracts for lenient supervisors. Journal of Economic
Behavior & Organization, 81(1), 403-420.
Globe, S., Levy, G. W., & Schwartz, C. M. (1973). Key factors and events in the innovation process.
Research Management, 16(4), 8-15.
Golden, B. R. (1992). ‘The past is the past? – Or is it? The use of retrospective accounts as indicators
of past strategy. Academy of Management Journal, 35(4), 848-860.
Guthrie, J. P., Liu, W., Flood, P. C., & MacCurtain, S. (2008). High performance work systems,
workforce productivity, and innovation: A comparison of MNCs and indigenous firms. LInK
Working Paper Series 04-08.

64

Haenlein, M., & Kaplan, A. M. (2004). A beginner’s guide to partial least squares analysis.
Understanding Statistics, 3(4), 283-297.
Hall, B. J. & Madigan, C. (2000). Compensation and performance evaluation at Arrow electronics.
Harvard Business School Case 800-290.
Hallberg, K. (2000). A Market Oriented Strategy for Small and Medium-Scale Enterprises. IFC
Discussion Paper. Washington, DC: The World Bank.
Hambleton, R. K. (1994). Guidelines for adapting educational and psychological tests: A progress
report. European Journal of Psychological Assessment (Bulletin of the International Test
Commission), 10(3), 229-244.
Hammond, M. M., Neff, N. L., Farr, J. L., Schwall, A. R., & Zhao, X. (2011). Predictors of individuallevel innovation at work: A meta-analysis. Psychology of Aesthetics, Creativity, and the Arts,
5(1), 90-105.
Heneman, R. L., Tansky, J. W., & Camp, S. M. (2000). Human resource management practices in
small and medium-sized enterprises: Unanswered questions and future research perspectives.
Entrepreneurship: Theory and Practice, 25(1), 11-26.
Hensel, R., Meijers, F., Van der Leeden, R., & Kessels, J. (2010). 360 degree feedback: How many
raters are needed for reliable ratings on competency development. The International Journal of
Human Resource Management, 21(15), 2813-2830.
Hoe, S. L. (2008). Issues and procedures in adopting structural equation modeling technique. Journal
of Applied Quantitative Methods, 3(1), 76-83.
Hoelter, D. R. (1983). The analysis of covariance structures: Goodness-of-fit indices. Sociological
Methods and Research, 11(3), 325-344.
Hoffman, C. C., Nathan, B. R., & Holden, L. M. (1991). A comparison of validation criteria: Objective
versus subjective performance measures and self- versus supervisor ratings.

Personnel

Psychology, 44(3), 601-619.
Hornsby, J. S., & Kuratko, D. F. (2003). Human resource management in U.S. small businesses: A
replication and extension. Journal of Developmental Entrepreneurship, 8(1), 73-92.
Huber, G. P., & Power, D. J. (1985). Retrospective reports of strategic level managers: Guidelines for
increasing their accuracy. Strategic Management Journal, 6(2), 171-180.
Huselid, M. A. (1995). The impact of human resource management practices on turnover, productivity,
and corporate financial performance. Academy of Management Journal, 38(3), 635-672.
Huselid, M. A. (2003). Editor's note: Special issue on small and medium-sized enterprises: A call for
more research. Human Resource Management, 42(4), 297.
Irwin, J. G., Hoffman, J. J., & Lamont, B. T. (1998). The effect of the acquisition of technological
innovations on organizational performance: A resource-based view. Journal of Engineering &
Technology Management, 15(1), 25-54.

65

Janssen, O. (2000). Job demands, perceptions of effort-reward fairness, and innovative work behavior.
Journal of Occupational and Organizational Psychology, 73(1), 287-302.
Janssen, O. (2001). Fairness perceptions as a moderator in the curvilinear relationships between job
demands, and job performance and job satisfaction. Academy of Management Journal, 44(5),
1039-1050.
Janssen, O. (2003). Innovative behavior and job involvement at the price of conflict and less
satisfactory relations with co-workers. Journal of Occupational and Organizational Psychology,
76(3), 347-364.
Janssen, O. (2004). How fairness perceptions make innovative behavior more or less stressful. Journal
of Organizational Behavior, 25(2), 201-215.
Janssen, O. (2005). The joint impact of perceived influence and supervisor supportiveness on
employee innovative behavior. Journal of Occupational and Organizational Psychology, 78(4),
573-579.
Janssen, O., Van de Vliert, E., & West, M. (2004). The bright and dark sides of individual and group
innovation: A special issue introduction. Journal of Organizational Behavior, 25(2), 129-145.
Janssen, O., & Van Yperen, N.W. (2004). Employees’ goal orientations, the quality of leader-member
exchange, and the outcomes of job performance and job satisfaction. Academy of Management
Journal, 47(3), 368-384.
Jennings, T., Palmer, J. K. & Thomas, A. (2004). Effects of performance context on processing speed
and performance ratings. Journal of Business and Psychology, 18(4), 453-463.
Jöreskog, K. G. (1969). A general approach to confirmatory maximum likelihood factor analysis.
Psychometrika, 34(2), 183-202.
Jung, D. I., & Avolio, B. J. (1999). Effects of leadership style and followers’ cultural orientation on
performance in group and individual task conditions. Academy of Management Journal, 42(2),
208–218.
Kanter, R. M. (1988). When a thousand flowers bloom: Structural, collective, and social conditions for
innovation in organizations. In B. M. Staw & L. L. Cumming (Eds.), Research in organizational
behavior (pp. 169-211). New York, NY: Wiley & Sons.
Katz, D. (1964). The motivational basis of organizational behavior. Behavioral Science, 9(2), 131-133.
Kotler, P. (2001). Marketing management. New Saddle River, NJ: Pearson Education.
Kotler, P., & Zaltman, G. (1976). Targeting prospects for a new product. Journal of Advertising
Research, 16(2), 7-20.
Kozlowski, S. W. J., & Kirsch, M. P. (1987). The systematic distortion hypothesis, halo, and accuracy:
An individual-level analysis. Journal of Applied Psychology, 72(2), 252-261.

66

Laine, M., Van der Heijden, B. I. J. M., Wickström, G., Hasselhorn, H. M., & Tackenberg, P. (2009).
Job insecurity and intent to leave from the nursing profession in Europe. International Journal of
Human Resource Management, 20(2), 420-438.
Lance, C. E., LaPointe, J. A., & Fisicaro, S. A. (1994). Test of three causal models of halo rater error.
Organizational Behavior and Human Decision Processes, 57(1), 83-96.
Landy, F. L., & Farr, J. (1980). Performance ratings. Psychological Bulletin, 87(1), 72-102.
Lefkowitz, J. (2000). The role of interpersonal affective regard in supervisory performance ratings: A
literature review and proposed causal mode. Journal of Occupational and Organizational
Psychology, 73(1), 67–85.
Lengnick-Hall, C. A. (1992). Innovation and competitive advantage: What we know and what we need
to learn. Journal of Management, 18(2), 399-429.
Leonard, D., & Sensiper, S. (1998). The role of tacit knowledge in group innovation. California
Management Review, 40(3), 112-132.
Lieberman, M., & Montgomery, D. (1988). First mover advantages. Strategic Management Journal,
9(1), 41-58.
Lööf, H., & Heshmati, A. (2002). Knowledge capital and performance heterogeneity: A firm-level
innovation study. International Journal of Production Economics, 76(1), 61-85.
Mabe, P., & West, S. (1982). Validity of self-evaluation of ability: A review and meta-analysis.
Journal of Applied Psychology, 67(3), 280-296.
Mahoney, J. T., & Pandian, J. R. (1992). The resource-based view within the conversation of strategic
management. Strategic Management Journal, 15(5), 363-380.
Maidique, M. A. (1980). Entrepreneurs, champions, and technological innovation. Sloan Management
Review, 21(2), 59-76.
Marlow, S. (2005). Introduction. In S. Marlow, D. Patton & M. Ram (Eds.), Labour management in
small firms. London: Routledge.
Marsh, H. W. (1987). The hierarchical structure of self-concept and the application of hierarchical
confirmatory factor analysis. Journal of Educational Measurement, 24(1), 17-39.
Marshall, C., & Rossman, G. (1999). Designing qualitative research, Thousand Oaks, CA: Sage.
Maqsood T., Finegan, A. D., & Walker D. H. T. (2004). Biases and heuristics in judgment and
decision making: The dark side of tacit knowledge. Journal of Issues in Informing Science and
Information Technology, 1, 295-301.
Medoff, J. L., & Abraham, K. G. (1980). Experience, performance, and earnings. The Quarterly
Journal of Economics, 95(4), 703–736.
Medsker, G. J., Williams, L. J., & Holohan, P. J. (1994). A review of current practices for evaluating
causal models in organizational behaviour and human resource management research. Journal of
Management, 20(2), 439-464.

67

Miller, M. J. (1996). Rater individual differences and accuracy in performance appraisal. A thesis
submitted to the Office of Graduate Studies of Texas A&M University.
Miller, R. G. (1981). Simultaneous statistical inference (2nd ed.). New York, NY: Springer Verlag.
Mount, M. K., Judge, T. A., Scullen, S. E., Sytsma, M. R., & Hezlett, S. A. (1998). Trait, rater and
level effects in 360-degree performance ratings. Personnel Psychology, 51(3), 557-576.
Mueller, R. K. (1991). Corporate networking: How to tap unconventional wisdom. In J. Henry, (Ed.),
Creative management, (pp. 153–162). London, UK: Sage.
Mumford, M. D. (2003). Where have we been, where are we going? Taking stock in creativity
research. Creativity Research Journal, 15(2/3), 107-120.
Munton, A. G., & West, M. A. (1995). Innovations and personal change: Patterns of adjustment to
relocation. Journal of Organizational Behavior, 16(4), 363-375.
Oh, I. S., & Berry, C.M. (2009). The five-factor model of personality and managerial performance:
Validity gains through the use of 360 degree performance. Journal of Applied Psychology, 94(6),
1498-1513.
Oldham, G. R., & Cummings, A. (1996). Employee creativity: Personal and contextual factors at work.
Academy of Management Journal, 39(3), 607–634.
Oosterveld, P., & Vorst, H. C. M. (1996). Testconstructie en testonderzoek. Methoden van
vragenlijstconstructie [Test construction and test research. Methods of questionnaire
construction]. Amsterdam: University of Amsterdam (UVA).
Patterson, F., Kerrin, M., Gatto-Roissard, G. (2009). Characteristics and behaviors associated with
innovative working in organizations (Research Report). London, UK: NESTA.
Patterson, F., Kerrin, M., Gatto-Roissard, G., Coan, P. (2009). Everyday innovation: How to enhance
innovative working in employees and organizations (Research Report). London, UK: NESTA.
Peteraf, M. A. (1993). The cornerstones of competitive advantage: A resource-based view. Strategic
Management Journal, 4(3), 179–191.
Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., & Podsakoff, N. P. (2003). Common methods bias in
behavioral research: A critical review of the literature and recommended remedies. Journal of
Applied Psychology, 88(5), 879-903.
Prendergast, C. (1999). The provision of incentives in ﬁrms. Journal of Economic Literature, 37(1), 7–
63.
Purcell, J. (1993). Developing research in comparative HRM. The International Journal of Human
Resource Management, 4(3), 507-510.
Quinn, J. B. (1979). Technological innovation, entrepreneurship and strategy. Sloan Management
Review, 20(3), 19-30.
Rank, J., Pace, V. L., & Frese, M. (2004). Three avenues for future research on creativity, innovation,
and initiative. Applied Psychology: An International Review, 53(4), 518-528.

68

Richter, L., & Johnson, P. B. (2001). Current methods of assessing substance use: A review of
strengths, problems, and developments. Journal of Drug Issues, 31(4), 809-832.
Robben, M. A. (1999). A study of the determinants of individual innovative behaviour in hightechnology product development organizations. New York, NY: Garland.
Roth, M. (2011). SMEs in the Netherlands; Making a difference. Frankfurt aM: Deutsche Bank
Research.
Rothwell, A., & Arnold, J. (2007). Self-perceived employability: Development and validation of a
scale. Personnel Review, 36(1), 23-41.
Rumelt, R. P. (1984). Towards a strategic theory of the firm. In R.B. Lamb (Ed.), Competitive
strategic management (pp. 556-570). Englewood Cliffs, NJ: Prentice-Hall.
Rutherford, M W., Buller, P., & McMullen, P. R. (2004). Human resource management problems over
the life-cycle of small to medium-sized family firms. Human Resource Management, 42(4), 321336.
Saunders, M., Lewis, P., & Thornhill, A. (2003). Research methods for business students. Harlow, PA:
Pearson Education.
Scholarios, D., Van der Heijden, B. I. J. M., Van der Schoot, E., Bozionelos, N., Epitropaki, O., &
Indica@tor Study Group. (2008). Employability and the psychological contract in European ICT
sector SMEs. The International Journal of Human Resource Management, 19(6), 1035-1055.
Schroeder, R., Van de Ven, A., Scudder, G., & Polley, D. (1989). The development of innovation
ideas. In A. H. Van de Ven, H. L. Angle, & M. S. Poole (Eds.), Research on the management of
innovation: The Minnesota studies. (pp. 107-134). New York, NY: Harper & Row.
Schumacker, R. E., & Lomax, R. G. (1996). A beginner's guide to structural equation modeling. New
York, NY: Lawrence Erlbaum Associates.
Scott, S. G., & Bruce, R. A. (1994). Determinants of innovative behavior: A path model of individual
innovation in the workplace. Academy of Management Journal, 37(3), 580-607.
Shore, L. M., & Thornton, G. C. III. (1986). Effects of gender on self- and supervisory ratings.
Academy of Management Journal, 29(1), 115-129.
Simonton, D. K. (1988). Scientific genius: A psychology of science. New York, NY: Cambridge
University Press.
Somers, M. J., & Birnbaum, D. (1991). Assessing self-appraisal of job performance as an evaluation
device: Are the poor results a function of method or methodology? Human Relations, 44, 10691091.
Steiger, J. H., & Lind, J. C. (1980). Statistically based tests for the number of common factors. Paper
presented at the Psychometric Society Annual Meeting, Iowa City, IA.
Stein, B. S. (1989). Memory and creativity. In J. A. Glover, R. R. Ronning, & C. R. Reynolds (Eds.),
Handbook of creativity (pp. 163-176). New York, NY: Plenum Press

69

Sternberg, R. J. (1982). Non-entrenchment in the assessment of intellectual giftedness. Gifted Child
Quarterly, 26, 63-67.
Stoffers, J. M. M., & Van der Heijden, B. I. J. M. (2009). Towards an HRM model predicting
organizational performance by enhancing innovative work behaviour: a study among Dutch
SMEs in the province of Limburg. Business Leadership Review, 6(4), 1-13.
Subramaniam, M., & Youndt, M. A. (2005). The influence of intellectual capital on the types of
innovative capabilities. Academy of Management Journal, 48(3), 450-463.
Tari, J. J. (2008). Self-assessment exercises: A comparison between a private sector organization and
higher education institutions. International Journal of Production Economics, 114(10), 105-118.
Taris, T. W., & Kompier, M. (2003). Challenges in longitudinal designs in occupational health
psychology. Scandinavian Journal of Work, Environment & Health, 29(1), 1-4.
Thijssen, J. G. L., & Van der Heijden, B. I. J. M. (2003). Evaporated talent? Problems with talent
development during the career. International Journal of Human Resources Development and
Management, 3(2), 154-170.
Thornton, G. C. III, & Krause, D. E. (2009). Comparison of practices in selection vs. developmental
assessment centers: An international survey. The International Journal of Human Resource
Management, 20(2), 478-498.
Tsai, C., Sengupta, S., & Edwards, P. (2007). When and why is small beautiful? The experience of
work in the small firm. Human Relations, 60(12), 1779-1807.
Tsui, A. S., & Ohlott, P. (1988). Multiple assessment of managerial effectiveness: Interrater agreement
and consensus in effectiveness models. Personnel Psychology, 41(4), 779-803.
Van der Heijde, C. M., Van der Heijden, B. I. J. M. (2003). The development and psychometric
evaluation of a multidimensional measurement instrument of employability. Proceedings of the
3rd International Conference organized by the Dutch HRM Network ‘Innovating HRM? (105),’ 7
and 8 November 2003, Enschede: University of Twente.
Van der Heijde, C. M., & Van der Heijden, B. I. J. M. (2006). A competence-based and
multidimensional operationalization and measurement of employability. Human Resource
Management, 45(3), 449-476.
Van der Heijden, B. I. J. M. (2000). The development and psychometric evaluation of a multidimensional measurement instrument of professional expertise. High Ability Studies: The Journal
of the European Council of High Ability, 11(1), 9-39.
Van der Heijden, B. I. J. M (2002). Age and assessments of professional expertise in small and
medium-sized enterprises: Differences between self-ratings and supervisor ratings. International
Journal of Human Resource Development and Management, 2(3/4), 329-343.
Van der Heijden, B. I. J. M. (2005). No one has ever promised you a rose garden; On shared
responsibility and employability enhancing strategies throughout careers. Inaugural address

70

delivered in abridged form on the occasion of the public acceptance of the professorship in
Strategic HRM, in particular aimed at the dynamics of individuals’ career development at the
Open University of the Netherlands. Assen: Van Gorcum.
Van der Heijden, B. I. J. M. (2011). Als het Getij Verloopt, Verzet men de Bakens [Inaugural Lecture
about Life-long Employability Management]. Radboud University Nijmegen, the Netherlands.
Van der Heijden, B. I. J. M., & Bakker, A. B. (2011). Toward a mediation model of employability
enhancement: A study of employee-supervisor pairs in the building sector. The Career
Development Quarterly, 59, 232-248.
Van der Heijden, B. I. J. M., De Lange, A. H., Demerouti, E., & Van der Heijde, C. M. (2009).
Employability and career success across the life-span: Age effects on the employability-career
success relationship. Journal of Vocational Behavior, 74(2), 156-164.
Van der Heijden, B. I. J. M., & Verhelst, N. D. (2002). The psychometric evaluation of a multidimensional measurement instrument of professional expertise. Results from a study in small and
medium-sized enterprises in the Netherlands. European Journal of Psychological Assessment,
18(2), 165-178.
Van der Vegt, G., & Janssen, O. (2003). Joint impact of interdependency and group diversity on
innovation. Journal of Management, 29(5), 729-751.
Van der Zee, F., Manshanden, W., Bekkers, F., & Van der Horst, T. (2012). De Staat van Nederland
Innovatieland 2012 [Innovation trends in the Netherlands 2012]. Delft: TNO and HCSS.
Verworn, B., & Hipp, C. (2009). Does the ageing workforce hamper innovativeness of firms? (No).
Evidence from Germany. International Journal of Human Resources Development and
Management, 9(2/3), 180-197. West, M. A. (1989). Innovation amongst health care
professionals. Social Behavior, 4(3), 173-184.
West, M. A., & Anderson, N. R. (1996). Innovation in top management teams. Journal of Applied
Psychology, 81(6), 680–693.
West, M. A., & Farr, J. L. (1989). Innovation at work: Psychological perspectives. Social Behavior,
4(1), 15–30.
Widaman, K. (1993). Common factor analysis versus principal component analysis: Differential bias
in representing model parameters? Multivariate Behavioral Research, 28(6), 263-311.
Wright, P. M., Gardner, T. M., Moynihan, L. M., & Allen, M. R. (2005). The relationship between HR
practices and firm performance: Examining causal order. Personnel Psychology, 58(2), 409-446.
Woodman, R. W., Sawyer, J. E., & Griffin, R .W. (1993). Toward a theory of organizational creativity.
Academy of Management Review, 18(2), 293-321.
Youndt, M. A., Snell, S. A., Dean, J. W., & Lepak, D. P. (1996). Human resource management,
manufacturing strategy and firm performance. Academy of Management Journal, 39(4), 836-867.

71

Yuan, F., &Woodman, R. W. (2010). Innovative behavior in the workplace: The role of performance
and image outcome expectations. Academy of Management Journal, 53(2), 323-342.
Zaltman, G., Duncan, R., & Holbeck, J. (1973). Innovations and organization. New York, NY: Wiley.
Zhou, J. (1998). Feedback valence, feedback style, task autonomy, and achievement orientation:
Interactive effects on creative performance. Journal of Applied Psychology, 83(2), 261-276.

72

Chapter 3
An Innovative Work Behavior Enhancing Employability Model Moderated by
Age

The purposes of this study were to investigate the similarity in factor structures for self-rated and
supervisor-rated employability and innovative work behavior, to validate an innovative work
behavior-enhancing model of employability in SMEs, and to investigate the effect of age on this
relationship. Our findings suggest that the factor structures for self-rated and supervisor-rated
employability, on the one hand, and for innovative work behavior, on the other hand, are similar.
Structural equation modeling (SEM) was used to investigate the predictive validity of employability on
innovative work behavior using a multi-source approach. The results demonstrated that self-rated
employability correlates positively with supervisor-rated innovative work behavior, and that
supervisor-rated employability correlates positively with self-rated innovative work behavior. The
moderating effect of employee age on the relationship between self- and supervisor ratings of
employability and innovative work behavior was tested using multi-group SEM. Age appears to have a
weak influence on the relationship between employability and innovative work behavior, more
specifically, in case of a higher age the relationship is stronger. The implications of these outcomes for
age-related HRM strategies in SMEs are discussed.

1This

chapter is under review, third round (for a peer-reviewed journal in the domain of Human

Resources Management) as:
Stoffers, J. M. M., & Van der Heijden, B. I. J. M., An Innovative Work Behavior Enhancing
Employability Model Moderated by Age.
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Introduction
The decline seen in the fertility and mortality rates (Fougère & Mérette, 1999;
Shultz & Adams, 2007; Wang & Shultz, 2010), the aging population and workforce,
and the subsequent attrition of knowledge, skills, and expertise in developed
countries have attracted the interests of politicians, scholars, and managers alike
(Dychtwald, Erickson, & Morison, 2006). Companies rely increasingly on the
experience of older workers (Schalk et al., 2010), and important distinctions that are
due to situational and personal factors (Maurer, Weiss, & Barbeite, 2003; Schalk et
al., 2010; Van Dam, 2004) appear to have been made between younger and older
employees with regard to their employability. With aging, employees’ preparedness
to develop might decrease (Warr & Fay, 2001), just as the opportunities for
development within the organization (Birdi, Allan, & Warr, 1997). As such,
workforce aging raises the concern of whether one’s future aptitude for innovative
work behavior is being threatened. Successful innovation becomes crucial in
economic development (Porter, 1998), and it is generally acknowledged as a key
factor in the competitiveness of nations and firms (Galia & Legros, 2004), and
through this contributes to a stable society (Kuznets, 1955).
An organization’s ability to innovate hinges on its intellectual capital, and
how its knowledge resources are implemented. Subramaniam and Youndt (2005)
defined intellectual capital to include human capital, mirroring general and specific
skills, expertise, and the knowledge that employees possess. Innovation initiatives
depend on the knowledge, skills and expertise of employees (Leonard and Sensiper,
1998; Youndt, Snell, Dean and Lepak, 1996; Verworn and Hipp, 2009), and ideas
gathered from experience enhance innovation (Rank, Pace, & Frese, 2004). In a
similar vein, De Jong and Den Hartog (2007) stated that employees need to be willing
and able (need to have the required competences) to innovate.
Innovation is not only important in the light of employees’ current work
processes, but it is also important in regard to the future when employees ought to
assimilate new professional expertise from adjacent or new work areas (Van der
Heijden, 2005). Investing in employability (conceptualized as an individual
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competence-based approach) (Van der Heijde & Van der Heijden, 2006; Van der
Heijden, De Lange, Demerouti, & Van der Heijde, 2009) enhances innovative work
behavior (Stoffers, Van der Heijden, & Jacobs, under review). Employability can be
defined as “the continuously fulfilling, acquiring or creating of work through the
optimal use of competences” (Van der Heijde & Van der Heijden, 2006, p. 453), and
the operationalization by Van der Heijde and Van der Heijden, 2006) consists of five
dimensions: occupational expertise, anticipation and optimization, personal
flexibility, corporate sense, and balance.
According to West and Farr (1989), and West (1989), innovative work
behavior can be defined as “the intentional creation, introduction and application of
new ideas within a work role, group or organization, in order to promote role
performance, the group, or the organization” (Janssen, 2000, p. 288). Woodman,
Sawyer, and Griffin (1993) argued that in addition to creativity, adequate promotional
opportunities and visible applications of creative ideas enhance individual innovative
behavior. More concrete, innovative work behavior is associated with the three stages
involved in the innovation process: the generation, promotion, and realization of
ideas (Janssen, 2000). Depending on the stage of innovative work behavior, different
dimensions of employability are assumed to play a significant role, and indeed
previous empirical work indicated that investing in employability enhancement
appeared to contribute to innovative work behavior (Stoffers, Van der Heijden, &
Jacobs, under review).
Although several studies have reported relationships between employability
and positive work outcomes (see De Cuyper, Van der Heijden, & De Witte, 2011; De
Vos, De Hauw, & Van der Heijden, 2011; Van der Heijde & Van der Heijden, 2006),
moderation tests of age (a significant socio-demographic characteristic in nowadays’
business and society) on these relationships are rare (see Van der Heijden, De Lange,
Demerouti, & Van der Heijde, 2009, for an exception in this regard). In the present
study, we investigated age effects in an innovative work behavior enhancing
employability model, aimed at clearing up the complexity of the relationship between
employability and innovative work behavior. Only since the late 1990s employability
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and its consequences have been studied empirically; one important reason for this is
the lack of valid operationalizations of the concept (see Van der Heijde & Van der
Heijden, 2006, for a review).
In the next section, an overview of the theoretical literature on the impact of
employee age on employability and innovation will be given. Subsequently, we will
discuss the benefits of comparing various rater group scores (multi-source ratings)
and we will formulate our hypotheses. After that, an explanation of the research
methodology will be given, followed by the outcomes of the preliminary analyses.
Then, we will examine the factor structures for the self- versus supervisor-rated
employability measure, and for the innovative work behavior measure, and we will
investigate the predictive validity of employability for innovative work behavior, by
using the two sources of raters. Subsequently, we will investigate whether the age of
employees moderates the relationship between self- and supervisor ratings of
employability, on the one hand, and self- and supervisor ratings of innovative work
behavior, on the other hand. Finally, we will discuss our findings and we will explore
some possible future research perspectives. In conclusion, we render the practical
implications of our study.

Employee Age and Employability
The operationalization by Van der Heijde & Van der Heijden (2006) is
consistent with the conceptualizations of Fugate, Kinicki, and Ashforth (2004), who
defined employability as “a form of work-speciﬁc active adaptability that enables
workers to identify and realize career opportunities”. More specifically,
employability implies a permanent acquisition and fulfilment of employment within
or outside the current organisation, for present or new customer(s), and with regard to
future prospects (Van der Heijde & Van der Heijden, 2006). Highly employable
workers are the ones that are able to adapt to changes in the internal and external
labour market (De Cuyper, Bernhard-Oettel, Berntson, De Witte, & Alarco, 2008;
Fugate, Kinicki, & Ashforth, 2004; Van Dam, 2004; Van der Heijde & Van der
Heijden, 2006). Van der Heijde and Van der Heijden’s (2006) conceptualization of
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employability has been operationalized into an instrument which combines domainspecific occupational expertise (a) (knowledge and skills, including meta-cognitive
ones, and social recognition by important key figures (Van der Heijden, 2000) with
four more generic competences: (b) anticipation and optimization; (c) personal
flexibility; (d) corporate sense; and (e) balance.
Today employees are engaged in longer productive working lives, and careers
are increasingly more demanding (Billett, 2011). Unquestionably, through the process
of maturation, aged employees experience to a greater or lesser extent reduction of
capabilities, such as physical strength and reaction time (European Agency for Safety
and Health at Work, 2007). Nevertheless, the impact of these alterations for workers’
employability depends upon their occupation (Billett, 2011). According to Žnidaršič
(2012) it is not the age of older employees that determines employability, but the age
of the knowledge they possess. Concrete, more complex mental capacities, expertise
and knowledge in a certain field develop across age (Baltes & Smith, 1990; Ericsson,
1999; Schaie, 1994; Sigelman, 1999). This more extensive knowledge base might
occasionally compensate for the softening of capabilities, and the strategic qualities
of experienced employees’ knowledge might be quite effective (Billett, 2011;
Bosman, 1993). Hence, employee age and employability are related in a rather
contradictory way and point to the need for further investigation to gain more
insights; otherwise, businesses might miss the opportunity to tap the considerable
value of aging employees (Spiezie, 2005).

Employee Age and Innovation
Aging and innovation are related in a somewhat contradictory way as well
(Nonaka, Kohlbacher, & Holden, 2006). The aging and maturing of knowledge and
experience, which results in wisdom or intelligence, enhances innovative behavior
(Glynn, 1996). It is due to this phenomenon that the experience of employees can
achieve the level of knowledge that is necessary for innovation (Nonaka, Kohlbacher,
& Holden, 2006). Leonard (1998) defined these as core capabilities, that is to say,
competitive advantages that have been constructed and that cannot be replicated
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without considerable effort. These core capabilities are related to organizational
innovation (Leonard & Sensiper, 1998). Aging and out-dated knowledge can also
reduce innovation, and Leonard (1998) has referred to these as core rigidities,
conservative thinking and old mental models.
Frosch (2011) demonstrated that individual-level analyses on age and
innovation showed how employee age correlates with producing innovation, by
noting that empirical evidence suggests an inverse U-shaped correlation; the highest
level of performance can be found among workers somewhere between the ages of 30
and 50 years, depending on their professional field. Young people tend to innovate
more in knowledge-intensive industrial field while older employees are more
innovative in experience-based areas. Verworn (2009) asserted that several studies
revealed negative relationships between employee age and innovation, including the
introduction of new technologies in the operating process (see also Meyer, 2007), and
process innovation in manufacturing companies (see also Rouvinen, 2002). Yet,
inverted U-shaped relationships were found between inventor age and their patents
(see also Henseke & Tivig, 2007; Hoisl, 2007), and a loss of important abilities that
decelerate innovativeness across age (Leibold & Voelpel, 2006; Meyer, 2007).
However, Verworn (2009) also reported contradictory evidence, and in a
similar vein, Janssen (2000) found that neither self- nor supervisor-assessed
innovative work behavior was age-dependent. Likewise, Verworn and Hipp (2009)
showed that German companies with a high proportion of older employees are as
innovative as similar firms. Waldman and Avolio (1986) suggested that work
performance increases with age, as more complex mental capacities develop across
age (Baltes & Smith, 1990; Schaie, 1994). This makes older employees more
innovative and productive because they are more independent and experienced
(Opinion Leader Research, 2004). According to Ericsson (1999), greater experience
and expertise (wisdom) in a certain field grows naturally over time, implying that the
generation of new ideas increases during employees’ aging and throughout their work
lives. In a similar vein, Martin, Salanova, and Peiro (2007) found that age is related
positively to individual innovation. All in all, the contradictory results that were
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found in our literature study urge us to investigate further the impact of an aging
workforce in relation to innovation processes (Verworn & Hipp, 2009) by means of
conducting elaborate empirical research.
Moreover, a special focus of this study is to investigate these relationships in
SMEs since there is a considerable lack of empirical research regarding HRM
practices within these organizations (Hornsby & Kuratko, 2003; Purcell, 1993; Van
der Heijden, 2011).

Multi-Source Ratings: Self-Ratings versus Supervisor Ratings of Employability
and Innovative Work Behavior
A meta-analysis of self-supervisor rating (dis)agreement indicated that
employees’ self-ratings frequently do not correlate significantly with supervisor-rated
performance (Harris & Schaubroeck, 1988; Korsgaard, Meglino, & Lester, 2004).
More specifically, it is complicated to assess performance, because of the multiple
relational and social components between assessors and assessees (Ferris, Munyon,
Basik, & Buckley, 2008), and rating discrepancies may be the consequence of the
specific rater’s observations and the interpretative differences elicited by an item
(Penny, 2001). Consequently, the assessments of work outcomes, such as
employability and innovative behavior, may lack objectivity; and this may be a result
of the context surrounding the performance (Blickle, Ferris, Munyon, Momm, Zettler,
Schneider, & Buckley, 2011).
Using a multi-rater (multi-source) approach in assessing occupational
competencies appeared to improve the reliability of assessments, which in turn
reduced the error associated with single-source assessments, and added incremental
validity to the appraisal of individual performance (Blickle et al., 2011; Borman,
1997; Brett & Atwater, 2001; Gentry, Gilmore, Shuffler, & Leslie, 2012; Lance,
Baxter, & Mahan 2006; Smither, London, & Reilly, 2005; Viswesvaran, Ones, &
Schmidt, 1996). Concrete, Van der Heijden and Bakker (2011) recommended that
due to frequent disagreements between supervisors and employees regarding
workers’ employability, employee self-assessments and supervisor assessments
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should be compared. Previous research concerning occupational expertise and
employability already demonstrated that workers rate themselves significantly higher
than their supervisors do (Stoffers, Van der Heijden, & Jacobs, under review; Van der
Heijden, 2000); which is in line with research referring to the so-called leniency
effect (Fox, Caspy, & Reisler, 1994; Golden, 1992; Hensel, Meijers, Van der Leeden,
& Kessels, 2010; Tsui & Ohlott, 1988; Williams & Levy, 1992) indicating that
people, in our case employees, present a better image of themselves in comparison to
others (Atwater & Yammarino, 1997; Janssen & Van der Vegt, 2011). According to
Korsgaard, Meglino, and Lester (2004), self-enhancement is one of the most common
reasons for self-other rating disagreement.
Based on previously found support for the convergent and discriminant
validity of the employability construct across the two rater sources, i.e. employee and
supervisor [see Van der Heijden (2000), Van der Heijde and Van der Heijden (2006)
and Stoffers, Van der Heijden, and Jacobs (under review)], and across age groups
(see Van der Heijden, De Lange, Demerouti, & Van der Heijden, 2009), we could
assume that significant differences are not caused by psychometric problems
regarding the measurement instrument. Rather, self-ratings may reflect a reliable, but
somewhat more differentiated self-image, whereas supervisor ratings, within and
across sub-scales, may be relatively more similar because of the halo effect, implying
that the scores for items are more accommodated to each other. That is to say, the
ratings made by supervisors are more colored by the ratings for other items and, as
well as for other dimensions of the attribute that are to be rated. The halo effect,
namely, the tendency to “think of a person in general as rather good or rather inferior
and to color the judgment of the separate qualities by this feeling” (Thorndike, 1920,
p. 25), has been extensively documented in person perception research (Jennings,
Palmer, & Thomas, 2004; Lefkowitz; 2000; Palmer & Loveland, 2008; Rosenzweig,
2007; Sulsky & Balzer, 1988). For instance, because the work of middle and higherlevel employees is largely autonomous, the effect caused by under-sampling selective
information for the supervisor (rater) may contribute to age-related stereotyping
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(Desmette & Gaillard, 2008; Loretto & White, 2006; Maurer, Wrenn, & Weiss, 2003;
Posthuma & Campion, 2009).
In this study, we aimed, among others, to investigate the similarity in factor
structure for self- and supervisor ratings of employability and innovative work
behavior. In keeping with studies by Van der Heijden (2000) and by Van der Heijden,
De Lange, Demerouti, and Van der Heijde (2009), it was expected that both
employability (Hypothesis 1a) and innovative work behavior (Hypothesis 1b)
assessments from self and supervisor raters represented a two-factor model.
Innovative work behavior (Janssen, 2000) depends on the knowledge, skills,
and expertise of employees (Adams, Bessant, & Phelps, 2006; Calantone & Di
Benedetto, 1988; De Clippeleer, De Stobbeleir, Dewettinck, & Ashford, 2009; Globe,
Levy, & Schwartz, 1973; Leonard & Sensiper, 1998; Youndt, Snell, Dean and Lepak,
1996); the latter all being co-called competence-based antecedents. By investing in
building workers’ employability, innovative work behavior is nurtured; earlier work
has already indicated that each stage of innovative work behavior was predicted by
two of the five dimensions of employability (Stoffers, Van der Heijden, & Jacobs,
under review). In our approach, we have used multi-rater (multi-source) scores to
prevent the common-method bias, that is to say, we have obtained data regarding the
independent and dependent variables from different sets of respondents (Doty &
Glick, 1998; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003). Moreover, our multirater approach was helpful in order to better understand the impact of rater source in
the association between employability and innovative work behavior. Concrete, selfrated employability was expected to be correlated positively with supervisor-rated
innovative work behavior (Hypothesis 2a). Supervisor-rated employability was
expected to be correlated positively with self-rated innovative work behavior
(Hypothesis 2b).
The aging workforce and its consequences for employees’ skills, knowledge,
and expertise (Dychtwald, Erickson, & Morison, 2006) is assumed to highly affect
knowledge-based economies. Consequently it is a key theme in the current socialeconomic debate among politicians, scholars, and managers. Based on our literature
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review, aging seems to affect employability and innovative work behavior and so
becomes a critical socio-demographic characteristic in nowadays’ business and
society. The current research also aimed to contribute to this debate by examining the
influence of employees’ age on the relationship between employability and
innovative work behavior. More specifically, employee age was expected to moderate
the relationship between self-rated employability and supervisor-rated innovative
work behavior (Hypothesis 3a). Employee age moderates the relationship between
supervisor-rated employability and self-rated innovative work behavior (Hypothesis
3b) (see Figure 1).

Figure 1. An Innovative Work Behavior-Enhancing Model of Employability
Moderated by Age

Methods
Participants and Procedure
Our sample included employees and supervisors working in SMEs in the
province of Limburg, the Netherlands. Participants held several job types, at middle
and higher occupational levels within the SMEs, allowing for more variation in
individual innovation opportunities (Scott & Bruce, 1994). Using the European Union
definition, SMEs are commercial organizations employing fewer than 250 people.
There is a considerable lack of empirical data concerning HRM practices in SMEs
(see, for instance Hornsby & Kuratko, 2003; Van der Heijden, 2011). Because of
limited resources, SMEs are reticent in spending valuable time and participating in

82

scientific research. All in all, to collect a considerable SME data set, companies were
identified using existing personal contacts, that is, based on convenience sampling.
When considering a certain enterprise, the researchers took into account the
representation of SMEs and their branches, and the significance of employability and
innovative work behavior to the specific enterprise.
Pairs of employees and their direct supervisors were sampled as the validity of
self-ratings is assumed to be higher when employees are cognizant of the fact that
their supervisors are also providing ratings (Mabe & West, 1982), resulting in a
suppression of the leniency effect (Arnold & MacKenzie Daveys, 1992; Hoffman,
Nathan, & Holden, 1991). Our resulting data set comprised 487 pairs of employees
and their immediate supervisors who work in 151 SMEs.
From the employees, 59.5% were men and 40.5% were women; 52.4% of the
employees were younger than 40 years old, and 47.6% were older than or were equal
to 40. The mean age of the employees was 38 years (SD = 11.05), and the average
length of service to their organization, i.e. their tenure, was 7.43 years (SD = 5.51).
Almost 82% of the supervisors were men and 18.1% were women, while the mean
age of the supervisors was 43 years old (SD = 9.23).
To ensure respondent anonymity and to mitigate social desirability, the
researchers used an independent agency to administer two nominally identical
versions (employee and supervisor) of a web questionnaire under the researcher’s
supervision. Each employee received an anonymous response report showing his or
her scores on the variables, interpretation guidelines, and a clear framework showing
ways to improve his or her future employability. The supervisors completed a
questionnaire containing amended items, yet, nominally identical, phrased to assess
the employability and innovative work behavior for their corresponding subordinates.
To avoid collecting invalid information, due to training or fatigue experienced by
overburdened supervisors, and in order to protect data independence, one supervisor
filled out employability and innovative work behavior ratings for a maximum of three
employees (see also Van der Heijden, 2000), striving for accomplishing an adequate
distribution of respondents across departments.
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Measures
Employability was measured using the extensively validated, five-dimensional
instrument by Van der Heijde and Van der Heijden (2006) (see also Van der Heijden,
De Lange, Demerouti, & Van der Heijde, 2009). The five dimensions of
employability are: (a) occupational expertise (15 items); (b) anticipation and
optimization (8 items); (c) personal flexibility (8 items); (d) corporate sense (7 items)
and (e) balance (9 items). Sample items for the self-ratings version of the measure
include: (a) I consider myself competent to indicate when my knowledge is
insufficient to perform a task or solve a problem; (b) I approach the development of
my weaknesses in a systematic manner; (c) I have a very negative-very positive
attitude to changes in my function; (d) In my work I take the initiative in sharing
responsibilities with colleagues; and (e) The time I spend on my work and career
development on the one hand, and my personal development and relaxation on the
other, are evenly balanced. All 47 items comprising the five scales were scored using
a six-point Likert scale with response formats ranging from, for instance, “not at all”
to “to a considerable degree,” and “never” to “very often,” depending on the item’s
wording.
Innovative work behavior was measured using the nine-item scale developed
by Janssen (2000, 2001, 2003, 2004, 2005). Items corresponded to: (a) idea
generation (3 items); (b) idea promotion (3 items) and (c) idea realization (3 items).
Several examples of the supervisor ratings of the instrument include: (a) This worker
generates original solutions for problems; (b) This worker acquires approval for
innovative ideas; and (c) This worker introduces innovative ideas into the work
environment in a systematic way. All nine items were scored using a seven-point
Likert scale with a response format ranging from “never” to “always.”

Control Factors
As previous research has shown (Janssen, 2000; Van der Heijde & Van der
Heijden, 2006), it is important to control whether socio-demographic differences in
the predictor and outcome variables might lead to spurious relations. When
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controlling for age group, separate regression analyses determining the impact of
socio-demographic variables (control factors) on each stage of innovative work
behavior were conducted: (1) gender (male versus female), (2) highest educational
qualification (high school or equivalent, college/(some) university, bachelor's degree
or recognized equivalent, master's degree or recognized equivalent), (3) the number
of years spent in other areas of expertise, (4) the length of service, (5) no
management experience, and (6) the number of organizations the employee has
worked for.

Results
Descriptive Statistics and Preliminary Analyses
All employability measures demonstrated good internal consistencies, with
Cronbach’s alpha coefficients ranging from .78 to .91 for the self-ratings, and .83 to
.95 for the supervisor ratings. The innovative work behavior measures also
demonstrated good reliabilities, with Cronbach’s alphas ranging from .82 to .85 for
the self-ratings, and .90 to .92 for the supervisor ratings (see Table 1). Correlations
between the supervisor-rated employability dimensions were relatively high (r ≥ .55),
whereas they were somewhat lower for the correlations between the self-rated
dimensions (r ≥ .27). Correlations between the supervisor-rated innovative work
behavior stages were relatively high (r ≥ .77), whereas they were slightly lower for
the self-rated stages (r ≥ .65). The correlations between self- and supervisor ratings
for the same employability dimension ranged from .25 to .32. As regards the
innovative work behavior stages, the correlations between self- and supervisor ratings
ranged from .28 to .33. Almost all supervisor ratings of employability appeared to be
significantly related to the self- and supervisor ratings of the innovative work
behavior stages (26 out of 30 correlations), herewith supporting our assumption
regarding a positive association between the two factors. In regard to In regard to the
self-reported ratings of employability, 23 out of 30 correlations with the innovative
work behavior appeared to be significant (see also, Stoffers, Van der Heijden, &
Jacobs, under review).
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Assumptions which underlie linear regression, such as linearity, randomness,
homoscedasticity, normality of errors, and multi-collinearity (Hair, Black, Babin, &
Anderson, 2010) were carefully checked. No violations of the assumptions were
found, so therefore the analyses could proceed as planned. When controlling for age
group, separate regression analyses determining the impact of socio-demographic
variables on each stage of innovative work behavior showed significant relationships
(see Table 2 for specific outcomes). Gender, male =1 and female = 2, (ß = -.20; p <
.01), no management experience (ß = -.15; p < .01), and the number of organizations
the employee has worked for (ß = -.13; p < .01) were negatively related with the stage
of idea generation, whereas highest educational qualification (ß = .16; p < .01), and
the number of years spent in other areas of expertise (ß = .12; p < .05) appeared to be
positively related to idea generation. Gender, male =1 and female = 2, (ß = -.09; p <
.05), no management experience (ß = -.24; p < .01), and the number of organizations
the employee has worked for (ß = -.16; p < .01), appeared, albeit negatively, to
contribute to idea promotion, while highest educational qualification (ß = .11; p <
.05), and the years spent in other areas of expertise (ß = .13; p < .01) were positively
related to idea promotion. No management experience (ß = -.26; p < .01), and the
number of organizations the employee has worked for (ß = -.13; p < .01) were
negatively related with the stage of idea realization, while education (ß = .17; p <
.01), years in other areas of expertise (ß = .09; p < .05), and the length of service (ß =
.10; p < .10) appeared to be positively related to idea realization.
Given the outcomes of previous studies (Adams, Bessant, & Phelps, 2006;
Calantone & Di Benedetto, 1988; De Clippeleer, De Stobbeleir, Dewettinck, &
Ashford, 2009; Globe, Levy, & Schwartz, 1973; Stoffers, Van der Heijden, & Jacobs,
under review), gender, education, years spent in other areas of expertise, the length of
service for one’s current organization, no management experience, and the number of
organizations the employee has worked for were included as control variables in
subsequent analyses. The incorporation of these factors improves the generalizability
of our findings by mitigating alternative hypotheses and confounding effects (Blickle
et al., 2011).
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Table 2. Results of the Hierarchical Regression Analyses Showing the Influence of Socio-demographic
Characteristics

Predictor / Step

Age groupb

Innovative Work Behavior

Innovative Work Behavior

Innovative Work Behavior

Idea Generationa

Idea Promotiona

Idea Realizationa

 at



Step

Final

-.01

-.03

R2

.00

R2

.00

 at Step



R2

Final

-.03

-.06

.00



R2

 at Step

.00

.00

-.04

R2

R2

.00

.00

.13***

.13***

Final

Socio-demographic
characteristics
gender

-.20*** -.20***

-.09**

-.09**

-.06

-.06

highest educ

.16***

.16***

.11**

.11**

.17***

.17***

.12**

.12**

.13***

.13***

.09**

.09**

length of service

.00

.00

no management

-.15*** -.15***

number of

-.13*** -.13***

qualific
years in other
areas of expertise

.11***

.03

.03

.10*

.10*

-.24***

-.24***

-.26***

-.26***

.11*** -.16***

-.16***

-.13***

-.13***

.11***

.11***

organizations
Overall F = 8.80 dfs 7,479

Overall F = 8.77 dfs 7,479

Overall F = 10.13 dfs 7,479

a Self-ratings
b Age

group: < 40 years = 0, ≥ 40 = 1

c R2 values

do not always add up because of the rounding off of numbers

*p < .10, **p < .05, ***p < .01.

Conﬁrmatory Factor Analysis
A confirmatory factor analysis was performed using AMOS structural
equation modeling (SEM) (Arbuckle, 2006) aimed at comparing a one-factor
employability latent variable model (both self- and supervisor ratings) with a twofactor model (separating between self- and supervisor ratings). Scale scores were
calculated as the mean of raw scores making up occupational expertise, anticipation
and optimization, personal flexibility, corporate sense, and balance, respectively, and
were used as indicators for the latent construct employability for both the one-factor
and the two-factor models. Results of a null model (baseline model, no relationships
assumed among indicators of employability) were compared with the results of a one-
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factor model. Specifically, the one-factor and two-factor models were compared to
assess which operationalization of the employability construct suited the data better.
To test the fit between the proposed model and the data, the traditional chi-square
value, the goodness-of-fit index (GFI), and the root mean square error of
approximation (RMSEA) were calculated.
The outcomes of our SEM analyses using the null model showed a chi-square
of 2515.224, a GFI of .418, and a RMSEA of .336, suggesting a poor fit. The onefactor model showed a chi-square of 945.044, a GFI of .697, and a RMSEA of .231,
suggesting an overall poor fit, but a significantly better fit compared with the null
model. The two-factor model showed a chi-square of 366.205, GFI of .869, and
RMSEA of .142, suggesting a mediocre to poor overall fit, nevertheless a
significantly better fit in comparison with the one-factor model. Therefore,
Hypothesis 1a is supported partially with these data. Table 3 summarizes the findings
of our analyses.
A similar analysis was conducted to compare a one-factor model of
innovative work behavior with a two-factor model. Scale scores were calculated as
the mean of the raw scores making up idea generation, idea promotion, and idea
realization, which were used as indicators for the latent construct innovative work
behavior for both the one-factor and two-factor models. Results of a null model (no
relationships assumed among indicators) were compared with the outcomes of the
one-factor model. The one-factor and two-factor models were compared to assess
which operationalization of the innovative work behavior construct fitted the data
better.
The results from the null model showed a chi-square of 1808.531, GFI of
.433, and RMSEA of .496, suggesting poor fit. The one-factor model showed a chisquare of 596.079, a GFI of .703, and a RMSEA of .366, suggesting an overall poor
fit, yet, a significantly better fit compared with the null model. The two-factor model
showed a chi-square of 26.200, a GFI of .983, and a RMSEA of .068, suggesting an
excellent overall fit, and a significantly better fit than the one-factor model.
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Therefore, Hypothesis 1b is supported with these data. See Table 3 for a summary of
our findings.
Table 3. Confirmatory Factor Analysis of Employability and Innovative Work Behavior using SEM
N

χ2

df

GFI

RMSEA

Null model

487

2515.224**

45

.418

.336

One-factor model

487

945.044**

35

.697

Two-factor model

487

366.205**

34

.869

Null model

487

1808.531**

15

0.433

.496

One-factor model

487

596.079**

9

0.703

Two-factor model

487

26.200*

8

0.983

Model

Model comparison

Δχ2

Δdf

.231

one-factor – null model

1570.18**

10

.142

two-factor – one-factor

578.84**

1

.366

one-factor – null model

1212.452**

6

.068

two-factor – one-factor

569.879**

1

Employability

Innovative Work
Behavior

* p < .01, ** p < .001.

Relationship between Employability and Innovative Work Behavior
Hypotheses 2a and 2b were also tested using AMOS SEM, investigating
whether self-ratings of employability correlated positively with supervisor ratings of
innovative work behavior, on the one hand, and whether supervisor ratings of
employability correlate positively with self-ratings of innovative work behavior, on
the other hand. Scales scores calculated as the means of raw scores for self- and
supervisor-rated occupational expertise, anticipation and optimization, personal
flexibility, corporate sense, and balance (with employability being the latent
construct) and self- and supervisor-rated idea generation, idea promotion, and idea
realization (with innovative work behavior being the latent construct) were used as
indicators for the two employability and for the two innovative work behavior factors
(see Figure 2).
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Figure 2. An Innovative Work Behavior-Enhancing Model of Employability in SMEs

The results of the SEM analysis showed a chi-square of 1063.123, a GFI of
.802, and a RMSEA of .140. With these outcomes, overall, the model fit appeared to
be adequate. Upon closer inspection, the beta coefficient for the relationship between
self-rated employability and supervisor-rated innovative work behavior was .285 (p <
.001), herewith supporting Hypothesis 2a. The beta coefficient for the relationship
between supervisor-rated employability and self-rated innovative work behavior was
.268 (p < .001), thus supporting Hypothesis 2b as well. The results of these analyses
are summarized below in Tables 4 and 5 and in Figure 3.
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Table 4. Results of the Multi-Group SEM: Fit Indices of the Innovative Work Behavior-Enhancing
Model of Employability
N

χ2

df

GFI

RMSEA

Full sample

487

1063.123*

101

.802

.140

Sub sample employees under 40 years

255

566.249*

101

.792

.135

Sub sample employees 40 years and older

232

584.770*

101

.781

.144

* p < .001.

Table 5. Results of SEM-analyses: Standardized Betas of the Innovative Work Behavior-Enhancing
Model of Employability

Self-rated employability  Supervisor IWB

Supervisor employability  Self-rated IWB
* p < .01, ** p < .001.
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Standardized betas ()
Full Sample

Under 40

40 years and over

.285**

.242*

.320**

.268**

.261**

.279**

* p < .001.
Figure 3. Structural Paths for the Innovative Work Behavior-Enhancing Model of
Employability in SMEs

Test of the Innovative Work Behavior Enhancing Employability Model Moderated
by Age
Hypotheses 3a and 3b posited that age moderates the relationship between
employability and innovative work behavior (see Figure 1). In order to test these
hypotheses, our sample was split into two sub-samples. Although there is little
agreement in the literature about what age marks the beginning of being “older”
(Nishii, Langevin, & Bruyere, in progress), a considerable amount of scholars has
used the age of 40 as the cut-off because of its consistency with how the Age
Discrimination in Employment Act (ADEA) of 1967 defines the “older” worker
(Finkelstein & Farrell, 2007; Scidurlo, 2006). Therefore, our first sub-sample
consisted of employees under the age of 40, and the second sub-sample included
employees who were 40 years of age or older. This dichotomising of age has also
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been used in other employability research to examine moderation effects (see also
Van der Heijden, De Lange, Demerouti, & Van der Heijden, 2009).
In order to test the moderating effects of age, we conducted Multi-Group
SEM. In our analyses, the number of employees in the age category under 40 as
opposed to the category of their older counterparts was 255 and 232, respectively. In
the ﬁrst step, all structural paths were allowed to be different for the two age groups.
In the second step, we compared the ﬁt of this free model with the ﬁt of a model in
which all structural relationships were constrained to be equal. The model that posed
no restrictions in the estimation of the parameters had a satisfactory ﬁt with the data.
Results for the younger sub-sample showed a similar fit to the one by the full
sample; the chi-square was 566.249, the GFI .792, and the RMSEA .135 (see Table 4
for more specific outcomes). Therefore, it can be concluded that being younger was
not a factor that moderated the relationships between employability and innovative
work behavior. For the older employees’ sub-sample, the Chi-square was 584.770,
the GFI was .781, and the RMSEA was .144. Therefore, being 40 and older was not a
factor that moderated the relationship between employability and innovative work
behavior either. The results in Table 4 clearly show that none of the two sub-samples
fitted the data significantly better in comparison with the full sample. Hence, none of
the conclusions regarding moderation could be warranted. According to these results,
we have not found overall support for Hypotheses 3a and 3b.
However, one important difference observed in the sub-samples of workers
depending on their age category (see Table 5) comprised the beta weights for the
younger workers’ group. The betas were significant, although to a lesser extent when
compared to the full sample, in regard to the relationship between self-rated
employability and supervisor-rated innovative work behavior (Hypothesis 3a) (.285
for the full sample and .242 for the employees under 40 sub-sample). A similar result
was observed for the relationship between supervisor-rated employability and selfrated innovative work behavior (Hypothesis 3b) (.268 for the full sample and .261 for
the employees under 40 sub-sample). For the 40 and older employee sub-sample, a
similar but opposite relationship could be observed. The beta weights were higher for
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this sub-sample in comparison to the full sample, in regard to the relationships
between self-rated employability and supervisor-rated innovative work behavior
(Hypothesis 3a) (.285 for the full sample and .320 for the 40 and older employees
sub-sample), and between supervisor-rated employability and self-rated innovative
work behavior (Hypothesis 3b) (.268 for the full sample and .279 for the 40 and older
employees sub-sample). Consequently, there is enough partial support for Hypotheses
3a and 3b to suggest that age is a weak moderator that makes stronger the relationship
between employability and innovative work behavior.

Discussion
The purpose of this study was to examine the factor structure for self-rated
and supervisor-rated employability, on the one hand, and for the self- and supervisorratings of innovative work behavior, on the other hand. As hypothesized, the
outcomes of our empirical work suggested a two-factor model for both constructs
incorporating the two types of rater groups. Although the two-factor model of
employability suggested a mediocre to poor overall fit, we concluded that the
practical implications of comparing the outcomes of the multi-source ratings and the
possibility to control for common-method bias comprised an important contribution
to the literature. Additionally, strictly adhering to recommended cut-off values can
lead to instances of Type I error (the incorrect rejection of an acceptable model)
(Marsh, Hau, & Wen, 2004).
Moreover, we investigated the predictive validity of employability (using an
individual competence-based approach) on innovative work behavior by using multisource ratings. The results demonstrated that self-rated employability correlated
positively with supervisor-rated innovative work behavior, and that supervisor-rated
employability correlated positively with self-rated innovative work behavior as well.
We also investigated whether employee age moderates the relationship
between self- and supervisor ratings of employability and innovative work behavior.
Our beta weights suggested that the older employee sub-sample showed stronger
relationships compared with their younger counterparts. This suggests that age
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weakly moderated the relationship between employability and innovative work
behavior.
Age comprises both an objective and a subjective concept. Psychosocial age
consists of the social and self-perceptions of an employee (Sterns & Doverspike,
1989), as well as the consequences these might have for their functioning.
Chronological age is not as closely related to behavior as psychological age (Barak
and Rahtz, 1999; Beneke, Frey, Chapman, Mashaba, Howie, 2011), and it might be a
poor criterion as each employee of a specific age is at a different stage in his or her
life with regard to knowledge and expertise. Psycho-social experience of age plays a
role during someone’s entire life. We believe, nevertheless, that this experience is
even more relevant at approximately the age between 40 to 45 years, when, in an
objective sense, people are neither young nor old.
Ericsson (1999) and Youndt, Snell, Dean, and Lepak (1996) have argued that
innovation initiatives depend greatly on employee knowledge and expertise. For
instance, more complex mental capacities appear to increase with age such as
attaining wisdom (Baltes & Smith, 1990; Schaie, 1994). On the other hand, cognitive
work performance, such as innovative work behavior, is unaffected by age
throughout an employee’s career because it comprises a process of several
diminishing capabilities, coupled with increasing mental capabilities. In a similar
vein, occupational experience has been found to compensate for diminishing
capacities (Ilmarinen, 2006).
Lutz, Cuaresma, and Sanderson (2008), and Frosch (2011) reasoned that since
older employees score relatively lower on recognized education, this disadvantage in
contrast to their younger and more educated colleagues may contribute to an
illegitimate negative association between the perceptions of innovative performance
and age, that have been reinforced by negative stereotypes (Offermann & Gowing,
1990). Although there is no empirical evidence in this study of SMEs to suggest age
stereotyping, the stereotyping of older employees has been found to be a broad
phenomenon, in that a supervisor’s negative mindset towards older employees makes
aging an important topic that urgently needs to be addressed (Schalk et al., 2010).
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In line with the results of our study, supervisors should question the
assumptions of decreasing innovative behavior with age when it comes to assessing
employees (Verworn, 2009). The relatively flatter hierarchy within SMEs, in
comparison to that of large working organizations, can be seen as going hand in hand
with shorter lines of communication between supervisors and employees. The latter
implies less distance, and moreover, a focus on judgments based on perceptions of
repeated performance, more behavior observations, and more objective facts, which
all contribute towards accuracy in behavioral assessments (Blickle et al., 2011; Van
der Heijden, 2002, 2011). Also, the shorter lines of communication allow employees
to understand and manage their impressions of supervisors better, and to adjust their
work behavior to the specific requirements of the company (Blickle et al., 2011). This
phenomenon could partially explain our outcomes and is in accordance with Frosch’s
line of reasoning of (2011), who noted that factors such as employer characteristics
create biases in the inverse U-shaped correlation between employee age and
innovation

Limitations and Recommendations for Further Research
Several limitations and opportunities for additional research were identified.
Firstly, a convenient sample was used in this study so that the participants would not
necessarily represent the population of SMEs or employees in general. Secondly,
although a multi-source approach allowing for a greater insight into the possible
effects of raters has been used, it would be preferable in future studies to combine
both the subjective and objective measures for the variables of interest. Another
limitation is that the data were collected at one point in time; that is, it was crosssectional. A longitudinal design is desirable and may solve problems of causality
(Taris, Kompier, De Lange, Schaufeli, & Schreurs, 2003), and it could perhaps
provide more insight into possible reciprocal relationships (Wright, Gardner,
Moynihan, & Allen, 2005).
Fourthly, more complex mental capacities, expertise and knowledge in a
certain field develop across age (Baltes & Smith, 1990; Ericsson, 1999; Schaie, 1994;
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Sigelman, 1999). Yet, these extensive repertoires of expert knowledge of older
workers may be less useful in occupations where the knowledge required for work is
constantly changing (Billett, 2011). Therefore, it would be interesting to repeat such a
research in knowledge-based organizations.
Fifthly, in this study, the analysis has been based on data obtained from SMEs
in various branches. Legal conditions and cultural factors of the particular branch,
especially in relation to aging, might affect the transferability of our results. The
meanings of demographic characteristics and social implications of a category, such
as age, are linked to many factors including national, cultural, and temporal contexts
(Williams & O’Reilly, 1998). According to Arnold (1997) and Peterson (1997), there
is a great lack of cross-national and cross-cultural comparative social science research
that would be advantageous for HRM practices. In this study, the age effects on
employability and innovative work behavior relationships were tested by using only
one sample from the Netherlands. Therefore, the relational meaning of demographic
characteristics might be different for employees from various cultures. Further
research is needed to understand the role of national cultures in this perspective.

Practical Implications
Aging of the working population has provoked an increased need to extend
employees’ work lives beyond the current official retirement age. SMEs are more
vulnerable to the demographic shift towards old age, and therefore, HRM practices
are highly important to them (Wognum & Horstink, 2010). In knowledge-based
economies, such as the Netherlands, where SMEs make up a large percentage of the
economy, highly-skilled employees are essential (Dundon & Wilkinson, 2009;
Stoffers & Van der Heijden, 2009). However, small firms often do not employ
professional experts to manage HRM issues (Bacon, Ackers, Storey, & Coates, 1996;
Hornsby & Kuratko, 2003); in fact what is often the case is that SME supervisors
conduct their own models of what is good HRM, and they are inclined to base their
practices on all kinds of negative stereotypical beliefs about older workers. These
beliefs might stem less from their current performance levels, yet more from fears of
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the supervisors in regard to the employees’ future prospects (Van der Heijden, De
Lange, Demerouti, & Van der Heijden, 2009). Persistent stereotypes include the
beliefs that older workers have great difficulty learning new technology, and that an
investment in their training provides a poor return (Gray & McGregor, 2003).
Awareness-raising campaigns (Evans & Pye, 2005) are useful to educate supervisors
and young professionals about their older counterparts, in order to reduce harmful
stereotyping and biases (Malatest, 2003). After all, all employees will age and have to
deal with the urge for longer productive careers (Billett, 2011).
Notwithstanding the importance of age, it is an employee’s performance
capacity, rather than his or her age, which is the most important consideration (Schalk
et al., 2010) in the light of HRM and employability enhancement practices, that are,
subsequently, aimed at stimulating innovative behavior. Because of continuously
changing technology and working conditions, learning as a career-long process has
become more and more important. Older employees need to have access to life-long
learning programs, as the latter give a clear signal that their knowledge is not
obsolete, yet in need for constant updating, and that older workers are a highly
appreciated asset to the company, given their previously built up experience base
(Žnidaršič, 2012). However, it is important to take into account that the methods of
training need to be adjusted to accommodate different learning patterns (Malatest,
2003) (e.g., older learners respond better to informal learning than formal (Berg &
Chyung, 2008). Unfortunatley, despite the call for life-long learning practices, up to
now, companies with a high share of older employees have tended to invest
significantly less in further training (Thijssen & Rocco, 2010; Verworn & Hipp,
2009). Hopefully our study will stress the importance to turn round common practice.
The concept of age management (Ilmarinen, 2006) involves an understanding
of age structures and strategy within the organization, as well as possessing accurate
attitudes towards age. The role of supervisors is essential to improve an age-friendly
work life (Ilmarinen, 2011). Since HRM practices in SMEs are essentially informal
(De Kok, Uhlaner, & Thurik, 2006; Wognum & Bartlett, 2002) age management
strategies in SMEs are likewise at the discretion of the respective supervisors. An
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age-conscious and well thought-out workforce plan, which includes mentoring,
training and flexible work options for retaining staff and corporate knowledge, can
formalize age management strategies (Pillay, Kelly, & Tones, 2010). For example,
employers could encourage succession planning and may provide routes where
accumulated expertise can be channeled into less demanding roles within the
organization (Evans & Pye, 2005). These practices should not only include
stimulating certain leadership roles, but also need to cover all essential professional
knowledge and roles. Since this is especially true in SMEs where professionals often
have a unique and singular position within the company (Leibold & Voelpel, 2006).
Obviously, social factors such as stereotypes, prior experience with mature workers,
and an awareness of aging issues, can hinder the implementation of formal age
management policies (Loretto & White, 2006; Pillay, Kelly, & Tones, 2010), and
need to be carefully taken into account.
According to Billett (2011), workers’ employability is conditional upon the
possibility to work, respond to new challenges, and demonstrate and develop
competences further. Employees themselves have the capacity and interest to secure
their employment, and to remain employable. However, the limited size and
resources of SMEs does not automatically imply a considerable amount of HRM
activities to support employees’ opportunities to develop themselves, and to enhance
innovative work behavior. Therefore, individual firms could strive to combine their
capabilities with other SMEs. After all, inter-ﬁrm collaboration allows for more
opportunities for employee learning and innovation (Lundvall, 1993; OECD, 2000).
The Employers Association for SMEs could initiate institutional frameworks for
improving collaborations within networks and clusters, and could support the linkage
with educational institutions (see also OECD, 2000). Inter-firm workplaces and
educational institutions are assumed to support employees’ development. It is
important, however, that employees themselves engage meaningfully and
intentionally in career development activities. That is to say, employability is the joint
responsibility of individual employees, workplaces, and educational institutions
(Billett, 2011).
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Chapter 4
Towards an HRM Model of Innovative Work Behavior Enhancement: A
Moderated Mediation Analysis

In this research, a moderated mediation model predicting the effects of Leader-Member Exchange
(LMX) and Organizational Citizenship Behavior (OCB) on innovative work behavior has been tested.
The results of structural equation modeling tests suggest that these predictors are indeed positively
correlated with innovative work behavior, through employability being a mediator. Moreover, it
appears that organizational politics moderates the relationship between employability and innovative
work behavior. Data from 487 pairs of employees and their immediate supervisors working in 151
Small and Medium-sized Enterprises (SMEs) supported our hypothesized model. Furthermore, pairedsamples comparisons have indicated that all inter-method correlations (employee and immediate
supervisor) of the model variables were positive, thereby supporting the validity of our measures. The
results of this empirical study have important consequences for the human resources management
strategies used in SMEs, aimed at enhancing innovative work behavior specifically in regards to the
awareness of perceived organizational politics.

1This

chapter is to be resubmitted (for a peer-reviewed journal in the domain of Human Resources

Management) as:
Stoffers, J. M. M., & Van der Heijden, B. I. J. M., Towards an HRM model of innovative work
behavior enhancement: a moderated mediation analysis.
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Introduction
Organizations that experience growth, frequently launch new product features,
offer better services, and incorporate more efficient and effective internal processes.
Therefore, in order to maintain and enhance their market share, ongoing innovation is
vital (De Jong & Den Hartog, 2010; Trias de Bes & Kotler, 2011). When employees
are innovative, organizations are better able to meet the changing demands of their
customers (Amabile, 1998). In order to better understand how innovative work
behavior can be enhanced, suitable predictor variables were hypothesized (Stoffers &
Van der Heijden, 2009) after having conducted a thorough literature review and indepth interviews that were held with highly innovative professionals and
entrepreneurs. Based on previous work, the quality of relationships with supervisors,
as defined by LMX (Leader-Member Exchange) (Graen, Novak, & Sommerkamp,
1982), was assumed to correlate with innovativeness (Graen & Scandura, 1987;
Volmer, Spurk, & Niessen, 2011). It was also hypothesized that employees are eager
to contribute in an innovative way, far more than their official roles and job
descriptions prescribe (Naqshbandi & Kaur, 2011); this behavior has been defined as
Organizational Citizenship Behavior (OCB) by Organ (1988). However, to achieve a
continuous flow of innovations, employees need to be willing and competent to
innovate as well (De Clippeleer, De Stobbeleir, Dewettinck, & Ashford, 2009; De
Jong & Den Hartog, 2007; Suzuki de Oliveira, Teixeira de Freitas, Aurélio Ferreira,
& Real Pereira, 2011). Previous research using a competence-based approach of
employability (Van der Heijde & Van der Heijden, 2006; Van der Heijden, De Lange,
Demerouti, & Van der Heijde, 2009b) supports the predictive validity of competences
in the light of innovative work behavior (Stoffers, Van der Heijden, & Jacobs, under
review).
Perceived organizational politics is an important phenomenon because of the
possible impact it could have on work outcomes (Weissenberger-Eibl & Teufel,
2011). The literature suggests that politics interfere with regular organizational
processes and may harm innovation at both the individual and organizational level
(Shoham, Vigoda-Gadot, Ruvio, & Schwabsky, 2012; Vigoda-Gadot, 2003). In our
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study, we will focus on the possible influence of perceived organizational politics on
the relationship between employability and innovative work behavior (see also
Stoffers, Van der Heijden, & Jacobs, under review).
The study that is reported in this article may make an important contribution
to the Employability and SME literature. In particular, we will examine the
moderated mediation of employability modelled with a significant combination of
variables and relationships. Despite the substantial increase in literature on
employability, there is lack of research into the way employability is embedded in the
SME context (see also Van der Heijden, 2011).
This study has two aims. Firstly, we identify predictor variables (LMX and
OCB) that may influence innovative work behavior directly and indirectly through
employability. Secondly, we examine whether perceived organizational politics
specifies as a moderator of this influence (see Figure 1).

Figure 1. An HRM Model of Innovative Work Behavior Enhancement
Note: H4a and H4b are mediation hypotheses

In the following section, an overview of the theoretical literature on the
concepts and relationships between the variables under study will be given, followed
by the formulation of our hypotheses. Afterwards, an explanation of the research
methodology. Next, the results of the pairwise comparisons of employee and
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supervisor ratings are presented. Structural Equation Modeling (SEM) was performed
in order to confirm the factor structure of the measurement instruments and to test our
hypothesized moderated mediation model. Finally, we will discuss our findings and
we will explore several possible future research perspectives. We will conclude with
several practical implications of our study.

Predictors of Innovative Work Behavior
Leader-Member Exchange (LMX)
Leaders and subordinates are involved in a role development process in which
decision latitude, influence, and autonomy are awarded to subordinates (Graen &
Cashman, 1975). The quality of the relationship between employees and their
supervisors has an important bearing on positive work outcomes, like performance
and innovativeness (Agarwal, Datta, Blakebeard, & Bhargava, 2012; Graen &
Scandura, 1987; Graen & Uhl-Bien, 1995). LMX models represent paramount
theoretical and empirical approaches to organizational leadership (Graen & UhlBien, 1995; Liden, Sparrowe & Wayne, 1997) and may be helpful to better
understand the impact of the quality of the exchange relationship in the light of workrelated outcomes such as innovative work behavior.
The LMX measure incorporates the evolution of leader-follower relationships
and the followers’ satisfaction with their leaders. LMX theory addresses a particular
facet of leadership that cannot be found in other theories: namely, the awareness that
leaders develop various types of relationships with their individual followers
(Fairhurst, 2007; Johansson, Miller, & Hamrin, 2011). Hence, LMX theory
emphasizes that there is a special significance in the individual relationship between a
leader and a follower, and focuses upon how reciprocal social exchanges develop,
nurture, and sustain that relationship. The relationship between both parties can
develop into a low-quality relationship based strictly on employment contracts (outgroup), or into a high-quality relationship that goes beyond formal employment
contracts (in-group) (Liden et al., 1997). Research suggests that mutual trust, respect,
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and obligation signify the true essence of relationships that are formed between
leaders and their subordinates (Graen & Uhl-Bien, 1995).
Employee innovative work behavior transcends the worker’s formal role
expectations and is not recognized explicitly (Bateman & Organ, 1983; Organ, 1997;
Miron, Erez, & Naveh, 2004). Janssen (2000) indicated that employees act more
innovatively to extend their job demands when they perceive that their leaders will
reward their efforts fairly. Under these circumstances, they perceive a balance
between work effort and supervisor encouragement and, as a consequence, will
respond more innovatively (Sanders, Moorkamp, Torka, Groeneveld, & Groeneveld,
2010). Summarized, previous research suggests that the quality of LMX relates
positively to employees’ work activities and innovative behavior (Basu & Green,
1997; Scott & Bruce, 1994; Sanders, Moorkamp, Torka, Groeneveld, & Groeneveld,
2010; Van der Heijden, Boon, Van der Klink, & Meijs, 2009a).

Organizational Citizenship Behavior (OCB)
Innovative work behavior among staff members protects an organization and
better prepares it to cope with the ever-changing environment (De Jong & Den
Hartog, 2010). Organizations become more reliant on a workforce that is eager to
contribute to innovativeness, and that does not take its formal role requirements into
account. More and more, OCB is essential or crucial for organizational endurance
(Podsakoff, Whiting, Podsakoff, & Blume, 2009). According to Organ (1988, p. 4),
“organizational citizenship behavior(s) (OCB) are behavior(s) of a discretionary
nature that are not part of employees’ formal (role) requirements, but nevertheless
promote the effective functioning of the organization.” Organ (1988) identified five
types of OCB: altruism, conscientiousness, sportsmanship, courtesy, and civic virtue,
and stated that OCB are voluntary by nature. As such, individual behavior is a matter
of personnel choice, although context does play a role (see also Podsakoff,
MacKenzie, Paine, & Bachrach, 2000), yet highly important in the light of
organizational effectiveness. That is to say, organizational effectiveness is greatly
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dependent upon employees being proactive and generous to the organization
(Podsakoff & MacKenzie, 1997; Van Dyne, Graham, & Dienesch, 1994).
Podsakoff et al. (2000), who built upon the work done by George and Brief
(1992) and George and Jones (1997), stated that individual initiative is essentially a
form of OCB. They defined it as a type of voluntary behavior beyond what is
minimally required or generally expected, such as acts of creativity and innovation
which have been designed to improve one’s tasks or an organization’s performance.
Moreover, they have given examples for how employee OCB influence
organizational effectiveness positively: interacting with customers, voluntarily
extracting market information and suggesting how to respond; attending and
participating in meetings, assisting in the dissemination of information within an
organization, resulting in enhanced responsiveness; volunteering to take on new
responsibilities or to learn new skills to improve the organization’s capacity to adjust
to changes in its environment. We hypothesize that this OCB should influence
innovative work behavior positively.

Innovative Work Behavior
De Jong and Den Hartog (2010) suggested that innovative work behavior
expands an organization’s innovative abilities. Highly-qualified staff members who
possess the competencies, resources, and technologies to adopt innovation are
essential since their qualities make an external imitation more difficult, and permit
organizations to sustain competitive advantages (Lengnick-Hall, 1992; Lieberman &
Montgomery 1988; Trias de Bes & Kotler, 2011). Farr and Ford (1990) defined
innovative work behavior as an individual’s behavior that aims to achieve initiation
and intentional introduction (within a work role, group, or organization) of new and
useful ideas, processes, products, or procedures.
Research has shown that the innovative behavior of employees - defined as
the creation, introduction, and application of new ideas to benefit performance
(Amabile, 1988; Janssen, 2000) - is decisive for long-term organizational endurance
(Kanter, 1988; Pierce & Delbecq, 1977; Van de Ven, 1986). Janssen (2000, 2001,
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2003, 2004, 2005) and Van der Vegt and Janssen (2003) contended that innovative
work behavior can be linked to stages in the innovation process (idea generation, idea
promotion, and idea realization). Thus, innovative work behavior is creative behavior,
but at the same time it also includes managed promotion and implementation of
creative ideas (Amabile, Conti, Coon, Lazenby, & Herron, 1996; Woodman, Sawyer,
& Griffin, 1993).
Based on the literature study above, the following hypotheses have been
formulated: Hypothesis 1a: Leader-Member Exchange correlates positively with
Innovative Work Behavior. Hypothesis 1b: Organizational Citizenship Behavior
correlates positively with Innovative Work Behavior.

Employability: Towards A Mediation Model of Innovative Work Behavior
Continuous changes in market places and working conditions require
employees to adapt to the demands of new situations by learning new skills and by
acquiring new knowledge (Hedge, Borman, & Lammlein, 2006). Ideally, employees
should possess the skills, expertise, and knowledge to interact with stakeholders
inside and outside the organization, now and in the future (De Clippeleer et al., 2009;
Van der Heijden, 2005). Employees should also be able to assimilate new
occupational expertise and, subsequently, apply it to new areas of work (De Cuyper,
Bernhard-Oettel, Berntson, De Witte, & Alarco, 2008; Van der Heijden, 2005). This
will in turn, increase both employability (or career potential) (Berntson & Marklund,
2007; Fugate & Kinicki, 2008; Rothwell & Arnold, 2007; Van der Heijde & Van der
Heijden, 2006; Van der Heijden, 2011), and, through this, their (future) innovative
work behavior as well.
Employability can be defined as the “continuously fulfilling, acquiring or
creating work through the optimal use of competences” (Van der Heijde & Van der
Heijden, 2006, p. 453) by incorporating a permanent process of acquisition and
fulfillment of employment inside and outside the current organization, now and in the
future (Van der Heijden et al., 2009a). These competences are “the behavioral result
of conceptions, personal capabilities, and motivational, personality, and attitudinal
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factors” (Van der Heijde & Van der Heijden, 2003, p. 6). Van der Heijde and Van der
Heijden (2006) conceptualized employability at the individual level, combining
occupational expertise (Van der Heijden, 2000) with more generic competences.
Research in various contexts and among professionals working in a number of
occupations has provided empirical support for this operationalization into five
dimensions of employability: (a) occupational expertise; (b) anticipation and
optimization; (c) personal flexibility; (d) corporate sense; and (e) balance (Van der
Heijden, 2005, 2011; Van der Heijde & Van der Heijden, 2006; Van der Heijden &
Bakker, 2011). The operationalization by Van der Heijde and Van der Heijden (2006)
is consistent with the conceptualizations of Fugate, Kinicki, and Ashforth, (2004, p.
16) who have defined employability as “a form of work-speciﬁc active adaptability
that enables workers to identify and realize career opportunities”.
As regards the predictive value of LMX in the light of innovative work
behavior, we expect that having sufficient interaction with supervisors offers
employees the possibility to obtain adequate information and support in tackling
challenging tasks and responsibilities. For the employee this interaction can also lead
to acquiring a professional network, both inside and outside the organization, thus
resulting in more positive work attitudes and behavior (Bakker & Demerouti, 2007;
Van der Heijden, 2005; Van der Heijden et al., 2009a). Howell and Hall-Meranda
(1999) have found high-quality LMX to be positively related to employee
performance and positively related to employability dimensions (Van der Heijden,
Boon, Van der Klink, & Meijs, 2009a). Previous research has already indicated that a
positive relationship with a supervisor enhances an employee’s employability (Van
der Heijden, 2005; Van der Heijden et al., 2005). Therefore, we hypothesize that
LMX is positively related to employability.
The consequences of OCB have not been studied as thoroughly as their
antecedents (Podsakoff et al., 2000; Podsakoff et al., 2009; Scott, 2007). Moreover,
up until now, research concerning the effects of OCB has only focused on the
intended beneficiaries (e.g., for individuals, groups, and organizations); it has not
examined the consequences for those engaging in OCB (Spitzmuller, Van Dyne, &
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Ilies, 2008). In only a few previous studies, OCB was thought to be as an antecedent
of outcomes. For example, it appears that supervisors give higher performance ratings
to those who engage in more OCB (MacKenzie & Podsakoff, 1999; MacKenzie,
Podsakoff, & Fetter, 1991, 1993; Podsakoff et al., 2000; Podsakoff et al., 2009). In a
similar vein, Spitzmuller et al. (2008), following their social psychological approach,
have argued that pro-social behavior facilitates an individual’s development in the
subsequent stages of life (Hanson, Larson, & Dworkin, 2003; Penner, Dovidio,
Piliavin, & Schroeder, 2005). However, such results should be interpreted with
caution since social psychological research differs from that conducted in
organizational settings (Spitzmuller et al., 2008).
Podsakoff et al. (2000) suggested that in developing one’s individual character
can be seen as a key dimension of OCB (see also Katz, 1964, George & Brief, 1992).
This includes voluntary employee behavior to improve knowledge, skills, and
abilities to perform better in current or future positions in the organization, and to
expand contributions to the organization (George & Brief, 1992). Concrete,
Podsakoff et al. (2000) mentioned the ways in which employee OCB influence
organizational effectiveness positively: assisting with training and acclimatizing new
colleagues, reducing intergroup conflict, permitting supervisors to delegate more
responsibility, volunteering to take on new responsibilities or learn new skills, and
participating in meetings. We assume that such employee behavior is positively
associated with employability as well. Therefore, we have formulated the following
hypotheses: Hypothesis 2a: Leader-Member Exchange correlates positively with
employability. Hypothesis 2b: Organizational Citizenship Behavior correlates
positively with employability.
Delaney and Huselid (1996) argued that employee participation and
empowerment, combined with extensive employee training and related HRM
practices, have a positive effect on innovation, for instance, as expressed in the
capacity to introduce new products and services (Guthrie, Liu, Flood, & MacCurtain,
2008). Innovative work behavior (Janssen, 2000) depends on the knowledge, skills,
and expertise of employees (Leonard & Sensiper, 1998; Youndt, Snell, Dean, &
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Lepak, 1996; Verworn & Hipp, 2009). By investing in enhancing employee
competencies and employability, innovative work behavior can be nurtured. Previous
empirical work has indicated that employability enhancement appears to contribute to
innovative work behavior (Stoffers, Van der Heijden, & Jacobs, under review).
Therefore, we have formulated the following hypothesis: Hypothesis 3:
Employability correlates positively with innovative work behavior.
As a result of LMX and OCB, improved knowledge, skills, and abilities
(George & Brief, 1992) can be achieved, hence representing employees’
employability (career potential). As a result of the increased amount of knowledge,
skils, and expertise (Leonard & Sensiper, 1998; Youndt, Snell, Dean, & Lepak, 1996;
Verworn & Hipp, 2009), the amount of innovative work behavior that employees
show is expected to rise as well. On the basis of previous research, we expect that
LMX and OCB can enhance employees’ innovative work behavior through
employability. Hypothesis 4a: Employability (partially) mediates the relationship
between Leader-Member Exchange and innovative work behavior. Hypothesis 4b:
Employability (partially) mediates the relationship between OCB and innovative
work behavior.

Perceived organizational Politics as a Moderator
Organizational politics is a widespread phenomenon that can be found in each
and every organization. It is inherent to all interactions and, therefore, it is an
essential organizational component to take into account in empirical research (Ferris
& Treadway, 2012; Friedberg, 1995; Pfeffer, 1992; Weissenberger-Eibl & Teufel,
2011). Moreover, perceptions of organizational politics serve as a central dimension
that employees use in sense-making within organizational life (Parker, Dipboye, &
Jackson, 1995). They refer to multi-dimensional, subjective, and context-specific
psychological phenomena; individuals respond to what they perceive and not
necessarily to what is objectively real (Ferris, Frink, Galang, Zhou, Kacmar, &
Howard, 1994). What matters in this regard is how employees perceive political
behavior within the organization, how inaction by other members is perceived as
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“going along to get ahead”, and how pay and promotions are perceived to be applied
politically by others (Ferris, Russ, & Fandt, 1989; Kacmar & Ferris, 1991).
Ferris et al. (1989) developed a conceptualization of organizational politics in
which the individual’s perception of events is interpreted as his or her view of reality,
propelling cognitive and behavioral responses (Ferris & Treadway, 2012). They
defined such politics as “a social influence process in which behavior is strategically
designed to maximize short-term or long-term self-interest, which is either consistent
with, or at the expense of others’ interests” (Ferris et al., 1989, p. 145). Previously,
scholars examined the perceptions of organizational politics and their detrimental
effects on employees’ job satisfaction (Valle & Witt, 2001), and job performance
(Chang, Rosen, & Levy, 2009; Maslyn & Fedor, 1998). Parker et al. (1995) noted that
employees who perceived a higher level of organizational politics view their
organization as being less supportive of innovation.
Specifically, a work atmosphere in which there is trust, openness, and
collaboration will enhance innovation (West, 1990; West & Wallace, 1991), whereas
organizational politics impair trust, openness, and collaboration, hence, interfering
with the innovation process (Vigoda-Gadot & Vashdi, 2012), and hindering
innovational efforts (Frost & Egri, 1991; Kanter, 1984). We assume that perceived
organizational politics may weaken the positive association between employability
and innovative work behavior given its previously mentioned detrimental effects.
Possibly, employees’ knowledge and skills development resulting in innovative
ability and –behavior is hindered in case of a negative work atmosphere and a nonlearning climate. Learning is important, especially in middle and higher-level jobs,
and includes both an adaptive as well as an innovative character (see for instance
Ellström, 2010). Learning climate (e.g. interaction, communication, co-operative
structures) can be experienced, understood, perceived and valued in highly different
ways (Ellström, 2010). Therefore, the following hypothesis was formulated:
Hypothesis 5: Perceived organizational politics negatively moderate the relationship
between employability and innovative work behavior.
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Methods
Participants and Procedures
Respondents comprised employees and supervisors of SMEs working in the
province of Limburg, the Netherlands. Using the European Union’s definition, SMEs
include companies that employ fewer than 250 employees. The validity of self-ratings
appears to be higher (Mabe & West), and leniency effects are suppressed (Arnold &
MacKenzie Davis, 1992; Hoffman, Nathan, & Holden, 1991), when employees are
cognizant that supervisors are also providing ratings. Participants filled several job
types primarily at the middle and higher occupational level since more complex and
non-routine professions allow more opportunities for individual innovation (Scott &
Bruce, 1994). Purposive selection was done based upon sampling criteria including: a
geographical representation of the SMEs, their various branches, and the willingness
of the company to improve employability and the innovative work behavior of their
employees. Companies were approached through the researchers’ personal contacts in
association with the Province of Limburg and the Employers Association for SMEs in
Limburg (convenience sampling).
The final sample consisted of 487 pairs of (employees and their immediate
supervisors) working in 151 SMEs. From the employees, 59.5% were men and 40.5%
were women; 52.4% of the employees were younger than 40 years old, and 47.6%
were older than or equal to 40. The mean age of the employees was 38 years (SD =
11.05) and the average length of service in their organization was 7.43 years (SD =
5.51). Almost 82% of the supervisors were men and 18.1% were women, the mean
age of the supervisors was 43 years old (SD = 9.23).
An independent agency administered a web questionnaire under the
researchers’ supervision to ensure respondent anonymity and to mitigate social
desirability. Participants received an anonymous response report showing their scores
on the variables, interpretation guidelines, and a framework concerning ways to
improve future employability. The supervisors completed a questionnaire which
consisted of amended items phrased to assess their corresponding subordinates. To
avoid collecting invalid information, due to the training or fatigue of overburdened
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supervisors, and in order to protect data independence, one supervisor filled out
ratings for a maximum of three employees (see also Van der Heijden, 2000), striving
to accomplish an adequate distribution of respondents across departments and
education levels. To prevent common-method bias, it is important to obtain data on
independent and dependent variables from different sets of respondents (Doty &
Glick, 1998; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; Podsakoff & Organ,
1986; Spector, 1987). Data on employability, LMX, and perceived organizational
politics were obtained from the employees themselves, and data on OCB and
innovative work behavior were obtained from their immediate supervisors.

Measures
Employability was measured using the thoroughly validated, five-dimension
scale from Van der Heijde and Van der Heijden (2006) (Van der Heijden & Bakker,
2011). The five dimensions included: (a) occupational expertise (15 items), (b)
anticipation and optimization (8 items), (c) personal flexibility (8 items), (d)
corporate sense (7 items), and (e) balance (9 items). Sample items were: (a) I consider
myself competent to provide information on my work in a way that is
comprehensible; (b) I consciously devote attention to applying my newly acquired
knowledge and skills; (c) I adapt to developments within my organization; (d) I share
my experience and knowledge with others; and (e) I achieve a balance in alternating
between reaching my own career goals and supporting my colleagues. The construct
was measured using 47 items, with all items scored on a six-point Likert scale
ranging from 1 (not at all/never) to 6 (considerable degree/very often), depending on
the item’s wording.
Quality of supervisor-employee relationship was measured using Graen et
al.’s (1982) LMX instrument. The supervisor-employee relationship was assessed
using a seven-item version of the instrument. Six items assessed leader-member
relationships on three dimensions: (a) trust (2 items); (b) respect (2 items) (c)
obligation (2 items); and one global item addressing (d) relationship quality. Sample
items were: (a) Regardless of how much formal authority he/she has built into his/her
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position, what are the chances that your leader would use his/her power to help you
solve problems in your work?; (b) Do you know where you stand with your leader?;
(c) I have enough confidence in my leader that I would defend and justify his/her
decision if he/she were not present to do so; and (d) How would you characterize
your working relationship with your leader? Participants scored items on a five-point
Likert scale ranging from 1 (not at all) to 5 (extremely).
Organizational Citizenship Behavior: Podsakoff, MacKenzie, Moorman and
Fetter (1990) developed a twenty-four item OCB questionnaire based on five
dimensions: (a) altruism (5 items); (b) conscientiousness (5 items); (c) sportsmanship
(5 items); (d) courtesy (5 items); and (e) civic virtue (4 items). Example items
included: (a) This worker helps others who have heavy workloads; (b) This worker
believes in giving an honest day’s work for an honest day’s pay; (c) This worker
consumes a lot of time complaining about trivial matters; (d) This worker tries to
avoid creating problems for co-workers; (e) This worker attends meetings that are not
mandatory, but are considered important. Participants rated these items on a sevenpoint Likert scale ranging from 1 (strongly disagree) to 7 (strongly agree).
Perceptions of organizational politics were measured using Kacmar and
Carlson’s (1997) instrument. Their instrument comprises 15 items and three
dimensions: (a) general political behavior (2 items); (b) go along to get ahead (7
items); and (c) pay and promotion policies (6 items). Examples items were: (a)
People in this organization attempt to build themselves up by tearing others down; (b)
Agreeing with powerful others is the best alternative in this organization; and (c)
When it comes to pay raise and promotion decisions, policies are irrelevant. Items
were scored on a five-point Likert scale ranging from 1 (strongly disagree) to 5
(strongly agree).
Innovative work behavior was measured using a nine-item scale developed by
Janssen (2000, 2001, 2003, 2004, 2005), based on three dimensions: (a) idea
generation (3 items); (b) idea promotion (3 items); and (c) idea realization (3 items).
Examples included: (a) This worker creates new ideas for improvements; (b) This
worker mobilizes support for innovative ideas; and (c) This worker transforms
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innovative ideas into useful applications. Items were scored using a seven-point
Likert scale with a response format ranging from 1 (never) to 7 (always).
The measures for LMX and the Perceptions of organizational politics used in
this study were originally constructed in English. The translation-back translation
methodology has been used to establish conformity of meaning and to heighten
linguistic qualities (Hambleton, 1994). The Dutch translated scales were pretested
using a sample of employees and managers in Limburg SMEs, in order to validate the
translation. For the OCB, the employability and the innovative work behavior
measures previously validated translations have been used (see, respectively, De
Clercq, Fontaine, & Anseel, 2008, Van der Heijde &Van der Heijden, 2006, Janssen,
2001).

Preliminary Analyses
All employability dimensions (self-ratings) demonstrated good internal
consistencies, with Cronbach’s alpha coefficients ranging from .78 to .91. Alpha
coefficients for the LMX subscales (self-ratings) ranged from .69 to .76. Coefficients
for the OCB subscales (supervisor ratings) were .57 to .83, and for Perceptions of
organizational politics (self-ratings), .65 to .82. The innovative work behavior
subscales (supervisor ratings) also demonstrated good internal consistencies, with
Cronbach’s alpha’s ranging from .90 to .92.
Inter-correlations between the self-rated employability subscales ranged from
.27 to .60 (p < .01); between the self-rated LMX subscales ranged from .56 to .70 (p <
.01); between the supervisor -rated OCB subscales ranged from .35 to .62 (p < .01);
between the self-rated perceptions of organizational politics subscales ranged from
.30 to .57 (p < .01); and between the supervisor -rated innovative work behavior
subscales ranged from .77 to .81 (p < .01).
As regard the employability dimensions (self-rated), we have found that most
of them significantly correlated with the other model variables (53 of 75
correlations), and for the self-rated LMX (60 of 64 correlations), for supervisor-rated
OCB (68 of 75 correlations), for self-rated perceptions of organizational politics (43
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of 51 correlations), and for supervisor-rated innovative work behavior dimensions (42
of 51 correlations) (see Table 1 for all specific correlations among model variables.

Pairwise Comparisons
Since a considerable number of combined ratings were collected from both
employees and immediate supervisors, for employability, LMX, OCB, and for
innovative work behavior, comparisons between scale means for the two groups were
possible. Cronbach’s alphas for the employability, LMX, OCB, and innovative work
behavior scales showed that with the exception of the balance subscale for
employability and for all LMX subscales, all remaining supervisor alpha coefficients
were higher in comparison to their corresponding self-ratings. Paired-samples t-tests
confirmed that for each employability dimension, self-ratings were relatively higher
in comparison with the supervisor ratings, although the correlation for the balance
subscale was not significant. For each LMX and OCB dimension, self-ratings were
higher than the corresponding supervisor ratings. On the contrary, for each innovative
work behavior dimension, the self-ratings were lower than the corresponding
supervisor ratings, although the pairwise difference pertaining to the subscale idea
generation was not significant. Hetero, paired-samples comparisons were made, and
the outcomes suggested that the correlations between each pair ranged from .25 to .32
(p < .001) for employability, from .21 to .36 (p < .001) for LMX, from .19 to .33 (p <
.001) for OCB (subscale courtesy n.s.), and from .28 to .33 (p < .001) for the
innovative work behavior dimensions. All inter-method correlations appeared to be
significantly positive (see Table 2 for specific outcomes). The convergence of two
indicators for the same scale supports the validity of both (Cronbach, 1990).
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Structural Equation Modeling
Structural equation modeling (SEM) analyses were carried out using the
AMOS software package (Arbuckle, 2006). To establish a parsimonious model
(Jöreskog, 1993) encompassing relationships among LMX, OCB, innovative work
behavior, employability, and perceived organizational politics, we tested a baseline
model and modified subsequent models based on previous results. Five different
models were tested indicating measures of model parsimony. The strengths of the
relationships among constructs within the models were also taken into account, and
guided our choices regarding inclusion or exclusion of specific paths in subsequent
models.
Maximum likelihood estimation of covariance matrices was used in all SEM
analyses, and model fit was assessed using three indices: normed chi-square (χ2/df)
(Jöreskog, 1969), root mean square error of approximation (RMSEA), and the
goodness of fit index (GFI). As a rule of thumb, a GFI > .90 and a RMSEA < .08
indicate a reasonable fit between the model and the data (Browne & Cudeck, 1993).
Subscale scores for the different dimensions of each construct were used as estimates
of the latent constructs instead of raw scores for all constituting items (Coffman &
MacCallum, 2005).
Before testing structural relationships among the model variables, it was
necessary to establish that the latent variables represented distinct constructs. Three
of the constructs (LMX, employability, and perceived organizational politics) were
self-measures captured from employees, and two of the constructs (OCB and
innovative work behavior) were captured from employees’ immediate supervisors. To
test both convergent and discriminant validity, a confirmatory factor analysis (CFA)
using SEM was conducted. Again, scale scores were used as estimates of latent
construct indicators instead of raw scores. Results of the CFA suggested both
convergent and discriminant validity. Chi-square/df was 2.832, RMSEA was .061,
and GFI was .913. Based on these results, the authors assumed construct validity was
established.
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Model Tests
Model 1 was a baseline model aimed to test hypotheses H1a, H1b, H2a, and
H2b. The model suggested that both LMX and OCB, on the one hand, correlate with
employability and innovative work behavior, on the other hand. A SEM model was
constructed and tested to establish that subsequent alternative models were warranted.
Hypothesis 3 suggested that employability relates positively to innovative work
behavior, which was aimed to test in Model 2. A separate SEM model was
constructed and tested in order to establish clearly that this relationship exists absent
complications added by testing other relationships in the same model. Establishment
of this relationship played a large role in subsequent models, hence the separate
model.
Hypotheses 4a and 4b stated that employability partially or fully mediates
relationships between both LMX and OCB, on the one hand, and the endogenous
construct innovative work behavior, on the other hand. Model 3, the partially
mediated model, was tested with employability as a mediator and with the direct
effects between LMX/innovative work behavior and OCB/innovative work behavior
included in the model. Model 4 was identical to Model 3 except that the direct effects
had been removed, leaving employability as a fully mediated construct. Models 3 and
4 were compared with one another by using two criteria. First, the results from the
SEM analyses were compared to determine which model provided a more
parsimonious fit. Second, the beta coefficients for the relationships among constructs
were examined in both models to determine which model accounted for more
explained variance in predicting work innovative behavior. From these criteria, either
Model 3 or 4 was chosen as the baseline model for Model 5.
Model 5 was aimed to test Hypothesis 5, in suggesting that perceived
organizational politics moderates negatively the relationship between employability
and innovative work behavior. Moderation analyses using SEM is not easy as there
are no observable data points to serve as estimates of the moderating latent construct
(Hayduk, 1987; Kenny & Judd, 1984). Some approaches that were suggested in the
literature produced unmanageable SEMs (Marsh, Wen, & Hau, 2004, 2006), resulting
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in models that could be estimated, yet with high ambiguity when it comes to
interpretation. This is especially a problem since our study built upon both alternative
modeling and model generation techniques; the ability to contrast models was
paramount to the study’s purpose.
Based on recommendations from Marsh et al. (2004, 2006), we have used an
unconstrained approach in order to construct observable variables for estimating our
interaction term: a latent (moderating) variable. First, an exploratory factor analysis
(varimax rotation, Eigenvalues > 1) was conducted using the five variables that
estimated the employability construct, and the three variables that estimated the
perceived organizational politics construct, as latent factors. Factor loadings from the
analysis were ordered in descending magnitude, and the top three employability
variables were paired with the perceived organizational politics variables according to
their magnitude. The employability variable with the highest magnitude was
multiplied by the perceived organizational politics variable with the highest
magnitude to create a variable to estimate the interaction, a latent construct. The same
was done for the second and third highest magnitude factor loadings. The result was
three observable variables, serving as estimates for the latent moderator variable (i.e.,
the product of employability and perceived organizational politics) (Marsh et al.,
2004, 2006).

Results
The results obtained from the SEM test of Model 1 suggested a good fit. Chisquare/df was 3.091, RMSEA was .066, and GFI was .918 (see Table 3 for more
specific outcomes). A closer look at the beta coefficients for the relationships tested
in Model 1 revealed that Hypotheses 1b, 2a, and 2b were supported with our data.
However, Hypothesis 1a, which suggested that there was a relationship between
LMX and innovative work behavior, was rejected. Although this hypothesis was not
supported, we continued our empirical work by making subsequent analyses, hoping
to reveal more about this relationship in other models. This was especially true since
the correlation between OCB and innovative work behavior was strong. Perhaps OCB
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was accounting for so much variance in innovative work behavior that no variance to
explain remained for LMX. Since both relationships were removed in Model 4,
results from the baseline model were considered adequate in order to continue with
subsequent analyses without any need for modification.

Figure 2. Baseline Model (Model 1)
*p < .01; **p < .001; † n/s

Table 3. Structural Equation Analyses’ Results for all Models
Model

χ2

N

df

Null Model for Model 1

487

136

4148.967

1. Baseline Model

487

114

487

3. Partial Mediation

χ2/df

RMSEA

GFI

30.507

.246

.371

352.361

3.091

.066

.918

19

91.951

4.840

.089

.957

487

113

350.886

3.105

.066

.919

4. Full Mediation

487

115

475.556

4.135

.080

.900

5. Moderator

487

163

869.965

5.337

.094

.856

2. Employability/ Innovative
Work Behavior

Model 2 was meant to be used to test Hypothesis 3, hence, proposing a
relationship between employability and innovative work behavior. The results
obtained from the SEM analyses suggested a good fit. Chi-square/df was 4.840,
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RMSEA was .089, and GFI was .957. The beta coefficient for the relationship was
significant so Hypothesis 3 was supported. We concluded that the subsequent testing
of Models 3 and 4 had been warranted.

Figure 3. Employability and Innovative Work Behavior (Model 2)
*p < .001

Model 3 was an elaboration of the baseline model (Model 1) with the
relationship found in Model 2 incorporated as well. Model 3 comprised a partially
mediated model since direct relationships between both LMX and OCB were
included, on the one hand, and innovative work behavior, on the other hand, were
included as well. Results of the SEM analyses suggested a good fit. Chi-square/df
was 3.150, RMSEA was .066, and GFI was .919. Similarly to the outcomes of Model
1, the relationship between LMX and innovative work behavior appeared to be not
significant. In addition, the significant relationship between employability and
innovative work behavior, that was found after testing Model 2, was not found in the
Model 3 test results. Hence, Hypothesis 4a, which suggested that employability
mediates the relationship between LMX and innovative work behavior, was not
supported with our data. Similarly, Hypothesis 4b, which suggested that
employability mediated the relationship between OCB and innovative work behavior,
was not supported either.
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Figure 4. Partially Mediated Model (Model 3)
*p < .01; **p < .001; † n/s
Model 4 was identical to Model 3 except for the fact that the direct effects of
LMX and OCB on innovative work behavior were removed. Consequently, this
comprised a fully mediated model. Results of the SEM analyses suggested a good fit.
Chi-square/df was 4.135, RMSEA was .080, and GFI was .900. Unlike the outcomes
of Model 3, the relationship between employability and innovative work behavior
appeared to be significant, herewith supporting both Hypotheses 4a and 4b.
Comparing Models 3 and 4, SEM analyses suggested that Model 3 provided a
more parsimonious representation of data. Moreover, its fit indices were better in
comparison with the one’s for Model 4. However, a closer look at the strength and
significance of the relationships in both models suggested that Model 4 was superior
in that all its model relationships were found to be significant. We concluded that the
practical implications of choosing a model confirming its hypothesized relationships,
rather than global measures of fit, are a more important contribution to the literature.
Consequently, Model 4, the fully mediated model, was chosen as the preferred model
for Model 5.
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Figure 5. Fully Mediated Model (Model 4)
*p < .01; **p < .001

Model 5 was identical to Model 4 except for the fact that perceived
organizational politics was included as a moderator in the relationship between
employability and innovative work behavior. Results of the SEM analyses suggested
a moderately good fit; and indeed indicated a negative moderation effect. Chisquare/df was 5.337, RMSEA was .094, and GFI was .856. Although the SEM results
were less impressive than those pertaining to Model 4, all of the hypothesized
relationships appeared to be significant. In support of Hypothesis 5, perceived
organizational politics moderated the relationship between employability and
innovative work behavior negatively.
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Figure 6. Moderated Model (Model 5)
*p < .01; **p < .001

Discussion
Employee versus Supervisor Ratings
In this study, 487 pairs of combined ratings were collected from both
employees and immediate supervisors, allowing noteworthy comparisons to be made
between the two groups. Cronbach’s alpha coefficients for the employability, LMX,
OCB, and innovative work behavior constructs demonstrated that, with the exception
of the balance subscale for employability and all LMX subscales, all supervisor
reliability coefficients were higher in comparison to the corresponding self-ratings. A
possible explanation for this might be that the ratings from employees reveal a
reliable and valid - though more differentiated - self-image. The halo effect (Fisicaro
& Lance, 1990; Hoffman et al., 1991; Jennings, Palmer, & Thomas, 2004; Lance,
LaPointe, & Fisicaro, 1994; Lefkowitz, 2000) might be a possible explanation for
these results. Extant studies indeed suggested that the halo effect is not as prominent
in self-ratings as in corresponding supervisor ratings (Fox, Caspy, & Reisler, 1994;
Thornton & Krause, 2009; Van der Heijde & Van der Heijden, 2006; Van der
Heijden, 2000, 2011; Van der Heijden & Verhelst, 2002). It is very interesting to note
that the supervisor coefficients of LMX were lower in comparison to the
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corresponding self-ratings. This outcome supports the previously mentioned
explanation that self-ratings are more differentiated; in our case pertaining to
assessment of leadership qualities of the supervisors themselves.
Outcomes from the paired-samples t-tests for employability, LMX, and OCB
indicated that for each scale, self-ratings were higher than the corresponding
supervisor ones, although the difference in means for the balance dimension for
employability was not significant. The tendency for employees to be relatively more
positive about themselves (leniency effect) (Arnold & MacKenzie Davis, 1992;
Cascio, 1991; Cooper, 1981; Fox et al., 1994; Golden, 1992; Huber & Power, 1985;
Shore & Thornton, 1986; Tsui & Ohlott, 1988) was found in our data as well. Rating
discrepancies might also be explained by the fact that supervisors judge employee
performance and behavior relatively more harshly; that is to say, the hardiness effect
may be an explanatory factor as well (Oosterveld & Vorst, 1996; Van der Heijde &
Van der Heijden, 2006).
Outcomes from the paired-samples t-tests for innovative work behavior
indicated that for each construct, supervisor ratings were higher than the
corresponding self-ratings, even though the discrepancy for idea generation was not
significant. These results could possibly be explained by supervisor leniency bias
(i.e., systematically overstating employee innovative work behavior) (Giebe &
Gürtler, 2012; Medoff & Abraham, 1980; Prendergast, 1999). Innovation is an
essential indicator in SMEs. After all, SMEs comprise working organizations
characterized by small hierarchical distances between supervisors and employees,
which might imply that immediate supervisors share (together with employees) equal
responsibility for their departments or subdivision innovation. SME supervisors may
also have a tendency to assess employee innovative performance and behavior
leniently (Hall & Madigan, 2000) because poorly perceived innovation could harm a
supervisor’s reputation.
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Towards an HRM Model of Innovative Work Behavior Enhancement
The purpose of this study was to empirically test and validate a model
encompassing relationships among important HRM variables: LMX, OCB,
employability, perceived organizational politics, and innovative work behavior. As
hypothesized, LMX and OCB both correlate positively with employability, and
employability, in its turn, is positively associated with innovative work behavior. It is
interesting to note that all relationships in the fully mediated model were significant
and more favorable in comparison with the partially mediated model. Consequently,
employability appears to be a construct fully mediating the relationship between
LMX and OCB, on the one hand, and innovative work behavior, on the other hand.
As hypothesized, perceived organizational politics negatively moderated the
relationship between employability and innovative work behavior.
Although some progress is apparent (De Clippeleer et al., 2009), scholarly
research into competence-based antecedents (such as employability) of innovative
work behavior has received little empirical attention up to now. Yuan and Woodman
(2010) and Rank, Pace, and Frese (2004) asserted that several studies revealed
important antecedents of innovative work behavior, including organizational culture
and climate (Scott & Bruce, 1994; West & Anderson, 1996), leadership and
relationship with supervisors (Janssen & Van Yperen, 2004; Jung & Avolio, 1999;
Scott & Bruce, 1994), job characteristics (Oldham & Cummings, 1996), social/group
context (Munton & West, 1995), and personality (Bunce & West, 1995; George &
Zhou, 2002; Oldham & Cummings, 1996). In this study, an HRM model of
innovative work behavior enhancement, fully mediated by employability, has been
established, contributing to the employability and innovative work behavior
literature. The benefits of maintaining close relationships and high-quality exchanges
between employee and supervisor (LMX) and individual development due to
employees’ discretionary behavior (OCB) have been shown to have an indirect effect
on innovative work behavior, through its positive effects on workers’ career potential.
The predictiors in our HRM model (LMX and OCB) enable a further development of
employees (Podsakoff et al., 2000) and contribute to their employability (Van der
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Heijden et al., 2009a). Since HRM practices in SMEs are largely informal (De Kok,
Uhlaner, & Thurik, 2006; Wognum & Bartlett, 2002), and financial resources for
educational programs are limited, a mix of formal and informal learning opportunities
should be encouraged. Close relationships and high-quality exchanges between an
employee and his or her supervisor- particularly in SMEs with shorter
communication lines and less distance (Van der Heijden, 2002, 2011) - provide space
and freedom for discretionary behavior that may enhance workers’ career potential,
and herewith increasing the possibility to show innovative work behavior.
Organizational politics interfere and hinder innovation processes (Frost &
Egri, 1991; Kanter, 1984; Vigoda-Gadot & Vashdi, 2012). Our results suggest that
perceived organizational politics negatively moderate the relationship between
employability and innovative work behavior. Bodla and Danish (2008) already stated
that various performance variables are related to perceptions of organizational
politics, but that the relationships differ substantially across occupational sectors, and
that they are higher in public sectors. In our study among SMEs spanning across
various branches, the relationship between employability and innovative work
behavior continued to be positive, suggesting a close relationship that was impervious
to the negative effect of perceived organizational politics. It is possible that the flat
hierarchy within SMEs- that, in its turn, results in shorter lines of communication
between the supervisors and their employees, less distance, making judgments based
on direct and repeated performance, enabling more behavioral observations, and
making more objective appraisals - might partially account for our outcomes (Van der
Heijden, 2002, 2011).
To conclude, our results supported the hypothesized moderated mediation
model and enhance our understanding of the effects of LMX and OCB in SMEs. The
resulting HRM model suggests that these variables influence innovative work
behavior indirectly through employability. Furthermore, it specifies the moderator
perceived organizational politics and its boundary conditions within this indirect
effect.
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Limitations and Recommendations for Further Research
Contributions of this research should be viewed in the light of several
limitations. This study was cross-sectional and future research using longitudinal
designs that enable to test causal and reciprocal effects are needed to examine the role
of time in the development of our model variables. Future research building upon indepth qualitative methods could also extend and deepen our findings, such as
collecting information on HRM practices as perceived by top managers, supervisors,
and subordinates. All data were collected using questionnaires, which might have
resulted in response set consistency. Most organizational field research investigates
perceptions and the behavior of employees and supervisors within an organizational
context. The model in this study was tested using one convenient sample in the
province of Limburg, the Netherlands. Therefore, external validity is limited since the
sample is not representative of the entire population of SMEs. To investigate the
generalizability of outcomes, additional samples of SMEs and analyses are necessary.
Future research could link the HRM variables not only to individual-level
outcomes, but also to meso- and macro-level (organizational) performance outcomes.
Specifically, investigations that examine team and organizational performance will
help us to shed more light on how individual work-related factors influence higherlevel outcomes.
The moderating influence of perceived organizational politics in the
relationship between employability and innovative work behavior was investigated. It
might be interesting to use perceived organizational politics as a moderator in testing
the relationship between alternative antecedents and work-related outcomes, such as
employability. Witt and Spector (2012) have recently argued that employee
personality might play an important role in both the perceptions of and reactions to
organizational politics, yet hardly any empirical research has been done which links
personality and individual differences (Treadway et al., 2005) to perceived
organizational politics.
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Practical Implications
In knowledge-based economies like the Netherlands, where SMEs make up
more than 99% of all enterprises, 68% of employment, and 62% of value added
(European Commission, 2011; Roth, 2011), highly skilled employees are essential
(Dundon & Wilkinson, 2009; Stoffers & Van der Heijden, 2009). In keeping with the
trend toward an increase in the number of smaller firms, the need for effective SME
HRM practices is crucial (Audretsch & Thurik, 2001). This study offers a better
understanding of the relationship among the HRM variables used in our model, and is
meant to make members of the working population aware of the dysfunctional effect
of perceived organizational politics. Given the fact that organizational politics are a
widespread phenomenon in all organizations, it is urgent that practitioners seriously
put efforts in order to prevent its detrimental effect (Ferris & Treadway, 2012;
Pfeffer, 1992), herewith supporting the goal of HR practice aimed at flourishing
growth and striving towards an increase in positive work outcomes.
Small firms do not often employ professional experts to manage HRM issues
(Bacon, Ackers, Storey, & Coates, 1996; Hornsby & Kuratko, 2003); SME
supervisors frequently develop their own models of what is good HRM practice. That
is to say, it is of utmost importance that supervisors are made aware of the
antecedents of growth and added value of their human capital. Financial resources in
SMEs are limited, emphasizing the importance of informal learning opportunities for
employees, over and above formal ones, enabling supervisors to establish close
relationships and to experience meaningful exchanges with their employees. Also, in
case of solid working relations, the awareness of organizational politics is increased,
not in the least place of the fact that more transparency and a more open and honest
communication beat destructive communication and interaction patterns.
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Chapter 5
Towards a Moderated Mediation Model of Innovative Work Behavior
Enhancement: A Study of Leader-Member Exchange and Organizational
Citizenship Behavior by Firm Performance

The purpose of this study was to investigate a moderated mediation model of innovative work behavior
enhancement. Perceived firm (organizational and market) performance was assumed to moderate the
relationships between Leader-Member exchange (LMX) and Organizational Citizenship Behavior
(OCB), on the one hand, and employability, on the other hand. Here, employability was hypothesized
to be a mediator in the relationship between LMX and OCB, and innovative work behavior, being the
outcome measure. Structural Equation Modeling (SEM) was used to confirm the factor structure of the
baseline model’s variables, including LMX, OCB, Employability and Innovative Work Behavior. The
moderating effect of firm performance was tested by using multi-group SEM. It appeared that
organizational and market performance had a substantial influence on the baseline models’
relationships. More specifically, the mediation effect was found to be stronger for those employees
working in high performance firms in comparison with those working in low performance firms. The
implications of these outcomes for HRM management strategies in small and medium-sized enterprises
(SMEs) with an emphasis on enhancing innovative work behavior, are discussed.

1This

chapter is conditionally accepted (for a peer-reviewed journal in the domain of Human

Resources Management) as:
Stoffers, J. M. M., Van der Heijden, B. I. J. M., & Notelaers, G. L. A., Towards a Moderated
Mediation Model of Innovative Work Behavior Enhancement: A study of Leader-Member Exchange
and Organizational Citizenship Behavior by Firm Performance.
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Introduction
Employability depends not only on individual factors, but on situational factors
as well (Nauta, Van Vianen, Van der Heijden, Van Dam, & Willemsen, 2009). The
nature of employees’ working environments, and, more specifically, firm
performance, has a significant bearing on their attitudes and behavior (Patterson,
Warr, & West, 2004; Schneider, Hanges, Smith, & Salvaggio, 2003). Due to the
financial and ensuing economic crisis, a dichotomy has been created between socalled high and low (in comparison with the benchmark) performance firms, which
could in turn have an impact on HRM practices within the organization.
Kirkman, Lowe, and Young (1999) identified several important characteristics
of high-performance firms, including employee involvement, participation,
empowerment, and a sound learning climate. High-performance firms focus on
employee development, providing them with opportunities to experiment with new
ideas (Kirkman et al., 1999). Opportunities for self-development, both inside and
outside of one’s job, experimenting, and the absence of rules and regulations which
might otherwise hinder one from trying out new things are important for
employability enhancement (Nauta et al., 2009). If one feels that there is freedom to
take initiative without any restrictions, such as formal rules of conduct, and if one
receives initiative encouragement and support from supervisors, then employee
innovation can be enhanced (Amabile & Gryskiewicz, 1989; Ekvall & Rhyhammar,
1999).
These situational factors are often assumed to be organizational realities in
high-performance firms when compared to low-performance firms. Since lowperformance firms must first deal with the limited resources available for employee
learning and experimentation with new ideas, and since these firms do not have much
opportunity for supervisor involvement in employee development, there is a focus on
control systems (Gill & Murray, 2009).
In a previously validated HRM model, employability appeared to be a full
mediator in a model comprising the relationship between Leader-Member exchange
(LMX) and Organizational Citizenship Behavior (OCB), on the one hand, and
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innovative work behavior, on the other hand (Stoffers & Van der Heijden, under
review). As a consequence of increased knowledge, skills, and expertise (George &
Brief, 1992), the amount of innovative work behavior from employees rises as well
(Leonard & Sensiper, 1998; Youndt, Snell, Dean, & Lepak, 1996; Verworn & Hipp,
2009). That is to say, LMX and OCB enhance employee innovative work behavior
through employability (Stoffers & Van der Heijden, under review).
In this contribution, we will focus on the influence of perceived firm
(organizational and market) performance, being a potential moderator, on the
previously established mediation model of innovative work behavior enhancement
(Stoffers & Van der Heijden, under review), (see Figure 1). Given the lack of HRM
research and practice in Small and Medium-sized Enterprises (SMEs) (Cooper &
Burke, 2011; Huselid, 2003; Van der Heijden, 2011), data have been gathered within
a considerable amount of SMEs.

Figure 1. An Employability Mediation Model Moderated by Perceived Firm
Performance

In the next section, an overview of the theoretical literature on the concepts
and relationships between the variables under study will be given, followed by the
formulation of our hypotheses. After that, an explanation of the research
methodology will be given, followed by the outcomes of our preliminary analyses. To
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follow through, Structural Equation Modeling (SEM) was performed in order to
confirm the factor structure of the baseline model’s variables, and to test our
hypothesized moderated mediation model. Finally, we will discuss our findings, and
we will explore some possible future research perspectives. In conclusion, we render
the practical implications of our study.

Moderating Effect of Firm Performance
Reciprocal Relationships
Schneider, Hanges, Smith, & Salvaggio (2003) argued that in most empirical
research an implicit, causal relationship has been hypothesized from a broad spectrum
of employee behavior to organizational performance, without taking possible
reciprocal effects or performance into account at the same time. As such, Schneider et
al. (2003) argued that there is growing empirical evidence for alternative causal
models, and they examined the relationship between financial and market firm
performance and employee behavior over time, suggesting reciprocal relationships.
The scholars found that firm performances indeed have an influence on employee
attitudes and behavior. In a similar vein, March and Sutton (1997) suggested that
alternative, causal relationships and models in organizational research “are
sufficiently plausible to make simple causal models injudicious” (p. 700).

Environment and Climate Affecting Employee Behavior
High versus low performance firms present very different environments for
one to work in (Mannion, Davies, & Marshall, 2005). Denison (1996) defined this
climate as “those aspects of the social environment that are consciously perceived by
organizational members” (p. 624). According to Isaksen, Lauer, Ekvall, and Britz
(2001), a firm’s climate comprises an intervening variable that influences individual
performance because of its modifying effect on organizational and psychological
processes, including learning, individual problem-solving, creating, motivating, and
committing. The latter components appear to exert a direct influence on employee
behavior and performance (Amabile & Gryskiewicz, 1989; Service & Boockholdt).
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Supervisors are decisive because employees focus on what supervisors
communicate through their behavior and through the actions they reward; they
provide employees with a sense of direction and orientation in regard to what area
employees should focus their energies and competencies. This relationship is
reciprocal because, in turn, it is assumed to be a major factor in climate creation
(Schneider, Gunnarson, & Niles-Jolly, 1994).
As such, innovative work behavior is enhanced when employees witness
actions happening around them, and that compel them to be innovative and demand
that they pay attention to innovation. Several characteristics of organizational realities
and climates that enhance innovation include feeling the freedom to take initiatives
without having restrictions from formal rules, receiving encouragement and support
of initiatives from supervisors, and having tolerances for failures (Amabile &
Gryskiewicz, 1989; Ekvall & Rhyhammar, 1999). Similarly, organizational climate
and supervisor attributes and behavior focus employee competencies toward
innovation (Schneider et al., 1994).
Supervisors shape both a climate of knowledge and skill development and
cognitions concerning the urge, value, and opportunities of developing knowledge
and skills (Cooke & Meyer, 2007, Spreitzer, 1995; Spreitzer, Kizilos, & Nason,
1997). The more favorable these perceptions are, the more positive the employees’
psychological states of competence (Cooke & Meyer, 2007). According to
Kopelman, Brief, and Guzzo (1990), organizational climates influence citizenship
behaviors. Organizational constraints associated with low-performance firms, such as
a lack of tools, budgetary support, training, and time, correlate negatively with OCB
because they motivate employees to focus more on in-role behavior (Organ,
Podsakoff, & MacKenzie, 2006).
LMX researchers have consistently called for the examination of moderators,
of the LMX to performance relationships (e.g., Erdogan & Liden, 2002; Scandura,
1999). However, the majority of the research does not take the broader social context
into account when studying LMX. Taking a contextual approach is essential as it
most closely mirrors the theoretical foundations of LMX and provides the most
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accurate representation of how a relationship exits in firms (Mayer & Piccolo, 2006).
In a similar vein, Uhl-Bien, Graen, and Scandura (1997) and Dansereau, Graen, and
Haga (1975) suggested that there are several situational moderators of LMX-outcome
relationships and constraints, such as available resources and time that might be
important moderators to take into account. More explicitly, limited resources are
associated with low-performance firms, and ample resources are associated with
high-performance firms.

The Influence of Low- and High-performance Firms
Employees who perceive that a firm is doing better in comparison to its
competitors and who enjoy favorable prestige and status, identify more strongly with
and, as a result, demonstrate positive attitudes and behavior toward the firm (Carmeli,
Gilat, & Waldman, 2007; Jacinto & Carvalho, 2009). Organizational status and
prestige play a substantial role in shaping employee attitudes, behavior (e.g., OCB),
and actions, and they are often a reflection of achievements and performance
(Carmeli, 2005; Carmeli, Gilat, & Waldman, 2007; Dukerich, Golden, & Shortell,
2002; Dutton, Duckerich, & Harquail, 1994). Thus, organizational identification is
likely to result in employee high performance (Abrams, Ando, & Hinkle, 1998; Tyler,
1999). According to Litwin and Stringer (1968), perceptions of work environments
evoke outcome expectancies, instrumentalities, and valuations.
High-performance firms include a number of human resource policies such as
enhancing employee skills, knowledge, and flexibility (Kirkman et al., 1999). White
(1994) emphasized the importance of the relationship between competent/skilled
employees who focus on satisfying customers and improving work processes (e.g.,
innovation), and, herewith contribute to high-performance firms. Gill and Murray
(2009) suggested that continuous acquisitions and applications of employee
knowledge, skills, and beliefs are essential aspects of high-performance firms. The
levels at which employers challenge, motivate, and empower employees and value
and reward learning encourage employability (Estienne, 1997). To conclude, the
previously mentioned enhancing situational factors represent the organizational
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climate of high-performance firms.
Low-performance firms, on the other hand, cannot overcome long-term
success barriers. According to Gill and Murray (2009), limited resources for
employee learning and new-idea experimentation, and a lack of supervisory
involvement in employee development (i.e., a non-learning culture) represent these
barriers. Barriers also include a need for supervisor control, and intentional and
unintentional foci on regulations, performance evaluations, compensation, budgets,
and expense monitoring (i.e., a focus on short-term performance only) (Gill &
Murray, 2009). The previously mentioned barriers represent the organizational
climate of low-performance firms. To end up, according to Isaksen, Lauer, Ekvall,
and Britz (2001), relationships between organizational climate and aspects such as
leadership behaviors, employee styles, behaviors, skills, and abilities are reciprocal,
and comprises a notion which is consistent with general systems theory (Katz &
Kahn, 1978).
Delaney and Huselid (1996) conceptualized perceptions of organizational
performance, which include two variables: (1) perceptions of firm performance
relative to similar organizations; and (2) perceptions of firm performance relative to
product market competitors. The measure is relative (i.e., benchmarked), and it has
been derived from questions that ask supervisors to assess organizational
performance in relation to the performance of industrial competitors. According to
Delaney and Huselid (1996), perceptual data introduces limitations through increased
measurement error and the potential for mono-method bias, but it has set a precedent
in using such measures.
After all, previous empirical research suggests that measures of perceived
organizational performance correlate positively, from moderately to strongly, with
objective measures of firm performance (Dollinger & Golden, 1992; Powell, 1992).
In addition, the use of perceptual measures permits analyses and comparisons of
SMEs among various industries to be made, whereas financial measures are too
disparate among branches.
In the next section, we will formulate our hypotheses that follow from our
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theoretical overview.

Hypotheses
The dichotomy between high- and low performance firms could have an
impact on HRM practices within the organization. It is assumed that firm
performance influence the strength of the relations in the mediation model, with
LMX and OCB being predictors of innovative work behavior, through employability,
being the mediator.
Specifically, employability is assumed to mediate the relationship between
LMX and innovative work behavior, and this relationship is supposed to be stronger
for employees who work in firms with a high-perceived organizational performance
(Hypothesis 1a), and with high perceived market performance (Hypothesis 1b). In a
similar vein, employability is assumed to mediate the relationship between OCB and
innovative work behavior, and this relationship is supposed to be stronger for
employees who work in firms with a high-perceived organizational performance
(Hypothesis 2a), and with high-perceived market performance (Hypothesis 2b).

Methods
Participants and Procedure
This study was carried out among pairs of employees and supervisors working
in SMEs in the province of Limburg, in the south of the Netherlands. Using the
European Union definition, SMEs are commercial organizations (firms) which
employ fewer than 250 people. The validity of self-ratings is proven to be higher
when employees are cognizant of the fact that their supervisors are also providing
ratings (Mabe & West, 1982), thus resulting in a suppression of the leniency effect
(Arnold & MacKenzie Daveys, 1992; Hoffman, Nathan, & Holden, 1991). The final
sample consisted of 487 pairs of (employees and their immediate supervisors). The
employees held numerous types of employment, at middle and higher occupational
levels within 151 SMEs, allowing more opportunity for individual innovation (Scott
& Bruce, 1994). Sampling criteria included the geographical representation of SMEs
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throughout Limburg, their various branches, and the willingness of the company to
improve workers’ employability and their innovative work behavior. The companies
were approached through the researchers’ personal contacts that were established by
means of support from the province of Limburg and The Employers Association for
SMEs in Limburg (convenient sampling).
From the employees, 290 were men (59.5%) and 197 were women (40.5%). In
addition, 255 of the employees were < 40 years old (52.4%) and 232 were ≥ 40 years
old (47.6%). Their mean age was 38 years old (SD = 11.05), and their average
organizational tenure was 7.43 years (SD = 5.51). In total, 81.9% of the supervisors
were men and 18.1% were women. Their mean age was 43 years old (SD = 9.23).
For the purpose of respondent anonymity and in order to mitigate social
desirability, two nominally identical (employee version and supervisor version) online questionnaires were developed and fully administered by an independent agency
under the supervision of the researchers. All employees received an anonymous
feedback report demonstrating their scores on the model variables, accompanied by
interpretation guidelines and a clear outline of ways to bring about improvement in
the light of future employability management.
The supervisors completed a questionnaire which consisted of amended items
phrased to assess their corresponding subordinates. To avoid invalid data from being
collected due to training, or perhaps the fatigue of overburdened supervisors, and to
protect data independence, one supervisor filled out ratings for a maximum of three
employees (see also Van der Heijden, 2000), striving for an adequate distribution of
respondents across departments and educational levels. To prevent common-method
bias, it is important to obtain data from different sets of respondents (Doty & Glick,
1998; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; Podsakoff & Organ, 1986;
Spector, 1987). Data on employability and LMX were obtained from the employees
themselves, and data on OCB, innovative work behavior and perceived firm
(organizational and market) performance were obtained from their immediate
supervisors.
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Measures
Employability was assessed with Van der Heijde and Van der Heijden's
(2006) Employability (or Career Potential) Instrument, which was proven to have
sound psychometric qualities (see also Van der Heijden, De Lange, Demerouti, &
Van der Heijde, 2009; Van der Heijden & Bakker, 2011). The five dimensions
included: (a) occupational expertise (15 items), (b) anticipation and optimization (8
items), (c) personal flexibility (8 items), (d) corporate sense (7 items), and (e) balance
(9 items). Sample items for the self-ratings’ version of the measure include: (a) I
consider myself competent to indicate when my knowledge is insufficient to perform
a task or solve a problem (occupational expertise); (b) I approach the development of
my weaknesses in a systematic manner (anticipation and optimization); (c) I have a
very negative-very positive attitude to changes in my job position (personal
flexibility); (d) In my work I take the initiative in sharing responsibilities with
colleagues (corporate sense); and (e) The time I spend on my work and career
development on the one hand, and my personal development and relaxation on the
other, are evenly balanced (balance). All 47 items comprising the five dimensions
were scored using a six-point Likert scale with response formats ranging from, for
instance, “not at all” to “to a considerable degree,” and “never” to “very often,”
depending on the item’s wording.
Leader-Member exchange was measured using Graen, Novak, and
Sommerkamp (1982) seven-item version LMX instrument. Meta-analytical empirical
research has shown that the LMX 7 provides the soundest psychometric properties,
and the highest correlations with outcomes, compared to all other available
instruments (Gerstner & Day, 1997). Usually, LMX is included as a dyadic construct
in empirical work; however, for the purpose of this study, we only incorporated LMX
in terms how the employees perceived the supervisor–subordinate relationship. Six
items assessed leader-member relationships concerning three dimensions: (a) trust (2
items); (b) respect (2 items) (c) obligation (2 items); and one global item which
addressed (d) relationship quality. Sample items were: (a) How well does your
supervisor recognize your potential (trust)?; (b) How well does your supervisor
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understand your job problems and needs (respect)?; (c) Regardless of the amount of
formal authority your supervisor has, what are the chances that he/she would “bail
you out” at his/her expense (obligation)?; and (d) How would you characterize your
working relationship with your leader (relationship quality)? Participants scored all
seven items on a five-point Likert scale ranging from 1 (not at all) to 5 (extremely).
Organizational Citizenship Behavior was asssessed using Podsakoff,
MacKenzie, Moorman, and Fetter’s (1990) twenty-four item OCB questionnaire
comprising five dimensions: (a) altruism (5 items); (b) conscientiousness (5 items);
(c) sportsmanship (5 items); (d) courtesy (5 items); and (e) civic virtue (4 items).
Supervisors were asked to indicate the organizational citizenship behavior of their
subordinates. Example items included: (a) This worker helps others who have been
absent (altruism); (b) This worker is one of my most conscientious employees
(conscientiousness); (c) This worker tends to make “mountains out of molehills”
(sportsmanship); (d) This worker does not abuse the rights of others (courtesy); (e)
This worker keeps abreast of changes within the organization (civic virtue).
Participants rated all of these twenty-four items on a seven-point Likert scale ranging
from 1 (strongly disagree) to 7 (strongly agree).
Innovative work behavior was measured using the nine-item scale developed
by Janssen (2000, 2001, 2003, 2004, 2005). Three items comprised the dimensions
of: (a) idea generation, three to (b) idea promotion, and three items dealt with(c) idea
realization. Supervisors were asked to indicate the innovative work behavior of their
subordinates. Some examples of scale items are: (a) This worker generates original
solutions for problems (idea generation); (b) This worker acquires approval for
innovative ideas (idea promotion); and (c) This worker introduces innovative ideas
into the work environment in a systematic way (idea realization). All nine items were
scored using a seven-point Likert scale with a response format ranging from “never”
to “always.”
To measure perceived firm performance, we used eleven items from
previously scholarly work by Delaney and Huselid (1996) that encompasses two
performance measures: (a) organizational performance; and (b) market performance.
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The first measure, organizational performance, consists of seven items assessing
respondents’ perceptions of their firm’s performance during the past three years as
compared to that of similar organizations. One example is as follows: (a) How would
you compare the organization’s performance over the past 3 years to that of other
organizations that do the same kind of work, e.g. the quality of products, services, or
programs? The second measure, i.e. market performance, consists of four items
concerning respondents’ perceptions of their firm’s performance during the past three
years relative to product market competitors. One example is as follows: (b)
Compared to other organizations that do the same kind of work, how would you
compare your organization’s performance during the past 3 years in terms of growth
in sales? The respondents were asked to assess their organization’s performance in
relation to its key competitors on a Likert scale, (ranging from 1 = much worse than
the competitors, to 4 = much better than the competitors).
The measures for LMX and the perceived firm (organizational and market)
performance used in this study were originally constructed in English. The
translation-back translation methodology has been used to establish conformity of
meaning and to heighten linguistic qualities (Hambleton, 1994). For the measures of
OCB, employability and innovative work behavior, previously validated scales have
been used (see, respectively, De Clercq, Fontaine, & Anseel, 2008, Van der Heijde &
Van der Heijden, 2006, Janssen, 2001).

Structural Equation Modeling
To test the research model presented in Figure 1, SEM analyses (Bollen, 1989)
were carried out by using the AMOS software package (Arbuckle, 2006; Byrne,
2010). Maximum likelihood estimation of covariance matrices was used in all SEM
analyses, and model fit was assessed using three indices: (1) chi-square (χ2)
(Jöreskog, 1969); (2) root mean square error of approximation (RMSEA); and (3) the
goodness of fit index (GFI). Subscale scores for the different dimensions of each
construct were used as estimates of the latent constructs instead of raw scores for all
constituting items (Coffman & MacCallum, 2005).
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Before testing structural relationships among the model variables, it was
necessary to establish that the latent variables represented distinct constructs. LMX
and employability were self-measures captured from employees, while the
perceptions of OCB and innovative work behavior were captured from the
employees’ immediate supervisors. To test both convergent and discriminant validity,
a confirmatory factor analysis (CFA) using SEM was conducted. Again, scale scores
were used as estimates of latent construct indicators in lieu of raw scores.

Hypotheses’ Testing
In order to test the assumed moderating effects of firm performance, we
conducted multi-group SEM. Our full sample (N = 487) was divided (median-split)
into two sub-samples: high organizational performance (N = 283) and low
organizational performance (N = 204). Furthermore, the full sample (N = 487) was
divided (median-split) into two sub-samples: high market performance (N = 210) and
low market performance (N = 277). In general, a criticism of this method has been
that a dichotomizing leads to less powerful and less accurate statistical tests (e.g.,
Cohen, 1983; Maxwell & Delaney, 1993). However, the criticism has not stopped
researchers from dichotomizing their continuous variables prior to analysis
(MacCallum, Zhang, Preacher, & Rucker, 2002). Results from DeCoster, Iselin, and
Gallucci (2009) indicated that a naturally categorical variable is a valid justiﬁcation
for dichotomization. In this study we test an employability mediation model in high
versus low performance firms. High versus low performance firms present very
different organizational environments for an employee to work in (Mannion, Davies,
& Marshall, 2005).
We used the Aroian Test of mediation admission (Aroian, 1947) to assess
both the significance and strength of the mediating relationships among LMX,
employability, and innovative work behavior (Hypotheses 1a and 1b), and OCB,
employability, and innovative work behavior (Hypotheses 2a and 2b) across two
measures of firm performance: perceived organizational performance (high versus
low) and perceived market performance (high versus low). The Aroian Test produces
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a z-value and associated p-value based on the formula shown below:

where a is the unstandardized beta between an independent variable and a mediator
when only those two variables are included in a regression model, and where b is the
unstandardized beta between a mediator and dependent variable when both an
independent variable and a mediator are regressed on a dependent variable, and Sa
and Sb are the standard errors associated with a and b, respectively. Among a number
of mediation admission tests (Goodman, 1960; Sorbel, 1982), the Aroian method was
chosen for two reasons. Unlike similar methods, the formula used to calculate the zvalue includes a product term for Sa2 and Sb2, thereby not making the assumption of
vanishing error as assumed in the more prevalent Sorbel test (Baron & Kenny, 1986;
Sorbel, 1982). The Goodman test (Goodman, 1960) subtracts - rather than adds - the
product from the denominator, making the assumption that the error term is not a
confounding factor in a test of mediation. Consequently, the Aroian test is both more
conservative and robust when it comes to assessing mediation admission.
Results from the Aroian tests were used in two ways. First, two separate
analyses were conducted for both high and low organizational performance
perceivers and for both high and low market performance perceivers. Using p-values
associated with the Aroian z-values, the outcomes of the tests suggested whether
mediation was admissible for both, either, or neither of the high versus low
perceivers. Secondly, the z-values for both high and low performance perceivers were
compared in order to suggest whether mediation was more admissible for high
performance perceivers. A grouping of consistently higher z-values for high
perceivers of both types of performance suggested the veracity of our hypotheses, and
hence whether and which firm performance perceptions moderated the relationships
implied by the model (see Figure 1).
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Results
Test of the Employability Mediation Model Moderated by Perceived Firm
Performance
Results of the CFA suggested both convergent and discriminant validity (see
results in Table 1), hence the authors assumed that construct validity had been
established.

Table 1. Results from the Confirmatory Factor Analysis of the Model Variables
(LMX, OCB, Employability and Innovative Work Behavior)

Confirmatory Factor Analysis

N

χ2

df

GFI

RMSEA

487

727.873

160

.867

.085

Note: All χ2 significant at p < .001

Hypotheses 1a, 1b, 2a and 2b posited the moderating effects of firm
performance on a model wherein employability was hypothesized to be a mediator
between LMX and OCB, on the one hand, and innovative work behavior, on the other
hand. In order to test moderation effects, our sample was split into two sub-samples
(see the Methodology section for more precise information in this regard).
The outcomes of the Aroian Test of mediation admission suggested that
mediation is warranted in the relationship found among LMX, employability, and
innovative work behavior for high organizational performance perceivers (z-value =
2.328; p < .05), but not for low perceivers (z-value = .782; p = .434). For market
performance perceivers, neither the high (z-value = 1.858; p = .063) nor low
performance perceivers’ (z-value = .1.42; p = .157) group justified a conclusion of
mediation. The higher z-values for high organizational (2.328 versus .782) and high
(1.858 versus 1.416) market performance perceivers suggested that both types of
high-performance moderate the mediation effect between LMX and innovative work
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behavior, through employability. However, the non-significant mediation for three of
the four Aroian tests suggested that mediation is weak at best. Therefore, Hypotheses
1a and 1b were only partially supported.
The Aroian Test of mediation admission indicated that mediation is warranted
for the relationship among OCB and innovative work behavior, through
employability, for both high (z-value = 3.404; p < .001) and low (z-value = 2.850; p <
.01) organizational performance perceivers. The same is true for high (z-value =
3.155; p < .01) and low (z-value = 3.056; p < .05) market performance perceivers.
The higher z-values for high organizational (3.404 versus 2.850) and high market
(3.155 versus 3.056) performance perceivers imply that both types of high
performance moderate our hypothesized mediation model. Therefore, Hypotheses 2a
and 2b were supported. These results are summarized in Tables 2 and 3.

Table 2. Results of the Multi-Group SEM: Fit Indices of the Employability Mediation
Model Moderated by Perceived Firm Performance
N

χ2

df

GFI

RMSEA

Full sample

487

949.466

163

.842

.100

Sub sample high organizational performance

283

661.758

163

.818

.104

Sub sample low organizational performance

204

531.472

163

.801

.106

Sub sample high market performance

210

487.340

163

.816

.098

Sub sample low market performance

277

653.130

163

.818

.104

Note: All χ2 significant at p < .001
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Table 3. Results of Aroian Tests of Mediation Admission
Measure of
Hypothesis

Variables

Performance

H1a

LMX  employability  IWB
LMX  employability  IWB
LMX  employability  IWB

H1b

LMX  employability  IWB
OCB  employability  IWB

H2a

OCB  employability  IWB
OCB  employability  IWB

H2b

OCB  employability  IWB

z-value

p-value

Organizational HIGH

2.328

< .05

Organizational LOW

.782

.434

Market HIGH

1.858

.063

Market LOW

1.416

.157

Organizational HIGH

3.404

< .001

Organizational LOW

2.850

< .01

Market HIGH

3.155

< .01

Market LOW

3.056

< .05

Supported?

Yes

Yes

Yes

Yes

Discussion
Firm performance appeared to moderate partially a mediation model wherein
LMX is associated with innovative work behavior, through employability, being the
mediator. Moreover, firm performance also appeared to moderate conclusively a
model with employability as a mediator between OCB and innovative work behavior.
It was found that the supervisors’ perceptions of (high or low) organizational
performance influenced leadership style and human resources management (i.e.,
opportunities and possibilities for employees to develop and to learn the value of
work-related activities), resulting in patterns of behavior within the organization. The
benefits of maintaining close relationships and high-quality exchanges between an
employee and his or her supervisor (LMX), and individual development due to
employees’ discretionary, voluntary behavior (OCB) have an indirect effect on
innovative work behavior, through the positive effects on workers’ employability
(i.e., career potential). Since LMX and OCB improved knowledge, skills, and
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abilities, representing employability, the employee innovative work behavior
improves subsequently (see also Stoffers & Van der Heijden, under review).
Employees are attracted to successful organizations, and they are likely to
remain with such organizations, as there is growing evidence regarding reciprocal
relationships between organizational performance and employee attitudes (Heskett,
Sasser, & Schlesinger, 1997; Schneider, White, & Paul, 1998). This might explain
why high organizational performance moderates the employability mediation model
examined in this paper. HRM strategies of high-performance firms include enhancing
employee skills, knowledge, and flexibility (Kirkman et al., 1999). Estienne (1997)
already argued that supervisors influence employability by challenging, motivating,
and empowering employees (i.e., a focus on learning), which include characteristics
that are in accordance with the essentials of SMEs (i.e., less bureaucracy, small
hierarchical distance between supervisors and employees, owner expertise, and
closeness between owners and customers). Previous research suggested that these
essentials encourage innovation (Madrid-Guijarro, Garcia & Van Auken, 2009).
Indeed, SMEs focusing on innovation as a core business strategy enlarge
productivity, growth potential, and the likelihood of survival (Cefis & Marsili 2006).
Gill and Murray (2009) reasoned that low performance firms possess
characteristics such as limited resources and commitment for employee learning and
new-idea experimentation, a non-learning culture focusing on supervisor control and
regulation. These characteristics are associated with poor innovative SMEs (Mohen
& Roller, 2005). The recent financial crisis, and the economic crisis that soon
followed, rigorously reduced the short-term willingness of companies to invest in
innovation (Archibugi & Filippetti, 2011; OECD, 2009a; Paunov, 2012). The most
important obstacles concerning innovation are associated with resources and
expenses, which appear to have a larger impact on small firms (Madrid-Guijarro,
Garcia, & Van Auken, 2009). SMEs have the advantages of flexibility and
adaptability, but they also have the disadvantage of resource limitation when
attempting to become more innovative (Freel, 2000).
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Limitations and Recommendations for Further Research
Several limitations and opportunities for additional research were identified. A
convenient sampling strategy was used in this study, so the participants did not
necessarily fully represent populations of SMEs or employees. Although a multisource approach has been used, which allowed for greater insight into the effects of
raters, it is preferable in future studies to combine both subjective and objective
measures. Another limitation is that data were collected at one point in time, that is,
were cross-sectional. A longitudinal design would provide stronger evidence and
enable testing of both the causal and reciprocal effects necessary to examine the role
of time in the development of the model’s variables. Moreover, future research
building on in-depth, qualitative methods should extend and deepen the findings,
including the process of collecting information on HRM practices perceived by top
managers, supervisors, and subordinates.
All data were collected using questionnaires, which might have resulted in
response set consistency. We used perceived firm performance as a moderating
variable in an employability mediation model. Future research should use objective
measures for firm performance such as turnover, profit, productivity, or a number of
patents. Scholarly work could also focus more closely on the influences of SME’s
organizational characteristics. A cross-validation of branches (i.e., labor and
product/service markets) and (national) cultures is encouraged to justify using the
proposed model.

Practical Implications
In knowledge-based economies such as the Netherlands, where SMEs make up
more than 99% of all enterprises, 68% of employment, and 62% of value added
(European Commission, 2011; Roth, 2011), highly -skilled employees are essential
(Dundon & Wilkinson, 2009; Stoffers & Van der Heijden, 2009). Hornsby and
Kuratko (2003), Huselid (2003), and Van der Heijden (2011) argued that there is a
considerable lack of empirical research regarding HRM practices in SMEs. The
recent financial and economic crises have influenced SMEs particularly (Dallago, &
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Guglielmetti, 2012), resulting in a severe decline in the availability of credit and
tightening of credit terms, and a rigorous reduction in the demand for goods and
services coupled with increased payment delays on receivables (OECD, 2009b).
SMEs also enjoy fewer possibilities, in comparison to large firms or multinationals,
to downsize and diversify economic activities (Dallago & Guglielmetti, 2012).
Consequently, a dichotomy exists between high and low (in comparison with
benchmarks) performance firms, which appears to influence HRM practices (see the
outcomes of our moderated mediation model) within SMEs.
Estienne (1997) reasoned that although employees are primarily responsible
for keeping abreast of the latest competences needed in a particular occupation, the
organization is also responsible for work-related development. Therefore, a
continuous dialogue between employees and supervisors about self-development,
resulting in challenging work assignments with various learning opportunities, is
needed (Nauta et al., 2009). After all, a supervisor’s perception of an organization’s
performance (high or low) influences leadership style and, consequently, HRM
practices. Therefore, it is particularly essential in a case of low organizational
performance that supervisors stimulate and facilitate employees carefully in their
occupational development throughout their career. Supervisors are in a position to
shape a climate of knowledge and skill development (Cooke & Meyer, 2007),
particularly in the case of daily practices of supervisors such as attraction, retention,
relations, et cetera. From a strategic HRM perspective, contributions from employees
to innovation, over time, are a positive outcome of their employability and the
opportunities and possibilities available to utilize the knowledge and skills they have
(recently) built up. Investing in employee career potential (i.e., employability) might
be a critical success factor and a turning-point for achieving SME innovation in a
knowledge-based economy. In this time of economic crisis, strong national systems
of innovation and government policies encourage innovation among SMEs and
enhance national economies to remain competitive in a global market (Filippetti &
Archibugi, 2011). This has an uninterrupted effect on employment and facilitates
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those supervisors who attempt to encourage innovation (Madrid-Guijarro, Garcia &
Van Auken, 2009).
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Chapter 6
Conclusions, Discussion and Recommendations

The main purpose of this PhD dissertation has been to further cross-validate
HRM measurement instruments for employability and innovative work behavior
within the context of small and medium-sized enterprises (SMEs). This was done
primarily with a view to establishing the predictive validity of employability on
innovative work behavior by using a multi-source approach. In addition, it was also
meant to empirically test and to validate an employability mediation model; a model
of encompassing relationships among important HRM variables that predict
employability. Employability, in its turn, was assumed to be a mediator between
LMX and OCB, on the one hand, and innovative work behavior, on the other hand. It
also hypothesized that an employee’s age and organizational politics might moderate
the relationship between employability and innovative work behavior. Moreover, it
was hypothesized that firm performance might have an influence on the relationships
between LMX and OCB, on the one hand, and employability, on the other hand.
This chapter first addresses the conclusions in regard to the dissertation’s
research questions, and it subsequently links these with previous findings which
concern the variables and relationships that were examined. By studying these
findings more closely, it was possible to reflect on the decisions which were made
during the research process and the implications they might have on the conceptual
and methodological levels. Finally, this chapter concludes with a discussion of the
theoretical and practical relevance of these findings. In conclusion, several challenges
are addressed for future research studies.

The main research question of this thesis:
How does employability relate to (1) LMX, (2) OCB and (3) innovative work
behavior and what are the effects of an employee’s age, the organizational politics
and firm performance on these relationships, specifically in the context of SMEs?
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This main research question has been divided into the following sub-questions:
1. Are the requirements of convergent and divergent validity met, and is the factor
structure of the measurement instruments for employability and innovative work
behavior confirmed (ensuring a valid use within the context of SMEs)? (Study 1)
2. What is the relationship between the distinguished dimensions of employability
and stages of innovative work behavior? (Study 1)
3. What is the effect of an employee’s age on the predictive validity of employability
on innovative work behavior? (Study 2)
4. What is the mediating effect of employability in the relationship between LMX and
OCB, on the one hand, and innovative work behavior, on the other hand? (Study 3)
5. What is the moderating effect of organizational politics on the relationship between
employability and innovative work behavior? (Study 3)
6. What is the moderating effect of perceived firm (organizational and market)
performance on the relationships between LMX and OCB, on the one hand, and
employability, on the other hand? (Study 4)
7. Can we distinguish certain appraisal effects (as a result of paired-samples
comparisons) such as the halo effect, leniency and hardiness? (Studies 1 and 3)

Summary of Conclusions
The first and second research questions were addressed in the first study
(Chapter 2). The findings supported the validity and usefulness of the HRM
measurement instruments for employability and innovative work behavior within the
context of SMEs. A multitrait-multimethod (MTMM) analysis was performed, and
the results suggested that for both instruments, requirements regarding convergent
and divergent validity had been satisfactorily met. Structural Equation Modeling
(SEM) was used, confirming the factor structure of the instruments. For the final part
of the validation study, multiple regression analyses demonstrated that several
dimensions of employability are decisive for each stage of innovative work behavior.
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That is to say, investing in employability enhancement appeared to contribute to
innovative work behavior.
The third research question was partially addressed in Study 1 and elaborated
on in the second study (Chapter 3). It concerned the investigation of the predictive
validity of employability on innovative work behavior by using a multi-source
approach. The results demonstrated that self-rated employability correlates positively
with supervisor-rated innovative work behavior, and that supervisor-rated
employability correlates positively with self-rated innovative work behavior.
Moreover, it was investigated whether employee’s age moderates the relationship
between self- and supervisor ratings of employability and innovative work behavior.
The beta weights suggested that the older employee sub-sample showed stronger
relationships compared with the younger category of workers. This suggested that age
appears to weakly moderate the relationship between employability and innovative
work behavior.
The fourth and fifth research question were addressed in Study 3 (Chapter 4),
which concerned the empirical testing and validation of a model encompassing
relationships among important HRM variables: LMX, OCB, employability, perceived
organizational politics, and innovative work behavior. LMX and OCB both correlate
positively with employability. Moreover, employability, in its turn, is positively
associated with innovative work behavior. All relationships in the fully mediated
model were significant and more favorable in comparison with the partially mediated
model. Consequently, employability appeared to be a construct which fully mediates
the relationship between LMX and OCB, on the one hand, and innovative work
behavior, on the other hand. Perceived organizational politics negatively moderated
the relationship between employability and innovative work behavior.
The sixth research question was addressed in Study 4 (Chapter 5), wherein
perceived firm (organizational and market) performance was assumed to moderate
the relationships between LMX and OCB, on the one hand, and employability, on the
other hand. Here, employability was hypothesized to be a mediator in the relationship
between LMX and OCB, and innovative work behavior, being the outcome measure.
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It appeared that firm performance had a substantial influence on the baseline models’
relationships. More specifically, the mediation effect was found to be stronger for
those employees working in high performance firms in comparison with those
working in low performance firms. The benefits of maintaining close relationships
and high-quality exchanges between an employee and his or her supervisor (LMX),
and individual development due to employees’ discretionary, voluntary behavior
(OCB) have an indirect effect on innovative work behavior, due to the positive effects
they have on workers’ employability. Since LMX and OCB improved knowledge,
skills, and abilities, representing employability, the employee innovative work
behavior has subsequently improved as well.
The seventh research question was addressed in Studies 1 and 3. Cronbach’s
alpha coefficients demonstrated that, supervisor reliability coefficients were higher in
comparison to the corresponding self-ratings. A possible explanation for this might be
that the ratings from employees reveal a reliable and valid, although more
differentiated self-image. The so-called halo effect might provide a possible
explanation for these results. Outcomes from the paired-samples t-tests indicated that
self-ratings were higher than the corresponding supervisor ones. The tendency for
employees to be relatively more positive about themselves is referred to as the socalled leniency effect (Arnold & MacKenzie Davis, 1992; Tsui & Ohlott, 1988) –and
it was found in this data as well. Rating discrepancies might also be explained by the
fact that supervisors judge employee performance and behavior relatively more
harshly; that is to say, the hardiness effect may be an explanatory factor as well.
To sum up, the major results of this study can be presented in an “overall
research model” (see Figure 1):
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Figure 1. Overview of Findings from the Studies (for specific outcomes see Studies 1,
2, 3, and 4 in Chapters 2, 3, 4 and 5).

Reflection on Concepts
In this section, a reflection is given concerning the main concepts, and their
relationships, which were studied in this thesis. Successively, this section will deal
with the following concepts: (1) the concepts of employability and innovative work
behavior, and the relationship between the dimensions of employability and stages of
innovative work behavior, (2) the concept of an employee’s age and its moderating
effect on the predictive validity of employability on innovative work behavior, (3) the
concepts of LMX and OCB as predictors of innovative work behavior and the
mediating effect of employability in this relationship, (4) the concept of perceived
organizational politics and its moderating effect on the relationship between
employability and innovative work behavior, (5) the concept of perceived firm
(organizational and market) performance and its moderating effect on the
relationships between LMX and OCB, on the one hand, and employability, on the
other hand.
(1) The concepts of employability and innovative work behavior, and the
relationship between the dimensions of employability and the stages of innovative
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work behavior. Employability (or career potential) is “the continuously fulfilling,
acquiring or creating work through the optimal use of competences” (Van der Heijde
& Van der Heijden, 2006, p. 453). These competences have been defined as “the
behavioral result of conceptions, personal capabilities, and motivational, personality,
and attitudinal factors” (Van der Heijde & Van der Heijden, 2003, p. 6).
Employability, in this regard, is conceptualized at the individual level; its five
dimensions include: (1) occupational expertise, (2) anticipation and optimization, (3)
personal flexibility, (4) corporate sense, and (5) balance (see Van der Heijde & Van
der Heijden, 2006). According to West and Farr (1989), and West (1989), innovative
work behavior can be defined as “the intentional creation, introduction and
application of new ideas within a work role, group or organization, in order to
promote role performance, the group, or the organization” (Janssen, 2000, p. 288).
Innovative work behavior is associated with the three stages involved in the
innovation process: the generation, promotion, and realization of ideas (Janssen,
2000). Each stage of innovative work behavior was predicted by the combinations of
employability dimensions, although their effects were not always significantly
positive. (1) Occupational expertise related negatively to idea generation and idea
promotion. This result can be explained by the fact that experts are extensively
involved in their professions, thus implying functional ﬁxation (Stein, 1989) or
experience concentration (Thijssen & Van der Heijden, 2003), which might lead to
less action in terms of innovative work behavior. Besides, it is not only a lack of, but
also an excess of familiarity within a subject domain which might be disadvantageous
to innovation (Diegel, 2005; Maqsood, Finegan, & Walker, 2004; Simonton, 1988;
Sternberg, 1982). (2) Anticipation and optimization appeared to be a significant
predictor for the stage of idea realization. Preparing for and adapting to future
changes, both personally and creatively, contributes in a positive way to idea
realization. (3) Personal flexibility, the ability to adapt easily to all changes that take
place in the internal and external labor market and which do not pertain to one’s
immediate job domain (that is, a high amount of personal flexibility) appeared to not
significantly predict any of the three stages of innovative work behavior. (4)
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Corporate sense contributes significantly to all stages of innovative work behavior.
Participation and performance in different types of working groups (organizations,
teams, occupational communities and networks), indicative of corporate sense, seem
essential for creating, promoting, and realizing a sufficient number of new ideas.
Laine, Van der Heijden, Wickström, Hasselhorn, and Tackenberg (2009) suggested
that investing in social networks increases professional competences (Mueller, 1991)
in various stages of innovative work behavior. It appeared that (5) balance does not
predict any of the three stages of innovative work behavior.
(2) The concept of an employee’s age, and its moderating effect on the
predictive validity of employability on innovative work behavior. Age is both an
objective and a subjective concept. Psychosocial age consists of the social and selfperceptions of an employee (Sterns & Doverspike, 1989), as well as the consequences
these might have for their functioning. Chronological age is not as closely related to
behavior as psychological age (Barak & Rahtz, 1999; Beneke, Frey, Chapman,
Mashaba, & Howie, 2011), and it might be a poor criterion as each employee of a
specific age (group) is at a different stage in his or her life with regard to knowledge
and expertise. However, there is little agreement in the literature about which age
marks the beginning of being “older” (Nishii, Langevin, & Bruyere, in preparation).
Previously, scholars have used age 40 as the cutoff point because of its consistency
with how the Age Discrimination in Employment Act (ADEA) of 1967 defines
“older” (Finkelstein & Farrell, 2007; Scidurlo, 2006). Accordingly, there are two
groups of employees: younger than 40 years old and employees older than or equal to
40. This dichotomising of age has also been used in other employability research to
examine moderation effects (see also Van der Heijden, De Lange, Demerouti, & Van
der Heijde, 2009).
An employee’s age moderates the relationship between self- and supervisor
ratings of employability and innovative work behavior. In this research, the older
employee sub-sample showed stronger relationships compared with the younger
category of workers. Ericsson (1999) and Youndt, Snell, Dean, and Lepak (1996)
have argued that innovation initiatives depend greatly on employee knowledge and
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expertise. For instance, more complex mental capacities appear to increase with age
such as attaining wisdom (Baltes & Smith, 1990; Schaie, 1994). On the other hand,
cognitive work performance, such as innovative work behavior, is unaffected by age
throughout an employee’s career because it comprises a process of several
diminishing capabilities, coupled with increasing mental capabilities. In a similar
vein, occupational experience has been found to compensate for diminishing
capacities (Ilmarinen, 2006).
(3) The concepts of LMX and OCB as predictors of innovative work behavior,
and the mediating effect of employability in this relationship. LMX theory
emphasizes that there is a special significance in the individual relationship between a
leader and a follower, and focuses upon how reciprocal social exchanges develop,
nurture, and sustain that relationship (Graen & Uhl-Bien, 1995; Liden, Sparrowe, &
Wayne, 1997). Research suggests that mutual trust, respect, and obligation signify the
true essence of relationships that are formed between leaders and their subordinates
(Graen & Uhl-Bien, 1995). According to Organ (1988, p. 4), “organizational
citizenship behavior(s) (OCB) are behavior(s) of a discretionary nature that are not
part of employees’ formal (role) requirements, but nevertheless promote the effective
functioning of the organization.” Organ (1988) identified five types of OCB:
altruism, conscientiousness, sportsmanship, courtesy, and civic virtue.
An HRM model of innovative work behavior enhancement, fully mediated by
employability, has been established. The benefits of maintaining close relationships
and high-quality exchanges between employee and supervisor (LMX) and individual
development due to employees’ discretionary behavior (OCB) have been shown to
have an indirect effect on innovative work behavior, through its positive effects on
workers’ career potential. The predictors in the HRM model (LMX and OCB) enable
a further development of employees (Podsakoff, MacKenzie, Paine, & Bachrach,
2000) and this contributes to their employability (Van der Heijden, Boon, Van der
Klink, & Meijs, 2009). SMEs with shorter lines of communication and less distance
(Van der Heijden, 2002, 2011) provide high-quality exchanges between an employee
and his or her supervisor, and space and freedom for discretionary behavior that may
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enhance workers’ career potential, and herewith increasing the possibility to show
innovative work behavior.
(4) The concept of perceived organizational politics, and its moderating effect
on the relationship between employability and innovative work behavior. Perceived
organizational politics can be defined as “a social influence process in which
behavior is strategically designed to maximize short-term or long-term self-interest,
which is either consistent with, or at the expense of others’ interests” (Ferris, Russ, &
Fandt, 1989, p. 145). What matters in this regard is how employees perceive political
behavior within the organization, how inaction by other members is perceived as
“going along to get ahead”, and how pay and promotions are perceived to be applied
politically by others (Ferris, Russ, & Fandt, 1989; Kacmar & Ferris, 1991).
Organizational politics interfere and hinder innovation processes (Frost & Egri, 1991;
Kanter, 1984; Vigoda-Gadot & Vashdi, 2012). In this study among SMEs spanning
across various branches, the relationship between employability and innovative work
behavior continued to be positive, suggesting a close relationship that was impervious
to the negative effect of perceived organizational politics. It is possible that the
relatively flatter hierarchy within SMEs might partially account for these outcomes.
The results supported the hypothesized moderated mediation model and they
enhanced the understanding of the effects of LMX and OCB in SMEs. The resulting
HRM model suggests that these variables influence innovative work behavior
indirectly through employability. Furthermore, it specifies the moderator variable
perceived organizational politics and its boundary conditions within this indirect
effect.
(5) The concept of perceived firm (organizational and market) performance,
and its moderating effect on the relationships between LMX and OCB, on the one
hand, and employability, on the other hand. Delaney and Huselid (1996)
conceptualized perceptions of organizational performance, which include two
variables: perceptions of firm performance relative to similar organizations and
perceptions of firm performance relative to product market competitors. The
measures are relative (i.e., benchmarked), and have been derived from questions that
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ask supervisors to assess organizational performance in relation to the performance of
industrial competitors.
Maintaining close relationships and high-quality exchanges between an
employee and his or her supervisor (LMX), and individual development due to
employees’ discretionary, voluntary behavior (OCB) appeared to have an indirect
effect on innovative work behavior, through the positive effects on workers’
employability (i.e., career potential). It appears that employees are attracted to
working in successful organizations, and they are likely to remain with such
organizations, as there is growing evidence regarding reciprocal relationships
between firm performance and employee attitudes (Heskett, Sasser, & Schlesinger,
1997; Schneider, White, & Paul, 1998). This might explain why high firm
performance moderates the relationships between LMX and OCB, on the one hand,
and employability, on the other hand. HRM strategies of high-performance firms
include enhancing employee skills, knowledge, and flexibility (Kirkman, Lowe, &
Young, 1999). Estienne (1997) had previously argued that supervisors influence
employability by challenging, motivating, and empowering employees (i.e., a focus
on learning), which include characteristics that are in accordance with the essentials
of SMEs (i.e., less bureaucracy, a small hierarchical distance between supervisors and
employees, owner expertise, and closeness between owners and customers). Previous
research suggested that these essentials encourage innovation (Madrid-Guijarro,
Garcia, & Van Auken, 2009). Indeed, SMEs focusing on innovation as a core
business strategy enlarge productivity, growth potential, and the likelihood of
survival (Cefis & Marsili 2006). On the other hand, low performance firms possess
characteristics such as limited resources and a commitment towards employee
learning and new-idea experimentation, a non-learning culture focusing on supervisor
control and regulation (Gill & Murray, 2009). These characteristics are associated
with poor innovative SMEs (Mohen & Roller 2005) as well. Apparently, it appeared
that firm performance had a substantial influence on the relationships between LMX
and OCB, on the one hand, and employability, on the other hand (here, employability
was hypothesized to be a mediator in the relationship between LMX and OCB, and
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innovative work behavior, being the outcome measure). More specifically, the
mediation effect was found to be stronger for those employees who worked in high
performance firms in comparison with those who worked in low performance firms.
SMEs have the advantages of flexibility and adaptability, but they also have the
disadvantage of resource limitation when attempting to become more innovative
(Freel, 2000).

Reflection on Methodology
In this section, I would like to reflect on the decisions made in regard to the
methodology which I used during the research process. First, I would like to review
the research approach that was employed, and then I would like to continue by
reflecting on the objectivity of the data that was obtained which used a crosssectional survey of data instruments. The chapter concludes with several remarks
concerning the generalizability of the findings.

Research Approach
There is a considerable lack of empirical data concerning HRM practices in
SMEs and the results of previous research have primarily been based on a large-firm
blueprint (Cassell, Nadin, Gray, & Clegg, 2002; Claus, 2003; Desphande & Golhar,
1994; Duberley & Walley, 1995; Dundon & Wilkinson, 2004, 2009). According to
Cunningham (2010), the HRM practices in SMEs differ from the practices in large
enterprises due to their specific nature. In this PhD study, I have gathered empirical
data concerning important HRM variables which enhance innovative work behavior,
and in so doing, my intention has been to contribute to a better understanding of the
scientific theory and practice of HRM in SMEs. The respondents were comprised of
the employees and supervisors of SMEs who work in the province of Limburg, the
Netherlands. In my research, I have used the definition of an SME that the European
Union employs, which states that SMEs are commercial organizations (firms) that
employ fewer than 250 employees.
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The participants filled several job types at the middle and higher occupational
level, give the construct validity and suitability of the employability construct
(minimum level of functioning) (see Van der Heijde & Van der Heijden, 2006).
Purposive selection was made based upon the sampling criteria which included the
following: a geographical representation of the SMEs, their various branches, and the
willingness of the company to improve employability and their employees’
innovative work behavior. Companies were approached through the researchers’
personal contacts in association with the Province of Limburg and the Employers’
Association for SMEs in Limburg (convenience sampling).
The final sample consisted of 487 pairs of employees and their immediate
supervisors who work in 151 SMEs. From the employees, 59.5% were men and
40.5% were women; 52.4% of the employees were younger than 40 years old, and
47.6% were older than or who were exactly 40 years old. The mean age of the
employees was 38 years (SD = 11.05) and the average length of service in their
organization was 7.43 years (SD = 5.51). Almost 82% of the supervisors were men
and 18.1% were women, the mean age of the supervisors was 43 years old (SD =
9.23).
To prevent common-method bias, it was decided to obtain data on
independent and dependent variables from different sets of respondents (Doty &
Glick, 1998; Podsakoff, MacKenzie, Lee, & Podsakoff, 2003; Podsakoff & Organ,
1986; Spector, 1987). Data pertaining to employability, LMX, and perceived
organizational politics were obtained from the employees themselves, and data
pertaining to OCB, innovative work behavior and perceived firm (organizational and
market) performance were obtained from their immediate supervisors.
As is the case with any research study, contributions of this research should be
viewed in the light of several limitations. This study was cross-sectional and future
research using longitudinal designs that enable to test causal and reciprocal effects are
needed to examine the role of time in the development of the model variables. Future
research building upon in-depth qualitative methods could also extend and deepen
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this findings, such as collecting information on HRM practices as perceived by top
managers, supervisors, and subordinates.
To further cross-validate the HRM measurement instruments for
employability and innovative work behavior within the context of SMEs, among
others, the MTMM method (Campbell & Fiske, 1959) has been used, it has however
a few limitations. Ferketich, Figueredo and Knapp (1991) argued that the construct
validation criteria required by the methods satisfy only ideal data sets, such as those
in which the method variance of measures is very low. A vital characteristic of
MTMM models is that there is only one indicator for each trait-method pairing.
According to Eid, Lischetzke and Nussbeck (2006), the major limitation of these
single indicators is that unsystematic measurement error and systematic methodspecific influences can be separated only when strong assumptions have been
fulfilled. This limitation can be circumvented by selecting several indicators for each
trait-method pairing, using a so-called multiple indicator model. MTMM relies on
correlations made between variables on a one-to-one basis; no adjustments are made
to compensate for increased Type 1 and Type 2 errors as was the case in, for
example, a post-hoc test, such as Bonferroni’s (Miller, 1981). Although the MTMM
analysis in this study was combined with SEM techniques in order to reinforce the
findings, future research should consider the possibility of using multiple methods so
as to triangulate and corroborate findings.
In this study, all data were collected using questionnaires, which might have
resulted in response set consistency. Furthermore, a multi-source approach was used
allowing for a greater insight into the possible effects of raters has been used, it
would be preferable in future studies to combine both the subjective and objective
measures for the variables of interest.

Objectivity
In order to foster statistically sound insights in regard to the relationships
among employability, LMX, OCB, innovative work behavior, perceived
organizational politics and firm (organizational and market) performance, a cross-
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sectional survey was conducted among a large sample of respondents. In order to
optimize objectivity, a multi-rater approach (Mabe & West, 1982) was used, in which
the employees’ immediate supervisors were asked to give their perception of
employee behavior, as well as the employees themselves. Most studies on
organizational behavior only rely on self-reports about the variables of interest.
However, many researchers are rather skeptical about results that have only been
derived from self-reports. To be more precise, the validity of self-ratings appears to
be greater when employees are aware that the ratings are also given by their
supervisors (Mabe & West, 1982; Van der Heijde & Van der Heijden, 2006), because
the leniency effect is expected to be somewhat suppressed (Arnold & MacKenzie
Daveys, 1992; Hoffman, Nathan, & Holden, 1991). Nevertheless, despite any doubts
regarding the validity of self-assessments and their utilization in applied research
settings, there is reason to believe that individuals are able to make a valid assessment
of their own knowledge and capabilities. The person who carries out the task
possesses the greatest familiarity with it (Connally, Jorgensen, Gillis, & Griffin,
2002; Kozlowski & Kirsch, 1987; Miller, 1996; Richter & Johnson, 2001; Tari,
2008). Yuan and Woodman (2010) suggested that individual supervisor response
characteristics may bias ratings (Landy & Farr, 1980; Mount, Judge, Scullen, Sytsma,
& Hezlett, 1998). Actually, De Jong and Den Hartog (2010) in effect stated that
supervisor ratings may be biased owing to general, holistic observations of the
competences and performance levels of a particular employee. After all, two-source
(employee and immediate supervisor) ratings may add validity to individual
performance evaluations (Borman, 1998; Oh & Berry, 2009; Van der Heijden, 2005).
An independent agency administered a web questionnaire under the
researcher’s supervision to ensure respondent anonymity and to mitigate social
desirability. Participants received an anonymous response report showing their scores
on the variables, interpretation guidelines, and a framework concerning ways to
improve future employability. The supervisors completed a questionnaire which
consisted of amended items phrased to assess their corresponding subordinates. To
avoid collecting invalid information, due to the training or fatigue of overburdened
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supervisors, and in order to protect data independence, one supervisor filled out
ratings for a maximum of three employees (see also Van der Heijden, 2000), striving
to accomplish an adequate distribution of respondents across departments and
education levels.

Analysis
In this section, an explanation will be given regarding the analyses used in this
study. Several topics will be covered in sequential order: (1) further cross-validation
of the measurement instruments for employability and innovative work behavior
within the context of SMEs, (2) the relationship between dimensions of employability
and stages of innovative work behavior, (3) the effect of an employee’s age on the
predictive validity of employability on innovative work behavior, (4) the mediating
effect of employability on the relationship between LMX and OCB, on the one hand,
and innovative work behavior, on the other hand. Other topics which follow include
(5) the effect of organizational politics, being a moderator, on the relationship
between employability and innovative work behavior, (6) the effect of perceived firm
(organizational and market) performance, being a moderator, on the relationships
between LMX and OCB, on the one hand, and employability, on the other hand, and
(7) the appraisal effects (as a result of paired-samples comparisons), such as the halo
effect, leniency and hardiness.
(1) Further cross-validation of the measurement instruments for employability
and innovative work behavior within the context of SMEs and (2) the relationship
between dimensions of employability and stages of innovative work behavior. To
further cross-validate the measurement instruments for employability and innovative
work behavior within the context of SMEs, a MTMM analysis (Campbell & Fiske,
1959), SEM (Ullman, 1996) and multiple regression analyses were performed. In
order to establish the convergent and discriminant validity of the employability and
innovative work behavior multi-dimensional instruments, MTMM was performed.
The MTMM analysis provided insight into the amount of variance that can be
explained by referring to the two methods (self- and supervisor rating), (method
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variance) and the amount of variance explained by the distinguished traits or
constructs. In the MTMM analysis, at least two traits are measured by at least two
maximally different methods. Convergent validity implies that two methods measure
substantively the same underlying traits or construct. Discriminant validity means
that underlying traits or constructs are truly different.
SEM, as defined by Ullman (1996), “allows examination of a set of
relationships between one or more independent variables, either continuous or
discrete, and one or more dependent variables, either continuous or discrete.” AMOS
software was used (Arbuckle, 2006; Byrne, 2010), to perform our SEM analyses
separately for both constructs in order to confirm the instruments’ factor structures in
SMEs. A number of alternative models were tested at the item level to find the model
that offered the best fit. Alternative models were compared with a second-order
confirmatory factor analysis (CFA), as this was the hypothesized structure for
employability and innovative work behavior. In the factor-analytic model,
employability and innovative work behavior were presented as latent variables, as
well as their sub-dimensions. To assess the model fit, increasingly complex models
were tested until the most restricted target model, the second-order model, was tested.
Alternative models included a null model (baseline model) with only items and error
terms (no latent constructs). One-factor models were calculated whose employability
and innovative work behavior constructs were measured by all of the items for the
respective latent variables (one-dimensional constructs). First-order models measured
the five employability dimensions and three innovative work behavior stages,
respectively (uncorrelated). Another set of first-order models, which were identical to
the uncorrelated models and in which latent variables were allowed to correlate
(correlated factors model), were also tested. Analyses for employability and
innovative work behavior were performed twice, once for self-ratings and once for
supervisor ratings.
Assumptions which underlie the linear regression such as linearity,
randomness, homoscedasticity, normality of errors, and multi-collinearity (Hair,
Anderson, Tatham, & Black, 2010) were carefully checked. As no violations of the
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assumptions were found, the analyses proceeded as planned. To demonstrate the
predictive validity of the employability instrument (five dimensions) for innovative
work behavior (three stages), multiple regression analyses were performed.
(3) The effect of an employee’s age, being a moderator, on the predictive
validity of employability on innovative work behavior. To investigate whether selfratings of employability correlate positively with supervisor ratings of innovative
work behavior, on the one hand, and whether supervisor ratings of employability
correlate positively with self-ratings of innovative work behavior, on the other hand,
SEM was used. The scale scores were calculated as the means of raw scores for self
and supervisor-rated occupational expertise, anticipation and optimization, personal
flexibility, corporate sense, and balance (with employability being the latent
construct) and self and supervisor-rated idea generation, idea promotion, and idea
realization (with innovative work behavior being the latent construct) were used as
indicators for the two employability and two innovative work behavior factors.
A hierarchical regression analysis was performed, when controlling for age
group, separate regression analyses determined the impact of socio-demographic
variables on each stage of innovative work behavior.
To test the moderation of age on the relationship between employability and
innovative work behavior, multi-group SEM was conducted. The first sub-sample
consisted of employees under the age of 40, and the second sub-sample included
employees who were 40 years of age or older. In the ﬁrst step, all structural paths
were allowed to be different for the two age groups. In the second step, the ﬁt of this
free model was compared with the ﬁt of a model in which all structural relationships
were constrained to be equal. The model that posed no restrictions in the estimation
of the parameters had a satisfactory ﬁt with the data.
(4) The mediating effect of employability on the relationship between LMX
and OCB, on the one hand, and innovative work behavior, on the other hand. In
addition, (5) the effect of organizational politics on the relationship between
employability and innovative work behavior was also examined. SEM analyses were
carried out to establish a parsimonious model (Jöreskog, 1993) encompassing
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relationships among LMX, OCB, innovative work behavior, employability, and
perceived organizational politics. A baseline model was tested and modified
subsequent models based on previous results. Five different models were tested
which indicated measures of model parsimony. The strengths of the relationships
among the constructs within the models were also taken into account, and guided
choices were made regarding the inclusion or exclusion of specific paths in
subsequent models. Maximum likelihood estimation of covariance matrices was used
in all SEM analyses, and model fit was assessed using three indices: normed chisquare (χ2/df) (Jöreskog, 1969), root mean square error of approximation (RMSEA),
and the goodness of fit index (GFI). As a rule of thumb, χ2/df < 3 (Bentler & Bonett,
1989); a GFI > .90 (Bollen, 1989) and a RMSEA < .08 (Hair, Anderson, Tatham, &
Black, 1992) indicate a reasonable fit between the model and the data. Subscale
scores for the different dimensions of each construct were used as estimates of the
latent constructs, instead of raw scores for all constituting items (Coffman &
MacCallum, 2005).
Before testing structural relationships among the model variables, it was
necessary to establish that the latent variables represented distinct constructs. Three
of the constructs (LMX, employability, and perceived organizational politics) were
self-measures captured from employees, and two of the constructs (OCB and
innovative work behavior) were captured from employees’ immediate supervisors. To
test both convergent and discriminant validity, a confirmatory factor analysis (CFA)
using SEM was conducted. Once again, scale scores were used as estimates of latent
construct indicators instead of raw scores.
(6) The effect of perceived firm (organizational and market) performance,
being a moderator, on the relationships between LMX and OCB, on the one hand,
and employability, on the other hand. In order to test the moderating effects of firm
performance, multi-group SEM was conducted. The full sample was divided
(median-split) into the sub-samples, high organizational performance and low
organizational performance, and furthermore, high market performance and low
market performance. The Aroian Test of mediation admission (Aroian, 1947) was
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used to assess both the significance and strength of the mediating relationships across
two measures of firm performance: perceived organizational performance (high
versus low) and perceived market performance (high versus low). Here,
employability was assumed to be the mediator between LMX and OCB, on the one
hand, and innovative work behavior, on the other hand. The Aroian Test produces a
z-value and associated p-value based on the formula shown below:

where a is the unstandardized beta between an independent variable and a mediator
when only those two variables are included in a regression model, b is the
unstandardized beta between a mediator and dependent variable when both an
independent variable and a mediator are regressed on a dependent variable, and Sa
and Sb are the standard errors associated with a and b, respectively. Among a number
of mediation admission tests (Goodman, 1960; Sorbel, 1982), the Aroian method was
used for two reasons. Unlike similar methods, the formula used to calculate the zvalue includes a product term for Sa2 and Sb2, thereby not making the assumption of
vanishing error as assumed in the more prevalent Sobel test (Baron & Kenny, 1986;
Sorbel, 1982). The Goodman test (Goodman, 1960) subtracts - rather than adds the
product from the denominator, making the assumption that an error is not a
confounding factor in a test of mediation. Consequently, the Aroian Test is both more
conservative and robust when it comes to assessing mediation admission.
Results from the Aroian Tests were used in two ways. First, tests were
conducted for both high and low organizational performance perceivers, and for both
high and low market performance perceivers. Using p-values associated with the
Aroian z-values, these tests suggest whether mediation is admissible for both, either,
or neither of the high versus low perceivers. Secondly, the z-values for both high and
low performance perceivers were compared in order to suggest whether mediation is
more admissible for high performance perceivers. A grouping of consistently higher
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z-values for high perceivers of both types of performance suggest the veracity of the
hypotheses, and hence whether and which firm performance perceptions moderate the
relationships implied by the model.
(7) The appraisal effects (as a result of paired-samples comparisons) have
been investigated as well, such as the halo effect, leniency and hardiness. Because of
combined ratings for employability, LMX, OCB, and for innovative work behavior,
comparisons between scale means for the two groups were possible (Cronbach’s
alphas and Paired-samples t-tests). Hetero, paired-samples comparisons were made,
and the convergence of two indicators for the same scale supports the validity of both
(Cronbach, 1990). Positive inter-method correlations (employee and immediate
supervisor) of the model variables support the validity of the measures.

Generalizability
External validity refers to the generalization of research findings, either from
a sample to a larger population or to settings and populations other than those studied
(Lucas, 2003). It might refer to whether the results of a study can be legitimately
generalized to some specified broader population (McTavish & Loether, 2002, p.
133), and it might concern the extent to which causal inferences can be generalized to
other times, settings, or groups of people (Monette, Sullivan, & DeJong, 2002, p.
236). Generalizability of findings can be anticipated on during the design stage of the
study, as well as in the analysis of results (Drummond, Manca, & Sculpher, 2005).
For the sake of generalizability of the findings, a large sample of employees and their
immediate supervisors specifically pertaining to SMEs in various branches were
addressed. Furthermore, a multi-source approach allows for greater insight into the
possible effects of raters.
In this study, the concepts and relationships were tested by using only one
(convenient) sample in the province of Limburg, the Netherlands. In order to
investigate the generalizability of the results, a random selection of employees
(representative in terms of other personal characteristics) and additional samples of
SMEs and analyses were needed. Moreover, all of the employees worked at middle
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and higher occupational levels since more complex and non-routine professions
provide more opportunities for individual innovation (Scott & Bruce, 1994), and give
the construct validity and suitability of the employability construct (minimum level of
functioning) (see Van der Heijde & Van der Heijden, 2006); herewith, results cannot
be generalized to all employee levels.

Reflection on Relevance
Chapter 1 presented the relevance of this PhD study for theory building and
practice. This section reflects on the contribution this thesis has made, and includes
ideas for future research.

Scientific Relevance
This study aimed to contribute to existing theory by providing an
understanding of the predictive validity of employability on innovative work behavior
(within the context of SMEs), and the effect of an employee’s age on this
relationship. Secondly, this study aimed to contribute by establishing, empirically
testing and validating an employability mediation model. This was a model which
depicts encompassing relationships among important HRM variables that predict
employability. Employability, in its turn, was assumed to be a mediator between
LMX and OCB, on the one hand, and innovative work behavior, on the other hand.
The effect of organizational politics on the relationship between employability and
innovative work behavior was also investigated by using this model. Finally, it was
investigated whether the relationships between LMX and OCB, on the one hand, and
employability, on the other hand are different for those employees who work in high
(versus low) performing SMEs (here, employability was hypothesized to be a
mediator in the relationship between LMX and OCB, and innovative work behavior,
being the outcome measure).
The HRM measurement instruments of employability, by using an individual
competence-based approach (Van der Heijde & Van der Heijden, 2006; Van der
Heijden, De Lange, Demerouti, & Van der Heijde, 2009) and innovative work
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behavior (De Jong & Den Hartog, 2010; Janssen 2000, 2001, 2003, 2004, 2005; Van
der Vegt & Janssen, 2003) are thoroughly validated among branches in large
organizations, but within the context of SMEs the instruments deserved more
empirical attention. In this study, a further cross-validation of these measurement
instruments was conducted. There is a considerable lack of empirical data concerning
HRM practices in SMEs (see, for instance, Hornsby & Kuratko, 2003; Purcell, 1993;
Van der Heijden, 2011), and the specific SME characteristics of HRM emphasize the
importance of conducting a cross- validation in order to ensure the valid use of the
instruments.
Although some progress is apparent (De Clippeleer, De Stobbeleir,
Dewettinck, & Ashford, 2009), scholarly research into competence-based antecedents
(such as employability) of innovative work behavior has received little empirical
attention up until now. Furthermore, moderation tests of age (a significant sociodemographic characteristic in today’s business and society) on these relationships are
rare (for an excellent example, see Van der Heijden, De Lange, Demerouti, & Van
der Heijde, 2009). In the present study, a new innovative work behavior enhancing
employability model moderated by employee’s age has been established, aimed at
clearing up the complexity of employability predicting innovative work behavior.
Only since the late 1990s have employability and its consequences been studied
empirically; one important reason for this is the lack of valid operationalizations of
the concept (see Van der Heijde & Van der Heijden, 2006, for a review).
Additionally, there is a lack of research into the way employability is embedded in
the SME context (see also Van der Heijden, 2011). Therefore, this study may make
an important contribution to the Employability and SME literature.
Moreover, this study has established an HRM model of innovative work
behavior enhancement, fully mediated by employability. Results have supported the
hypothesized moderated mediation model and enhanced the understanding of the
effects of LMX and OCB in SMEs. The resulting HRM model suggested that these
variables influence innovative work behavior indirectly through employability.
Furthermore, it specified the moderator perceived organizational politics and its
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boundary conditions within this indirect effect. This study has also made a unique
theoretical contribution to the field, because it examined the moderated mediation of
employability which was modelled with a significant combination of variables and
relationships.
Finally, this study has focused on the influence of perceived firm
(organizational and market) performance on the relationships between LMX and
OCB, on the one hand, and employability, on the other hand (here, employability was
hypothesized to be a mediator in the relationship between LMX and OCB, and
innovative work behavior, being the outcome measure). Schneider, Hanges, Smith,
and Salvaggio (2003) argued that in most empirical research, an implicit, causal
relationship runs from a broad spectrum of employee behavior to organizational
performance, without taking the reciprocal effects or performance into account as a
possible cause of the relationships depicted in a model. March and Sutton (1997)
suggested that alternative, causal relationships in organizational research and
alternative models “are sufficiently plausible to make simple causal models
injudicious” (p. 700). The results of this study have indicated that the supervisors’
perceptions of (high or low) organizational performance influence leadership style
and human resources management (i.e., opportunities and possibilities for employees
to develop and to learn the value of work-related activities), hence resulting in
patterns of behavior within the organization.

Practical Relevance
In knowledge-based economies in which SMEs contribute to a significant
amount of economic activity, there is a need for highly competent (employable)
employees (Dundon & Wilkinson, 2009). In keeping with the trend towards an
increase in the number of smaller firms, the need for effective SME HRM practices is
ever-increasing (Audretsch & Thurik, 2001). The results of this cross-validation
efforts (the requirements regarding convergent and divergent validity have been met
and the factor structure is confirmed) support the usefulness of the measurement
instruments in SMEs and the idea that stimulating and investing in employability

201

affects innovative work behavior. The measures used in this study provide managers
with effective instruments for performance appraisals, assessments, and with
employee development tools (Stoffers & Van der Heijden, 2009). It was advocated to
use valid information on workers’ competences as well as valid assessment criteria
(Patterson, Kerrin, & Gatto-Roissard, 2009). In cases in which managers use proper
feedback, they are able to create the conditions and context that motivate employees
to be innovative (Zhou, 1998).
Scholarios, Van der Heijden, Van der Schoot, Bozionelos, Epitropaki,
Jêdrzejowicz, Knauth, Marzec, Mikkelsen, Van der Heijde, & the Indic@tor Study
Group (2008) stated that the attitude of SMEs’ management parties in regard to
managing employability is in line with Becker’s (1964) predictions regarding human
capital theory. Only the firm-specific skills, which are theorized, are thought to be
worth thorough and explicit investment. In the management parties’ view, generalist
skills should be provided by others, such as governments, higher education, or
competitors. SMEs operate under more severe resource scarcities in regard to time
and capital (Bacon, Ackers, Storey, & Coates, 1996; Duberley & Walley, 1995). In
other words, the practices of human resource development that are employed by
SMEs reflect the characteristic strategy employed by small companies, which is
essentially informal, reactive and short-term (Bacon, Ackers, Storey, & Coates, 1996;
De Kok & Uhlaner, 2001; De Kok, Uhlaner, & Thurik, 2006; Forth, Bewley, &
Bryson, 2006).
Although it has become clear that SMEs need new competences, this has not
yet resulted in concrete policies and actions. SMEs often choose short-term solutions,
such as temporary workers, or outsourcing, to compensate for skill deficiencies
(Scholarios et al., 2008). As such, small companies adopt an ad hoc paradigm in
terms of competence development and acquisition (Rutherford, Buller, & McMullen,
2004). Cunningham (2010) argued that, fortunately, SMEs are beginning to identify
HRM’s potential for company results. This seems promising because investing in
generalist competences, above and beyond firm-specific ones, which are necessary
for innovative work behavior, is important in order to realize future employee
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performance. This study offers a better understanding of the relationship between
important HRM variables that appear to predict employability, and, as a result,
innovative work behavior. More specifically, employability has found to be a
mediator between LMX and OCB, on the one hand, and innovative work behavior, on
the other hand.It is also meant to make members of the working population aware of
the dysfunctional effect of perceived organizational politics. Given the fact that
organizational politics are a widespread phenomenon in all organizations, it is urgent
that practitioners seriously make an effort to prevent its detrimental effect (Ferris &
Treadway, 2012; Pfeffer, 1992), thus supporting the goal of HR practice which is
aimed at fostering growth and striving towards an increase in positive work
outcomes.
Aging of the working population has provoked an increased need to extend
employees’ work lives beyond the current official retirement age. SMEs are more
vulnerable to the demographic shift towards old age, and therefore, HRM practices
are highly important to them (Wognum & Horstink, 2010). However, small firms
often do not employ professional experts to manage HRM issues (Bacon, Ackers,
Storey, & Coates, 1996; Hornsby & Kuratko, 2003); in fact, what appears to be often
the case is that SME supervisors have their own ideas of what is good HRM practice
(in the absence of formalized age-conscious HRM policies), and they are more
inclined to base their practices on a variety of stereotypical beliefs which are negative
regarding older workers. These stereotypical beliefs of SME supervisors might stem
less from their current performance levels, yet more from fears of the supervisors in
regard to the employees’ future prospects (Van der Heijden et al., 2009). Persistent
stereotypes include the beliefs that older workers have great difficulty learning new
technology, and that an investment in their training provides a poor return (Gray &
McGregor, 2003). Awareness-raising campaigns (Evans & Pye, 2005) are useful to
educate supervisors and young professionals about their older counterparts, in order
to reduce harmful stereotyping and biases (Malatest, 2003). After all, all employees
do age and they have to deal with the urge for longer careers which are productive
(Billett, 2011).
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Notwithstanding the importance of age, it is an employee’s performance
capacity, rather than his or her age, which is the most important consideration (Schalk
et al., 2010) in the light of HRM and employability enhancement practices, that are,
subsequently, aimed at stimulating innovative behavior. Because of continuously
changing technology and working conditions, learning as a career-long process has
become more and more important. Older employees need to have access to life-long
learning programs, as the latter give a clear signal that their knowledge is not
obsolete, yet in need for constant updating, and that older workers are a highly
appreciated asset to the company, given their previously built up experience base
(Žnidaršič, 2012). However, it is important to take into account that the methods of
training need to be adjusted to accommodate different learning patterns (Malatest,
2003) (e.g., older learners respond better to informal learning than formal (Berg &
Chyung, 2008). Unfortunatley, despite the call for life-long learning practices, up to
now, companies with a high share of older employees have tended to invest
significantly less in further training (Thijssen & Rocco, 2010; Verworn & Hipp,
2009). Hopefully this PhD study will stress the importance to turn round common
practice.
The concept of age management (Ilmarinen, 2006) involves an understanding
of age structures and strategy within the organization, as well as possessing accurate
attitudes towards age. The role of supervisors is essential to improve an age-friendly
work life (Ilmarinen, 2011). Since HRM practices in SMEs are essentially informal
(De Kok, Uhlaner, & Thurik, 2006; Wognum & Bartlett, 2002), age management
strategies in SMEs are likewise at the discretion of the respective supervisors.
However, an age-conscious and well thought-out workforce plan, which includes
mentoring, training and flexible work options for retaining staff and corporate
knowledge, would be needed to more or less formalize age management strategies
(Pillay, Kelly, & Tones, 2010). For example, employers could encourage succession
planning and may provide routes where accumulated expertise can be channeled into
less demanding roles within the organization (Evans & Pye, 2005). These practices
should not only include stimulating certain leadership roles, but also need to cover all

204

essential professional knowledge and roles. Since this is especially true in SMEs
where professionals often have a unique and singular position within the company
(Leibold & Voelpel, 2006). Obviously, social factors such as stereotypes, prior
experience with mature workers, and an awareness of aging issues, can hinder the
implementation of formal age management policies (Loretto & White, 2006; Pillay et
al., 2010), and need to be carefully taken into account.
According to Billett (2011), workers’ employability is conditional upon the
possibility to work, to respond to new challenges, and to demonstrate and develop
competences further. Employees themselves have the capacity and interest to secure
their employment, and to remain employable, yet, need the commitment from their
employers in this regard as well. However, the limited size and resources of SMEs
does not automatically imply a considerable amount of HRM activities to support
employees’ opportunities to develop themselves, and to enhance innovative work
behavior. Therefore, individual firms could strive to combine their capabilities with
other SMEs. After all, inter-ﬁrm collaboration allows for more opportunities for
employee learning and innovation (Lundvall, 1993; OECD, 2000). The Employers
Association for SMEs could initiate institutional frameworks for improving
collaborations within networks and clusters, and could support the linkage with
educational institutions (see also OECD, 2000). Inter-firm workplaces and
educational institutions are assumed to support employees’ development. It is
important, however, that employees themselves engage meaningfully and
intentionally in career development activities. That is to say, employability is the joint
responsibility of individual employees, workplaces, and educational institutions
(Billett, 2011).
The recent financial and economic crises have influenced SMEs particularly
(Dallago & Guglielmetti, 2012), resulting in a severe decline in the availability of
credit and tightening of credit terms, and a rigorous reduction in the demand for
goods and services coupled with increased payment delays on receivables (OECD,
2009). SMEs also enjoy fewer possibilities, (in comparison to large firms or
multinationals, to downsize and diversify economic activities (Dallago &
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Guglielmetti, 2012). Consequently, a dichotomy exists between high and low (in
comparison with benchmarks) performance firms, which appears to influence HRM
practices (see the outcomes of our moderated mediation model) within SMEs. This is
due to the fact that high performing firms face the risk of not being able to take
complete advantage of their workforce’ employability since they do not have to
innovate current (successful) products, services or processes. In a similar vein, low
performing firms face the risk of not taking complete advantage of their workforce’
employability because of limited accessibility of financial and human resources
which, in turn, might have an impact on HRM policy and practices within the
organization.
A supervisor’s perception of an organization’s performance (high or low)
influences his or her leadership style and, subsequently, HRM practices. Therefore, it
is particularly essential, in the case of low organizational performance, that
supervisors stimulate and facilitate employees carefully in their occupational
development throughout their career. Supervisors are in a position to shape a climate
of knowledge and skills development (Cooke & Meyer, 2007), particularly in the case
of daily practices of supervisors such as attraction, retention, relations, etc. From a
strategic HRM perspective, contributions from employees to innovate over time are a
product of their employability, and of the opportunities and possibilities that are
available to them for using their individual competences.
In this time of economic crisis, strong national systems of innovation and
government policies encourage innovation among SMEs and enhance national
economies to remain competitive in a global market (Filippetti & Archibugi, 2011).
This has had an uninterrupted effect on employment and it has facilitated those
supervisors who are making an attempt to encourage innovation (in fostering an
innovative culture by encouraging new ideas or by evading an mind-set of resistance
to new ideas) (Madrid-Guijarro, Garcia, & Van Auken, 2009).
Before SME entrepreneurs are prepared to invest significantly in
employability, and in the predictor variables established in this HRM model to
enhance innovative work behavior, they need access to best practices, preferably
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based upon empirical proof in similar types of organizations (SMEs). That is why the
circulation and assimilation of the knowledge concerned is also envisaged to be an
important practical implication of this research (Stoffers & Van der Heijden, 2009).
The researcher’s affiliation (and as a consequence a constant dialogue among the
members of the digitally connected community) with the applied science company
LPM Advies (www.careerpotential.eu) and the Research Centre for Employability
(Zuyd University of Applied Sciences) (www.employability.nu) can provide (SME)
entrepreneurs, supervisors and HRM practitioners with essential information and
purposeful intervention strategies. In themselves, interventions have already evolved
employee attention and reinforced activities. Improving the dialogue between the
supervisor and subordinate, based upon the analysis of employability, can contribute
to a sustainable work relationship (Van der Heijden, 2005).
At the beginning of 2013, the Research Centre for Employability held a
thorough and extensive dialogue with important stakeholders (expert meeting) for
Employability in the Province of Limburg, which was partially based on the key
findings of this study and which emphasized the importance of investing in
employability in order to achieve positive work and organizational outcomes. One of
the main conclusions drawn after this dialogue about employability, its antecedents,
moderators and consequences, had taken place, was that it is the researchers’
responsibility and obligation to be innovative in hypothesizing and empirical testing
enhanced HRM models. This in order to ensure that practitioners can be provided
with essential (new) information and purposeful intervention strategies. Social
innovation (Nicholls & Murdock, 2012) on HRM practice has aimed at flourishing
growth and striving towards an increase in positive work outcomes, especially within
the context of the two major challenges in the region: dejuvenating and aging, and
poor performing firms due to the economic crisis.

Future Research
The implications and challenges for future research that have been derived
from this study have been discussed in the previous sections. For the convenience of
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the reader they are summarized below, and several additional challenges will be
presented.
Firstly, future research should pay attention to the limitation of the
quantitative cross-sectional design of this study. Future research using longitudinal
designs that enable the causal and reciprocal effects to be tested, are needed to
examine the role time plays in the development of these model variables. Future
research building upon in-depth qualitative methods could also extend and deepen the
understanding regarding these findings, such as collecting information on HRM
practices as perceived by top managers, supervisors, and subordinates.
To further cross-validate the HRM measurement instruments for
employability and innovative work behavior within the context of SMEs, among
others, the MTMM method was used. Although the MTMM analysis in this study
was combined with SEM techniques in order to reinforce the findings, future research
should consider using multiple methods so as to triangulate and corroborate findings
(applying method-triangulation will optimize objectivity).
The model in this study was tested using one convenient sample in the
province of Limburg, the Netherlands. To investigate the generalizability of
outcomes, additional samples of SMEs and analyses are necessary. Moreover, all of
the employees worked at middle and higher occupational levels, so subsequently the
results cannot be generalized to all employee levels. For the sake of generalizability,
broadening the sample selection to other types of organizations (e.g. large or public
organizations) and employee occupational levels should be considered.
This study has made a unique theoretical contribution to the field, because it
examined the moderated mediation of employability modeled with a significant
combination of variables and relationships, enhancing innovative work behavior.
Future research should also look at other employability outcomes such as career
success (see Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009). On a
separate note, future research should also look at other predictor variables of
innovative work behavior such as individual factors, job essentials, and
environmental factors (see Hammond, Neff, Farr, Schwall, & Zhao, 2011). The
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moderating influence of perceived organizational politics in the relationship between
employability and innovative work behavior was investigated. It might be interesting
to use perceived organizational politics as a moderator when testing the relationship
between alternative antecedents and work-related outcomes, such as employability.
Witt and Spector (2012) have recently argued that employee personality might play
an important role in both the perceptions of, and reactions to organizational politics,
yet hardly any empirical research has been done which links personality and
individual differences (Treadway et al., 2005) to perceived organizational politics.
In this study, perceived firm performance was used as a moderating variable on the
relationships between LMX and OCB, on the one hand, and employability, on the
other hand (here, employability was hypothesized to be a mediator in the relationship
between LMX and OCB, and innovative work behavior, being the outcome measure).
Future research should use objective measures for firm performance such as turnover,
profit, productivity, or number of patents. The economic crisis also had a major
impact on SMEs, even more so in comparison with large companies in the
Netherlands (EIM, 2012). Furthermore, the crisis had an impact on the innovativeness
of SMEs (Ruis, 2011). However, Antonioli, Bianchi, Mazzanti, Montresor, and Pini
(2010), found that Italian SMEs were more innovative compared with large firms
during the recent crisis. Kanerva and Hollanders (2009), analyzing Innobarometer
data for Europe, found no relationship between the size of a firm and the decline in
investment during 2008. Their results suggested that highly innovative firms have
still invested in innovation during the downturn. These contradictory findings urge
for further research concerning the effects of firm performance on the relationship
between employees’ innovativeness and employability enhancement. As for being
innovative, employees must first feel relaxed and confident about experimenting and
transcending existing paths and (mental) frameworks. However, this could differ
among cultures, particularly during times of economic downturn. Moreover, a crossvalidation of branches (labor and product/service markets) and (national) cultures is
encouraged so as to justify using the proposed model.
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Future research could link the HRM variables not only to individual-level
outcomes, but also to meso- (team) and macro-level (organizational) performance
outcomes. Specifically, investigations that examine team and organizational
performance will help us to shed more light on how individual work-related factors
influence higher-level outcomes.
Firm size is not the only distinguishable factor in relationship to HRM
practices (Cunningham, 2010); other factors such as sub-culture, company strategy,
familial influences, and socio-cultural have an influence on HRM practices as well
(De Kok & Uhlaner, 2001; Dundon & Wilkinson, 2009; Edwards & Ram, 2009).
Research concerning HRM in smaller firms is dislocated frequently from its
environmental context (Barrett & Rainnie, 2002). That is why the influences of SME
organizational characteristics need to be examined more closely in future approaches
as well.
Finally, within the time frame of this PhD research study, not all of the
antecedents and moderators pertaining to the employability enhancement of
innovative work behavior (within the context of SMEs) could be empirically
investigated. However, in light of the 2013-expert meeting (and the subsequent
dialogue) at the Research Centre for Employability, it has appeared that important
explanatory factors have presumably been dealt with.
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Summary
Introduction
In the Netherlands, the small and medium-sized enterprises (SMEs) represent
more than 99% of all firms, 68% of employment, and 62% of value added (European
Commission, 2011; Roth, 2011). Nevertheless, the role of SMEs within the national
economy stands in stark contrast to the limited understanding of the HRM activity
taking place within them (Arthur & Hendry, 1992). There is a substantial need for
empirical data with regard to HRM practices in SMEs (see, for instance, Hornsby &
Kuratko, 2003; Van der Heijden, 2011). The importance of SMEs, both in businesses
and employment, is furthermore emphasized by its gigantic potential for innovation
(Hallberg, 2000; Roth, 2011). Innovation is generally acknowledged as a key factor
in the competitiveness of nations and firms (Galia and Legros, 2004), and may refer
to new products, services, (internal) processes and / or markets (De Jong, Bodewes,
& Harkema, 2007). There are several significant differences between large companies
and SMEs with reference to innovation, e.g. SMEs have less (financial & human)
resources available, however they do have more flexibility and adaptability (Bodewes
& De Jong, 2003; Vossen, 1998). In order to achieve a continuous flow of innovation,
employees need to be willing and competent to innovate (De Jong & Den Hartog,
2007; Dundon & Wilkinson, 2009). According to West and Farr (1989), and West
(1989), innovative work behavior can be defined as “the intentional creation,
introduction and application of new ideas within a work role, group or organization,
in order to promote role performance, the group, or the organization” (Janssen, 2000,
p. 288). Innovative work behavior is associated with the three stages involved in the
innovation process: the generation, promotion, and realization of ideas (Janssen,
2000). Innovative work behavior (Janssen, 2000) depends on the knowledge, skills,
and expertise of employees (Leonard & Sensiper, 1998; Youndt, Snell, Dean, &
Lepak, 1996; Verworn & Hipp, 2009). Occupational expertise, coupled with generic
competences, is conceptualized in employability (Van der Heijde & Van der Heijden,
2006; Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009). Investing in
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employability might enhance (predictive validity) innovative work behavior (Stoffers,
Van der Heijden, & Jacobs, under review).
Employability (career potential) can be defined as “the continuously fulfilling,
acquiring or creating of work through the optimal use of competences” (Van der
Heijde & Van der Heijden, 2006, p. 453). Van der Heijde and Van der Heijden’s
(2006) conceptualization of employability has been operationalized into an
instrument which combines domain-specific occupational expertise (a) (knowledge
and skills, including meta-cognitive ones, and social recognition by important key
figures (Van der Heijden, 2000) with four more generic competences: (b) anticipation
and optimization; (c) personal flexibility; (d) corporate sense; and (e) balance.
In order to construct a conceptual Employability model of innovative work
behavior enhancement, a systematic literature review was carried out and in-depth
interviews were conducted with highly innovative professionals and entrepreneurs.
Subsequently, predictor variables (Leader-Member Exchange and Organizational
Citizenship Behavior), and moderator variables (employee’s age, organizational
politics and firm performance), could be identified in order to understand how
employability and innovative work behavior can be enhanced (Stoffers & Van der
Heijden, 2009). The predictor Leader-Member Exchange (LMX) can be defined as:
the quality of the relationship between an employee and his or her immediate
supervisor (Graen, Novak, & Sommerkamp, 1982). Organizational Citizenship
Behavior (OCB) can be defined as: behavior(s) of a discretionary nature that are not
part of employees’ formal (role) requirements, but nevertheless promote the effective
functioning of the organization (Organ, 1988). As a result of LMX and OCB,
improved knowledge, skills, and abilities can be achieved, hence employees’
employability is represented. Subsequently, as a result of the increased amount of
knowledge, skills, and expertise (Leonard & Sensiper, 1998; Youndt, Snell, Dean, &
Lepak, 1996; Verworn & Hipp, 2009), the amount of innovative work behavior that
employees show might rise as well.
The moderator variables: an employee’s age, organizational politics and firm
performance (a situational factor) might possibly have an influence on the
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relationships of the conceptual model. Recently, in developed countries such as the
Netherlands, the fertility and mortality rates have decreased (Ilmarinen, 2006; Shultz
& Adams, 2007; Wang & Shultz, 2010). As a consequence, companies rely
increasingly on the knowledge, skills, and experience of older workers (Schalk et al.,
2010). However with increasing age, employees’ preparedness to further develop
themselves might decrease (Warr & Fay, 2001). Furthermore, organizational politics
is a critical phenomenon because of the potential effect it could have on work
outcomes (Weissenberger-Eibl & Teufel, 2011). More specifically, these politics can
obstruct regular organizational processes and may harm innovation at both the
individual and organizational level (Shoham, Vigoda-Gadot, Ruvio, & Schwabsky,
2012; Vigoda-Gadot, 2003). Finally, in addition, the economic crisis had a major
impact on SMEs (more so in comparison with large companies) in the Netherlands
(EIM, 2012). As a result, a dichotomy between high and low (relative to the
benchmark) performing firms occurred. High versus low performance firms present
very different environments for an employee to work in (Mannion, Davies, &
Marshall, 2005). Obviously, situational factors differ considerably across high versus
low performing firms, and these factors affect employability (Nauta et al., 2009).

Recapitulating, the purpose of this PhD research was twofold. First, I aimed to
further cross-validate HRM measurement instruments for employability (using an
individual competence-based approach) and innovative work behavior within the
context of SMEs. Furthermore, I aimed to establish the predictive validity of
employability in the light of innovative work behavior by using a multi-source
approach, and to examine whether employee’s age affects this relationship.
Second, I aimed to test empirically and to validate an employability mediation
model, a model of encompassing relationships among important HRM variables that
predict employability. Employability, in its turn, was assumed to be a mediator
between LMX and OCB, on the one hand, and innovative work behavior, on the other
hand. In this model, I also investigated the effect of organizational politics on the
relationship between employability and innovative work behavior. Moreover I aimed
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to investigate the effect of perceived firm performance on the relationships between
LMX and OCB, on the one hand, and employability, on the other hand (see Figure 1
for the conceptual model).

Figure 1. Conceptual Model

The majority of studies on organizational behavior have been based on selfratings in regard to the variables of interest. As a consequence, these retrospective
reports are often subject to criticism, since accurate ratings are rare. Moreover, the
problems related to informant fallibility robustly influence these reports (Van der
Heijden & Nijhof, 2004). Inaccuracy is often caused by rater errors such as the halo
effect, leniency, and hardiness. Raters do not consciously choose to make these
errors, and they may not even be aware of them. However, the multi-source approach
(combined ratings from both employees (self-ratings) and their immediate
supervisors) used in this study and subsequent paired-samples comparisons allows us
to investigate the possible impact of appraisal effects better. Furthermore, the validity
of self-ratings appears to be greater when employees are aware that ratings are also be
given by their supervisors (Mabe & West, 1982; Van der Heijde & Van der Heijden,
2006). This brings us to the following research questions.
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The main research question of this thesis:
How does employability relate to (1) LMX, (2) OCB and (3) innovative work
behavior and what are the effects of an employee’s age, the organizational politics
and firm performance on these relationships, specifically in the context of SMEs?

This main research question has been divided into the following sub-questions:
1. Are the requirements of convergent and divergent validity met, and is the factor
structure of the measurement instruments for employability and innovative work
behavior confirmed (ensuring a valid use within the context of SMEs)? (Study 1)
2. What is the relationship between the distinguished dimensions of employability
and stages of innovative work behavior? (Study 1)
3. What is the effect of an employee’s age on the predictive validity of employability
on innovative work behavior? (Study 2)
4. What is the mediating effect of employability in the relationship between LMX and
OCB, on the one hand, and innovative work behavior, on the other hand? (Study 3)
5. What is the moderating effect of organizational politics on the relationship between
employability and innovative work behavior? (Study 3)
6. What is the moderating effect of perceived firm (organizational and market)
performance on the relationships between LMX and OCB, on the one hand, and
employability, on the other hand? (Study 4)
7. Can we distinguish certain appraisal effects (as a result of paired-samples
comparisons) such as the halo effect, leniency and hardiness? (Studies 1 and 3)

The conceptual model based on these questions (see Figure 1) includes the
expected antecedents, as well as the expected (mediated) effects of employability
towards innovative work behavior and the moderating effects of an employee’s age,
organizational politics and firm (organizational and market) performance. More
specifically, the model states that LMX and OCB both correlate positively with
employability, and employability, in its turn, is positively associated with innovative
work behavior. What is more, it indicates that employability might be a construct
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mediating the relationship between LMX and OCB, on the one hand, and innovative
work behavior, on the other hand. It also states that an employee’s age and
organizational politics might moderate the relationship between employability and
innovative work behavior. And that firm performance (a situational factor) might
possibly have an influence on the relationships between LMX and OCB, on the one
hand, and employability, on the other hand.

Methodology
Respondents were comprised of employees and supervisors of SMEs working
in the province of Limburg, the Netherlands. The European Union’s definition of an
SME states that they are commercial organizations (firms) that employ fewer than
250 employees.
Participants filled several job types, primarily at the middle and higher
occupational level. Purposive selection was done based upon sampling criteria
including: a geographical representation of the SMEs, their various branches, and the
willingness of the company to improve employability and the innovative work
behavior of their employees. Companies were approached through the researchers’
personal contacts in association with the Province of Limburg and the Employers
Association for SMEs in Limburg (convenience sampling).
The final sample consisted of 487 pairs (employees and their immediate
supervisors) who work in 151 SMEs. From the employees, 59.5% were men and
40.5% were women; 52.4% of the employees were younger than 40 years old, and
47.6% were older than or exactly 40 years old.
To prevent common-method bias, it was decided to obtain data on variables
from different sets of respondents. Data on employability, LMX, and perceived
organizational politics were obtained from the employees themselves, and data on
OCB, innovative work behavior and perceived firm (organizational and market)
performance were obtained from their immediate supervisors.
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Studies
In this PhD dissertation, I have presented four studies, which each elaborate
and investigate aspects of the research questions. In the sections which follow, I will
summarize the different studies in order to make clear how they are linked to one
another and embroider upon each other’s theme.

Study 1: Employability and Innovative Work Behavior in Small and Mediumsized Enterprises
The first and second research questions were addressed in this Study 1. The purpose
was to further cross-validate HRM measurement instruments for employability
(individual competence-based approach) and innovative work behavior within the
context of SMEs. A multitrait-multimethod analysis (MTMM) was performed, and
the results suggested that for both instruments, requirements regarding convergent
and divergent validity have been satisfactorily met. Structural Equation Modeling
(SEM) was used, and it confirmed the factor structure of the instruments. Pairedsamples comparisons showed that all of the inter-method correlations for the twosource (employee and immediate supervisor) ratings and for both instruments were
significantly positive. For the final part of the validation study, multiple regression
analyses demonstrated the distinguished dimensions of employability are decisive for
each stage of innovative work behavior. Investing in employability enhancement
appeared to contribute to innovative work behavior. The measurement instruments of
employability and innovative work behavior can provide SME managers with
effective instruments to be used for performance appraisals, assessments, and
employee development tools. Further research is needed to understand the possible
impact of appraisal effects better, such as the halo effect, leniency and hardiness.

Study 2: An Innovative Work Behavior Enhancing Employability Model
Moderated by Age
The third research question was addressed in Study 2, and the purposes were to
investigate the similarity in factor structures for self-rated and supervisor-rated
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employability and innovative work behavior, to validate an innovative work
behavior-enhancing model of employability in SMEs, and to investigate the effect of
age on this relationship. Our findings suggest that the factor structures for self-rated
and supervisor-rated employability, on the one hand, and for innovative work
behavior, on the other hand, are similar. SEM was used to investigate the predictive
validity of employability on innovative work behavior by using a multi-source
approach. The results demonstrated that self-rated employability correlates positively
with supervisor-rated innovative work behavior, and that supervisor-rated
employability correlates positively with self-rated innovative work behavior. The
moderating effect of employee’s age on the relationship between self- and supervisor
ratings of employability and innovative work behavior was tested using multi-group
SEM. Age appears to have a weak influence on the relationship between
employability and innovative work behavior, more specifically, in case of a higher
age the relationship is stronger. The implications of these outcomes for age-related
HRM strategies in SMEs are discussed.

Study 3: Towards an HRM Model of Innovative Work Behavior Enhancement:
a Moderated Mediation Analysis
The fourth and fifth research questions were addressed in Study 3. In this
research study, a moderated mediation model predicting the effects of LMX and OCB
on innovative work behavior has been tested. The results of structural equation
modeling tests suggest that these predictors are indeed positively correlated with
innovative work behavior, through employability being a mediator. The benefits of
maintaining close relationships and high-quality exchanges between an employee and
his or her supervisor (LMX), and individual development due to employees’
discretionary, voluntary behavior (OCB) have an indirect effect on innovative work
behavior, due to the positive effects they have on workers’ employability. Since LMX
and OCB improved knowledge, skills, and abilities, representing employability, the
employee innovative work behavior has subsequently improved as well. Moreover, it
appeared that organizational politics moderates the relationship between
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employability and innovative work behavior. Our data supported the hypothesized
model. Furthermore, paired-samples comparisons have indicated that all inter-method
correlations (employee and immediate supervisor) of the model variables were
positive, thereby supporting the validity of our measures. The results of this empirical
study have important consequences for the human resources management strategies
used in SMEs which are aimed at enhancing innovative work behavior particularly in
regard to the awareness of negative organizational politics.

Study 4: Towards a Moderated Mediation Model of Innovative Work Behavior
Enhancement: A study of Leader-Member Exchange and Organizational
Citizenship Behavior by Firm Performance
The sixth research question was addressed in Study 4. This study was meant to
investigate a moderated mediation model of innovative work behavior enhancement.
Perceived firm (organizational and market) performance was assumed to moderate
the relationships between LMX and OCB, on the one hand, and employability, on the
other hand. Here, employability was hypothesized to be a mediator in the relationship
between LMX and OCB, and innovative work behavior, being the outcome measure.
SEM was used to confirm the factor structure of the baseline model’s variables,
including LMX, OCB, Employability and Innovative Work Behavior. The
moderating effect of firm performance was tested by using multi-group SEM. It
appeared that organizational and market performance had a substantial influence on
the baseline models’ relationships. More specifically, the mediation effect was found
to be stronger for those employees working in high performance firms in comparison
with those working in low performance firms. The implications of these outcomes for
HRM management strategies in SMEs, with an emphasis on enhancing innovative
work behavior, are discussed.

The seventh research question was addressed in Studies 1 and 3. Cronbach’s
alpha coefficients demonstrated that, supervisor reliability coefficients were higher in
comparison to the corresponding self-ratings. A possible explanation for this might be
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that the ratings from employees reveal a reliable and valid, although more
differentiated self-image (Van der Heijde & Van der Heijden, 2006; Van der Heijden,
2000). The so-called halo effect might provide a possible explanation for these
results. Outcomes from the paired-samples t-tests indicated that self-ratings were
higher than the corresponding supervisor ones. The tendency for employees to be
relatively more positive about themselves is referred to as the so-called leniency
effect –and it was found in this data as well. Rating discrepancies might also be
explained by the fact that supervisors judge employee performance and behavior
relatively more harshly; that is to say, the hardiness effect may be an explanatory
factor as well.
To sum up, the major results of this study can be presented in an “overall
research model” (see Figure 2):

Figure 2. Overview of Findings from the Studies

Scientific Relevance
This study aimed to contribute to existing theory by providing an
understanding of the predictive validity of employability on innovative work behavior
(within the context of SMEs), and the effect of an employee’s age on this
relationship. Secondly, this study aimed to contribute by establishing, empirically
testing and validating an employability mediation model. This was a model which
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depicts encompassing relationships among important HRM variables that predict
employability. Employability, in its turn, was assumed to be a mediator between
LMX and OCB, on the one hand, and innovative work behavior, on the other hand.
The effect of organizational politics on the relationship between employability and
innovative work behavior was also investigated by using this model. Finally, it was
investigated whether the relationships between LMX and OCB, on the one hand, and
employability, on the other hand are different for those employees who work in high
(versus low) performing SMEs (here, employability was hypothesized to be a
mediator in the relationship between LMX and OCB, and innovative work behavior,
being the outcome measure).

Practical Relevance
In knowledge-based economies in which SMEs contribute to a significant
amount of economic activity, there is a need for highly competent (employable)
employees (Dundon & Wilkinson, 2009). The results of this cross-validation efforts
(the requirements regarding convergent and divergent validity have been met and the
factor structure is confirmed) support the usefulness of the measurement instruments
in SMEs and the idea that stimulating and investing in employability affects
innovative work behavior. The measures used in this study provide managers with
effective instruments for performance appraisals, assessments, and with employee
development tools (Stoffers & Van der Heijden, 2009). In those cases in which the
managers decide to use proper feedback, they are then subsequently able to create the
conditions and context that motivate employees to be innovative (Zhou, 1998).
Cunningham (2010) argued that, fortunately, SMEs are beginning to identify HRM’s
potential for company results. This seems promising because investing in generalist
competences, above and beyond firm-specific one, which have been proven to be
necessary for innovative work behavior, is important in order to realize future
positive work outcomes.
Aging of the working population has provoked an increased need to extend
employees’ work lives beyond the current official retirement age. SMEs are more
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vulnerable to the demographic shift towards old age, and therefore, HRM practices
are highly important to them (Wognum & Horstink, 2010). An age-conscious and
well thought-out workforce plan, which includes mentoring, training and flexible
work options for retaining staff and corporate knowledge, would be needed to more
or less formalize age management strategies (Pillay, Kelly, & Tones, 2010).
This study offers a better understanding of the relationship between important
HRM variables that appear to predict employability, and, as a result, innovative work
behavior. More specifically, employability has found to be a mediator between LMX
and OCB, on the one hand, and innovative work behavior, on the other hand. That is
to say, it is of utmost importance that supervisors are made aware of the antecedents
of growth and the added value of their human capital. As a result of LMX and OCB,
improved knowledge, skills, and abilities can be achieved, hence representing
employees’ employability. Due to the increased amount of knowledge, skills, and
expertise that has been gained, the amount of innovative work behavior that
employees display is subsequently expected to rise as well. However, members of the
working population should be aware of the dysfunctional effect of perceived
organizational politics.
The recent financial and economic crises have had a considerable impact on
SMEs particularly (Dallago & Guglielmetti, 2012), resulting in a severe decline in the
availability of credit and tightening of credit terms, and a rigorous reduction in the
demand for goods and services coupled with increased payment delays on receivables
(OECD, 2009). SMEs also enjoy fewer possibilities, in comparison to large firms or
multinationals, to downsize and diversify economic activities (Dallago &
Guglielmetti, 2012). Consequently, a dichotomy exists between high and low (in
comparison with benchmarks) performance firms, which appears to influence HRM
practices (see the outcomes of our moderated mediation model) within SMEs. This is
due to the fact that high performing firms face the risk of not being able to take
complete advantage of their workforce’ employability, since they think they do not
have to innovate current (successful) products, services or processes. In a similar
vein, low performing firms face the risk of not taking complete advantage of their
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workforce’ employability because of limited accessibility of financial and human
resources which, in turn, might have an impact on HRM policy and practices within
the organization.

Limitations and Future Research
Several limitations and opportunities for additional research were identified.
Firstly, data were collected at one point in time, and were cross-sectional. Future
research using longitudinal designs that enable the causal and reciprocal effects to be
tested, are needed to examine the role time plays in the development of these model
variables.
To cross-validate the HRM measurement instruments for employability and
innovative work behavior within the context of SMEs further, among others, the
MTMM method was used. Although the MTMM analysis in this study was combined
with SEM techniques in order to reinforce the findings, future research should
consider using multiple methods so as to triangulate and corroborate findings
(applying method-triangulation will optimize objectivity).
The model in this study was tested using one convenient sample in the
province of Limburg, the Netherlands. To investigate the generalizability of
outcomes, additional samples of SMEs and analyses are necessary. Moreover, all of
the employees worked at middle and higher occupational levels, so subsequently the
results cannot be generalized to all employee levels. For the sake of generalizability,
broadening the sample selection to other types of organizations (e.g. large or public
organizations) and employee occupational levels should be considered.
This study has made a unique theoretical contribution to the field, because it
examined the moderated mediation of employability modeled with a significant
combination of variables and relationships, enhancing innovative work behavior.
Future research should also look at other employability outcomes such as career
success (see Van der Heijden, De Lange, Demerouti, & Van der Heijde, 2009). On a
separate note, future research should also look at other predictor variables of
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innovative work behavior such as individual factors, job essentials, and
environmental factors (see Hammond, Neff, Farr, Schwall, & Zhao, 2011).
In this study, perceived firm performance was used as a moderating variable
on the relationships between LMX and OCB, on the one hand, and employability, on
the other hand (here, employability was hypothesized to be a mediator in the
relationship between LMX and OCB, and innovative work behavior, being the
outcome measure). Future research should use objective measures for firm
performance such as turnover, profit, productivity, or number of patents.
Future research could link the HRM variables not only to individual-level
outcomes, but also to meso- (team) and macro-level (organizational) performance
outcomes. Specifically, investigations that examine team and organizational
performance will help us to shed more light on how individual work-related factors
influence higher-level outcomes.
Firm size is not the only distinguishable factor in relationship to HRM
practices (Cunningham, 2010); other factors such as sub-culture, company strategy,
familial influences, and socio-cultural have an influence on HRM practices as well
(De Kok & Uhlaner, 2001; Dundon & Wilkinson, 2009; Edwards & Ram, 2009).
Research concerning HRM in smaller firms is dislocated frequently from its
environmental context (Barrett & Rainnie, 2002). That is why the influences of SME
organizational characteristics need to be examined more closely in future approaches
as well.
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Samenvatting (Dutch)
Introductie
Het midden- en kleinbedrijf (MKB) vertegenwoordigt in Nederland meer dan
99% van alle bedrijven, 68% van de werkgelegenheid en 62% van de toegevoegde
waarde (Europese Commissie, 2011; Roth, 2011). De rol van het MKB binnen de
nationale economie staat echter in schril contrast met de beperkte kennis omtrent
HRM (Human Resources Management) in deze bedrijven (Arthur & Hendry, 1992).
Er is een grote behoefte aan empirische gegevens met betrekking tot HRM-praktijken
in het MKB (zie bijvoorbeeld, Hornsby & Kuratko, 2003; Van der Heijden, 2011).
Het belang van het MKB, zowel voor het bedrijfsleven als voor de werkgelegenheid,
wordt verder benadrukt door het gigantische potentieel voor innovatie (Hallberg,
2000; Roth, 2011). Innovatie wordt algemeen erkend als een belangrijke factor in het
concurrentievermogen van landen en bedrijven (Galia & Legros, 2004) en kan
verwijzen naar nieuwe producten, diensten, (interne) processen en/of markten (De
Jong, Bodewes, & Harkema, 2007). Er zijn een aantal belangrijke verschillen tussen
grote bedrijven en het MKB met betrekking tot innovatie. In het MKB zijn
bijvoorbeeld minder (financiële en personele) middelen beschikbaar, daartegenover
heeft men wel meer flexibiliteit en aanpassingsvermogen (Bodewes & De Jong, 2003;
Vossen, 1998). Om continue innovatie te realiseren moeten medewerkers niet alleen
bereid, maar ook competent zijn om te innoveren (De Jong & Den Hartog, 2007;
Dundon & Wilkinson, 2009). Volgens West en Farr (1989) en West (1989), kan
innovatief werkgedrag worden gedefinieerd als “the intentional creation, introduction
and application of new ideas within a work role, group or organization, in order to
promote role performance, the group, or the organization” (Janssen, 2000, p. 288).
Innovatief werkgedrag is verbonden aan de drie fasen in het innovatieproces:
genereren, promotie en realisatie van ideeën (Janssen, 2000). Innovatief werkgedrag
(Janssen, 2000) is afhankelijk van de kennis, vaardigheden en deskundigheid van de
medewerkers (Leonard & Sensiper, 1998; Youndt, Snell, Dean, & Lepak, 1996;
Verworn & Hipp, 2009). Beroepsmatige deskundigheid, gekoppeld aan generieke
competenties, zijn de dimensies (onderdelen) van het concept employability (Van der
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Heijde & Van der Heijden, 2006; Van der Heijden, De Lange, Demerouti, & Van der
Heijde, 2009). Investeren in employability zou innovatief werkgedrag kunnen
bevorderen (predictieve validiteit) (Stoffers, Van der Heijden, & Jacobs, under
review).
Employability (loopbaanpotentieel) kan worden gedefinieerd als “the
continuously fulfilling, acquiring or creating of work through the optimal use of
competences” (Van der Heijde & Van der Heijden, 2006, p. 453). Van der Heijde en
Van der Heijden (2006) hebben employability geoperationaliseerd in een instrument
dat domeinspecifieke beroepsmatige expertise (a) (kennis en vaardigheden,
waaronder meta-cognitieve, en maatschappelijke erkenning door belangrijke
sleutelfiguren (Van der Heijden, 2000) combineert met vier meer generieke
competenties: (b) anticipatie en optimalisatie, (c) persoonlijke flexibiliteit, (d)
organisatiegevoel, en (e) balans.
Ten behoeve van het construeren van een innovatief werkgedrag-bevorderend
employability model, werd een systematische literatuurstudie uitgevoerd en werden
diepte-interviews gehouden met zeer innovatieve professionals en ondernemers.
Vervolgens kon het effect van de voorspellende variabelen [Leader-Member
Exchange (LMX) en Organizational Citizenship Behavior (OCB)] en van de
moderatorvariabelen

(leeftijd

van

de

medewerker,

organisatiepolitiek

en

waargenomen bedrijfsprestaties) worden vastgesteld (Stoffers & Van der Heijden,
2009). De voorspellende variabele LMX is hierbij gedefinieerd als: “the quality of the
relationship between an employee and his or her immediate supervisor” (Graen,
Novak, & Sommerkamp, 1982). OCB is gedefinieerd als: “behavior(s) of a
discretionary nature that are not part of employees” formal (role) requirements, but
nevertheless promote the effective functioning of the organization’ (Organ, 1988).
Als gevolg van de LMX en OCB worden de kennis, vaardigheden en
capaciteiten – kortom, de employability – van de werknemer versterkt. Vervolgens is
onderzocht of, als gevolg van de toegenomen kennis, vaardigheden en deskundigheid
(Leonard & Sensiper, 1998; Youndt, Snell, Dean, en Lepak, 1996; Verworn & Hipp,
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2009), het innovatieve werkgedrag van de medewerker daadwerkelijk zou kunnen
stijgen.
De moderatorvariabelen: leeftijd van de medewerker, organisatiepolitiek en
waargenomen bedrijfsprestaties (een situationele factor) hebben mogelijk invloed op
de relaties van het conceptueel model. In ontwikkelde landen zoals Nederland zijn de
geboorte-en sterftecijfers afgenomen (Ilmarinen, 2006; Shultz & Adams, 2007; Wang
& Shultz, 2010). Als gevolg hiervan rekenen bedrijven steeds meer op de kennis,
vaardigheden en ervaring van oudere werknemers (Schalk et al., 2010). Maar met het
toenemen van de leeftijd zou de bereidheid van medewerkers om zich verder te
ontwikkelen kunnen afnemen (Warr & Fay, 2001). Een andere moderatorvariabele is
organisatiepolitiek. Dit is een kritisch fenomeen, vanwege het mogelijke effect op de
werkresultaten (Weissenberger-Eibl & Teufel, 2011). Organisatiepolitiek kan de
gewone processen in de organisatie belemmeren en innovatie verhinderen - op het
niveau van zowel het individu als de organisatie (Shoham, Vigoda-Gadot, Ruvio, &
Schwabsky, 2012; Vigoda-Gadot, 2003). Tot slot heeft de economische crisis een
enorme impact gehad op het MKB in Nederland - meer nog dan op grote bedrijven
(EIM, 2012). Als gevolg daarvan is er een tweedeling ontstaan tussen (ten opzichte
van de benchmark) hoog en laag presterende bedrijven. Hoog en laag presterende
bedrijven zijn voor een werknemer twee heel verschillende werkomgevingen
(Mannion, Davies, & Marshall, 2005). Vanzelfsprekend lopen de situatiespecifieke
factoren van hoog en laag presterende bedrijven enorm uiteen en beïnvloeden ze de
employability van de werknemer (Nauta et al., 2009).

Recapitulerend was het doel van deze dissertatie tweeledig. Mijn eerste doel
was een nadere cross-validering van de HRM-instrumenten voor employability (op
basis van een individuele, competentiegerichte benadering) en innovatief werkgedrag
binnen het MKB. Daarnaast wilde ik de voorspellende waarde van employability ten
aanzien van innovatief werkgedrag vaststellen op basis van een multi-rater
benadering en onderzoeken of de leeftijd van een werknemer van invloed is op dit
verband.
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Mijn tweede doel was het empirisch toetsen en valideren van een
employability-mediatiemodel, een model van belangrijke HRM-variabelen voor het
voorspellen van employability. Employability werd hierbij beschouwd als een
mediator tussen LMX en OCB enerzijds, en innovatief werkgedrag anderzijds. In dit
model heb ik ook het effect van organisatiepolitiek op de relatie tussen employability
en innovatief werkgedrag onderzocht. Bovendien wilde ik het effect onderzoeken van
gepercipieerde bedrijfsprestaties op de relaties tussen LMX en OCB aan de ene, en
employability, aan de andere kant (zie Figuur 1 voor het conceptueel model).

Figuur 1. Conceptueel Model

De meerderheid van de studies naar organisatiegedrag zijn gebaseerd op
zelfbeoordelingen voor de betreffende variabelen. Deze retrospectieve rapporten
krijgen vaak kritiek, omdat de beoordelingen niet nauwkeurig worden geacht. Daarbij
komt dat de problemen met betrekking tot de feilbaarheid van de informant deze
beoordelingen

sterk

beïnvloedt

(Van

der

Heijden

&

Nijhof,

2004).

Onnauwkeurigheid wordt vaak veroorzaakt door beoordelingsfouten gemaakt door de
persoon die de beoordeling geeft, bijvoorbeeld door het halo-, leniency- en
hardinesseffect. Beoordelaars maken deze fouten niet met opzet en hoeven zich er
niet eens van bewust te zijn. Maar in dit onderzoek stellen de multi-rater benadering
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[gecombineerde beoordelingen van werknemers (zelfbeoordelingen) en hun direct
leidinggevenden], en de daaropvolgende paarsgewijze vergelijkingen, ons in staat om
de mogelijke invloed van beoordelingseffecten beter te bestuderen. Verder blijkt de
validiteit van zelfbeoordelingen groter wanneer werknemers weten dat hun
leidinggevenden ook beoordelen (Mabe & West, 1982; Van der Heijde & Van der
Heijden, 2006). Dit brengt ons tot de volgende onderzoeksvragen.

De centrale onderzoeksvraag in deze dissertatie is:
Wat is de relatie tussen employability en (1) LMX, (2) OCB en (3) innovatief
werkgedrag, en wat zijn de effecten van de leeftijd van de werknemer,
organisatiepolitiek en bedrijfsprestaties op deze relaties, in het bijzonder in de context
van het MKB?
Deze hoofdvraag is onderverdeeld in de volgende subvragen:
1. Wordt voldaan aan de eisen van convergente en discriminante validiteit, en wordt
de factorstructuur van de meetinstrumenten voor employability en innovatief
werkgedrag bevestigd (waardoor de meetinstrumenten op een valide wijze gebruikt
kunnen in het MKB)? (Deelstudie 1)
2. Wat is de relatie tussen de onderscheiden dimensies voor employability en de fasen
van innovatief werkgedrag? (Deelstudie 1)
3. Wat is het effect van de leeftijd van een werknemer op de voorspellende waarde
van employability ten aanzien van innovatief werkgedrag? (Deelstudie 2)
4. Wat is het mediërende effect van employability in de relatie tussen LMX en OCB
enerzijds, en innovatief werkgedrag anderzijds? (Deelstudie 3)
5. Wat is het modererende effect van organisatiepolitiek op de relatie tussen
employability en innovatief werkgedrag? (Deelstudie 3)
6. Wat is het modererende effect van gepercipieerde bedrijfsprestaties
(organisatorische en marktprestaties) op de relaties tussen LMX en OCB aan de ene,
en employability, aan de andere kant? (Deelstudie 4)
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7.

Kunnen

we

(op

basis

van

paarsgewijze

vergelijkingen)

bepaalde

beoordelingseffecten onderscheiden, zoals het halo-, leniency- en hardinesseffect?
(Deelstudies 1 en 3)

Het conceptuele model op basis van deze vragen (zie Figuur 1) omvat zowel
de verwachte antecedenten als de verwachte (mediërende) effecten van employability
ten aanzien van innovatief werkgedrag en de modererende effecten van de leeftijd
van een werknemer, organisatiepolitiek en bedrijfsprestaties (organisatorische en
marktprestaties). Het model stelt dat LMX en OCB beide positief correleren met
employability, en dat employability dan vervolgens positief correleert met innovatief
werkgedrag. Bovendien geeft het model aan dat employability mogelijk een
mediërende rol speelt in de relatie tussen LMX en OCB enerzijds, en innovatief
werkgedrag anderzijds. Het brengt ook naar voren dat de leeftijd van een werknemer
en organisatiepolitiek de relatie tussen employability en innovatief werkgedrag
kunnen modereren. Tenslotte dat bedrijfsprestaties (een situatiespecifieke factor)
invloed zouden kunnen hebben op de relatie tussen LMX en OCB enerzijds, en op
employability anderzijds.

Methodologie
De groep respondenten bestond uit werknemers en leidinggevenden in het
MKB van de provincie Limburg. De definitie van MKB zoals gehanteerd door de
Europese Unie, stelt dat het hier gaat om commerciële organisaties (bedrijven) die
werk bieden aan minder dan 250 werknemers.
De deelnemers vervulden verschillende functies, met name op gemiddeld en
hoger

beroepsniveau.

Doelgerichte

selectie

vond

plaats

op

basis

van

steekproefcriteria, waaronder: een geografische vertegenwoordiging van de bedrijven,
een representatie van hun verschillende sectoren, en de wens van een bedrijf om de
employability en het innovatief werkgedrag van de werknemers te bevorderen.
Vanuit het netwerk van de onderzoekers en in samenwerking met de Provincie
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Limburg en de MKB Ondernemersvereniging in Limburg werden de bedrijven
benaderd (“convenient sampling”).
De uiteindelijke steekproef bestond uit 487 paren (werknemers en hun direct
leidinggevenden), die samen in 151 midden- en kleinbedrijven werkten. Van de
werknemers was 59,5% man en 40,5% vrouw; 52,4% van de werknemers was jonger
dan 40 jaar, en 47,6% was ouder dan of precies 40 jaar.
Om “common-method bias” tegen te gaan, werd besloten om de data over
variabelen te verzamelen over verschillende groepen respondenten. Data over
employability, LMX en gepercipieerde organisatiepolitiek werden verkregen van de
werknemers zelf, en gegevens over OCB, innovatief werkgedrag en gepercipieerde
bedrijfsprestaties (organisatorische en marktprestaties) kwamen van hun direct
leidinggevenden.

Studies
In deze dissertatie heb ik vier deelstudies beschreven die elk de verschillende
aspecten van de onderzoeksvragen onderzochten en tot in detail bespraken. In de
navolgende paragrafen zal ik de verschillende deelstudies samenvatten om zo
duidelijk te maken hoe ze met elkaar in verband staan en op elkaars thema
voortborduren.

Deelstudies
Deelstudie 1: Employability en innovatief werkgedrag in het midden- en
kleinbedrijf
De eerste en de tweede onderzoeksvragen kwamen aan bod in deelstudie 1. Het doel
van deze deelstudie was een nadere validering van de HRM-meetinstrumenten voor
employability (een individuele, competentiegerichte benadering) en innovatief
werkgedrag voor het midden- en kleinbedrijf (MKB). Een multitrait-multimethod
(MTMM) -analyse werd uitgevoerd, en de resultaten wezen uit dat beide
instrumenten naar tevredenheid voldeden aan de eisen ten aanzien van convergente en
discriminante validiteit. Structural Equation Modeling (SEM) bevestigde de
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factorstructuur van de betreffende instrumenten. Uit de paarsgewijze vergelijking
(tussen de medewerker en zijn/haar directe leidinggevende) bleek dat alle intermethode correlaties voor beide instrumenten significant positief waren. Voor het
laatste deel van de validering werd een multipele regressie-analyse gebruikt. Deze
toonde aan dat de vijf onderscheiden dimensies van employability bepalend zijn voor
elke fase van innovatief werkgedrag. Investeren in de verbetering van employability
lijkt bij te dragen aan innovatief werkgedrag. De meetinstrumenten voor
employability en innovatief werkgedrag kunnen voor MKB-managers effectieve
instrumenten zijn; ze kunnen worden gebruikt in het kader van functioneringsgesprekken, beoordelingen en ontwikkelinstrumenten. Vervolgonderzoek is nodig om
de mogelijke impact van de beoordelingseffecten beter te kunnen begrijpen, zoals het
halo-, leniency- en hardinesseffect.

Deelstudie 2: Een employabilitymodel dat innovatief werkgedrag bevordert,
gemodereerd door leeftijd
De derde onderzoeksvraag kwam aan bod in deelstudie 2. Het eerste doel was om de
vergelijkbaarheid in factorstructuur te onderzoeken van de zelf- en chefbeoordelingen
van employability en innovatief werkgedrag. Ten tweede beoogde deze deelstudie het
employabilitymodel dat innovatief werkgedrag bevordert, binnen de context van het
MKB te valideren en hierbij het effect van de leeftijd van de werknemer te
onderzoeken. Onze bevindingen lieten zien dat de factorstructuren van zelf- en
chefbeoordelingen van employability enerzijds, en voor innovatief werkgedrag
anderzijds, vergelijkbaar zijn. SEM werd gebruikt om de voorspellende waarde van
employability ten aanzien van innovatief werkgedrag te onderzoeken via een multirater benadering. De resultaten toonden aan dat zelfbeoordelingen van employability
positief correleren met chefbeoordelingen van innovatief werkgedrag, en dat de
chefbeoordelingen van employability positief correleren met de zelfbeoordelingen
van innovatief werkgedrag. De moderatie van de leeftijd van de medewerker op de
relatie tussen zelf- en chefbeoordelingen van employability en innovatief werkgedrag
werd getoetst door middel van multi-groep SEM. Leeftijd bleek een zwakke invloed
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te hebben op de relatie tussen employability en innovatief werkgedrag; bij een hogere
leeftijd is deze relatie sterker. Vervolgens worden de implicaties van deze uitkomsten
voor leeftijdgerelateerde HRM-strategieën in het MKB besproken.

Deelstudie 3: Een HRM-model dat innovatief werkgedrag bevordert: een
gemodereerde mediatie-analyse
De vierde en vijfde onderzoeksvraag werden behandeld in deelstudie 3. In dit
onderzoek werd een gemodereerd mediatiemodel getoetst. SEM werd gebruikt om de
voorspellende waarde van Leader-Member Exchange (LMX) en Organizational
Citizenship Behavior (OCB) ten aanzien van innovatief werkgedrag te onderzoeken.
De resultaten van de SEM-toetsen toonden aan dat deze voorspellers inderdaad
positief gecorreleerd zijn met innovatief werkgedrag, en gemedieerd werden door
employability. De voordelen van het onderhouden van nauwe relaties en een
kwalitatief hoogwaardige uitwisseling tussen een medewerker en zijn of haar direct
leidinggevende (LMX) en individuele ontwikkeling als gevolg van het discretionaire,
vrijwillige gedrag van de medewerker (OCB) hebben een indirect effect op diens
innovatief werkgedrag, via de positieve effecten die deze hebben op de employability
van de werknemer. Omdat zowel LMX als OCB kennis, vaardigheden en capaciteiten
– en dus employability – versterken, wordt het innovatieve gedrag van de
medewerker bevorderd. Bovendien bleek dat organisatiepolitiek de relatie tussen
employability en innovatief werkgedrag modereert. Onze data ondersteunden hiermee
het gehypothetiseerde model. Verder lieten paarsgewijze vergelijkingen van zelf- en
chefbeoordelingen zien dat alle inter-methode correlaties van de modelvariabelen
positief waren, hetgeen de validiteit van onze meetinstrumenten verder bevestigt. De
resultaten van dit empirische onderzoek hebben belangrijke gevolgen voor de ideeën
omtrent de HRM-strategieën die in het MKB gebruikt zouden moeten worden om
innovatief werkgedrag te bevorderen, en vooral ook voor de bewustwording omtrent
de negatieve gevolgen van organisatiepolitiek.
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Deelstudie 4: Een mediatiemodel dat innovatief werkgedrag bevordert: een
studie van LMX en OCB, gemodereerd door bedrijfsprestaties
De zesde onderzoeksvraag kwam aan bod in deelstudie 4. Deze studie was bedoeld
om een gemodereerd mediatiemodel ter bevordering van innovatief werkgedrag te
toetsen. De hypothese was dat de gepercipieerde bedrijfsprestaties (organisatorische
en marktprestaties) de relatie modereert tussen LMX en OCB aan de ene kant, en
employability aan de andere kant. Employability werd hier beschouwd als een
mediator in de relatie tussen LMX en OCB, met innovatief werkgedrag als
uitkomstmaat. SEM werd gebruikt ter bevestiging van de factorstructuur van de
variabelen in het basismodel, waaronder LMX, OCB, employability en innovatief
werkgedrag. Het moderatie-effect van bedrijfsprestaties werd gettoetst door middel
van multi-groep SEM. Het bleek dat de gepercipieerde organisatorische en
marktprestaties een aanzienlijke invloed hebben op de relaties van het basismodel.
Het mediatie-effect van employability bleek sterker te zijn voor medewerkers die
werkzaam zijn in hoog presterende bedrijven dan voor medewerkers in laag
presterende bedrijven. Tot slot hebben deze uitkomsten belangrijke gevolgen voor de
ideeën omtrent de HRM-strategieën die in het MKB gebruikt zouden moeten worden
om innovatief werkgedrag te bevorderen.

De zevende onderzoeksvraag werd behandeld in de deelstudies 1 en 3. De
betrouwbaarheid (Cronbach’s alpha) van de schalen is systematisch groter voor de
chefbeoordelingen dan voor de corresponderende zelfbeoordelingen. Een mogelijke
verklaring hiervoor zou kunnen zijn dat de zelfbeoordelingen, hoewel valide en
betrouwbaar, toch een meer gedifferentieerd beeld laten zien (Van der Heijde & Van
der Heijden, 2006; Van der Heijden, 2000). Ook kan het zogenaamde halo-effect
(antwoordtendentie; bijvoorbeeld als gevolg van de mate waarin men iemand al dan
niet mag) een rol spelen, vooral bij de beoordelingen door de chef. Resultaten van de
paarsgewijze vergelijkingen van zelf- en de chefbeoordelingen laten zien dat de
zelfbeoordelingen hoger waren dan de corresponderende chefbeoordelingen. We
schrijven deze resultaten toe aan de neiging van medewerkers om relatief positiever
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over zichzelf te zijn, oftewel een rooskleuriger beeld te geven, het zogenaamde
leniency-effect. Een andere mogelijke verklaring voor de significante verschillen
tussen zelf- en chefbeoordelingen is dat chefs in hun rol als stringente beoordelaars
van de prestaties en het gedrag van hun medewerkers geneigd zijn om de negatieve
kant relatief meer te benadrukken dan de positieve kant, het zogenaamde hardiness
effect.
Samenvattend kunnen de belangrijkste resultaten van deze studie worden
gepresenteerd in een “algehele onderzoeksmodel” (zie Figuur 2).

Figuur 2. Overzicht van de bevindingen van de deelstudies

Wetenschappelijke Relevantie
Deze studie had tot doel bij te dragen aan de bestaande theoretische kennis
door meer inzicht te bieden in de voorspellende waarde van employability voor
innovatief werkgedrag (binnen het MKB) en het effect van de leeftijd van een
werknemer op deze relatie. Ten tweede was dit onderzoek bedoeld om bij te dragen
aan het vaststellen, empirisch toetsen en valideren van een employabilitymediatiemodel. Dit model omvat belangrijke HRM-variabelen voor het voorspellen
van employability. Employability werd hier beschouwd als een mediator tussen LMX
en OCB aan de ene, en innovatief werkgedrag aan de andere kant. Het effect van
organisatiepolitiek op de relatie tussen employability en innovatief werkgedrag werd
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hier ook in meegenomen. Tot slot werd bekeken of de relaties tussen LMX en OCB
enerzijds, en employability, anderzijds, anders waren voor werknemers in hoog
(versus laag) presterende MKB-bedrijven (waarbij employability werd beschouwd
als mediator in de relatie tussen LMX en OCB, met innovatief werkgedrag als
uitkomstmaat).

Praktische Relevantie
In kenniseconomieën waarin het MKB bijdraagt aan een significante
hoeveelheid economische activiteit, bestaat behoefte aan zeer bekwame
(employabele) werknemers (Dundon & Wilkinson, 2009). De resultaten van deze
cross-validering (aan de eisen voor convergente en discriminante validiteit is voldaan
en de factorstructuur is bevestigd) onderbouwen de bruikbaarheid van de
meetinstrumenten in het MKB en het idee dat het stimuleren van, en investeren in
employability van invloed is op innovatief werkgedrag. De maatregelen die in deze
studie zijn genomen verschaffen aan managers effectieve instrumenten die gebruikt
kunnen worden voor functioneringsgesprekken, beoordelingen en voor het
bevorderen van de ontwikkeling van werknemers (Stoffers & Van der Heijden,
2009). Hierdoor zijn de betreffende managers in staat om de voorwaarden en context
te creëren die de medewerkers motiveren om innovatief te werk te gaan (Zhou, 1998).
Cunningham (2010) stelde dat het MKB - gelukkigerwijs - het belang van HRM voor
de bedrijfsresultaten begint in te zien. Dat ziet er veelbelovend uit, want het
investeren in generieke competenties, bovenop bedrijfsspecifieke, is aantoonbaar
noodzakelijk voor het bevorderen van innovatief werkgedrag en van groot belang
voor het behalen van positieve werkresultaten in de toekomst.
De vergrijzing van de beroepsbevolking maakt het meer en meer noodzakelijk
om personeel langer door te laten werken. Het MKB is gevoeliger voor vergrijzing,
en juist daarom is HRM er zo belangrijk (Wognum & Horstink, 2010). Een goed
doordacht leeftijdsbewust plan voor het personeel, inclusief mentorschap, training en
flexibele voorwaarden voor omscholing en collectieve kennis, zou nodig zijn om de
strategieën voor leeftijdsmanagement te formaliseren (Pillay, Kelly, & Tones, 2010).
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Dit onderzoek heeft geleid tot een beter begrip van de relatie tussen belangrijke
HRM-variabelen die employability voorspellen, en dragen hiermee bij aan innovatief
werkgedrag. Employability bleek een mediator tussen LMX en OCB enerzijds, en
innovatief werkgedrag anderzijds. Dat wil zeggen, het is van essentieel belang dat
leidinggevenden zich bewust worden van de voorwaarden voor groei en de
toegevoegde waarde van hun menselijk kapitaal. LMX en OCB kunnen leiden tot
grotere kennis, vaardigheden en capaciteiten - kortom, de employability - van de
werknemer. Dankzij de grotere kennis, vaardigheden en expertise zal naar
verwachting ook het innovatief werkgedrag dat de werknemers tentoonspreiden,
stijgen. Men moet zich hierbij wel bewust zijn van het disfunctionele effect van
organisatiepolitiek.
De recente financiële en economische crises hebben een aanzienlijke impact
gehad op vooral het MKB (Dallago & Guglielmetti, 2012), wat weer heeft geleid tot
een sterke verminderde beschikbaarheid van leningen en aanscherping van
leenvoorwaarden, en een drastisch teruggelopen vraag naar goederen en diensten
tezamen met grotere achterstanden in betalingen (OECD, 2009). Het MKB heeft, in
vergelijking met grotere bedrijven en multinationals, ook minder mogelijkheden om
af te slanken en economische activiteiten te diversificeren. Daardoor is een
tweedeling ontstaan tussen (ten opzichte van de benchmark) hoog en laag presterende
bedrijven, die van invloed lijkt te zijn op het HRM (zie de resultaten van ons
gemodereerd mediatiemodel) binnen het MKB. Dit komt doordat hoog presterende
bedrijven het risico lopen dat ze de employability van hun personeel niet volledig
kunnen benutten, omdat ze denken dat ze hun huidige (succesvolle) producten,
diensten of processen niet hoeven te innoveren. Evenzo lopen laag presterende
bedrijven het risico dat ze de employability van hun personeel niet volledig kunnen
benutten, omdat ze beperkt toegang hebben tot financiële middelen en personeel, wat
weer invloed kan hebben op het beleid en de praktijk van HRM binnen de
organisatie.
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Beperkingen en Toekomstig Onderzoek
Verschillende beperkingen en mogelijkheden voor aanvullend onderzoek
werden vastgesteld. Ten eerste werden de gegevens verzameld op één moment in de
tijd (cross-sectioneel). Toekomstig onderzoek gebaseerd op een longitudinaal
ontwerp dat het mogelijk maakt om de causale en wederkerige effecten te toetsen, is
nodig om de rol van de factor tijd in de ontwikkeling van de modelvariabelen te
bestuderen.
Voor een verdere cross-validering van de HRM-meetinstrumenten voor
employability en innovatief werkgedrag binnen het MKB werd onder andere de
MTMM-methode gebruikt. Hoewel de MTMM-analyse in dit onderzoek werd
gecombineerd met SEM-technieken om de bevindingen te staven, moet in toekomstig
onderzoek het gebruik van meerdere methoden worden overwogen om zo
bevindingen te trianguleren en te bekrachtigen.
Voor het toetsen van het model in deze studie werd een “convenient sample”
uit de provincie Limburg gebruikt. Om de generaliseerbaarheid van de resultaten te
onderzoeken, zijn aanvullende steekproeven uit het MKB en verdere analyses nodig.
Bovendien werkten alle deelnemende werknemers op middelbaar en hoger
beroepsniveau, dus de resultaten kunnen niet worden gegeneraliseerd naar andere
werkniveaus. In het belang van generaliseerbaarheid zouden bij de steekproefselectie
andere typen bedrijven (bijvoorbeeld grote of publieke organisaties) en
beroepsniveaus moeten worden overwogen.
Dit onderzoek heeft een unieke theoretische bijdrage geleverd aan het veld,
omdat het een gemodereerd mediatie-model voor employability heeft onderzocht.
Een model met een combinatie van variabelen en relaties, met de nadruk op het
versterken van innovatief werkgedrag. Toekomstig onderzoek zou ook moeten kijken
naar andere resultaten van employability, zoals loopbaansucces (zie Van der Heijden,
De Lange, Demerouti, & Van der Heijde, 2009). Overigens zou in de toekomst ook
gekeken moeten worden naar andere voorspellers van innovatief werkgedrag, zoals
individuele -, werkgerelateerde en omgevingsfactoren (see Hammond, Neff, Farr,
Schwall, & Zhao, 2011).
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In deze studie werden gepercipieerde bedrijfsprestaties gebruikt als een
variabele die de relatie tussen LMX en OCB enerzijds, en employability, anderzijds,
modereert (employability werd hier beschouwd als een mediator in de relatie tussen
LMX en OCB, met innovatief werkgedrag als uitkomstmaat). Toekomstig onderzoek
zou gebruik kunnen maken van objectieve meetinstrumenten voor bedrijfsprestaties,
zoals omzet, winst, productiviteit of het aantal patenten.
Toekomstig onderzoek zou de HRM-variabelen niet alleen kunnen verbinden
aan resultaten op individueel niveau, maar ook aan bedrijfsprestaties op meso- (team)
en macroniveau (organisatie). Met name studies die zich richten op de prestaties van
teams en organisaties kunnen ons helpen om meer inzicht te krijgen in de manier
waarop individuele en werkgerelateerde factoren de resultaten op een hoger niveau
beïnvloeden. De omvang van de onderneming is niet de enige onderscheidende factor
in de HRM-praktijk (Cunningham, 2010); andere factoren zoals subcultuur,
bedrijfsstrategie, familiale en socio-culturele aspecten hebben ook hun invloed op het
HRM (De Kok & Uhlaner, 2001; Dundon & Wilkinson, 2009; Edwards & Ram,
2009). Onderzoek naar het HRM in kleinere bedrijven staat vaak los van hun
omgevingscontext (Barrett & Rainnie, 2002). Dat is waarom in de toekomst ook de
invloeden van organisatiespecifieke kenmerken in het MKB nader moeten worden
onderzocht.

253

About the Author
Jol Stoffers (1969) is senior lecturer and researcher in Strategic HRM and
Business Administration (Faculty of Management & Law) at Zuyd University of
Applied Sciences in the Netherlands. His research focuses on HRM (more
specifically Employability), Leadership and Innovative Work Behavior. Next to that
he is academic program manager of the master of Personal Leadership in Innovation
and Change.
Jol Stoffers holds an MSc in Work and Organizational Psychology, with a
specialization in the field of HRM from the Open Universiteit in the Netherlands; an
executive MBA (Master of Business Administration) of Maastricht University; and
an Academic Research Master (MPhil) with distinction of Maastricht School of
Management.
More than fifteen years he worked as a manager and senior HRM consultant
in the insurance (Loyalis) and recruiting industry (Polec Consultancy).

254

Publications Based on this Dissertation
Stoffers, J. M. M., & Van der Heijden, B. I. J. M. (2009). Towards an HRM model
predicting organizational performance by enhancing innovative work behaviour:
A study among Dutch SMEs in the province of Limburg. Business Leadership
Review, 6(4), 1-13.
Stoffers, J. M. M., & Van der Heijden, B. I. J. M. (under review, third round). An
innovative work behavior enhancing employability model moderated by age.
Under review for a peer-reviewed journal in the domain of Human Resources
Management.
Stoffers, J. M. M., & Van der Heijden, B. I. J. M. (to be resubmitted). Towards an
HRM model of innovative work behavior enhancement: a moderated mediation
analysis. Under review for a peer-reviewed journal in the domain of Human
Resources Management.
Stoffers, J. M. M., Van der Heijden, B. I. J. M., & Jacobs, H. A. G. M. (to be
resubmitted). Employability and innovative work behavior in small and mediumsized enterprises. Under review for a peer-reviewed journal in the domain of
Human Resources Management.
Stoffers, J. M. M., Van der Heijden, B. I. J. M., & Notelaers, G. L. A. (conditionally
accepted). Moderation of perceived firm performance concerning an
employability mediation model. Under review for a peer-reviewed journal in the
domain of Human Resources Management.

255

