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Article

The relationship with one’s leader is a ubiquitous part of 
work life that can have wide-ranging effects on employees. 
Indeed, leader–member exchange (LMX) has been consis-
tently linked to performance-related work outcomes (e.g., 
Graen & Uhl-Bien, 1995). Studies have examined not only 
the positive relationship associated with the two constructs 
(Wayne, Shore, & Liden, 1997) but also have attempted to 
explain why such a relationship exists (Liden & Graen, 
1980). Leveraging conservation of resources theory (COR; 
Hobfoll, 1989) as our guiding theoretical framework, we 
investigated individual and situational characteristics that 
might explain when LMX predicts job dedication (a dimen-
sion of contextual performance). Specifically, in the present 
study, we examined the joint effects of LMX, perceived 
organizational politics, and emotional stability on job 
dedication.

Job Dedication

As evidenced by the volume of literature dedicated to it, job 
performance is arguably the most important construct for 
organizational researchers and practitioners (Viswesvaran, 
2001). Campbell (1990) proposed that job performance be 
classified into two dimensions relating to (a) the execution 
of substantive or technical tasks and (b) elements focusing 
on interpersonal and motivational aspects. Later, Borman, 
Motowidlo, and their colleagues theoretically and empiri-
cally established the distinction between task performance 
and contextual performance as key and universal dimen-
sions of job performance across the range of job families 

(Borman & Motowidlo, 1993, 1997a, 1997b; Motowidlo & 
Van Scotter, 1994; Van Scotter & Motowidlo, 1996).

Task performance is defined as the set of core substan-
tive tasks and responsibilities central to a particular job that 
differentiate it from other occupations. In contrast, contex-
tual performance refers to behaviors not formally prescribed 
by any specific job but rather inherent in all jobs to help 
support the social fabric of the organization. Borman and 
Motowidlo (1993) originally described contextual perfor-
mance as reflecting such behaviors as following rules, help-
ing, cooperating, persisting in the face of obstacles, and 
volunteering. Following their delineation of task and con-
textual performance, other scholars have examined the 
lower level structure of each performance dimension. For 
example, Van Scotter and Motowidlo (1996) showed that 
contextual performance consists of job dedication and inter-
personal facilitation. These dimensions uniquely contribute 
to overall job performance (Conway, 1999). Whereas job 
dedication refers to “self-disciplined behaviors, such as fol-
lowing rules, working hard, and taking the initiative to 
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solve a problem at work” (Van Scotter & Motowidlo, 1996, 
p. 526), interpersonal facilitation refers to interpersonal 
behaviors that help groups become cohesive and achieve 
organizational objectives (Van Scotter & Motowidlo, 1996).

Given our interest in LMX, we chose to focus solely on 
job dedication. Specifically, leaders are typically preoccu-
pied with relegating and controlling the completion of 
employee work tasks. In line with research urging research-
ers to carefully consider the choice of criterion from a theo-
retical perspective (i.e., Mount, Witt, & Barrick, 2000), we 
suggest that job dedication may be the more logical choice 
as an outcome. Borman and Motowidlo (1993) originally 
argued that the antecedents of task and contextual perfor-
mance are different. However, Van Scotter and Motowidlo 
(1996) found that job dedication was related to both task 
performance and contextual performance. That is, although 
the job dedication facet aligns with the contextual perfor-
mance dimension, when considering overall job perfor-
mance, the variance accounted for by job dedication 
overlaps both dimensions of performance. Because job 
dedication is conceptualized as a task-oriented, motiva-
tional facet of contextual performance, we tested the effect 
of a socially driven leadership construct (i.e., LMX) on job 
dedication.

LMX, Resources, and Job Dedication

LMX describes the quality of the relationship between 
supervisor and supervisee (Keller & Dansereau, 1995). 
Low-quality LMX relationships are considered to be more 
of a “formal” nature, where routine performance is traded 
for formalized benefits (Deluga, 1994). In contrast, high-
quality relationships are considered “friendly,” involving a 
“mutual trust and support” by both parties (Deluga, 1994). 
Once such a high-quality relationship is reached, supervi-
sors have reported that their employees feel a higher respon-
sibility to the job and tend to make more contributions 
(Liden & Graen, 1980).

Graen and Uhl-Bien (1995) referred to LMX as a reci-
procity-based approach to leadership that builds relation-
ships through trust, respect, and mutual obligations. 
Furthermore, they suggested that high-quality relationships 
are typically associated with leaders who accommodate fol-
lower needs and effectively elicit superior performance 
from diverse followers. COR theory highlights the invalu-
able role of resources in managing demands and existing 
resources (Hobfoll, 1989, 2001). Hobfoll (1989) referred to 
resources as objects, personal characteristics, conditions, or 
energies that facilitate meeting future demands and attain-
ing new resources. Resources are instrumental to managing 
work-related threats to well-being (e.g., stressors), and pro-
tecting individuals from adverse outcomes (e.g., strain). We 
contend that high-quality LMX relationships provide 
resources to the employee, reducing the likelihood of threat 

or damage associated with work-related stressors and unfa-
vorable conditions.

Leaders are tasked with persuading employees to set 
aside self-serving interests to pursue unit or organizational 
goals (Hogan, Curphy, & Hogan, 1994). From a relational 
perspective, high-quality LMX facilitates the provision of 
necessary and desirable resources, allowing leaders to route 
(or reroute) employee goal-directed behavior. As gateways 
to resources through high-quality LMX (House, 1971), 
leaders likely establish what Hobfoll (2011) referred to as 
resource caravan passageways. Resource passageways are 
instrumental to employees in that they protect them from 
obstructions or elements that undermine goals and deplete 
existing resources. However, they also facilitate positive 
outcomes.

Liden and Graen (1980) found that employees in a high-
quality LMX relationship manifest greater levels of job per-
formance. Feldman (1986) theorized that this increase may 
be due to the added benefits given by the supervisor, such as 
support, feedback, and resources. Wayne, Shore, and Liden 
(1997) offered that employees may view job performance as 
an obligation to their supervisor. When strong supervisor–
employee exchange relationships exist, employees are more 
likely to fulfill their roles and exhibit higher levels of perfor-
mance. Accordingly, we believed that high-quality LMX 
would positively affect facet-level job dedication. However, 
we also suggest that aspects of the organizational environ-
ment as well as individual differences influence the degree 
to which LMX affects job dedication.

Organizational Politics

Described as interpersonal behavior enacted in order to 
maximize self-interest at the expense of others (Kreutzer, 
Walter, & Cardinal, 2015; Mintzberg, 1985), organizational 
politics involves voluntary actions shaped to meet personal 
rather than organizational goals. It includes a nontrivial 
breadth of behaviors, such as impression management, 
exchange, and ingratiation that may vary in negative and 
positive connotation (Hinkin & Schriesheim, 1988). 
Research in this area focuses not only on these behaviors 
but also on perceptions of these behaviors within an organi-
zation. Perceptions of political behavior are a critical indi-
cator of political climate.

Perceived organizational politics perceptions are associ-
ated with a host of negative consequences, including lower 
job involvement (Cropanzano, Howes, Grandey, & Toth, 
1997) and higher job dissatisfaction (Witt & Kacmar, 2000). 
Negatively affecting attitudes toward managers, these per-
ceptions can feed views of managers as unsupportive and 
ineffective (Parker, Dipboye, & Jackson, 1995), thereby 
restricting perceived access to leader-controlled resources. 
Other outcomes include increases in job anxiety (Kacmar & 
Baron, 1999; Valle & Perrewe, 2000), job stress, and burnout 
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(Cropanzano et al., 1997; Ferris et al., 1996). These outcomes 
may stem from increased ambiguity and uncertainty, which 
are characteristic of a highly political climate, lowering clar-
ity about performance expectations, and outcomes (Valle & 
Perrewe, 2000). Given the increased difficulty in performing 
one’s job, it is not surprising that previous findings have indi-
cated that perceived politics increases turnover intentions 
(Maslyn & Fedor, 1998) and lowers job performance (Witt, 
1998).

We did not anticipate a strong main effect of organiza-
tional politics on job dedication. Specifically, we expected 
that negative (i.e., highly political) environments would 
lead to lower levels of job dedication for some workers, but 
not all. Workers in highly political organizations who have 
poor relationships with their supervisor (i.e., low-quality 
LMX) are likely to refrain from behaviors that signal that 
they are “good citizens” because doing so might expose 
them to risk. Such behavior might be seen by others as 
overtly political, for example. In contrast, workers who 
have good relationships with their supervisor (i.e., high-
quality LMX) might be more likely to engage in high levels 
of job dedication so as to strategically present themselves as 
good employees. Because highly political organizations 
likely drain individual resources by obstructing task 
achievement and creating a caustic social environment, we 
argue that high-quality LMX acts as a counterbalance or 
buffer to this with respect to desirable outcomes. 
Alternatively stated, LMX quality is likely to have a greater 
effect on job dedication among workers experiencing high 
rather than low levels of organizational politics. However, 
individual differences in employee emotional stability may 
affect the impact of organizational politics on the LMX–job 
dedication relationship.

Emotional Stability

Personality scholars (e.g., Costa & McCrae, 1985; Digman, 
1989; Goldberg, 1993) over the past 30 years have gener-
ally argued that an accurate description of personality is 
best described in terms of five traits—a “Big Five” 
(Goldberg, 1992) model consisting of agreeableness, con-
scientiousness, emotional stability, extraversion, and open-
ness to experience. Dimensions of the Big Five model 
predict job performance (Barrick & Mount, 1991; Tett, 
Jackson, & Rothstein, 1991) across occupations, jobs, and 
cultures (Salgado, 1997), with validity coefficients as high 
as .40 (Hough, Eaton, Dunnette, Kamp, & McCloy, 1990). 
The Big Five dimensions have also been found relevant to 
other types of performance as well, including team perfor-
mance (Mohammed & Angell, 2003), counterproductive 
work behavior (Hough, 1992), and organizational citizen-
ship behavior (Antonioni & Park, 2001).

Defined as the tendency to display such positive emo-
tional characteristics as self-confidence, adjustment, 

resilience, tolerance of stress, and positive affect (McCrae 
& Costa, 1991), high emotional stability has been linked 
to lower job stress and burnout (Moss, Garivaldis, & 
Toukhsati, 2007), higher organizational commitment 
(Erdheim, Wang, & Zickar, 2006), lower life satisfaction 
(DeNeve & Cooper, 1998), greater withdrawal behaviors 
(Salgado, 2002), and higher job satisfaction (Judge, 
Higgins, Thoresen, & Barrick, 1999). Second only to con-
scientiousness, emotional stability has also emerged as a 
valid predictor of job performance across cultures and 
organizations (Barrick, Stewart, Neubert, & Mount, 1998; 
Salgado, 1997). Indeed, when predicting contextual per-
formance, emotional stability may be superior to consci-
entiousness (Engel & Diefendorff, 2006).

Individuals on opposite poles of emotional stability 
range from those who are nervous and moody to those who 
are imperturbable and stable (Goldberg, 1993). This factor 
has not only been referred to as emotional stability 
(Goldberg, 1992; Norman, 1963) but also as negative affec-
tivity (Watson & Clark, 1984), adjustment (Hogan & 
Hogan, 1992), emotional control (Fiske, 1949), neuroticism 
(McCrae & Costa, 1985), and ego strength (Digman & 
Takemoto-Chock, 1981). Persons low in emotional stability 
tend to be self-pitying, tense, touchy, anxious, unstable, and 
prone to worry; they typically have pessimistic attitudes, 
irrational perfectionistic beliefs, and low self-esteem 
(McCrae & John, 1992). They “are more likely to report 
distress, discomfort, and dissatisfaction over time and 
regardless of the situation, even in the absence of any overt 
or objective source of stress” (Watson & Clark, 1984,  
p. 483). As such, they tend to see themselves as victims, 
doubt their abilities, and require substantial emotional sup-
port from others (Hogan & Briggs, 1984; Judge, Locke, 
Durham, & Kluger, 1998).

COR theory (Hobfoll, 1989, 2001) emphasizes the util-
ity of personal characteristics, asserting that certain charac-
teristics (e.g., high emotional stability) likely reduce 
individual susceptibility to strain (Perry, Witt, Penney, & 
Atwater, 2010). Individuals high in emotional ability are 
characterized as being able to focus resources on task- 
relevant activities and other environmental demands 
(Connor-Smith & Flachsbart, 2007). We suggest that emo-
tionally stability is a vital resource likely to affect how 
employees react to varying levels of LMX quality and orga-
nizational politics.

The Joint Effects of LMX, Emotional 
Stability, and Perceived Organizational 
Politics

Are the joint effects of LMX, emotional stability, and perceived 
organizational politics additive or interactive? If the former, 
then LMX, emotional stability, and perceived organizational 
politics are significantly related to job dedication, and their 
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effects are independent and complementary. If the latter, then 
increments in LMX have different relationships with job dedi-
cation at different levels of emotional stability and perceived 
organizational politics. How might different levels of organiza-
tional politics and emotional stability affect the LMX–job dedi-
cation relationship? We offer the following.

Low Organizational Politics, Low Emotional 
Stability

Other things being equal, low-quality LMX workers are 
likely to manifest low levels of job dedication, whereas 
high-quality LMX workers are likely to manifest high lev-
els of job dedication. Among workers low in emotional sta-
bility and reporting low levels of organizational politics, the 
relationship is likely to be particularly strong. When the 
hypervigilant workers low in emotional stability (i.e., indi-
viduals very sensitive to the situation who have a fear of 
failure and ruminate about the social context) perceive low 
levels of organizational politics (i.e., a favorable situation) 
and low-quality LMX (i.e., an unfavorable situation), they 
are likely to be put forth little effort in terms of job dedica-
tion behavior. They are likely to overreact to disrespectful 
and abusive leader behaviors by displaying little interest in 
“paying back” the organization/boss with cooperative, loyal 
behaviors. In contrast, workers in high-quality LMX rela-
tionships are hypersensitive people in a very favorable situ-
ation (i.e., low politics and high LMX), who are likely to be 
react strongly to their positive surroundings and therefore 
manifest relatively high levels of job dedication.

High Organizational Politics, Low Emotional 
Stability

Emotionally unstable workers in highly political work envi-
ronments are likely to manifest very low levels of job dedica-
tion. They are emotionally overtaxed people in very stressful 
situations, who are likely to overreact to the level of organi-
zational politics and therefore refrain from acting as coopera-
tive, loyal employees. High-quality LMX relationships buffer 
the negative effects of politics (Harris & Kacmar, 2005). 
People with low emotional stability, however, may be 
unlikely to experience this buffering effect. Unstable employ-
ees experience greater tension and work stress despite having 
a high-quality LMX relationship (Brouer & Harris, 2007). 
Consequently, LMX quality is unlikely to strongly affect job 
dedication among low emotional stability employees.

High Organizational Politics, High Emotional 
Stability

Emotionally stable workers are unlikely to overreact to the 
level of organizational politics and are somewhat predis-
posed to supervisory influences on decisions regarding job 

dedication behaviors. In highly political work environments, 
these workers are likely to engage in few job dedication 
behaviors when in low-quality LMX relationships for two 
reasons. First, they would be unmotivated to pay back the 
organization because of the low-quality LMX relationship 
with the boss. Second, they are unlikely to pursue strategic 
self-presentation because they probably realize that doing so 
may put themselves at risk (i.e., they may not have strong 
support and protection from the boss). Alternatively, when 
the emotionally stable workers are in high-quality LMX rela-
tionships, they are likely to manifest high levels of job dedi-
cation not only to “pay back” the organization/boss for their 
support and benefits but also to express a form of strategic 
self-presentation. Doing so might separate them from those 
who are not in a political environment. Because they have the 
support of the supervisor and are therefore somewhat buff-
ered from the strains associated with high organizational 
politics (Harris & Kacmar, 2005), they may believe that 
doing so is unlikely to put them at risk. Hence, low- and high-
quality LMX relationships are likely to yield low and high 
levels of job dedication, respectively, among these workers.

Low Organizational Politics, High Emotional 
Stability

Workers high in emotional stability who report low levels 
of organizational politics are serene people in calm, stable 
situations (both internally and externally). These self-
assured workers in a low political climate are relatively safe 
in engaging in behaviors that position them as loyal, “good” 
employees, such that protection by the boss is not an issue. 
Because they are likely to manifest very high levels of job 
dedication, LMX quality is unlikely to strongly affect job 
dedication.

Hypothesis: The LMX–job dedication relationship is 
moderated by perceived organizational politics and emo-
tional stability. The relationship is strongest among  
emotionally unstable workers reporting low levels of orga-
nizational politics.

Control Variables

To provide for a more rigorous test of our hypothesis, we 
identified individual differences that might account for 
variance in job dedication. Accordingly, we included cogni-
tive ability, tenure in the organization, gender, age, and 
minority status as covariates in the analyses.

Method

We invited all 310 employees of a private sector organiza-
tion to participate in the study. They were divided into small 
groups and asked to report to a training room with their 
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group according to a preset schedule. On arrival at the train-
ing room, the employees were informed about the study, 
provided a chance to ask questions, and given the opportu-
nity to discontinue their involvement in the project. During 
the same week, the first-line supervisors were asked to com-
plete performance ratings of their subordinates. We collected 
data on a total of 156 (50%) employees. Of these, 79% were 
female, 21% were male, and 58% were minorities.

Measures

LMX. Employees completed Scandura, Graen, and Novak’s 
(1986) seven-item LMX scale. Items (e.g., “My manager 
understands my problems and needs”) were responded to 
on a 7-point scale (1 = strongly disagree to 7 = strongly 
agree). Higher scores indicate higher quality relationships.

Organizational Politics. We measured perceptions of organi-
zational politics with the four-item “going along to get 
ahead” subscale of the Kacmar and Ferris (1991) Percep-
tions of Organizational Politics Scale (POPS). Items (e.g., 
“Employees are encouraged to speak out frankly even 
when they are critical of well-established ideas”) assess the 
extent to which individuals view quiet compliance with 
management prerogatives as necessary for continued 
employment and/or upward mobility. Studies (e.g., Kac-
mar & Carlson, 1997; Zhou & Ferris, 1995) have provided 
evidence of the validity and reliability of the POPS and its 
subscales. Moreover, some evidence (Cropanzano et al., 
1997; Nye & Witt, 1993) suggests that the POPS is unidi-
mensional. It is therefore possible that results reported 
from a subscale would reflect similar results from use of 
the entire POPS. High scores reflect high levels of per-
ceived organizational politics.

Emotional Stability. We used the 30-item emotional stability 
scale of the Personal Characteristics Inventory (Mount & 
Barrick, 1995). High scores reflect high levels of emotional 
stability.

Cognitive Ability. The workers completed the Wonderlic Per-
sonnel Test (WPT), Form 5 to assess cognitive ability 
(WPT, 1992). The 50-item, 12-minute WPT is a commonly 
utilized instrument that measures vocabulary, arithmetic 
reasoning, and spatial relations.

Job Dedication. The direct supervisors of the participating 
employees completed five items (e.g., “[Employee name] 
arrives to work and returns from breaks on time”) using the 
following scale: (a) “weak or bottom 10%,” (b) “fair or next 
20%,” (c) “good or next 40%,” (d) “very good or next 
20%,” or (e) “best or top 10%.” We recoded these responses 
as 1, 2, 3, 4, and 5, respectively.

Results

We present the descriptive statistics, reliability estimates, 
and intercorrelation matrix in Table 1. As shown there, 
LMX (r = .26, p < .01), perceived organizational politics  
(r = −.17, p < .05), and emotional stability (r = .20, p < .05) 
were related to job dedication.

To test the hypothesis, we conducted hierarchical, mod-
erated multiple regression analyses. After centering the pre-
dictors, we entered the main effects of the predictors and 
control variables at Step 1. At Step 2, we entered the two-
way interaction terms—LMX × emotional stability, LMX × 
organizational politics, and emotional stability × organiza-
tional politics. At the third step, we entered the three-way 
interaction term—LMX × emotional stability × organiza-
tional politics. We present the results in Table 2. As shown 
there, the addition of the LMX × emotional stability × orga-
nizational politics cross-product term at the third step added 
unique variance (ΔR2 = .04, p < .01) beyond that contrib-
uted by the main effects of the predictors and control vari-
ables and the two-way interaction terms.

To identify the form of the three-way interaction, we plot-
ted the explanation of job dedication scores at the  
combinations of three levels of emotional stability and per-
ceived organizational politics—at the mean as well as at 

Table 1. Descriptive Statistics, Reliability Estimates, and Intercorrelation Matrix.

Variable Mean SD 1 2 3 4 5 6 7 8

1. Job Dedication 3.15 0.89 (.81)  
2. LMX 4.49 1.28 .26** (.79)  
3.  Organizational Politics 2.88 0.68 −.17* −.49** (.76)  
4.  Emotional Stability 2.34 0.37 .20** .22** −.24** (.83)  
5. GMA 17.40 6.79 .05 −.06 −.06 −.08  
6. Tenure 4.24 4.77 .18* −.01 .19* −.02 .05  
7. Gender 1.79 0.41 .01 .04 .12 −.05 −.13 .11  
8. Age 32.64 10.60 .11 .00 .18* .10 .07 .55** .03  
9. Minority Status 1.57 0.49 −.11 .02 −.01 .16* −.47** −.14 −.06 −.15

Note. GMA = general mental ability; LMX = leader–member exchange. Reliability estimates (α) are presented in the diagonal.
*p < .05. **p < .01.
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high and low levels (Aiken & West, 1991). Figure 1 presents 
the plot of the interaction. As shown there, the workers rated 
as exhibiting the lowest levels of job dedication were those 
low in emotional stability and reporting high levels of orga-
nizational politics. Among these workers, LMX quality had 
essentially no effect on job dedication. Similarly, LMX qual-
ity had essentially no influence on job dedication among the 
emotionally stable workers reporting low organizational 
politics, who manifested very high levels of job dedication.

Discussion

The purpose of this study was to test the joint effects of a 
subjective environmental attribute—perception of organiza-
tional politics—and a regulatory personal characteristic—
emotional stability—on the LMX–job dedication relationship. 
We extend the job dedication literature by empirically exam-
ining the effect of LMX quality, advancing high-quality 
leader–member relationships as resources that encourage 
facet-level contextual performance. Additionally, by leverag-
ing COR theory, we inform theory by establishing organiza-
tional politics as a potential drain on personal resources, 
including the supervisor–supervisee relationship.

The findings were consistent with our hypothesis that 
LMX, organizational politics, and individual differences in 
emotional stability exert joint, conditional effects on job 
dedication. Specifically, the relationship between LMX and 
job dedication was particularly strong among emotionally 
unstable employees reporting low levels of organizational 
politics. These results indicate that these employees are 
likely to experience the greatest benefit from high-quality 
LMX relationships and manifest the highest levels of job 

dedication. In contrast, the emotionally unstable workers 
experiencing high levels of organizational politics mani-
fested the lowest levels of job dedication and did so rela-
tively regardless of the relationship with the supervisor.

Theoretical Implications

The findings offer potentially important contributions to 
existing research on the relationship between leadership style 
and employee performance criteria. Our dual investigation of 
personality and organizational politics illustrates the types of 
individuals who are likely to benefit from high-quality rela-
tionships with their supervisor. Among emotionally unstable 
individuals reporting low organizational politics, having a 
high-quality LMX relationship may be important. We con-
tend that LMX, through emotional support and work-related 
guidance, likely helps counteract the individual’s inability to 
emotionally self-regulate or sustain task focus. However, for 
those reporting opposing levels of respective organizational 
politics and emotional stability, the effect of LMX becomes 
trivial. Stated differently, whereas LMX is a potential substi-
tute for emotional stability in the absence of politics, LMX 
quality has little or no bearing on job dedication when poli-
tics are perceived as being high. Thus, the notion that rela-
tional resources are a viable substitute for insufficient 
personal resources may not hold when environmental condi-
tions (e.g., organizational politics) are unfavorable.

Practical Implications

Our results suggest that establishing high-quality LMX 
relationships can be beneficial for leaders and employees. 

Table 2. Results of Regression Analyses.

Variable Step 1 Step 2 Step 3

Gender −.00 −.03 .05
Age −.00 .00 .00
Tenure .04* .03 .04*
GMA .00 .00 .00
Minority Status −.20 −.17 −.11
LMX .13* .16* .15*
Emotional Stability .40* .39* .57**
Organizational Politics −.11 −.09 −.21
LMX × Organizational Politics −.12 −.09
LMX × Emotional Stability .05 −.07
Emotional Stability × 

Organizational Politics
.05 .40

LMX × Emotional Stability × 
Organizational Politics

.47**

Total R2 .14** .16** .20*
ΔR2 .02 .04**

Note. GMA = general mental ability; LMX = leader–member exchange.
*p < .05. **p < .01.

Figure 1. Job dedication regressed on leader–member 
exchange (LMX) at low and high politics and emotional stability 
groups.
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For leaders, high-quality LMX relationships are likely to 
exhibit higher performance-related behaviors. This is of 
interest because of established links between LMX, 
employee performance, internal unit functioning, and the 
bottom line. Additionally, whereas this study focused on 
the role of supportive contexts (i.e., emotional stability, 
LMX) in reducing the negative effects of politics on job 
dedication, politics can also affect perceptions of stress, 
withdrawal behavior, and turnover intentions (Cropanzano 
et al., 1997). Indeed, focusing on approaches that will 
reduce the likelihood of negative outcomes linked to per-
ceptions of politics is in the best interest of leaders. 
However, leaders can likely do so by developing a better 
understanding of the dual nature of organizational politics. 
That is, although the “dark side” of politics is more com-
monly studied, politics in the workplace can also bring 
about positive change, lead to increased job involvement, 
and facilitate career advancement (Ferris & Kacmar, 
1992). Thus, it seems that leaders with a broad under-
standing of how politics are best utilized are well-equipped 
for engaging in political behaviors that will lead to greater 
positive outcomes. From the perspective of the current 
study, leaders inclined to develop high-quality LMX rela-
tionships are likely to maximize the positive outcomes of 
this relationship through limiting political behaviors that 
place subordinates at a disadvantage. By engaging in 
political behaviors that benefit the workgroup, leaders 
potentially enhance the social exchange relationship, ulti-
mately leading to increased reciprocity (e.g., job dedica-
tion) by subordinates.

For employees, high-quality LMX is likely beneficial 
because of its buffering potential. That is, high-quality 
LMX likely provides resources or creates passageways to 
resources essential to employee performance, especially 
when personal resources are low. Rather than flounder or 
settle for subpar performance, employees who enjoy quality 
relationships with their respective supervisors are likely to 
seek support or guidance. From a path–goal perspective, 
leaders that provide guidance and increase employees’ 
accessibility to high-quality task performance are likely 
viewed as being highly effective (House, 1971). Moreover, 
when adequate resources are readily accessible, employees 
are less likely to become disengaged and exhibit decreased 
performance behaviors (Hobfoll, 2011).

As shown in Figure 1, this is especially true when per-
ceptions of organizational politics are low. That is, political 
perceptions damage the contribution of high-quality LMX 
to job dedication. Training that attempts to reduce the likeli-
hood that leaders will engage in self-serving political 
behavior would arguably benefit organizations. It is unlikely 
that a leader can establish the highest levels of LMX quality 
with all employees (Graen & Uhl-Bien, 1995). By reducing 
a leader’s inclination to engage in political behavior, orga-
nizations can reduce the likelihood that politics negatively 

affect performance and other outcomes, such as turnover or 
engaging in counterproductive behaviors.

As shown in Figure 1, this is especially true when per-
ceptions of organizational politics are low. That is, political 
perceptions damage the contribution of high-quality LMX 
to job dedication. This suggests that efforts to train supervi-
sors may fall short of the ultimate goal if managers do not 
pay attention to the overall climate of the organization. In 
addition to leadership development, we suggest that corpo-
rations adopt policies and reward systems that strongly dis-
courage self-serving political behavior and instead foster 
knowledge sharing and teamwork. An example of such an 
initiative might be to make a portion of employee bonuses 
contingent on group or organizational outcomes. In addi-
tion, anonymous messaging systems may be established so 
that political behavior can be reported without risking retal-
iation from the offending parties. Given that it is unlikely 
that a leader can establish the highest levels of LMX quality 
with all employees (Graen & Uhl-Bien, 1995), efforts to 
foster a positive organizational climate may prove to be 
even more fruitful when utilizing personality testing during 
the selection process. For example, employees high in emo-
tional stability engaged in more job dedication than those 
low in emotional stability when they found themselves in 
unfavorable low LMX relationships with their supervisors. 
Accordingly, we encourage managers to adopt a three 
pronged approach to increasing job dedication behaviors: 
(a) adopt high-quality leadership practices, (b) take steps to 
reduce organizational politics, and (c) select employees 
high in emotional stability.

Limitations and Future Research

We emphasize two limitations. First, the study featured a 
cross-sectional methodology. Whereas we are confident in 
our theoretical assertions, confirmed by the empirical find-
ings, causal inferences cannot be drawn without further, 
longitudinal research. Second, although the study featured 
data from multiple sources (supervisor-rated job dedica-
tion), we were only able to collect data from one sample. 
Without evidence of replication across organizations, indus-
tries, and alternative measures of these constructs, we urge 
caution in generalizing the results we have reported. We 
encourage researchers to extend on this study through repli-
cation and by employing a longitudinal design.

Conclusion

This study reinforces the importance of the connection of 
LMX to performance. Although researchers have examined 
the link between LMX and contextual performance (Ilies, 
Nahrgang, & Morgeson, 2007), few studies account for how 
environmental and personality factors influence the effect 
of LMX on contextual performance. Confidence in LMX to 
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increase job dedication is supported by our results. However, 
a potential contribution of this study is that the effects of 
LMX, emotional stability, and perceived politics are inter-
dependent. We urge organizations not to focus on one iso-
lated factor without taking the level of the others into 
account. Additionally, this study demonstrates that LMX 
does have its limitations; given situations of low favorabil-
ity and specific personality traits, LMX can only accom-
plish so much. High-quality LMX may counter the negative 
effects of perceived organizational politics but only among 
individuals high in emotional stability. Hence, for optimal 
job dedication, it is of value to organizations to both main-
tain environments low in politics and attract employees 
high in emotional stability in addition to fostering high-
quality relationships among leaders and followers.
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