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Introduction: Both the Dutch and Chinese labor markets experience severe 
shortages of skilled personnel and high turnover rates, being distressing socio-
economic factors. At the same time, large cross-cultural studies indicate that 
these national contexts are highly different from a socio-cultural perspective. 
When considering issues on employee development and retainment, the public 
debate opens for negative attributes as dark leadership, wondering if employees 
accept to be  hurt. This study contributes to the employability research and, 
moreover, it contributes to the call for the ability to contextualize theories and to 
the convergence/divergence debate. We applied Western theories to investigate 
possible contextual differences in the relationships between learning climate 
facilitation and turnover intention, and to investigate whether this relationship is 
mediated by employability, and whether dark leadership is a possible moderator.

Methods: To test our hypotheses, we collected data from 368 Dutch and 319 
Chinese respondents who participate in an executive master’s program, which 
was analyzed using PLS-Structural Equation Modeling.

Results: Employees in the Netherlands and China were found to interpret our study 
variables differently. Separate analyses revealed that, in both contexts, learning 
climate facilitation was both directly and indirectly, via the balance dimension of 
employability, negatively related to turnover intention. In addition, in the Dutch 
sample, dark leadership appeared to weaken the relationship between learning 
climate facilitation and the corporate sense dimension of employability, but the 
latter did not seem to be a mediator in the relationship with turnover intention. In 
the Chinese sample, no moderation effects were found.
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Discussion: Our results show that both learning climate facilitation and dark 
leadership are important factors in the development and retainment of personnel 
and that particularly focusing on ‘balancing group and individual goals’ is important 
to retain personnel, regardless of national context. The latter may indicate the 
need for convergence of HR practices. At the same time, however, the different 
interpretations of the study’s variables may indicate divergence in the meaning of 
HR concepts. In the discussion section, we elaborate on the study’s implications 
for HR-researchers and -practitioners in national and global business contexts.

KEYWORDS

learning climate facilitation, dark leadership, employability, turnover intention, 
cross-national

1. Introduction

Across the globe, the COVID-19 pandemic has had implications 
for both people’s daily (e.g., health conditions, distress, and life 
satisfaction) and working (e.g., working from home) lives (Zhang 
et al., 2020). In its aftermath, in both Western and Eastern contexts, 
people are facing socio-economic challenges, such as dealing with 
substantial labor-market shortages (Cui et al., 2018; CBS, 2019) that 
cause difficulties for organizations to attract and retain personnel (De 
Winne et  al., 2019). More specifically, organizations experience 
challenges and instability, which calls for higher levels of employee 
agility, curiosity, risk mitigation, learning by exploring, and learning 
by doing, as these characteristics can enhance organizations’ survival 
chances and competitiveness (Levenson, 2020). In view of this, the 
importance of a focus on maintaining and enhancing individuals’ 
employability and facilitating learning opportunities (Buheji and 
Buheji, 2020) is evident. Employability can be  defined as “the 
continuous fulfilling, acquiring or creating of work through the 
optimal use of competences” (Van der Heijde and Van der Heijden, 
2006, p.  453). Enhancing individuals’ employability implies that 
organizations need to develop a learning climate that enables and 
motivates employees to make use of the learning opportunities 
offered, such that they can indeed increase their individual capabilities 
and performance (Van der Heijden and Bakker, 2011). Learning 
climate can be defined as “employees’ perceptions of organizational 
policies and practices aimed at facilitating, rewarding and supporting 
employee learning behavior” (Nikolova et al., 2014b, p. 259). This 
three-dimensional construct refers to facilitation, appreciation, and 
error avoidance. This study focuses on learning climate facilitation, 
i.e., organizational efforts to guide, shape and accelerate the learning 
processes within the organization, since this dimension may help 
organizations to optimize employees’ process of learning at work 
(Nikolova et  al., 2014b). Particularly, it is found that facilitating 
employees’ learning opportunities is essential for employee learning 
and professional development (Marsick and Watkins, 2003; Nikolova 
et al., 2014a).

Generally, with employability-enhancing activities, organizations 
may be able to reduce employees’ voluntary turnover intentions (Hom 
et  al., 2012). However, we  posit that the relationship between 
employees’ learning opportunities, employability, and turnover 
intention may be contingent on how employees perceive and interpret 
their leaders’ behaviors. Recently, more attention has been paid to dark 

leadership, in this study operationalized by abusive supervision 
(Tepper, 2000), as this can affect employees’ motivation to make use 
of the learning opportunities offered by the organization and, hence, 
their employability. Dark leadership is defined as “subordinates’ 
perceptions of the extent to which supervisors engage in the sustained 
display of hostile verbal and nonverbal behaviors, excluding physical 
contact” (Tepper, 2000, p.  178). Moreover, research shows that 
employees who experience dark leadership are more likely to quit 
their jobs (Tepper et  al., 2009). Perhaps, employees who perceive 
having options to learn and develop themselves, but perceive dark 
leadership at the same time, may feel they have less opportunities to 
make use of, or to benefit from their learning options, which may 
affect their employability and, in turn, may enhance their turnover 
intention (Acikgoz et al., 2016; Akkermans et al., 2019; Rodrigues 
et al., 2020).

How employees perceive and respond to Human Resource 
(HR) practices and leadership style, however, may be contingent 
on the national context in which they operate of which culture is 
an important factor. Context refers to the “set of factors 
surrounding a phenomenon that exert some direct or indirect 
influence on it” (Whetten, 2009, p. 31). In this vein, Western and 
Eastern contexts can be characterized by different socio-cultural 
characteristics; the Netherlands, for example, can be characterized 
as individualistic, whereas China can be  characterized as 
collectivistic (House et al., 2004; Hofstede Insights, 2022). In view 
of the call for more context-sensitive organizational research to 
be able to contextualize theories (Whetten, 2009; Zhu and Warner, 
2019; Xiao and Cooke, 2022), this study taps into the convergence-
divergence debate as discussed by Cooke et al. (2021). Essentially, 
this debate started with scholars arguing for the convergence 
thesis, based on similarities across nations and cultures (cf. 
Harbison and Meyers, 1959), being countered by cross-cultural 
scholars arguing for the divergence thesis, based on differences in 
(cultural) norms and values (cf. Hofstede, 1991). Addressing the 
convergence-divergence debate in the Dutch and Chinese contexts 
gives us reason to question whether employees respond to dark 
leadership when it comes to the opportunities they take for 
learning as signaled by their organization’s learning climate and its 
consequences for employability enhancement and, subsequently, 
turnover intention. Possibly, in view of the more individualistic 
context, Dutch employees may notice and respond to dark 
leadership by altering their investments in their employability and, 
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in turn, their turnover intention. On the contrary, for China, being 
a country with a more collectivistic character, this reaction of 
employees may differ due its different contextual characteristics. 
When considering issues on employee development and 
retainment, however, such presumed cross-cultural differences are 
hardly accounted for, neither in HR theory nor in practice, and it 
can be  questioned whether that is an omission in globalizing 
(labor) markets, as has been discussed in the convergence/
divergence debate (cf. Cooke et al., 2021).

This study contributes to the employability research. To the best 
of our knowledge, no previous research has investigated the 
relationships between employability and turnover intention, using a 
competence-based operationalization of employability. In particular, 
earlier work in the field of turnover intentions and behaviors has 
conceptualized employability as perceived job chances, both inside 
and outside one’s current organization (i.e., perceived internal and 
external employability; De Cuyper et al., 2011a; Nelissen et al., 2017; 
Baranchenko et al., 2020). Besides, we add to what is already known 
in the employability literature by investigating the possible moderation 
effect of dark leadership in the relationship between learning value of 
the job and employability. Moreover, this study contributes to the call 
for the ability to contextualize theories and to the convergence/
divergence debate. More specifically, this empirical study builds on 
Western theories and mechanisms to investigate possible contextual 
differences in the relationships between learning climate facilitation 
and turnover intention, and whether this relationship is mediated by 
employability, and whether dark leadership is a possible moderator in 
this regard. Figure 1 shows the conceptual model that will be tested to 
address our research question.

2. Conceptual framework

2.1. Perspectives from the Netherlands and 
China

Marked by globalization, technological developments, and 
broader socio-economic, geopolitical, and demographic changes, 
contemporary complex business contexts require organizations to 
focus on identifying, attracting, recruiting, developing, and retaining 

talent (Claus, 2019; Reiche et al., 2019). It has been acknowledged, 
however, that national context, with their own socio-cultural 
characteristics, may be an influential factor regarding these focus 
points. According to Hofstede Insights (2022) and the GLOBE project 
(House et al., 2004), the Netherlands and China differ dramatically 
in terms of socio-cultural contextual characteristics. According to 
Hofstede Insights (2022), the Netherlands is characterized as 
individualistic with low power distance, high uncertainty avoidance, 
and high indulgence, whereas China is characterized as collectivistic 
and as having high power distance, low uncertainty avoidance, and 
low indulgence. Furthermore, the particular focus on leadership in 
the GLOBE project shows that leaders in the Netherlands are less 
autonomous (i.e., the degree to which leaders are independent and 
individualistic) and less self-protective (i.e., the degree to which 
leaders focus on ensuring the safety and security of the individual and 
group through status enhancement and face saving) than leaders in 
China (House et al., 2004). In empirical research in different national 
contexts, it is important to note that for meaningfully comparing the 
mean scores of latent factors, the measurement structures underlying 
the latent factors used in the research (displayed through a specific 
set of scale items) should be stable, that is ‘invariant’ (Van de Schoot 
et al., 2015). Obviously, this is not automatically the case, especially 
since differences may exist in the prevalence of HR practices (e.g., 
career development-related ones) in the Netherlands and China (cf. 
Verburg et al., 1999; Van Dierendonck et al., 2016). Also leadership 
(style) is shown to be deeply rooted in the national contexts’ historical 
developments (Lin et  al., 2018), which makes us believe that 
leadership behaviors are portrayed differently in the Netherlands 
and China.

Since socio-cultural characteristics may influence the design and 
implementation of HR and leadership practices, and their conceptual 
interpretations (Kim and Wright, 2011), it is crucial to explore the role 
of socio-cultural characteristics when investigating constructs in 
different national contexts. Based on the outline given above, we have 
formulated the following hypothesis:

H1: Employees in the Netherlands and China differ regarding 
their conceptual interpretation of the variables in this study (i.e., 
learning climate facilitation, dark leadership, employability, and 
turnover intention).

FIGURE 1

Conceptual model.
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2.2. Learning climate facilitation and 
turnover intention

Employees’ turnover intentions and their actual quitting 
behaviors prompt negative organizational outcomes, including 
financial costs (e.g., recruitment and selection) and loss of highly 
skilled, talented, and perhaps difficult-to-replace human resources 
(Lee and Liu, 2007; Hom et al., 2012). High turnover is particularly 
troublesome for organizations in tight labor markets, given the loss 
of (firm-specific and general) knowledge and skills, the transfer of 
that knowledge and skills to a rival organization, and potential 
deterrence of other employees in the future (Kraimer et al., 2009; 
Knocke and Schuster, 2017). At the same time, present-day work is 
changing at an ever-increasing rate and can be  constantly 
restructured in nature (Fugate et  al., 2021). This demands of 
organizations that they have a strong learning climate for their 
employees that enables them to cope with changing internal and 
external environments. Even though the construct learning climate 
by Nikolova et al. (2014b) is three-dimensional (i.e., facilitation, 
appreciation, and error avoidance), this study focusses on learning 
climate facilitation only. More specifically, to remain competitive in 
a fast-changing global economy, an organizational climate that 
facilitates employees’ workplace learning is essential for an 
organization to survive (Kyndt et al., 2009; Nikolova et al., 2014b). 
Allen et  al. (2003) already found that perceived organizational 
support, e.g., the facilitation of a learning climate, can reduce 
employee turnover. Other research also found that a learning 
climate reduces negative employee outcomes, such as turnover 
intention (Egan et al., 2004; Govaerts et al., 2011; Lin and Huang, 
2021). This is particularly so since providing a high-quality learning 
environment signals that organizations value their employees (Egan 
et  al., 2004; Joo, 2010). Hence, we  have formulated the 
following hypothesis:

H2: Learning climate facilitation is negatively related with 
turnover intentions.

2.3. The mediating role of employability in 
the relationship between learning climate 
facilitation and turnover intention

To survive in contemporary labor markets, protecting and 
enhancing individuals’ employability is essential (De Vos and Van der 
Heijden, 2017; Van der Heijden and Spurk, 2019; Stoffers et al., 2020). 
This, however, is not the responsibility of individual employees alone. 
Rather, it has been widely acknowledged that organizations should 
support or facilitate their employees to sustain and enhance their 
employability (Van Harten et al., 2016; Van der Heijden et al., 2018). 
Research shows that a learning climate is a precursor to valuable 
outcomes, such as employees’ learning intentions, positive attitudes 
toward learning, and participation in learning (Govaerts et al., 2011; 
Hauer et  al., 2012). Indeed, employability can be  stimulated by 
developing an organizational learning climate that promotes employee 
learning, resulting in the acquisition of new knowledge, skills, and 
abilities (Nikolova et  al., 2016), which provide employees with 
sufficient opportunities to improve their competencies (Osagie et al., 

2018), and hence, their employability (Van der Heijde and Van der 
Heijden, 2006; Van der Heijden et al., 2018; Crans et al., 2021). This is 
especially important in an environment characterized by 
organizational change (Nikolova et al., 2016).

However, there is no consensus on the relationship between 
employability and turnover intention. This knowledge gap is 
described in the ‘traditional’ flexibility/commitment paradox 
(management paradox) (Van der Heijde and Van der Heijden, 2006; 
De Cuyper and De Witte, 2011). This paradox is defined as “a tension 
between the contribution of employability to employee well-being 
and performance, on the one hand, versus its contribution to 
undesired turnover, on the other hand” (De Cuyper et al., 2011b, 
p. 1486–1487). In other words, it stresses organizations’ fear of a loss 
of commitment and external mobility among employees with a high 
career potential (Van der Heijde and Van der Heijden, 2006) 
resulting from employability investments. Next to the ‘traditional’ 
flexibility/commitment paradox, scholars also proposed the notion 
of the ‘inverted’ flexibility/commitment paradox (Peters and Lam, 
2015), which refers to employability aimed at enhancing the 
organizations’ adaptability, flexibility, effectiveness, and efficiency. In 
view of this, Human Resource Management (HRM) is aimed at 
attracting and developing skilled and committed workers who can 
both easily rotate in their work (i.e., functional flexibility), and who 
are also focused on external mobility (Peters and Lam, 2015). In this 
case, the focus is on the idea that HRM’s main goal of their 
employability policy is not to foster employees’ internal labor market 
orientation and long-term commitment but rather to enhance both 
their (short-term) commitment and their flexibility and labor 
market mobility.

Indeed, empirical research found mixed results in the (indirect) 
relationship between employability and turnover intention. So far, to 
the best of our knowledge, all research dealing with the relationship 
between employability and turnover intention incorporated 
measures of employability conceptualizing perceived job chances at 
the internal and/or external labor markets. For example, Hom et al. 
(1992) found a positive association between employability and 
turnover intention and while testing the employability paradox, 
Nelissen et al. (2017) also found that employability relates positively 
to turnover intention, however, only in terms of upward 
career development.

On the other hand, De Cuyper et al. (2011a) found no direct 
relationship between employability and turnover intention, and 
Akkermans et al. (2019) reported that perceived investments in HR 
practices relate positively with organizational commitment. Recently, 
Rodrigues et al. (2020) found that when an organization invests in 
employees’ career development (and in case the employee is receptive), 
it has a positive impact on their intention to stay with the employer, 
and, moreover, they found a negative association between 
employability and turnover intention.

Building on these mixed results, we strive to shed more light on 
the phenomenon by introducing a competence-based 
operationalization of employability (Van der Heijde and Van der 
Heijden, 2006; Van der Heijden et al., 2018) that mediates the negative 
relationship between learning climate facilitation and turnover 
intention. Hence, we have formulated the following hypothesis:

H3: Employability mediates the negative relationship between 
learning climate facilitation and turnover intention.
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2.4. The moderating role of dark leadership 
in the relationship between facilitating 
learning climate and employability

Scholarly work in the field of leadership focuses mainly on 
constructive leadership styles since leadership behavior that supports 
and reinforces learning can enhance employability (Stoffers et  al., 
2019). However, researchers in other fields have also investigated the 
phenomenon of dark leadership. This has not been done without 
reason, since research showed that destructive leadership is an 
enduring problem for organizations due to its adverse and expensive 
effects on turnover (Tepper et al., 2006). The recent literature review 
by Mackey et al. (2021) gave an overview of definitions for various 
styles of destructive leadership. Abusive supervision (Tepper, 2000) 
has been especially influential in the literature (Mackey et al., 2021). 
The recent systematic reviews on abusive supervision by Fischer et al. 
(2021) and Goute et al. (2021) show that Tepper (2000) definition of 
abusive supervision is widely used in empirical research. The reviews 
referred to above presented us with a rather uniform picture: abusive 
supervision is ‘bad news’ (Fischer et al., 2021). Furthermore, another 
recent meta-analytic review by Landay et  al. (2019) indicated a 
concern regarding the potential prevalence of individuals with 
psychopathic tendencies in corporate leadership positions and the 
negative effects they may have on both individuals and their 
organizations in practice. They found a negative association for 
psychopathic tendencies and leadership effectiveness amongst others 
towards employees. The meta-analysis by Schyns and Schilling (2013) 
also demonstrated negative correlations between dark leadership, on 
the one hand, and positive follower outcomes and behaviors (e.g., 
attitudes toward a leader, wellbeing, and individual performance), on 
the other hand, and, similarly, positive correlations with negative 
outcomes (e.g., turnover intentions, resistance toward a leader, and 
counterproductive work behaviors).

To the best of our knowledge, up until now, the phenomenon of 
dark leadership has not been investigated in relation to workers’ 
employability. Incorporating the possible role of dark leadership as a 
moderator in the relationship between facilitating learning climate 
and employability is crucial given the dual responsibility for 
employability enhancement, that is both the employee and the 
supervisor need to invest in these (Van der Heijden, 2005).

Possibly, employees who perceive having options to learn and to 
develop themselves but who perceive dark leadership at the same time, 
may feel less motivated due to reduced self-efficacy, and, as such, they 
perceive to have fewer opportunities to make use of the learning 
options offered by the organization. The latter may affect their 
employability and, ultimately, may have consequences for their 
turnover intention (Acikgoz et al., 2016; Akkermans et al., 2019; Le 
Blanc et al., 2019; Rodrigues et al., 2020). In other words, in a context 
in which employees experience dark leadership, employees may 
be less motivated and more hindered to take advantage of the learning 
options offered, which may affect their employability, and, indirectly, 
their turnover intention. Based on the outline given above, we have 
formulated the following hypotheses:

H4: Dark leadership moderates the positive relationship between 
learning climate facilitation and employability, such that this 
relationship is weaker for employees who experience a higher 
degree of dark leadership.

H5: The interaction effect between dark leadership and learning 
climate facilitation has an indirect effect through employability on 
turnover intention.

3. Methods

3.1. Participants and procedures

To test our hypotheses, we used a quantitative approach with a 
cross-sectional research design. To comply with the need to conduct 
more research with higher levels of contextual analysis, we gathered 
data from the Netherlands and China, as they experience similar 
socio-economic challenges, such as labor shortages and the 
COVID-19 pandemic but, at the same time, have different national 
contexts (Cui et al., 2018; CBS, 2019). China is particularly interesting 
to incorporate in our study as the opening-up policy and its reforms 
in 1978 have led to remarkable economic performance, primarily 
because of its abundance of cheap labor (Cui et  al., 2018). 
Correspondingly, the Chinese labor market has experienced high-
speed developments over the past decennia. More specifically, over the 
last three decades, HRM has emerged as a discipline and research field 
of interest for (Chinese) scholars (Cooke et al., 2021) making human 
capital a highly interesting topic to be studied empirically.

In both national contexts, respondents were approached through 
the research team’s personal contacts (i.e., convenience sampling). 
They were employees at middle and higher management levels, with 
some years of work experience and were recruited via several part-
time master’s programs. In return for participating in the research, 
all respondents received a personalized employability report of their 
own employability scores set off against a benchmark. The 
respondents could use this in their personal development component 
of their master’s program. The final sample comprised 382 Dutch 
and 319 Chinese respondents. In the Dutch sample 46% were male 
and 54% female, and the average age was 47.34 years (SD = 10.13). 
Furthermore, 79% of the respondents had a fixed contract, 12% a 
temporary contract, and 9% were self-employed. In the Chinese 
sample 59% were male and 41% female with an average age of 37.24 
(SD = 4.58). In this Chinese sample, 85% had a fixed contract, 9% a 
temporary contract, and 6% were self-employed.

3.2. Measures

Learning climate facilitation was measured using a validated scale 
(Nikolova et al., 2014a,b), comprising three items. A sample item was 
“My organization provides appealing learning opportunities.” 
Responses were reported using a Likert-type scale that ranged from 1 
(not applicable at all) to 5 (fully applicable).

Dark leadership was measured using the abusive supervision scale 
(Tepper, 2000). Respondents completed Tepper (2000) 15-item measure 
of abusive leadership. A sample item was: “My boss tells me my 
thoughts or feelings are stupid.” The items were scored using a Likert-
type scale that ranged from 1 (strongly disagree) to 7 (strongly agree).

Employability was measured using the thoroughly validated 
22-item short form version (Van der Heijden et  al., 2018) of the 
47-item employability five-factor instrument (Van der Heijde and Van 
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der Heijden, 2006). Tests of the instrument’s reliability and validity, 
including assessments of convergent, discriminant, and predictive 
validity (for career success), have yielded satisfactory psychometric 
results (Van der Heijden et al., 2018). The instrument comprises the 
following dimensions: occupational expertise (5 items); anticipation 
and optimization (4 items); personal flexibility (5 items); corporate 
sense (4 items); and balance (4 items). Sample items for employability 
include: “I consider myself competent to provide information on my 
work in a way that is comprehensible” (occupational expertise); “I 
consciously devote attention to applying my newly acquired 
knowledge and skills” (anticipation and optimization); “I adapt to 
developments within my organization” (personal flexibility); “I share 
my experience and knowledge with others” (corporate sense); and “I 
achieve a balance in alternating between reaching my own career 
goals and supporting my colleagues” (balance). All items were scored 
using a Likert-type scale that ranged from 1 (not at all/never) to 6 
(considerable degree/very often), depending on an item’s wording.

Turnover intention was measured using a 3-item scale from 
Camman et al. (1979). A sample item was “I often think of leaving the 
organization.” Items were scored using a Likert-type scale that ranged 
from 1 (totally disagree) to 5 (totally agree).

3.3. Analyses

We conducted PLS-SEM, using the SmartPLS version 4.0.8.5 
(Ringle et al., 2022). For the partial least square algorithm, we used the 
path weighting scheme, and we set the maximum number of iterations 
at 300. We used 10^-5 as our stop criterion and a uniform value of 1 
as the initial value for each of the outer weights (Henseler, 2010). The 

sample size was acceptable using Barclay et al. (1995) rule of thumb, 
suggesting the use of ten times the maximum number of paths aiming 
at any construct in the outer and inner models. Items were based on 
5-point, 6-point and 7-point Likert-scales and could be interpreted as 
continuous variables, thus following the fundamental OLS principles.

4. Results

4.1. Model characteristics

For the outer model evaluation, we first examined reliability. All 
the scales appeared to be reliable (Nunnally, 1978) and no item had to 
be  removed (see Table  1 for all details). Second, we  checked for 
convergent validity using Fornell and Larcker’s criterion of an Average 
Variance Extracted (AVE) for each construct above the 0.5 benchmark 
(Fornell and Larcker, 1981). In this respect, we also did not have to 
remove any items to have sufficient convergent validity (see Table 1).

Finally, we  checked for discriminant validity, comparing the 
AVEs of the constructs with the inter-construct correlations 
determining whether each latent variable shared greater variance 
with its own measurement variables or with other constructs (Fornell 
and Larcker, 1981; Chin, 1998). We compared the square root of the 
AVE for each construct with the correlations with all other constructs 
in the model (see Table  2). A correlation between constructs 
exceeding the square roots of their AVEs indicates that they may not 
be sufficiently discriminable (see Table 2 for all details). For each 
construct, we found that the absolute correlations did not exceed the 
square roots of the AVEs. As such, there was support for sufficient 
reliability and validity of all measurements in our research model.

TABLE 2 Correlation table, numbers shown in boldface denote the square root of the average variance extracted.

1 2 3 4 5 6 7 8

Learning climate facilitation (1) 0.89

Dark leadership (2) −0.38** 0.7

Occupational expertise (3) 0.17 −0.13** 0.73

Anticipation and optimization (4) 0.28** −0.14** 0.40** 0.74

Personal flexibility (5) 0.32** −0.30** 0.50** 0.48** 0.74

Corporate sense (6) 0.30** −0.24** 0.38** 0.60** 0.52** 0.75

Balance (7) 0.41** −0.36** 0.22** 0.25** 0.34** 0.30** 0.74

Turnover intention (8) −0.52** 0.39** −0.06 −0.22** −0.20** −0.25** −0.41** 0.83

Significance correlations: **p < 0.01.

TABLE 1 Overview reliability and construct validity scores of the constructs.

N Theoretical range Actual range Mean SD Cronbach alfa Ave.

Learning climate facilitation 687 1.00–5.00 1.00–5.00 3.24 0.90 0.85 0.77

Dark leadership 687 1.00–7.00 1.00–7.00 2.12 1.09 0.95 0.62

Occupational expertise 687 1.00–7.00 1.40–6.00 4.75 0.61 0.8 0.54

Anticipation and optimization 687 1.00–7.00 2.00–6.00 4.11 0.73 0.74 0.55

Personal flexibility 687 1.00–7.00 1.00–6.00 4.6 0.6 0.8 0.55

Corporate sense 687 1.00–7.00 1.25–6.00 4.35 0.78 0.75 0.57

Balance 687 1.00–7.00 1.50–6.00 3.88 0.77 0.75 0.55

Turnover intention 687 1.00–5.00 1.00–5.00 2.93 0.96 0.8 0.69
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4.2. Common-method variance

As this research was conducted using a self-administered 
survey method, we tested for Common-Method Variance (CMV) 
to have evidence that there is no systematic bias which might have 
influenced the collected data (Podsakoff et al., 2003). We used a 
two-step approach. First, following Podsakoff and Organ (1986), 
we used Harman (1976) one-factor test. Following this approach, 
all principal constructs were entered into one principal component 
factor analysis. Using SPSS Software (SPSS version 27 for MAC OS), 
the one-factor extraction and non-rotation method was applied. 
Results showed that only one factor emerged, explaining less than 
50 percent of the variance (25.20%), which gives a first indication 
of no common-method variance. Second, we used Bagozzi’s method 
(Bagozzi et al., 1991) which stresses that CMV occurs when the 
highest correlation between constructs is more than 0.9. As shown 
in Table  2, the highest correlation between constructs is 0.60 
(correlation between Anticipation and Corporate Sense). Therefore, 
it appears that there is no CMV in the collected data.

4.3. Differences between the Dutch and 
Chinese sample

To find out whether the group of Dutch and Chinese respondents 
interpreted the study’s core variables in a similar manner, we used the 
Measurement Invariance of Composite Models (MICOM) procedure 
(cf. Hair et al., 2017), which is considered a proper avenue to a group’s 
uniqueness when exploring significant differences between two 
groups (Sarstedt et al., 2011; Henseler et al., 2016). The first step of the 
MICOM procedure is to test for configural invariance to examine 

whether each common factor was associated with identical item sets 
across the two distinguished groups. Configural invariance means that 
a latent variable, which has been specified equally, emerges as a 
unidimensional entity across the two groups (Henseler et al., 2016). 
As shown in Table 1, and as discussed in the previous section, all 
constructs showed sufficient reliability and validity for both groups 
and were used as an input for the next step.

As a second step, the compositional invariance was tested. The 
results indicate whether the latent variables are formed differently in 
the two groups (Henseler et al., 2016). In this analysis, the correlation 
(r) between, on the one hand, the composite scores using the weights 
obtained from the first group and, on the other hand, the composite 
scores using the weights obtained from the second group, were 
compared using a permutation test (Henseler et al., 2016). Henseler 
et al. (2016) proposed that the correlation r should be equal to one. If 
the correlation c diverges significantly from 1, no support is found for 
compositional invariance. To statistically test for compositional 
invariance, we  proposed a two-step procedure. The second step 
comprises q permutation test over the correlation c (Chin and 
Dibbern, 2010). The outcomes of the second step in the permutation 
test yielded insufficient support for compositional invariance 
(Henseler et al., 2016), given that for multiple variables (i.e., corporate 
sense and dark leadership) the correlations c between the two 
distinguished groups were significantly different. As such, no support 
was found for compositional invariance (see Table 3). Furthermore, 
in step 3 (cf. Hair et al., 2017), in which the differences between the 
equal means (see Table  4) and equal variances (see Table  5) are 
calculated, also significant differences for most of the constructs 
were found.

The MICOM analysis demonstrated insufficient measurement 
invariance for both groups, which indicates that the group of Dutch 

TABLE 3 Step 2 in the MICOM procedure.

Original correlation Correlation 
permutation mean

5.0% Permutation
p value

Learning climate facilitation 1 1 1 0.66

Dark leadership 1 1 1 0.04

Occupational expertise 0.89 0.94 0.84 0.11

Anticipation and optimization 0.97 0.99 0.97 0.09

Personal flexibility 0.99 0.99 0.98 0.14

Corporate sense 0.98 0.99 0.98 0.05

Balance 1 1 0.99 0.43

Turnover intention 1 1 1 0.80

TABLE 4 Step 3a in the MICOM procedure (mean).

Original 
difference

Permutation 
mean difference

2.5% 97.5% Permutation
p value

Learning climate facilitation −0.34 0.00 −0.14 0.16 0.00

Dark leadership 0.60 0.00 −0.16 0.15 0.00

Occupational expertise −0.07 0.00 −0.15 0.15 0.36

Anticipation and optimization −0.35 −0.01 −0.17 0.14 0.00

Personal flexibility −0.64 0.00 −0.16 0.15 0.00

Corporate sense −0.46 0.00 −0.14 0.14 0.00

Balance −0.28 0.00 −0.16 0.16 0.00

Turnover intention 0.06 0.00 −0.14 0.16 0.46
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respondents interpreted the measures in a conceptually different way 
compared to their Chinese counterparts. This outcome provides support 
for Hypothesis 1 [Employees in the Netherlands and China differ 
regarding their conceptual interpretation of the variables in this study 
(i.e., learning climate facilitation, dark leadership, employability, and 
turnover intention)], as the constructs of learning climate facilitation, 
dark leadership, employability, and turnover intention demonstrated 
significantly different interpretations across the two national contexts.

4.4. Model estimations

Regarding the inner model evaluation and estimates, we analyzed 
the path coefficients by using bootstrap t-statistics, using 5,000 

subsamples, with a bias-corrected bootstrap, testing for a two-tailed 
significance of 95% (Anderson and Gerbing, 1988). The model showed 
a good fit to our data: the Standardized Root Mean Square Residual 
(SRMR) was 0.06, which is in line with Hu and Bentler (1998) 
criterion of a lower value than 0.08. As the MICOM procedure 
demonstrated that the groups were different, we tested Hypotheses 2, 
3, 4 and 5 for the Dutch and Chinese groups of respondents separately.

To test the hypotheses, we  used a two-step approach. First, 
we  calculated the direct effects for the paths in the model (see 
Tables 6a, 7a). Second, we calculated the indirect effects for the 
paths in the model (see Tables 6b, 7b). Last, we tested the predicting 
power using f2 effect size of Cohen (1988) in the direct effects to 
indicate whether each construct had a weak, average, or strong 
effect on each of the related constructs (see Tables 6a, 7a).

TABLE 6a Direct effects Dutch respondents.

γ Standard 
deviation

T statistics f2 values p values

Learning climate facilitation - > Occupational expertise 0.16 0.09 1.79 0.02 0.07

Learning climate facilitation - > Anticipation and optimization 0.25 0.05 4.62 0.06 0.00

Learning climate facilitation - > Personal flexibility 0.19 0.05 3.48 0.03 0.00

Learning climate facilitation - > Corporate sense 0.21 0.06 3.68 0.04 0.00

Learning climate facilitation - > Balance 0.28 0.05 5.77 0.08 0.00

Learning climate facilitation - > Turnover intention −0.43 0.04 9.80 0.25 0.00

Dark leadership × Learning climate facilitation - > Occupational expertise 0.07 0.08 0.85 0.00 0.40

Dark leadership × Learning climate facilitation - > Anticipation and optimization 0.01 0.05 0.24 0.00 0.81

Dark leadership × Learning climate Facilitation - > Personal flexibility 0.00 0.05 0.04 0.01 0.97

Dark leadership × Learning climate facilitation - > Corporate sense −0.14 0.06 2.46 0.01 0.01

Dark leadership × Learning climate facilitation - > Balance 0.06 0.06 1.03 0.03 0.30

Dark leadership - > Occupational expertise −0.06 0.08 0.69 0.00 0.49

Dark leadership - > Anticipation and optimization −0.02 0.07 0.23 0.00 0.82

Dark leadership - > Personal flexibility −0.14 0.07 2.11 0.01 0.04

Dark leadership - > Corporate sense −0.13 0.07 1.90 0.01 0.06

Dark leadership - > Balance −0.19 0.07 2.98 0.03 0.00

Occupational expertise - > Turnover intention 0.10 0.07 1.52 0.01 0.13

Anticipation and optimization - > Turnover intention −0.10 0.05 1.92 0.01 0.06

Personal flexibility - > Turnover intention 0.04 0.06 0.80 0.00 0.42

Corporate sense - > Turnover intention −0.07 0.05 1.45 0.00 0.15

Balance - > Turnover intention −0.26 0.05 5.03 0.09 0.00

TABLE 5 Step3b MICOM procedure (variances).

Original 
difference

Permutation 
mean difference

2.5% 97.5% Permutation
p value

Learning climate facilitation −0.05 0.00 −0.19 0.18 0.58

Dark leadership −0.04 0.00 −0.27 0.26 0.75

Occupational expertise 0.13 0.00 −0.28 0.30 0.38

Anticipation and optimization −0.26 0.00 −0.21 0.22 0.02

Personal flexibility 0.08 0.00 −0.28 0.27 0.59

Corporate sense −0.28 0.00 −0.20 0.19 0.04

Balance 0.23 0.00 −0.24 0.21 0.05

Turnover intention −0.34 0.00 −0.19 0.17 0.00
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Hypothesis 2 (Learning climate facilitation is negatively related 
with turnover intentions) was supported for both groups with our 
data. For the Dutch respondents, learning climate facilitation had a 
significant negative relationship with turnover intention (γ = −0.43, 

p < 0.00, R2 = 0.37) with a strong predictive power (f2 = 0.25). For the 
Chinese respondents, learning climate also facilitation had a 
significant negative relationship with turnover intention (γ = −0.36, 
p < 0.00, R2 = 0.33) with an average predictive power (f2 = 0.15).

TABLE 6b Indirect effects Dutch sample.

γ Standard 
deviation

T 
statistics

p values

Learning climate facilitation - > Occupational expertise - > Turnover intention 0.02 0.01 1.09 0.28

Learning climate facilitation - > Anticipation and optimization - > Turnover intention −0.03 0.01 1.79 0.07

Learning climate facilitation - > Personal flexibility - > Turnover intention 0.01 0.01 0.73 0.46

Learning climate facilitation - > Corporate sense - > Turnover intention −0.02 0.01 1.29 0.20

Learning climate facilitation - > Balance - > Turnover intention −0.07 0.02 3.77 0.00

Dark leadership × Learning climate facilitation - > Occupational expertise - > Turnover intention 0.01 0.01 0.74 0.46

Dark leadership × Learning climate facilitation - > Anticipation and optimization - > Turnover intention 0.00 0.01 0.22 0.83

Dark leadership × Learning climate facilitation - > Personal flexibility - > Turnover intention 0.00 0.00 0.02 0.98

Dark leadership × Learning climate facilitation - > Corporate sense - > Turnover intention 0.01 0.01 1.19 0.24

Dark leadership × Learning climate facilitation - > Balance - > Turnover intention −0.02 0.02 1.00 0.32

Dark leadership - > Occupational expertise - > Turnover intention −0.01 0.01 0.54 0.59

Dark leadership - > Anticipation and optimization - > Turnover intention 0.00 0.01 0.21 0.84

Dark leadership - > Personal flexibility - > Turnover intention −0.01 0.01 0.70 0.49

Dark leadership - > Corporate sense - > Turnover intention 0.01 0.01 0.95 0.34

Dark leadership - > Balance - > Turnover intention 0.05 0.02 2.60 0.01

TABLE 7a Direct effects Chinese respondents.

γ Standard 
deviation

T statistics f2 values p values

Learning climate facilitation - > Occupational expertise 0.14 0.08 1.69 0.02 0.09

Learning climate facilitation - > Anticipation and optimization 0.31 0.06 5.14 0.10 0.00

Learning climate facilitation - > Personal flexibility 0.32 0.06 5.53 0.11 0.00

Learning climate facilitation - > Corporate sense 0.29 0.06 5.32 0.09 0.00

Learning climate facilitation - > Balance 0.35 0.05 6.91 0.15 0.00

Learning climate facilitation - > Turnover intention −0.36 0.05 6.93 0.15 0.00

Dark leadership × Learning climate facilitation - > Occupational expertise −0.10 0.07 1.54 0.01 0.13

Dark leadership × Learning climate facilitation - > Anticipation and optimization −0.08 0.06 1.25 0.01 0.21

Dark leadership × Learning climate facilitation - > Personal flexibility −0.10 0.06 1.55 0.01 0.12

Dark leadership × Learning climate facilitation - > Corporate sense −0.06 0.06 1.03 0.00 0.30

Dark leadership × Learning climate facilitation - > Balance −0.05 0.06 0.95 0.00 0.34

Dark leadership - > Occupational expertise −0.14 0.08 1.62 0.02 0.11

Dark leadership - > Anticipation and optimization 0.01 0.08 0.13 0.00 0.90

Dark leadership - > Personal flexibility −0.20 0.07 2.99 0.04 0.00

Dark leadership - > Corporate sense −0.19 0.07 2.72 0.04 0.01

Dark leadership - > Balance −0.26 0.06 4.59 0.07 0.00

Occupational expertise - > Turnover intention 0.12 0.06 1.90 0.01 0.06

Anticipation and optimization - > Turnover intention 0.02 0.07 0.30 0.00 0.76

Personal flexibility - > Turnover intention −0.06 0.06 0.88 0.00 0.38

Corporate sense - > Turnover intention −0.13 0.07 1.98 0.01 0.05

Balance - > Turnover intention −0.23 0.06 4.22 0.06 0.00
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Hypothesis 3 (Employability mediates the negative relationship 
between learning climate facilitation and turnover intention) was 
partly supported for both groups. For the Dutch respondents, learning 
climate facilitation had a significant negative relationship with 
turnover intention via balance (γ = −0.07, p < 0.000, R2 = 0.37). For the 
Chinese respondents, learning climate facilitation also had a 
significant negative relationship with turnover intention via balance 
(γ = −0.08, p < 0.00, R2 = 0.33). Indirect paths with the other 
components of employability as mediator demonstrated to 
be non-significant.

Hypothesis 4 (Dark leadership moderates the positive relationship 
between learning climate facilitation and employability, such that this 
relationship is weaker for employees who experience a higher degree 
of dark leadership) was partially supported for the Dutch respondents; 
a significant moderation effect between dark leadership and learning 
climate facilitation was found on corporate sense (γ = −0.14, p < 0.01, 
R2 = 0.37). However, for the Chinese respondents, no significant 
relationship was found for the moderation between dark leadership 
and learning climate facilitation on each of the components 
of employability.

Hypothesis 5 (The interaction effect between dark leadership and 
learning climate facilitation has an indirect effect through 
employability on turnover intention) was neither supported for the 
Dutch nor for the Chinese group of respondents, as no significant 
indirect relationship was found of the moderation between dark 
leadership and learning climate facilitation and turnover intention via 
each of the components of employability.

5. Discussion and conclusion

In view of the call for the ability to contextualize theories 
(Whetten, 2009) and to contribute to the convergence/divergence 
debate, this empirical study applied Western theories to investigate 

possible contextual differences in the relationships between learning 
climate facilitation and turnover intention, and to examine whether 
this relationship is mediated by employability, and the possible role of 
dark leadership as a moderator in our research model. To test our 
hypotheses, we  collected data from 319 Chinese and 368 Dutch 
respondents, which were analyzed using PLS-Structural Equation 
Modeling. Below, we summarize our results and reflect on them in the 
light of our theoretical lens. We conclude by discussing the study’s 
implications for HR researchers and - practitioners in national and 
global business contexts.

In line with our expectations, employees in the Netherlands and 
China were shown to interpret our study variables differently. More 
specifically, our results indicated that learning climate facilitation, 
dark leadership, employability, and turnover intention are significantly 
differently interpreted across the two national contexts studied. More 
generally, this would argue for the divergence thesis as brought 
forward by cross-cultural scholars when it comes down to the 
interpretation of our Western concepts related to HRM and leadership 
in China.

Our separate analyses revealed a significant negative relationship 
between learning climate facilitation and turnover intention in both 
the Netherlands and China. Although not directly comparable with 
each other (see Hypothesis 1), we  found a negative relationship 
between the two constructs in both contexts. Since employees in 
both contexts can be expected to have lower turnover intentions 
when they perceive a learning climate facilitation within their 
organization, this supports the convergence thesis. This finding is 
also in line with recent research by Lin and Huang (2021) that a 
learning climate reduces turnover intention. Although this was not 
hypothesized, in both samples, we  found that learning climate 
facilitation also had a positive direct relationship with employability 
(anticipation and optimization, personal flexibility, corporate sense, 
and balance) (see Tables 6a, 7a). This means that in both the 
Netherlands and China, efforts of an organization to facilitate a 

TABLE 7b Indirect effects Chinese respondents.

γ Standard 
deviation

T 
statistics

p values

Learning climate facilitation - > Occupational expertise - > Turnover intention 0.02 0.01 1.17 0.24

Learning climate facilitation - > Anticipation and optimization - > Turnover intention 0.01 0.02 0.30 0.77

Learning climate facilitation - > Personal flexibility - > Turnover intention −0.02 0.02 0.85 0.40

Learning climate facilitation - > Corporate sense - > Turnover intention −0.04 0.02 1.84 0.07

Learning climate facilitation - > Balance - > Turnover intention −0.08 0.02 3.92 0.00

Dark leadership × Learning climate facilitation - > Occupational expertise - > Turnover intention −0.01 0.01 1.11 0.27

Dark leadership × Learning climate facilitation - > Anticipation and Optimization - > Turnover intention 0.00 0.01 0.23 0.82

Dark leadership × Learning climate facilitation - > Personal flexibility - > Turnover intention 0.01 0.01 0.70 0.49

Dark leadership × Learning climate facilitation - > Corporate sense - > Turnover intention 0.01 0.01 0.83 0.41

Dark leadership × Learning climate facilitation - > Balance - > Turnover intention 0.01 0.01 0.89 0.37

Dark leadership - > Occupational expertise - > Turnover intention −0.02 0.01 1.33 0.18

Dark leadership - > Anticipation and optimization - > Turnover intention 0.00 0.01 0.04 0.97

Dark leadership - > Personal flexibility - > Turnover intention 0.01 0.01 0.78 0.44

Dark leadership - > Corporate sense - > Turnover intention 0.03 0.02 1.38 0.17

Dark leadership - > Balance - > Turnover intention 0.06 0.02 2.76 0.01
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learning climate are beneficial to the employability development of 
their employees.

Another notable result is that, in both contexts, learning climate 
facilitation had a significant negative relationship with turnover 
intention via the competence based employability dimension of 
balance. In this empirical work, balance refers to the capability to 
align one’s current job versus career goals, employers’ versus 
employees’ interests, and employees’ opposing work, career, and 
private interests (Van der Heijde and Van der Heijden, 2006). 
Considering the lack of consensus on the relationship between 
employability and turnover intention in empirical research, this study 
shows, in line with the ‘inverted’ flexibility/commitment paradox 
(Peters and Lam, 2015), that employees would have lower intentions 
to leave the organization when they experience the balance between 
organizational goals and individual goals to be  right. A possible 
explanation for this outcome may be that employees (in our sample 
those who participate in an executive master’s program) who believe 
to have more learning opportunities, experience a higher form of 
balance (in this case by experiencing that their employer’s and their 
own interests are taken care of), resulting into lower turnover 
intentions. We find a similar relationship between both contexts, 
which also supports the convergence thesis. Interestingly, this is in 
line with recent research (Burmeister et al., 2018) that also found that 
the effects of HR practices do not significantly differ when comparing 
collectivist and individualist countries.

Furthermore, in this empirical study it was found that in the 
Dutch context, dark leadership moderates the relationship between 
learning climate facilitation and the employability dimension of 
corporate sense, meaning that the positive relationship between 
learning climate facilitation and corporate sense [e.g., networking 
skills, actual participation in different types of working groups, and 
sharing responsibilities, expertise, successes et cetera (Van der Heijde 
and Van der Heijden, 2006)] is weakened by the experience of dark 
leadership. In other words, the positive contribution of learning 
climate facilitation to corporate sense is hindered by dark leadership.

In contrast to the Dutch respondents, there is no significant result 
in the Chinese context for a moderation of dark leadership in our 
model. This supports the divergence thesis, stressing contextual 
differences in HR practices and leadership style. It may well be that the 
historical developments of leadership (Lin et al., 2018) and employees 
in the Netherlands and China make for actual differences in current 
times. Where Chinese leaders are more autonomous and more self-
protective compared to leaders in the Netherlands and Chinese 
employees are more collectivistic (House et al., 2004), it may well 
be that Chinese employees are not affected by dark leadership and do 
not experience it as a hinderance in the relationship between learning 
climate facilitation and employability.

Finally, no significant relationship was found for the moderation 
of dark leadership in the relationship between learning climate 
facilitation and turnover intention running via the employability 
dimensions. In contrast to our expectations, experienced dark 
leadership does not indirectly affect employees’ turnover intention via 
employability in either the Dutch or the Chinese context. Yet, we did 
find a direct negative relationship of dark leadership with employability 
in the Netherlands (personal flexibility and balance) and China 
(personal flexibility, corporate sense, and balance), implying that 
employees who experience dark leadership perceive lower levels on 
selected dimensions of employability. Overall, our finding is in line 

with the rather uniform picture presented by Fischer et al. (2021) 
indicating that abusive supervision is ‘bad news’.

Based on our study, on the one hand, it can be concluded that both 
learning climate facilitation and dark leadership are important factors 
in the development and retainment of personnel and that particularly 
focusing on ‘balancing employer and individual goals’ can 
be considered as particularly important to retain personnel, regardless 
of the national context being the Netherlands or China. To some 
extent, this may indicate the need for convergence of HR practices 
regarding learning climate facilitation.

On the other hand, however, the different interpretations of our 
study’s variables may indicate divergence in the meaning of HR 
concepts in the two national contexts studied. In line with the call for 
more context-sensitive organizational research to be  able to 
contextualize theories (Whetten, 2009; Zhu and Warner, 2019; Xiao 
and Cooke, 2022), our study contributes to the understanding of 
contextual differences, while using Western theories. More specifically, 
our study contributes to the extant literature on learning climate 
facilitation, dark leadership, employability, and turnover intention, by 
providing insights on contextual similarities and differences.

5.1. Limitations and future research

Like other studies, this study also has some limitations. First, data 
was collected using surveys, and thus response set consistencies and 
common-method biases may be a potential concern (Doty and Glick, 
1998). However, in the study’s design, we reduced common-method 
variance by using brief questionnaires and a combination of response 
formats and labeling (Podsakoff et al., 2012).

Second, this study exclusively used self-ratings, and thus more 
research is needed to assess how this might have affected results. 
Future research can also use a qualitative interpretation to increase the 
understanding of the results.

Third, concerning measures of our mediation variable, extant 
studies suggested that other-ratings of employability are less 
differentiated and result in less variance between the employability 
sub-dimensions distinguished (Van der Heijden et al., 2016). Self-
ratings of employability were thus justified to obtain nuanced findings. 
However, future research could use multi-source data to further 
enhance our understanding of the influence of learning climate 
facilitation on employees’ turnover intentions.

Fourth, related to the previous limitation, a multi-wave approach 
would have provided more data on the stability and change of variables 
in the model, and longitudinal, cross-lagged relationships compared 
with the current cross-sectional design (Boker and Nesselroade, 
2002). Future studies could assess reciprocal relationships, such as 
cross-lagged effects between antecedents and outcomes (Kwok and 
Fang, 2021). For example, employees with higher turnover intention 
who focus on external collaboration and networks might become 
more employable over time as well, thereby suggesting positive 
reciprocal relationships between the study’s variables.

Finally, our sample was limited to employees who were allowed 
by their employer to participate in an executive master’s program 
limited to two countries, i.e., the Netherlands and China. This may 
have diminished the generalizability of our study, as it is likely that 
employees who at the same time are participating in such an 
educational program, may have a more positive impression of their 
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learning opportunities in comparison with those who do not. The 
latter possibly implies that they have a rosier image of their leader, 
which may have led to an underrepresentation of employees who 
have given higher ratings for dark leadership. Future research may 
focus on other employees not being in educational programs yet to 
be better able to address generalizability of our outcomes.

5.2. Practical implications

Based on the results of this study, it is recommended that 
HR-practices are aligned with the particular context they operate in. 
It is important to address socio-economic and socio-cultural aspects 
of the context which may alter relationships that have been found, for 
example, in previous empirical research in other contexts. Specifically, 
this study shows that employees in the Netherlands and China 
interpret learning climate facilitation, dark leadership, employability, 
and turnover intention differently.

However, in both the socio-cultural national contexts studied (the 
Netherlands and China), our study showed that learning climate 
facilitation has a significant negative relationship with turnover 
intention. This suggests that HRM practices promoting learning climate 
facilitation can lower managers’ anxiety to lose employees. Especially in 
times of labor market shortages, the investment in learning climate 
facilitation may help to keep employees within the organization. This 
can provide organizations with a competitive advantages as they will not 
lose out on (firm-specific and general) knowledge and skills, or risk 
transferring knowledge and skills to a rival organization or potentially 
deterring other employees in the future.

In combination with globalization and its associated increased 
demands on productivity, creativity, flexibility, and accelerated 
developments (e.g., new production concepts and technologies), 
employees are required to renew their competencies across their 
working lives (Messmann et al., 2017; Stoffers et al., 2019, 2020). This 
study shows that employability and consequently dark leadership are 
highly relevant constructs, with highly qualified, flexible, committed 
employees who are focused on personal development becoming 
increasingly important to a firm (Atatsi et al., 2019, 2022). This new 
employee has lower turnover intentions through increased balance 
where he  or she, e.g., can balance their own career goals whilst 
supporting their colleagues. Finally, in the Netherlands, HRM 
practitioners should identify dark leadership within the organization 
since dark leadership lowers an employee’s corporate sense even 
though the organization facilitates a learning climate, diminishing 
the positive effect of the organizational efforts.

Overall, this study showed contextual differences from the 
Netherlands and China, which indicates that it is important for 
HR-practitioners to be  aware of the influence context has on the 
interpretation and results of HR policies and practices.

Data availability statement

The raw data supporting the conclusions of this article will 
be made available by the authors, without undue reservation.

Ethics statement

Ethical review and approval was not required for the study on 
human participants in accordance with the local legislation and 
institutional requirements. The patients/participants provided their 
written informed consent to participate in this study.

Author contributions

OH, PP, BH, and JS: conceptualization. OH, PP, BH, JS, RB, and 
SL: methodology, writing, including the original draft’s writing, and 
editing. OH and SL: data curation. OH and RB: formal analysis. 
OH, PP, BH, JS, RB, and SL: reviewing. PP, BH, and JS: supervision. 
All authors contributed to the article and approved the 
submitted version.

Conflict of interest

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

Publisher’s note

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

References
Acikgoz, Y., Sumer, H. C., and Sumer, N. (2016). Do employees leave just because the 

can? Examining the perceived employability–turnover intentions relationship. J. Psychol. 
150, 666–683. doi: 10.1080/00223980.2016.1160023

Akkermans, J., Tims, M., Beijer, S., and De Cuyper, N. (2019). Should employers invest 
in employability? Examining employability as a mediator in the HRM-commitment 
relationship. Front. Psychol. 10:717. doi: 10.3389/fpsyg.2019.00717

Allen, D. G., Shore, L. M., and Griffeth, R. W. (2003). The role of perceived 
organizational support and supportive human resource practices in the turnover 
process. J. Manag. 29, 99–118. doi: 10.1177/014920630302900107

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

Atatsi, E. A., Curșeu, P. L., Stoffers, J., and Kil, A. (2022). Learn in order to innovate: 
an exploration of individual and team learning as antecedents of innovative work 
behaviours in Ghanaian technical universities. Sustain. 14:4012. doi: 10.3390/
su14074012

Atatsi, E., Stoffers, J., and Kil, A. (2019). Factors affecting employee performance: a 
systematic literature review. J. Adv. Manage. Res. 16, 329–351. doi: 10.1108/
JAMR-06-2018-0052

Bagozzi, R. B., Yi, Y., and Phillips, L. W. (1991). Assessing construct validity in 
organizational research. Adm. Sci. Q. 36, 421–458. doi: 10.2307/2393203

Baranchenko, Y., Xie, Y., Lin, Z., Lau, M. C. K., and Ma, J. (2020). Relationship 
between employability and turnover intention: the moderating effects of organizational 
support and career orientation. J. Manag. Organ. 26, 241–262. doi: 10.1017/jmo.2019.77

https://doi.org/10.3389/fpsyg.2023.1148294
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1080/00223980.2016.1160023
https://doi.org/10.3389/fpsyg.2019.00717
https://doi.org/10.1177/014920630302900107
https://doi.org/10.1037/0033-2909.103.3.411
https://doi.org/10.3390/su14074012
https://doi.org/10.3390/su14074012
https://doi.org/10.1108/JAMR-06-2018-0052
https://doi.org/10.1108/JAMR-06-2018-0052
https://doi.org/10.2307/2393203
https://doi.org/10.1017/jmo.2019.77


Habets et al. 10.3389/fpsyg.2023.1148294

Frontiers in Psychology 13 frontiersin.org

Barclay, D., Higgins, C., and Thompson, R. (1995). The partial least squares (PLS) 
approach to causal modeling: personal computer adoption and use as an illustration. 
Technol. Stud. 2, 285–309.

Boker, S. M., and Nesselroade, J. R. (2002). A method for modeling the intrinsic 
dynamics of Intraindividual variability: recovering the parameters of simulated 
oscillators in multi-wave panel data. Multivar. Behav. Res. 37, 127–160. doi: 10.1207/
S15327906MBR3701_06

Buheji, M., and Buheji, A. (2020). Planning competency in the new normal—
employability competency in post-COVID-19 pandemic. Int. J. Hum. Resour. Stud. 10, 
237–251. doi: 10.5296/ijhrs.v10i2.17085

Burmeister, A., van der Heijden, B. I. J. M., Yang, J., and Deller, J. (2018). Knowledge 
transfer in age-diverse coworker dyads in China and Germany: how and when do age-
inclusive human resource practices have an effect? Hum. Resour. Manag. J. 28, 605–620. 
doi: 10.1111/1748-8583.12207

Camman, C., Fichman, M., Jenkins, D., and Klesh, J. (1979). The Michigan 
Organizational Assessment Questionnaire. (University of Michigan, Ann Arbor, 
Michigan).

CBS (2019). Krapte Arbeidsmarkt Neemt Verder Toe. Available at: https://www.cbs.
nl/nl-nl/nieuws/2019/20/krapte-arbeidsmarkt-neemt-verder-toe (Accessed September 
02, 2022).

Chin, W. W. (1998). “The partial least squares approach to structural equation 
modeling” in Modern Methods for Business Research. ed. G. A. Marcoulides (Mahwah, 
NJ: Lawrence Erlbaum Associates), 295–336.

Chin, W. W., and Dibbern, J. (2010). “An introduction to a permutation based 
procedure for multi-group PLS analysis: results of tests of differences on simulated data 
and a cross cultural analysis of the sourcing of information system services between 
Germany and the USA” in Handbook of Partial Least Squares. eds. V. Esposito Vinzi, W. 
Chin, J. Henseler and H. Wang (Berlin: Springer), 171–193.

Claus, L. (2019). HR disruption—time already to reinvent talent management. Bus. 
Res. Q. 22, 207–215. doi: 10.1016/j.brq.2019.04.002

Cohen, J. (1988). Statistical Power Analysis for the Behavioral Sciences, 2nd. Hillsdale: 
Lawrence Erlbaum Associates

Cooke, F. L., Xiao, Q., and Xiao, M. (2021). Extending the frontier of research on 
(strategic) human resource management in China: a review of David Lepak and 
colleagues’ influence and future research direction. Int. J. Hum. Resour. Manag. 32, 
183–224. doi: 10.1080/09585192.2020.1803949

Crans, S., Gerken, M., Beausaert, S., and Segers, M. (2021). The mediating role of 
social informal learning in the relationship between learning climate and employability. 
Career Dev. Int. 26, 678–696. doi: 10.1108/CDI-09-2020-0234

Cui, Y., Meng, J., and Lu, C. (2018). Recent developments in China's labor market: 
labor shortage, rising wages and their implications. Rev. Dev. Econ. 22, 1217–1238. doi: 
10.1111/rode.12391

De Cuyper, N., and De Witte, H. (2011). The management paradox: self-rated 
employability and organizational commitment and performance. Pers. Rev. 40, 152–172. 
doi: 10.1108/00483481111106057

De Cuyper, N., Mauno, S., Kinnunen, U., and Mäkikangas, A. (2011a). The role of job 
resources in the relation between perceived employability and turnover intention: a 
prospective two-sample study. J. Vocat. Behav. 78, 253–263. doi: 10.1016/j.jvb.2010.09.008

De Cuyper, N., Van der Heijden, B. I. J. M., and De Witte, H. (2011b). Associations 
between perceived employability, employee well-being, and its contribution to 
organizational success: a matter of psychological contracts? Int. J. Hum. Resour. Manag. 
22, 1486–1503. doi: 10.1080/09585192.2011.561962

De Vos, A., and Van der Heijden, B. I. J. M. (2017). Current thinking on contemporary 
careers: the key roles of sustainable HRM and sustainability of careers. Curr. Opin. 
Environ. Sustain. 28, 41–50. doi: 10.1016/j.cosust.2017.07.003

De Winne, S., Marescaux, E., Sels, L., Van Beveren, I., and Vanormelingen, S. (2019). 
The impact of employee turnover and turnover volatility on labor productivity: a flexible 
non-linear approach. Int. J. Hum. Resour. Manag. 30, 3049–3079. doi: 
10.1080/09585192.2018.1449129

Doty, D. H., and Glick, W. H. (1998). Common methods bias: does common methods 
variance really bias results? Organ. Res. Methods 1, 374–406. doi: 10.1177/109442819814002

Egan, T. M., Yang, B., and Bartlett, K. R. (2004). The effects of organizational learning 
culture and job satisfaction on motivation to transfer learning and turnover intention. 
Human Res. Dev. Q. 15, 279–301. doi: 10.1002/hrdq.1104

Fischer, T., Tian, A. W., Lee, A., and Hughes, D. J. (2021). Abusive supervision: a 
systematic review and fundamental rethink. Leadersh. Q. 32:101540. doi: 10.1016/j.
leaqua.2021.101540

Fornell, C., and Larcker, D. F. (1981). Evaluating structural equation models with 
unobservable variables and measurement error. J. Mark. Res. 18, 39–50. doi: 
10.1177/002224378101800104

Fugate, M., Van der Heijden, B. I. J. M., De Vos, A., Forrier, A., and De Cuyper, N. 
(2021). Is what’s past prologue? A review and agenda for contemporary employability 
research. Acad. Manag. Ann. 15, 266–298. doi: 10.5465/annals.2018.0171

Goute, A. K., Goute, A., and Jan, N. A. (2021). The dark side of leadership: a review 
of literature on abusive supervision. J. Organ. Behav. 20, 153–166.

Govaerts, N., Kyndt, E., Dochy, F., and Baert, H. (2011). Influence of learning and 
working climate on the retention of talented employees. J. Workplace Learn. 23, 35–55. 
doi: 10.1108/13665621111097245

Hair, J.F., Hult, G.T., and Ringle, C.M. (2017). A Primer on Partial Least Squares 
Structural Equation Modeling (PLS-SEM), 2nd. Thousand Oaks: Sage

Harbison, F., and Meyers, C.A. (1959). Management in the Industrial World. New York: 
McGraw-Hill

Harman, H.H. (1976). Modern Factor Analysis. Chicago, IL: University of Chicago Press.

Hauer, E., Nordlund, A. M., and Westerberg, K. (2012). Developmental intervention, 
learning climate and use of knowledge in elderly care. J. Workplace Learn. 24, 19–33. doi: 
10.1108/13665621211191087

Henseler, J. (2010). On the convergence of the partial least squares path modeling 
algorithm. Comput. Stat. 25, 107–120. doi: 10.1007/s00180-009-0164-x

Henseler, J., Hubona, G., and Ray, P. A. (2016). Using PLS path modeling in new 
technology research: updated guidelines. Ind. Manag. Data Syst. 116, 2–20. doi: 10.1108/
IMDS-09-2015-0382

Hofstede, G. (1991). Culture's Consequences: Software of the Mind. London: McGraw-
Hill Book Company.

Hofstede Insights (2022). Country Comparison. Available at: https://www.hofstede-
insights.com/country-comparison/china,the-netherlands/ (Accessed October 11, 2022).

Hom, P. W., Caranikas-Walker, F., Prussia, G. E., and Griffeth, R. W. (1992). A meta-
analytical structural equations analysis of a model of employee turnover. J. Appl. Psychol. 
77, 890–909. doi: 10.1037/0021-9010.77.6.890

Hom, P. W., Mitchell, T. R., Lee, T. W., and Griffeth, R. W. (2012). Reviewing employee 
turnover: focusing on proximal withdrawal states and an expanded criterion. Psychol. 
Bull. 138, 831–858. doi: 10.1037/a0027983

House, R.J., Hanges, P.J., Javidan, M., Dorfman, P.W., and Gupta, V. (Eds.) (2004). 
Culture, Leadership, and Organizations: The GLOBE Study of 62 Societies. London: 
Sage Publications.

Hu, L. T., and Bentler, P. M. (1998). Fit indices in covariance structure modeling: 
sensitivity to underparameterized model misspecification. Psychol. Methods 3, 424–553. 
doi: 10.1037/1082-989X.3.4.424

Joo, B. K. (2010). Organizational commitment for knowledge workers: the roles of 
perceived organizational learning culture, leader–member exchange quality, and 
turnover intention. Hum. Resour. Dev. Q. 21, 69–85. doi: 10.1002/hrdq.20031

Kim, S., and Wright, P. M. (2011). Putting strategic human resource management in 
context: a contextualized model of high commitment work systems and its implications 
in China. Manag. Organ. Rev. 7, 153–174. doi: 10.1111/j.1740-8784.2010.00185.x

Knocke, J., and Schuster, T. (2017). Repatriation of international assignees: where are 
we and where do we go from here? A systematic literature review. J. Glob. Mobil 5, 
275–303. doi: 10.1108/JGM-01-2017-0001

Kraimer, M. L., Shaffer, M. A., and Bolino, M. C. (2009). The influence of expatriate 
and repatriate experiences on career advancement and repatriate retention. Hum. 
Resour. Manag. 48, 27–47. doi: 10.1002/hrm.20265

Kwok, S. Y., and Fang, S. (2021). A cross-lagged panel study examining the reciprocal 
relationships between positive emotions, meaning, strengths use and study engagement in 
primary school students. J. Happ. Studies. 22, 1033–1053. doi: 10.1007/s10902-020-00262-4

Kyndt, E., Dochy, F., and Nijs, H. (2009). Learning conditions for non-formal and 
informal workplace learning. J. Workplace Learn. 21, 369–383. doi: 
10.1108/13665620910966785

Landay, K., Harms, P. D., and Credé, M. (2019). Shall we serve the dark lords? A meta-
analytic review of psychopathy and leadership. J. Appl. Psychol. 104, 183–196. doi: 
10.1037/apl0000357

Le Blanc, P. M., Peeters, M. C. W., Van der Heijden, B. I. J. M., and Van Zyl, L. (2019). To 
leave or not to leave? A multi-sample study on individual, job-related, and organizational 
antecedents of employability and retirement intentions. Front. Psychol. 10: 2057.

Lee, H. W., and Liu, C. H. (2007). An examination of factors affecting repatriates’ 
turnover intentions. Int. J. Manpow. 28, 122–134. doi: 10.1108/01437720710747956

Levenson, A. (2020). A Long Time Until the Economic New Normal, Leaders Must 
Learn from the Pandemic Now to Position their Companies to Thrive in the Next Crisis. 
Sloan Review. Available at: https://sloanreview.mit.edu/
article/a-long-time-until-the-economic-new-normal/ (Accessed September 02, 2022).

Lin, C. Y., and Huang, C. K. (2021). Employee turnover intentions and job 
performance from a planned change: the effects of an organizational learning culture 
and job satisfaction. Int. J. Manpow. 42, 409–423. doi: 10.1108/IJM-08-2018-0281

Lin, L., Li, P. P., and Roelfsema, H. (2018). The traditional Chinese philosophies in 
inter-cultural leadership: the case of Chinese expatriate managers in the Dutch context. 
Cross Cult. Strateg. Manag. 25, 299–336. doi: 10.1108/CCSM-01-2017-0001

Mackey, J. D., Ellen, B. P. III, McAllister, C. P., and Alexander, K. C. (2021). The dark 
side of leadership: a systematic literature review and meta-analysis of destructive 
leadership research. J. Bus. Res. 132, 705–718. doi: 10.1016/j.jbusres.2020.10.037

Marsick, V. J., and Watkins, K. E. (2003). Demonstrating the value of an organization's 
learning culture: the dimensions of the learning organization questionnaire. Adv. Dev. 
Hum. Resour. 5, 132–151. doi: 10.1177/1523422303005002002

https://doi.org/10.3389/fpsyg.2023.1148294
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1207/S15327906MBR3701_06
https://doi.org/10.1207/S15327906MBR3701_06
https://doi.org/10.5296/ijhrs.v10i2.17085
https://doi.org/10.1111/1748-8583.12207
https://www.cbs.nl/nl-nl/nieuws/2019/20/krapte-arbeidsmarkt-neemt-verder-toe
https://www.cbs.nl/nl-nl/nieuws/2019/20/krapte-arbeidsmarkt-neemt-verder-toe
https://doi.org/10.1016/j.brq.2019.04.002
https://doi.org/10.1080/09585192.2020.1803949
https://doi.org/10.1108/CDI-09-2020-0234
https://doi.org/10.1111/rode.12391
https://doi.org/10.1108/00483481111106057
https://doi.org/10.1016/j.jvb.2010.09.008
https://doi.org/10.1080/09585192.2011.561962
https://doi.org/10.1016/j.cosust.2017.07.003
https://doi.org/10.1080/09585192.2018.1449129
https://doi.org/10.1177/109442819814002
https://doi.org/10.1002/hrdq.1104
https://doi.org/10.1016/j.leaqua.2021.101540
https://doi.org/10.1016/j.leaqua.2021.101540
https://doi.org/10.1177/002224378101800104
https://doi.org/10.5465/annals.2018.0171
https://doi.org/10.1108/13665621111097245
https://doi.org/10.1108/13665621211191087
https://doi.org/10.1007/s00180-009-0164-x
https://doi.org/10.1108/IMDS-09-2015-0382
https://doi.org/10.1108/IMDS-09-2015-0382
https://www.hofstede-insights.com/country-comparison/china,the-netherlands/
https://www.hofstede-insights.com/country-comparison/china,the-netherlands/
https://doi.org/10.1037/0021-9010.77.6.890
https://doi.org/10.1037/a0027983
https://doi.org/10.1037/1082-989X.3.4.424
https://doi.org/10.1002/hrdq.20031
https://doi.org/10.1111/j.1740-8784.2010.00185.x
https://doi.org/10.1108/JGM-01-2017-0001
https://doi.org/10.1002/hrm.20265
https://doi.org/10.1007/s10902-020-00262-4
https://doi.org/10.1108/13665620910966785
https://doi.org/10.1037/apl0000357
https://doi.org/10.1108/01437720710747956
https://sloanreview.mit.edu/article/a-long-time-until-the-economic-new-normal/
https://sloanreview.mit.edu/article/a-long-time-until-the-economic-new-normal/
https://doi.org/10.1108/IJM-08-2018-0281
https://doi.org/10.1108/CCSM-01-2017-0001
https://doi.org/10.1016/j.jbusres.2020.10.037
https://doi.org/10.1177/1523422303005002002


Habets et al. 10.3389/fpsyg.2023.1148294

Frontiers in Psychology 14 frontiersin.org

Messmann, G., Stoffers, J., Van der Heijden, B. I. J. M., and Mulder, R. (2017). Joint 
effects of job demands and job resources on vocational teachers’ innovative work 
behaviour. Pers. Rev. 46, 1948–1961. doi: 10.1108/PR-03-2016-0053

Nelissen, J., Forrier, A., and Verbruggen, M. (2017). Employee development and 
voluntary turnover: testing the employability paradox. Hum. Resour. Manag. J. 27, 
152–168. doi: 10.1111/1748-8583.12136

Nikolova, I., Van Ruysseveldt, J., De Witte, H., and Syroit, J. (2014a). Work-based 
learning: development and validation of a scale measuring the learning potential of the 
workplace (LPW). J. Vocat. Behav. 84, 1–10. doi: 10.1016/j.jvb.2013.09.004

Nikolova, I., Van Ruysseveldt, J., De Witte, H., and Van Dam, K. (2014b). Learning 
climate scale: construction, reliability and initial validity evidence. J. Vocat. Behav. 85, 
258–265. doi: 10.1016/j.jvb.2014.07.007

Nikolova, I., Van Ruysseveldt, J., Van Dam, K., and De Witte, H. (2016). Learning 
climate and workplace learning: does work restructuring make a difference? J. Pers. 
Psychol. 15, 66–75. doi: 10.1027/1866-5888/a00015

Nunnally, J.C. (1978). Psychometric Theory, 2nd. New York: McGraw-Hill.

Osagie, E. R., Wesselink, R., Runhaar, P., and Mulder, M. (2018). Unraveling the 
competence development of corporate social responsibility leaders: the importance of 
peer learning, learning goal orientation, and learning climate. J. Bus. Ethics 151, 
891–906. doi: 10.1007/s10551-017-3638-8

Peters, P., and Lam, W. (2015). Can employability do the trick? Revealing paradoxical 
tensions and responses in the process of adopting innovative employability enhancing 
policies and practices in organizations. Ger. J. Hum. Resour. Manag. 29, 235–258. doi: 
10.1177/239700221502900305

Podsakoff, P. M., and Organ, D. W. (1986). Self-reports in organizational research: 
problems and prospects. J. Manage. 12, 69–82. doi: 10.1177 /014920638601200408

Podsakoff, P. M., MacKenzie, S. B., Lee, J. Y., and Podsakoff, N. P. (2003). Common 
method biases in behavioral research: a critical review of the literature and recommended 
remedies. J. Appl. Psychol. 88, 879–903. doi: 10.1037/0021-9010.88.5.879

Podsakoff, P. M., MacKenzie, S. B., and Podsakoff, N. P. (2012). Sources of method 
bias in social science research and recommendations on how to control it. Ann. Rev. 
Psychol. 63, 539–569. doi: 10.1146/annurev-psych-120710-100452

Reiche, B. S., Lee, Y., and Allen, D. G. (2019). Actors, structure, and processes: a review 
and conceptualization of global work integrating IB and HRM research. J. Manag. 45, 
359–383. doi: 10.1177/0149206318808885

Ringle, C.M., Wende, S., and Becker, J.-M. (2022). SmartPLS 4. Available at: https://
www.smartpls.com/ (Accessed November 02, 2022).

Rodrigues, R., Butler, C. L., and Guest, D. (2020). Evaluating the employability 
paradox: when does organizational investment in human capital pay off? Int. J. Hum. 
Resour. Manag. 31, 1134–1156. doi: 10.1080/09585192.2019.1704825

Sarstedt, M., Henseler, J., and Ringle, C. M. (2011). Multigroup analysis in partial least 
squares (PLS) path modeling: alternative methods and empirical results. Adv. Int. Mark. 
22, 195–218. doi: 10.1108/S1474-7979(2011)0000022012

Schyns, B., and Schilling, J. (2013). How bad are the effects of bad leaders? A meta-
analysis of destructive leadership and its outcomes. Leadersh. Q. 24, 138–158. doi: 
10.1016/j.leaqua.2012.09.001

Stoffers, J., Hendrikx, K., Habets, O., and Van der Heijden, B. I. J. M. (2019). 
Employability and innovative work behaviours in SMEs in a Euroregion: a cross-national 
comparison between Belgium and the Netherlands. Pers. Rev. 49, 167–187. doi: 10.1108/
PR-10-2018-0387

Stoffers, J. M. M., Van der Heijden, B. I. J. M., and Jacobs, E. A. (2020). Employability 
and innovative work behaviour in small and medium-sized enterprises. Int. J. Hum. 
Resour. Manag. 31, 1439–1466. doi: 10.1080/09585192.2017.1407953

Tepper, B. J. (2000). Consequences of abusive supervision. Acad. Manag. J. 43, 
178–190. doi: 10.2307/1556375

Tepper, B. J., Carr, J. C., Breaux, D. M., Geider, S., Hu, C., and Hua, W. (2009). Abusive 
supervision, intentions to quit, and employees’ workplace deviance: a power/dependence 
analysis. Organ. Behave. Hum. Decis. Process. 109, 156–167. doi: 10.1016/j.
obhdp.2009.03.004

Tepper, B. J., Duffy, M. K., Henle, C. A., and Lambert, L. S. (2006). Procedural 
injustice, victim precipitation and abusive supervision. Pers. Psychol. 59, 101–123. doi: 
10.1111/j.1744-6570.2006.00725.x

Van De Schoot, R., Schmidt, P., De Beuckelaer, A., Lek, K., and 
Zondervan-Zwijnenburg, M. (2015). Measurement invariance. Front. Psychol. 6, 1–4. 
doi: 10.3389/978-2-88919-650-0

Van der Heijde, C. M., and Van der Heijden, B. I. J. M. (2006). A competence-based 
and multidimensional operationalization and measurement of employability. Hum. 
Resour. Manag. 45, 449–476. doi: 10.1002/hrm.20119

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. 
Heerlen: Open University of the Netherlands/Assen: Van Gorcum.

Van der Heijden, B. I. J. M., and Bakker, A. B. (2011). Toward a mediation model of 
employability enhancement: a study of employee-supervisor pairs in the building sector. 
Career Dev. Q. 59, 232–248. doi: 10.1002/j.2161-0045.2011.tb00066.x

Van der Heijden, B. I. J. M., Gorgievski, M. J., and De Lange, A. H. (2016). Learning 
at the workplace and sustainable employability: a multi-source model moderated by age. 
Eur. J. Work Organ. Psychol. 25, 13–30. doi: 10.1080/1359432x.2015.1007130

Van der Heijden, B. I. J. M., Notelaers, G., Peters, P., Stoffers, J., De Lange, A. H., 
Froehlich, D. E., et al. (2018). Development and validation of the short-form employability 
five-factor instrument. J. Vocat. Behav. 106, 236–248. doi: 10.1016/j.jvb.2018.02.003

Van der Heijden, B. I. J. M., and Spurk, D. (2019). Moderating role of LMX and 
proactive coping in the relationship between learning value of the job and employability 
enhancement among academic staff employees. Career Dev. Int. 24, 163–186. doi: 
10.1108/CDI-09-2018-0246

Van Dierendonck, D., Lankester, A., Zmyslona, M., and Rothweiler, H. (2016). Linking 
HRM practices and institutional setting to collective turnover: an empirical exploration. 
Administ. Sci. 6, 1–17. doi: 10.3390/admsci6040018

Van Harten, J., Knies, E., and Leisink, P. (2016). Employer’s investments in hospital 
workers’ employability and employment opportunities. Pers. Rev. 45, 84–102. doi: 
10.1108/PR-05-2014-0115

Verburg, R. M., Drenth, P. J., Koopman, P. L., Muijen, J. J. V., and Wang, Z. M. (1999). 
Managing human resources across cultures: a comparative analysis of practices in 
industrial enterprises in China and the Netherlands. Int. J. Hum. Resour. Manag. 10, 
391–410. doi: 10.1080/095851999340396

Whetten, D. (2009). An examination of the interface between context and theory 
applied to the study of Chinese organizations. Manag. Organ. Rev. 5, 29–56. doi: 
10.1111/j.1740-8784.2008.00132.x

Xiao, Q., and Cooke, F. L. (2022). Contextualizing employee perceptions of human 
resource management: a review of China-based literature and future directions. Asia 
Pacific J. Hum. Resour. 60, 252–282. doi: 10.1111/1744-7941.12259

Zhang, S. X., Wang, Y., Rauch, A., and Wei, F. (2020). Unprecedented disruption of lives 
and work: health, distress and life satisfaction of working adults in China one month into 
the COVID-19 outbreak. Psychiatry Res. 288:112958. doi: 10.1016/j.psychres.2020.112958

Zhu, C. J., and Warner, M. (2019). The emergence of human resource management in 
China: convergence, divergence and contextualization. Hum. Resour. Manag. Rev. 29, 
87–97. doi: 10.1016/j.hrmr.2017.11.002

https://doi.org/10.3389/fpsyg.2023.1148294
https://www.frontiersin.org/journals/psychology
https://www.frontiersin.org
https://doi.org/10.1108/PR-03-2016-0053
https://doi.org/10.1111/1748-8583.12136
https://doi.org/10.1016/j.jvb.2013.09.004
https://doi.org/10.1016/j.jvb.2014.07.007
https://doi.org/10.1027/1866-5888/a00015
https://doi.org/10.1007/s10551-017-3638-8
https://doi.org/10.1177/239700221502900305
https://doi.org/10.1177 /014920638601200408
https://doi.org/10.1037/0021-9010.88.5.879
https://doi.org/10.1146/annurev-psych-120710-100452
https://doi.org/10.1177/0149206318808885
https://www.smartpls.com/
https://www.smartpls.com/
https://doi.org/10.1080/09585192.2019.1704825
https://doi.org/10.1108/S1474-7979(2011)0000022012
https://doi.org/10.1016/j.leaqua.2012.09.001
https://doi.org/10.1108/PR-10-2018-0387
https://doi.org/10.1108/PR-10-2018-0387
https://doi.org/10.1080/09585192.2017.1407953
https://doi.org/10.2307/1556375
https://doi.org/10.1016/j.obhdp.2009.03.004
https://doi.org/10.1016/j.obhdp.2009.03.004
https://doi.org/10.1111/j.1744-6570.2006.00725.x
https://doi.org/10.3389/978-2-88919-650-0
https://doi.org/10.1002/hrm.20119
https://doi.org/10.1002/j.2161-0045.2011.tb00066.x
https://doi.org/10.1080/1359432x.2015.1007130
https://doi.org/10.1016/j.jvb.2018.02.003
https://doi.org/10.1108/CDI-09-2018-0246
https://doi.org/10.3390/admsci6040018
https://doi.org/10.1108/PR-05-2014-0115
https://doi.org/10.1080/095851999340396
https://doi.org/10.1111/j.1740-8784.2008.00132.x
https://doi.org/10.1111/1744-7941.12259
https://doi.org/10.1016/j.psychres.2020.112958
https://doi.org/10.1016/j.hrmr.2017.11.002

	Do you really want to hurt me? The impact of contextual factors on the moderating role of dark leadership in the relationships between learning climate facilitation, employability and turnover intention in the Netherlands and China
	1. Introduction
	2. Conceptual framework
	2.1. Perspectives from the Netherlands and China
	2.2. Learning climate facilitation and turnover intention
	2.3. The mediating role of employability in the relationship between learning climate facilitation and turnover intention
	2.4. The moderating role of dark leadership in the relationship between facilitating learning climate and employability

	3. Methods
	3.1. Participants and procedures
	3.2. Measures
	3.3. Analyses

	4. Results
	4.1. Model characteristics
	4.2. Common-method variance
	4.3. Differences between the Dutch and Chinese sample
	4.4. Model estimations

	5. Discussion and conclusion
	5.1. Limitations and future research
	5.2. Practical implications

	Data availability statement
	Ethics statement
	Author contributions
	Conflict of interest
	Publisher’s note

	References

