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Two complementary studies were conducted to compare emotional support and instrumental support in
the workplace. Study 1 included meta-analyses with 142 independent samples containing 68,354
participants and tested the moderation effects of source of support (supervisor vs. coworker) and support
scale type (received vs. availability). Study 2 incorporated a two-wave survey design and objective
ratings of participant job demands. Overall, emotional support and instrumental support were strongly
correlated and demonstrated a similar pattern of effects with work criteria. However, the emotional
support–instrumental support relationship is stronger within occupations higher in emotional labor
demands. Moderation effects of support on stressor– criteria relationships were also reviewed among the
primary studies in the meta-analysis. For both emotional support and instrumental support, buffering
effects and reverse buffering effects were commonly found, which indicates that contextual factors need
to be considered to determine when support mitigates or exacerbates the effect of stressors on work
criteria. Moderation effects of source of support (supervisor vs. coworker) and support scale type
(received vs. availability) were also tested. In general, support was more strongly correlated with criteria
when the source of support was the supervisor and the scale included items about the availability of
support. The findings from the two studies provide researchers and practitioners a guide for when
emotional support and instrumental support converge or diverge.
Keywords: emotional support, instrumental support, emotional labor, source of support, availability of
support

interpreted by a worker as providing the same resources (Semmer
et al., 2008). A better understanding of when emotional support
and instrumental support converge or diverge has important implications for both occupational health practitioners and researchers. We used meta-analysis and a two-wave study to compare and
contrast emotional support and instrumental support. We compare
and contrast the main effects and interaction effects of both emotional support and instrumental support on common criteria. In
addition, we test for moderators of occupation type, source of
support (supervisor or coworker), and support scale type (received
or available).

Allowing a colleague to vent his or her emotions (emotional
support) and helping a colleague on an unexpected work problem
(instrumental support) are two types of support behaviors common
in workplaces. These helping behaviors provide workers with
valuable socioemotional and task-relevant resources that can have
both direct effects on worker well-being and indirectly help the
worker manage job demands (Viswesvaran, Sanchez, & Fisher,
1999). Previous researchers have argued that emotional support
and instrumental support are conceptually independent and provide distinct resources (Barling, MacEwen, & Pratt, 1988; Cohen
& Wills, 1985), whereas other research indicates the two variables
are often strongly correlated (Fenlason & Beehr, 1994) and can be

Relationship Between Emotional Support and
Instrumental Support
Several theories have been used to help define support in the
workplace and describe the effects of support on workers. We have
selected conservation of resources theory (COR; Hobfoll, 1989,
2002) because the theory differentiates different types of resources. The fundamental premise of COR is that humans strive to
protect, retain, foster, and obtain resources. Job resources can be
social, physical, psychological, or organizational. A resource is
functional in achieving work goals, reducing job demands and
associated strain, or stimulating personal growth, learning, and
development. Support behaviors in the workplace are one of many
types of resources.
In some cases, social support researchers have attempted to
differentiate social support based on the presumed resources asso-
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ciated with the interaction. These differentiations include emotional support and instrumental support. Emotional support behaviors can be in the form of listening to one’s work concerns,
allowing one to vent their emotions, and providing words of
encouragement during difficult times. It is presumed that these
behaviors provide socioemotional resources, such as affection,
sympathy, understanding, acceptance, and esteem from others
(Thoits, 1982). Instrumental support behaviors can be in the form
of task instruction, task assistance (Deelstra et al., 2003), and
flexibility in one’s work schedule (Hammer, Kossek, Yragui,
Bodner, & Hanson, 2009). It is presumed that these behaviors
provide task-related resources, such as knowledge and competency.
Perceptions of emotional support and instrumental support are
likely strongly related for several reasons. Within COR theory,
resource gain spirals describe the process in which a person high
in resources becomes more capable of acquiring additional resources. Conversely, those low in resources will have more difficulty acquiring resources. These resource spirals occur because
resources are additive; workers will leverage their current resources to increase their pool of resources. For example, a worker
who receives ample task guidance from a supervisor is more likely
to perform the job well and, in turn, receive emotional praise.
Similarly, a worker who receives instrumental support from a
colleague may identify this colleague as a viable outlet for additional resources, thus returning to the colleague for emotional
support at a later date.
A strong correlation between emotional support and instrumental support may also be because the behaviors often occur concurrently (Fenlason & Beehr, 1994). The notion that organizations
and managers are engaging in one type of supportive behavior is
unlikely. More likely is that organizations and managers are seeking to provide their workforce with a wide range of resources to
help them be successful. For example, a manager facing a work–
family conflict issue among their workforce may survey the workforce to understand their needs and gripes (emotional support),
implement a new policy to limit workload (instrumental support),
and promote buy-in to the new program with a family friendly
socializing event (emotional support). This scenario demonstrates
that workplace issues are likely solved through a combination of
emotional support and instrumental support. In this scenario, the
co-occurrence of emotional support and instrumental support to
solve the same work issue makes differentiating the support content less clear.
Although emotional support and instrumental support are argued by some to be distinct resource-laden behaviors (Cohen &
Wills, 1985), the expected strong correlation may also be because
both behaviors provide the same resources. For example, a worker
who receives time management feedback from a supervisor may
experience an increase in ability to do one’s job, but also feel
appreciated due to the individual attention provided by the supervisor. This scenario demonstrates how workers may perceive an
instrumental support behavior as providing both task-relevant and
socioemotional resources. In reflective interviews with hospital
patients, Semmer et al. (2008) found that patients interpreted
instrumental support behaviors from health care providers as having emotional meaning. In sum, we expect emotional support and
instrumental support to be strongly correlated.

Hypothesis 1: Emotional support and instrumental support
will be strongly correlated.
Although the findings of Semmer and colleagues (2008) indicate emotional support and instrumental support can be interpreted
similarly by a recipient, it is important to consider the emotional
context in which it was examined. The health care provider–patient
experience is similar to workers who are in occupations high in
emotional labor demands. Emotional labor demands require regulated interactions with clients outside the organization, consideration of others, and control over one’s emotional displays to match
the situation appropriately (Glomb, Kammeyer-Mueller, & Rotundo, 2004; Morris & Feldman, 1996). In these emotionally
oriented work environments, emotional support and instrumental
support are likely indistinguishable because the job duties require
an exchange of emotional resources. We predict emotional labor
will moderate the relationship between emotional support and
instrumental support, such that stronger relationships will be found
among workers in occupations higher in emotional labor demands
and weaker among workers in occupations lower in emotional
labor demands.
Hypothesis 2: Emotional labor demands will moderate the
relationship between emotional support and instrumental support. Specifically, emotional support and instrumental support
will be more strongly related in occupations higher in emotional labor demands than lower in emotional labor demands.

Correlates of Emotional Support and Instrumental
Support in the Workplace
According to COR theory, the direct effects of support on work
criteria occur through two simultaneous resource mechanisms:
accumulation and protection of resources. Positive health occurs
when a worker experiences a surplus of resources, whereas strain
occurs when a worker experiences either actual depletion of resources (e.g., less support) or potential threat to resources (e.g.,
greater job demands). The protection mechanism is the process
whereby workers activate their current resources to prevent from
losing other valuable resources. For example, a worker may accept
a supervisor’s help on unusual work problems in an effort to
reduce the ambiguity of one’s role responsibilities. Similarly, a
worker may embrace a friendly approach from a colleague to
emotionally vent about a problem and experience less emotional
exhaustion. The accumulation mechanism is the process whereby
individuals regulate their behaviors and exert control over their
environment to gain and store new resources. For example, a
worker may accept a supervisor’s help on unusual work problems
in an effort gain more job knowledge and grow one’s skills.
Similarly, a worker may embrace a friendly approach from a
colleague to build a long-term relationship and establish a source
of support for the future. All of these examples demonstrate how
support can be related to work criteria through either the protection
mechanism or accumulation mechanism.
Also commonly used to describe the effects of support on
criteria is the norm of reciprocity (Eisenberger, Armeli, Rexwinkel, Lynch, & Rhoades, 2001). It is important to note that the
mechanisms within COR theory and norm of reciprocity are not
competing models of behavior, but potentially complementary
mechanisms that all occur when a worker perceives support in the
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workplace. According to the norm of reciprocity, workers use
support to form beliefs of how much the organization values their
contributions. These beliefs of value to the organization determine
a worker’s felt obligation—a belief regarding whether one should
care about the organization’s well-being. Workers who perceive
support will experience positive job attitudes and feel motivated to
engage in behaviors that benefit the organization to ensure future
resources are provided. Overall, we predict direct effects of support on several criteria through the protection mechanism, accumulation mechanism, and norm of reciprocity. Criteria are broadly
categorized into stressors, strain, job attitudes, and job behaviors.

Stressors
Common job stressors examined in relation to emotional support and instrumental support include role conflict, role overload,
role ambiguity, and work–family conflict (Greenhaus & Beutell,
1985; Rizzo, House, & Lirtzman, 1970). Role conflict occurs when
a worker has a set of demands or expectations that conflict with
each other, such that fulfilling one set of expectations makes it
more difficult to fulfill the other set. Role ambiguity occurs when
a worker lacks clarity in job duties. Role overload occurs when a
worker has too many job duties for the amount of resources
provided. Work–family conflict occurs when a worker’s job duties
interfere with their family duties and often is associated with other
role stressors (Michel, Kotrba, Mitchelson, Clark, & Baltes, 2011).
Work–family conflict differs from family work conflict, which
occurs when family duties interfere with job duties. We expect
emotional support and instrumental support to be negatively associated with role conflict, role ambiguity, role overload, and work–
family conflict.
Hypothesis 3a: Emotional support will be negatively associated with role conflict.
Hypothesis 3b: Emotional support will be negatively associated with role ambiguity.
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exhaustion is a state of feeling depleted by one’s work over an
extended period of time. Depersonalization represents the worker’s
tendency to view patients/customers/clients as objects rather than
people with needs. Reduced sense of accomplishment is the lack of
efficacy at work and feeling that little progress is made toward
work goals. Physical symptoms are physical maladies and illnesses
that can include backache, headache, eyestrain, sleep disturbance,
and gastrointestinal problems, which are often measured via selfreport (Nixon, Mazzola, Bauer, Krueger, & Spector, 2011). We
expect emotional support and instrumental support to be negatively associated with emotional exhaustion, depersonalization,
reduced sense of accomplishment, and physical symptoms.
Hypothesis 5a: Emotional support will be negatively associated with emotional exhaustion.
Hypothesis 5b: Emotional support will be negatively associated with depersonalization.
Hypothesis 5c: Emotional support will be negatively associated with reduced personal accomplishment.
Hypothesis 5d: Emotional support will be negatively associated with physical symptoms.
Hypothesis 6a: Instrumental support will be negatively associated with emotional exhaustion.
Hypothesis 6b: Instrumental support will be negatively associated with depersonalization.
Hypothesis 6c: Instrumental support will be negatively associated with reduced personal accomplishment.
Hypothesis 6d: Instrumental support will be negatively associated with physical symptoms.

Job Attitudes
Hypothesis 3c: Emotional support will be negatively associated with role overload.
Hypothesis 3d: Emotional support will be negatively associated with work–family conflict.
Hypothesis 4a: Instrumental support will be negatively associated with role conflict.
Hypothesis 4b: Instrumental support will be negatively associated with role ambiguity.
Hypothesis 4c: Instrumental support will be negatively associated with role overload.
Hypothesis 4d: Instrumental support will be negatively associated with work–family conflict.

Strain
Strain includes both psychological and physical experiences.
Examples of psychological strain are emotional exhaustion, depersonalization, and reduced sense of accomplishment, which are
facets of job burnout (Maslach & Jackson, 1981). Emotional

Whereas strains are more closely related to health, job attitudes
include a more mild combination of thoughts and feelings about
the job environment. Job attitudes include job satisfaction and
organizational commitment. Job satisfaction is a worker’s appraisal of one’s job experience and how much the worker enjoys
the job (Locke, 1976, p. 1300). Organizational commitment is
characterized by one’s identification with and involvement in an
organization. Commitment often involves strong acceptance of the
organization’s goals and values, willingness to exert considerable
effort on behalf of the organization, and a desire to maintain
organizational membership (Mowday, Steers, & Porter, 1979). We
expect emotional support and instrumental support to be positively
associated with job satisfaction and organizational commitment.
Hypothesis 7a: Emotional support will be positively associated with job satisfaction.
Hypothesis 7b: Emotional support will be positively associated with organizational commitment.
Hypothesis 8a: Instrumental support will be positively associated with job satisfaction.
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Hypothesis 8b: Instrumental support will be positively associated with organizational commitment.
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Job Behaviors
Job behaviors include turnover intention, task performance, and
extra-role performance. Turnover intention is a worker’s plan to
leave his or her organization within a specified period of time
(Griffeth, Hom, & Gaertner, 2000). Task performance involves a
worker’s completion of job description duties, whereas extra-role
performance represents a worker’s efforts to help colleagues or the
organization beyond the required job description duties (Campbell,
1990). We expect emotional support and instrumental support to
be negatively associated with turnover intention and positively
associated with task performance and extra-role performance.
Hypothesis 9a: Emotional support will be negatively associated with turnover intention.
Hypothesis 9b: Emotional support will be positively associated with task performance.
Hypothesis 9c: Emotional support will be positively associated with extra-role performance.
Hypothesis 10a: Instrumental support will be negatively associated with turnover intention.
Hypothesis 10b: Instrumental support will be positively associated with task performance.
Hypothesis 10c: Instrumental support will be positively associated with extra-role performance.

Comparisons of Correlation Strength
We conducted analyses to determine if support type (emotional
vs. instrumental) moderated the relationships with strain and job
behaviors. Although emotional support and instrumental support
are expected to be related to aforementioned criteria, it is unclear
if the relationships will be stronger for either emotional support or
instrumental support. COR theory does not differentiate between
different types of social resources. However, researchers who have
distinguished between emotional support and instrumental support
base their rationale on the specificity hypothesis (Cohen & Wills,
1985). Based on the specificity hypothesis, stronger effects are
found between variables when they overlap in contextual factors,
such as the type of resources acquired from support (e.g., instrumental) and criteria (e.g., task performance). In a meta-analysis of
coworker support, Chiaburu and Harrison (2008) found empirical
evidence for this claim; instrumental support from coworkers was
more strongly related with task performance than emotional support from coworkers. If the specificity hypothesis applies to the
presumed differences between emotional support and instrumental
support, different effects will be found with criteria. Specifically,
emotional support will be more strongly associated with strain
variables than instrumental support because of the common emotional context. Instrumental support will be more strongly associated with stressors and job behaviors than emotional support
because of the common task context. Exploratory analyses are
conducted for different effects with job satisfaction and organiza-

tional commitment because there is no clear matching of support
resources to the context of these variables.
Hypothesis 11a: Emotional support will have a stronger relationship with emotional exhaustion compared with instrumental support.
Hypothesis 11b: Emotional support will have a stronger relationship with depersonalization compared with instrumental
support
Hypothesis 11c: Emotional support will have a stronger relationship with reduced personal accomplishment compared
with instrumental support.
Hypothesis 11d: Emotional support will have a stronger relationship with physical symptoms compared with instrumental
support.
Hypothesis 12a: Instrumental support will have a stronger
relationship with role conflict compared with emotional
support.
Hypothesis 12b: Instrumental support will have a stronger
relationship with role ambiguity compared with emotional
support.
Hypothesis 12c: Instrumental support will have a stronger
relationship with role overload compared with emotional
support.
Hypothesis 12d: Instrumental support will have a stronger
relationship with work–family conflict compared with emotional support.
Hypothesis 12e: Instrumental support will have a stronger
relationship with turnover intention compared with emotional
support.
Hypothesis 12f: Instrumental support will have a stronger
relationship with task performance compared with emotional
support.
Hypothesis 12g: Instrumental support will have a stronger
relationship with extra-role performance compared with emotional support.

Buffering and Reverse Buffering Effects of Support
The benefits of emotional support and instrumental support
extend beyond the main effects with stressors, strain, job attitudes,
and job behaviors to include moderation effects of support on
stressor– criteria relationships. Hobfoll (2002) argued within a
COR theory framework that resource gain is most impactful when
it occurs simultaneous with a resource loss. This implies that
workers who are confronted with high job demands will benefit the
most from support, also known as a buffering effect. The buffering
effect describes how workers are able to transform the effect of job
demands into either fewer negative consequences or greater positive outcomes.
Although buffering effects describe a beneficial/mitigating
moderation effect of support, support can also have a harmful/
exacerbating moderation effect known as a reverse buffering ef-
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fect. Reverse buffering effects can occur, for example, when help
is unwanted, makes the recipient of the help feel inadequate, or
draws more attention to the stressors (Beehr, Bowling, & Bennett,
2010). The pattern of support moderation effects is a growing topic
of emphasis within the social support literature, but no studies have
tested if the frequency or pattern of support–stressor moderation
effects differ for emotional support and instrumental support.
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Hypothesis 13: Emotional support will moderate the stressor–
criteria (e.g., strain, job attitudes, job behaviors) relationships
such that the moderation effect will represent a buffering
effect more often than a reverse buffering effect.
Hypothesis 14: Instrumental support will moderate the
stressor– criteria (e.g., strain, job attitudes, job behaviors) relationships such that the moderation effect will represent a
buffering effect more often than a reverse buffering effect.

Source of Support as a Moderator
The effects of emotional support and instrumental support may
also vary depending upon the source of support, such as support
from supervisors or coworkers. The expected moderation effects of
different sources of support is likely because some organizational
members have greater power than others and their behaviors are
interpreted differently. For example, supervisors enforce company
policies and evaluate job performance, which results in their behaviors being interpreted differently than those with less organizational power. Coworkers on the other hand often have more
frequent interaction together than with a supervisor and have
similar status within the organization, which makes their interaction less restricted (Ferris & Mitchell, 1987). Being high in power
or low in power within a relationship has wide-ranging psychological effects (Keltner, Gruenfeld, & Anderson, 2003) including
the degree to which an individual adheres to social norms (Galinsky, Magee, Gruenfeld, Whitson, & Liljenquist, 2008). People
lower in power within a relationship tend to observe and adhere to
social norms more acutely than do higher power individuals. In the
context of workplace social support, a salient social norm is the
norm of reciprocity. Because of the power differential, receiving
support from supervisors (a high power actor) should elicit more
adherence to the norm of reciprocity than receiving support from
coworkers (an equal power actor). As mentioned above, workers
who perceive support and adhere to the norm of reciprocity will
experience positive job attitudes and feel motivated to engage in
behaviors that benefit the organization.
Several studies have examined the effects of source on the
support– criteria relationships, with mixed findings being reported.
Fenlason and Beehr (1994) compared emotional support and instrumental support from either a supervisor or coworker. The
authors recommended that to combat worker strain, support should
come from those in the workplace, especially supervisors. This
finding was consistent for both emotional support and instrumental
support. No differences between sources were found when comparing support–stressor relationships, but additional empirical evidence supports the claim that supervisors are generally more
influential than coworkers on many variables including job attitudes (Ng & Sorensen, 2008), strains (Mayo, Sanchez, Pastor, &
Rodriguez, 2012), engagement (Othman & Nasurdin, 2013), and
performance (Liaw, Chi, & Chuang, 2010).
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Hypothesis 15: Source of support will moderate the emotional
support– criteria relationships. Specifically, emotional support
will be more strongly related to other variables when the
support is from supervisors compared with coworkers.
Hypothesis 16: Source of support will moderate the instrumental support– criteria relationships. Specifically, instrumental support will be more strongly related to other variables
when the support is from supervisors compared with
coworkers.

Support Received or Support Availability as a
Moderator
A potential moderator of the effects of support is whether a
worker is evaluating support that has been received or support that
is available to the employee. The notion of availability of resources
is highlighted in COR theory when Hobfoll, Freedy, Lane, and
Geller (1990) suggested that although support resources need to be
consistent to promote health, the supportive relationships “must
not be so firm as to inhibit change” (p. 474). In other words,
support is most effective when the receipt of support resources is
stable, but can be increased if needed.
Seminal support researchers expressed similar sentiments in
their definitions of support as the provision and availability of
helping behaviors (Caplan, Cobb, & French, 1975). Recently,
however, researchers have argued that the availability of support is
more, or at least differentially, valuable to a worker compared with
received support (Beehr et al., 2010). This idea is reflected in the
development of an Availability of Social Support scale that counts
number of people who one could rely upon during a time of need
in the future (Sarason, Levine, Basham, & Sarason, 1983) rather
than evaluating perceptions of past support behaviors by others
(this scale does not differentiate between emotional support and
instrumental support). The current meta-analysis tests the notion
that measuring support availability is more predictive of criteria
than measuring only support received.
Hypothesis 17: Emotional support will be more strongly correlated with criteria when the scales include support availability items compared with when the scales are exclusively
support received.
Hypothesis 18: Instrumental support will be more strongly
correlated with criteria when the scales include support availability items compared with when the scales are exclusively
support received.

Method—Study 1
Identification of Studies
Study 1 used meta-analysis to test the hypotheses. Four methods
were used to conduct the literature search. First, 24 peer-reviewed
journals with high impact factors within applied psychology, general psychology, and management fields (listed in the Appendix)
were searched using the PsycINFO database. Due to the vast
literature on social support, not all journals could be searched.
These journals often publish applied research within the workplace, which maximized our ability to identify relevant studies.
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Keywords used in the searches were social support, coworker
support, supervisor support, emotional support, psychosocial support, and instrumental support. Search phrases were not combined
with other terms such as work or job for fear that relevant studies
not mentioning these words would be missed. To complement our
search of high-impact journals, unpublished dissertations were
obtained using ProQuest. We searched for dissertations classified
as in the field of industrial/organizational psychology and used one
of the terms social support, coworker support, instrumental support, or emotional support along with work or job in the abstract,
and randomly selected 25% (⬃2,000) of the results to examine.
This search effort reduces concerns of a publication bias because
theses and dissertations are often unpublished in peer-reviewed
journals.
Our search also included a review of articles cited within 10
previously published meta-analyses on social support in the workplace (see References for meta-analyses). Lastly, we conducted a
targeted search for studies citing common support scales (Caplan
et al., 1975; Clark, 2001; Ducharme & Martin, 2000; Hammer et
al., 2009; Scandura, 1992; Zellars & Perrewé, 2001). This targeted
search led to additional research articles in fields other than organizational psychology and management (e.g., nursing, career development). Articles included in the meta-analysis were published
between 1976 and 2018. The current meta-analysis included 142
independent samples containing 68,354 participants that measured
either emotional support or instrumental support in the workplace.

Criteria for Inclusion and Exclusion
Studies were included in the meta-analysis if they were written
in English and the support scale only measured support in the
workplace that was clearly either emotional support or instrumental support. It is important to note that researches often combine
scales of similar constructs that correlate strongly (e.g., r ⬎ .70)
despite the original intention to measure distinct constructs; this
was often the case for studies using Caplan and colleague’s (1975)
seminal scales of emotional support and instrumental support.
Sources of support from coworkers, supervisors, career mentors, or
“others in the workplace” were included, whereas sources of
support from family and nonwork friends were excluded. A minimum of four primary studies was used as a cutoff to determine if
a correlate of support was included in the meta-analysis.
Scales of support were independently coded by study authors
and trained graduate students. Coders were given descriptions
based on the Thoits’s (1982) definitions. Emotional support was
described as emotional resources such as affection, sympathy,
understanding, acceptance, and esteem from others. Instrumental
support was described as task/job-related resources such as help to
accomplish a task, helping with a heavy workload, or giving
advice on how to better accomplish a task. Coders indicated if the
scale was (a) exclusively emotional support, (b) exclusively instrumental support, (c) both emotional support and instrumental
support, or (d) I do not know.
Scales that combined the two types of support or included other
types of support were excluded. Discrepancies were discussed until
there was complete agreement. Example coded content from the items
are listed in Table 1. Researchers often (k ⫽ 30) created their own
scales based on definitions from seminal researchers (Caplan et al.,
1975; Clark, 2001; Hammer et al., 2009; Scandura, 1992).

Coding Emotional Labor Demands
Primary studies were coded for emotional labor demands to test
Hypothesis 2. Primary studies were coded for emotional labor
demands if the sample was exclusively one job title and included
a correlation between emotional support and instrumental support.
To objectively code for emotional labor demands, we followed the
method of Glomb and colleagues (2004). Each job title was
matched with an Occupational Network (OⴱNET: United State
Department of Labor/Employment & Training Administration,
2010) job title by two of the authors and reviewed until agreement
was met or the data were omitted. We averaged five OⴱNET job
characteristics: “Communicating with people outside the organization,” “Performing for or working directly with the public,”
“Cooperation,” “Concern for others,” “Self-control.” We omitted
the “stress tolerance” job characteristic used by Glomb and colleagues (2004) because it can refer to many types of stress that are
not emotional labor (e.g., heavy workload, strict legal or ethical
restrictions, competitive markets, requirements to monitor displays
closely, working difficult shifts). Each job characteristic was on a
scale of 0 –100, with higher scores indicating emotional labor is
more common. We dichotomized emotional labor demands into
high (M ⫽ 81; range ⫽ 73 to 85) and low (M ⫽ 61; range ⫽ 52
to 72) to test for moderation.

Coding Support Received and Support Availability
Emotional support and instrumental support scales were coded
as either received, available, or neither. Example items of support
received and support availability are provided in Table 1. Items
and instructions were reviewed for each study as many researchers
adapted seminal scales to fit with the common work behaviors
within their samples. Received support was demonstrated with past
tense phrases, such as “provided,” “gave,” “talked, or “received.”
Support availability was demonstrated with hypothetical or future
tense phrases, such as “if needed,” “I can rely,” “I would,” or “I
could.” Items that were unclear in either past or future tenses were
coded as neutral (e.g., “My coworkers support me”). We coded
scales as support received if the scale contained at least one item
as received and zero items as available. We coded scales as support
availability if the scale contained at least one item as availability.
This was done because too few of the primary studies measured
support with exclusively availability items.

Analyses
Study 1 tested all Hypotheses except Hypotheses 9c and 10c.
Significance of mean corrected correlations was determined using
95% confidence intervals. Categorical moderators were tested with
the Hunter and Schmidt’s method outlined by Aguinis, Sturman,
and Pierce (2008) because the method was less affected by the
potential of range restriction compared with other common significance tests.
The average correlation was calculated for studies that reported
support from multiple work sources (e.g., coworkers, supervisors,
mentor). Single composite correlations were formed using a linear
composite calculator from Hunter and Schmidt (2004) for studies
that reported multiple factors of a single criteria (e.g., job satisfaction facets). Procedures and software from Hunter and Schmidt
(2004) were used to calculate the meta-analytic results. We pro-
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Table 1
Scale Content Coded as Emotional Support or Instrumental Support Within Meta-Analyses
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Emotional support received
• provided you with encouragement (Bacharach, Bamberger, &
Biron, 2010)
• provides emotional support and encouragement (Hamilton, 2007)
• I have shared personal problems with my mentor (Ensher, GrantVallone, & Marelich, 2002)
• my coworkers provide me with the strength that I need to get
through a difficult day of work (Hoang, 2014)
• to what extent do you receive appreciation and approval from
your coworkers (Tews, Michel, & Ellingson, 2013)
• we talk about the good things about our work (Zellars &
Perrewé, 2001)
• conveyed empathy for the concerns and feelings you have
(Taylor & Neimeyer, 2009)
• he/she has lent an ear or counseled (Bamberger et al., 2017)
• we talk about the good things about our work (Kahn, Schneider,
Jenkins-Henkelman, & Moyle, 2006)
• my mentor has invited me to join him for lunch (Waters, 2004)

Emotional support available
• my supervisor is willing to listen to my problems in juggling
work and nonwork life (Hammer, Kossek, Yragui, Bodner, &
Hanson, 2009)
• to what extent are your coworkers willing to listen to your
problem at work (Baeriswyl, Krause, Elfering, & Berset, 2017)
• when I really need to talk with someone, my fellow faculty
members are willing to listen (Ray & Miller, 1991)
• I feel I can count on my coworkers as friends (Fisher, 1985)
• how much is your supervisor willing to listen to your personal
problems (Beehr et al., 2010)
• I would discuss my private concerns and problems with my
mentor (Weng et al., 2010)
• there is a trustworthy person I can turn to for advice if I were
having problems (Baker, O’Brien, & Salahuddin, 2007)
• I can talk over problems with colleagues (Redman & Snape,
2006)
• my coworkers always seem to make time for me if I need to
discuss work (Spooner-Lane, 2004)

vide the sample weighted relationships that are uncorrected and
corrected for reliability in both predictor and dependent measures.
Artifact distributions were used to correct for unreliability when
scale Cronbach’s ␣ was missing.

Results—Study 1
Relationship Between Emotional Support and
Instrumental Support
The meta-analytic results for the interrelationships between emotional support and instrumental support are presented in Table 2.
Hypothesis 1 is supported by the strong, positive mean corrected
correlation between emotional support and instrumental support ( ⫽
.73; N ⫽ 18,528; k ⫽ 54). Similar correlations were found between
emotional support and instrumental support when different sources of
support and types of support scales were considered: support from

Instrumental support received
• provides knowledge related to work (Bhanthumnavin, 2002)
• provides you with opportunities that stretch you professionally (Yip, 2015)
• my coworker provided practical assistance (Hoang, 2014)
• provide me with important work-related information and advice that make
performing my job easier (Liaw, Chi, & Chuang, 2010)
• gives me helpful feedback about my job performance (Aryee & Luk,
1996)
• provides opportunities to develop specialized functional skills (Kraimer,
Seibert, Wayne, Liden, & Bravo, 2011)
• gave advice or tangible assistance (Bamberger, Geller, & Doveh, 2017)
• gave me a lot of information about position advancement opportunities
(Weng et al., 2010)
• suggests training that might be helpful (Kidd & Smewing, 2001)
• talked you through work-related problems helping you come up with
solutions (Bacharach et al., 2010)
• my mentor has placed me in important assignments (Ensher, Thomas, &
Murphy, 2001)
Instrumental support available
• if needed, can you get support and help with your work from your
immediate superior (Hopkins, 2011)
• I can rely on my supervisor to help me with scheduling conflicts if I need
it (Hammer et al., 2009)
• how much can your supervisor be relied on when things get tough at work
(Beehr, Bowling, & Bennett, 2010)
• others are willing to finish work assigned to me (Poortvliet, Anseel, &
Theuwis, 2015)
• I can rely on my supervisor to help me out with a work problem (Tucker,
Jimmieson, & Bordia, 2018)
• your coworkers would fill in while you’re absent (Ducharme & Martin,
2000)
• my supervisor is always willing to give me directions when I am not sure
of myself on the job (Fisher, 1985)
• can you rely on your immediate supervisor when things get tough at work
(Van Yperen & Hagedoorn, 2003)
• I expect to have support in attaining the highest possible levels of
performance (Irving & Montes, 2009)

supervisors ( ⫽ .79; N ⫽ 6,440; k ⫽ 18), support from coworkers
( ⫽ .79; N ⫽ 10,221; k ⫽ 19), support received ( ⫽ .69; N ⫽ 8,318;
k ⫽ 34), and support availability ( ⫽ .74; N ⫽ 3,588; k ⫽ 12).
Support was found for Hypothesis 2, which predicted a stronger
relationship, t ⫽ 3.40, p ⬍ .01, between emotional support and
instrumental support for occupations higher in emotional labor demands (r ⫽ .69,  ⫽ .79; N ⫽ 4,182; k ⫽ 14) compared with lower
in emotional labor demands (r ⫽ .52,  ⫽ .62; N ⫽ 1,931; k ⫽ 7).

Correlates of Emotional Support and Instrumental Support
The overall meta-analytic results for the correlates of emotional
support and instrumental support are presented in Table 3. Criteria
are grouped into the categories of stressors, strain, job attitudes,
and job behaviors.
Stressors. Support was found for Hypotheses 3a, 3b, 3c, and
3d. Greater emotional support was associated with less role con-
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Table 2
Meta-Analyses for the Interrelationships Between Emotional Support and Instrumental Support
Relationship

k

N

r



SDr

SD

Emotional support & instrumental support
Emotional support supervisor & instrumental support supervisor
Emotional support coworker & instrumental support coworker
Instrumental support supervisor & instrumental support coworker
Emotional support supervisor & emotional support coworker
Emotional support coworker & instrumental support supervisor
Emotional support supervisor & instrumental support coworker
Emotional support received & instrumental support received
Emotional support availability & instrumental support availability

54
18
19
14
23
13
13
34
12

18,528
6,440
10,221
6,738
7,205
4,962
5,198
8,318
3,588

.62
.67
.61
.42
.36
.29
.32
.57
.64

.73
.79
.79
.52
.45
.38
.25
.69
.74

.14
.13
.14
.10
.12
.09
.08
.16
.18

.15
.14
.16
.10
.12
.10
.08
.18
.19

80% CrI
[.53,
[.61,
[.58,
[.49,
[.29,
[.26,
[.22,
[.46,
[.49,

.92]
.97]
1.00]
.65]
.61]
.50]
.42]
.92]
.99]

95% CI
[.68,
[.72,
[.71,
[.46,
[.39,
[.32,
[.27,
[.62,
[.62,

.77]
.86]
.89]
.59]
.51]
.45]
.38]
.75]
.86]

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean .

( ⫽ ⫺.37; N ⫽ 17,905; k ⫽ 11), less role ambiguity ( ⫽ ⫺.39; N ⫽
18,576; k ⫽ 14), less role overload ( ⫽ ⫺.20; N ⫽ 7,090; k ⫽ 17),
and less work–family conflict ( ⫽ ⫺.12; N ⫽ 13,669; k ⫽ 18).
Strain. Support was found for Hypotheses 5a, 5b, 5c, and 5d.
Greater emotional support was associated with less emotional

flict ( ⫽ ⫺.23; N ⫽ 4,174; k ⫽ 15), less role ambiguity
( ⫽ ⫺.36; N ⫽ 4,704; k ⫽ 15), less role overload ( ⫽ ⫺.11; N ⫽
7,228; k ⫽ 15), and less work–family conflict ( ⫽ ⫺.20; N ⫽
6,974; k ⫽ 17). Support was found for Hypotheses 4a, 4b, 4c, and 4d.
Greater instrumental support was associated with less role conflict

Table 3
Meta-Analyses for the Correlates of Emotional Support and Instrumental Support
Relationship
Role conflict
Emotional support
Instrumental support
Role ambiguity
Emotional support
Instrumental support
Role overload
Emotional support
Instrumental support
Work–family conflict
Emotional support
Instrumental support
Emotional exhaustion
Emotional support
Instrumental support
Depersonalization
Emotional support
Instrumental support
Reduced personal accomplishment
Emotional support
Instrumental support
Negative physical symptoms
Emotional support
Instrumental support
Job satisfaction
Emotional support
Instrumental support
Organizational commitment
Emotional support
Instrumental support
Turnover intention
Emotional support
Instrumental support
Task performance
Emotional support
Instrumental support

k

N

r



SDr

SD

80% CrI

95% CI

t value

15
11

4,174
17,905

⫺.19
⫺.31

⫺.23
⫺.37

.14
.08

.15
.09

[⫺.42, ⫺.04]
[⫺.48, ⫺.25]

[⫺.32, ⫺.15]
[⫺.42, ⫺.31]

t ⫽ 2.96ⴱⴱ

15
14

4,704
18,576

⫺.29
⫺.32

⫺.36
⫺.39

.12
.08

.13
.09

[⫺.53, ⫺.20]
[⫺.50, ⫺.28]

[⫺.44, ⫺.29]
[⫺.44, ⫺.34]

t ⫽ 0.73

15
17

7,228
7,090

⫺.09
⫺.18

⫺.11
⫺.20

.12
.13

.14
.14

[⫺.29, .08]
[⫺.38, ⫺.03]

[⫺.19, ⫺.03]
[⫺.28, ⫺.13]

t ⫽ 1.81ⴱ

17
18

6,974
13,669

⫺.17
⫺.10

⫺.20
⫺.12

.14
.09

.14
.09

[⫺.43, .03]
[⫺.24, .00]

[⫺.29, ⫺.11]
[⫺.17, ⫺.07]

t ⫽ 2.00ⴱ

21
15

6,507
4,314

⫺.21
⫺.22

⫺.24
⫺.25

.11
.11

.11
.11

[⫺.37, ⫺.10]
[⫺.38, ⫺.11]

[⫺.29, ⫺.18]
[⫺.31, ⫺.18]

t ⫽ 0.27

12
6

4,233
2,190

⫺.21
⫺.15

⫺.25
⫺.17

.10
.07

.11
.08

[⫺.41, ⫺.10]
[⫺.28, ⫺.06]

[⫺.33, ⫺.18]
[⫺.25, ⫺.09]

t ⫽ 1.76ⴱ

12
7

4,186
2,363

⫺.20
⫺.17

⫺.24
⫺.21

.08
.07

.07
.06

[⫺.33, ⫺.15]
[⫺.28, ⫺.13]

[⫺.29, ⫺.19]
[⫺.27, ⫺.14]

t ⫽ 0.99

10
8

3,660
2,593

⫺.20
⫺.11

⫺.24
⫺.13

.06
.12

.03
.13

[⫺.29, ⫺.20]
[⫺.30, .03]

[⫺.29, ⫺.20]
[⫺.23, ⫺.03]

t ⫽ 2.34ⴱⴱ

53
51

15,119
21,050

.34
.41

.40
.49

.14
.17

.15
.19

[.22, .61]
[.25, .74]

[.37, .46]
[.44, .54]

t ⫽ 2.67ⴱⴱ

15
23

3,777
5,841

.35
.39

.41
.46

.11
.13

.11
.14

[.28, .53]
[.29, .63]

[.35, .46]
[.40, .53]

t ⫽ 1.23

21
25

4,641
14,415

⫺.20
⫺.23

⫺.24
⫺.28

.15
.09

.16
.11

[⫺.45, ⫺.03]
[⫺.42, ⫺.15]

[⫺.32, ⫺.16]
[⫺.33, ⫺.23]

t ⫽ 0.97

18
26

4,042
5,857

.17
.24

.20
.29

.09
.16

.08
.17

[.09, .32]
[.07, .51]

[.15, .26]
[.21, .36]

t ⫽ 2.35ⴱ

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean ; t value uses the mean corrected correlation.
ⴱ
p ⬍ .05. ⴱⴱ p ⬍ .01.

This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

COMPARISON OF EMOTIONAL AND INSTRUMENTAL SUPPORT

exhaustion ( ⫽ ⫺.24; N ⫽ 6,507; k ⫽ 21), less depersonalization
( ⫽ ⫺.25; N ⫽ 4,233; k ⫽ 12), less reduced personal accomplishment ( ⫽ ⫺.24; N ⫽ 4,186; k ⫽ 12), and fewer physical
symptoms ( ⫽ ⫺.24; N ⫽ 4,186; k ⫽ 12). Support was found for
Hypotheses 6a, 6b, 6c, and 6d. Greater instrumental support was
associated with less emotional exhaustion ( ⫽ ⫺.25; N ⫽ 4,314;
k ⫽ 15), less depersonalization ( ⫽ ⫺.17; N ⫽ 2,190; k ⫽ 6), less
reduced personal accomplishment ( ⫽ ⫺.21; N ⫽ 2,363; k ⫽ 7),
and fewer physical symptoms ( ⫽ ⫺.13; N ⫽ 2,593; k ⫽ 8).
Job attitudes. Support was found for Hypotheses 7a and 7b.
Greater emotional support was associated with greater job satisfaction ( ⫽ .40; N ⫽ 15,119; k ⫽ 53) and greater organizational
commitment ( ⫽ .41; N ⫽ 3,777; k ⫽ 15). Support was found for
Hypotheses 8a and 8b. Greater instrumental support was associated with greater job satisfaction ( ⫽ .49; N ⫽ 21,050; k ⫽ 51)
and greater organizational commitment ( ⫽ .46; N ⫽ 5,841; k ⫽
23).
Job behaviors. Support was found for Hypotheses 9a and 9b.
Greater emotional support was associated with less turnover intention ( ⫽ ⫺.24; N ⫽ 4,641; k ⫽ 21) and greater task performance ( ⫽ .20; N ⫽ 4,042; k ⫽ 18). Support was found for
Hypotheses 10a and 10b. Greater instrumental support was associated with less turnover intention ( ⫽ ⫺.28; N ⫽ 14,415; k ⫽ 25)
and greater task performance ( ⫽ .29; N ⫽ 5,857; k ⫽ 26).
Comparisons of correlation strength. Support was found for
Hypotheses 11b and 11d, but no support was found for Hypotheses
11a and 11c. Emotional support was more strongly related to strain
variables than instrumental support in two of four comparisons.
Emotional support was more strongly associated with depersonalization, t ⫽ 1.76, p ⬍ .05, and physical symptoms, t ⫽ 2.34, p ⬍
.01, but no significant differences were found for emotional exhaustion and reduced personal accomplishment. Across the four
relationships, the average corrected correlation strength for emotional support with strain variables was |.24|, whereas the average
corrected correlation strength for instrumental support with strain
variables was |.19|.
Support was found for Hypotheses 12a, 12c, 12d, and 12f, but
no support was found for Hypotheses 12b and 12e. Instrumental
support was more strongly related to stressors and job behaviors
than emotional support in three of six comparisons. Instrumental
support was more strongly associated with role conflict, t ⫽ 2.96,
p ⬍ .01, role overload, t ⫽ 1.81, p ⬍ .05, and task performance,
t ⫽ 2.35, p ⬍ .05, but no differences were found for role ambiguity
and turnover intention. In addition, emotional support was more
strongly associated with work–family conflict compared with instrumental support, t ⫽ 2.00, p ⬍ .05. Across the six relationships,
the average corrected correlation strength for emotional support
with stressors and job behaviors was |.22|, whereas the average
corrected correlation strength for instrumental support with stressors and job behaviors was |.28|.
Exploratory analyses were conducted to compare the effects of
emotional support and instrumental support with the remaining
relationships. Instrumental support was more strongly associated
with job satisfaction compared with emotional support, t ⫽ 2.67,
p ⬍ .01, but no difference was found for organizational commitment. Across the two relationships, the average corrected correlation strength for emotional support with job attitudes was |.41|,
whereas the average corrected correlation strength for instrumental
support with job attitudes was |.48|.

9

Buffering and Reverse Buffering Effects of Support
A moderation effect of support on the stressor– criteria relationship is tested by calculating the unique variance explained by a
Support ⫻ Stressor interaction term within a regression equation.
Graphing the regression equation for high/low scores of support is
required to determine if the significant interaction term represents
a buffering effect or a reverse buffering effect. A weighted average
of the interaction effect sizes was not possible due to the wide
range of how moderation effects were tested within the primary
studies. The primary studies were inconsistent in the type of
criteria or stressor used to test for moderation effects, number of
moderation effects tested in an analysis, control variables, and
whether or not the R2 change statistic was reported. These inconsistencies limit our ability to estimate an accurate moderation
effect size. However, we calculated a frequency count of studies
with at least one significant moderation effect to determine how
common the buffering effect or reverse buffering effect is for
either instrumental or emotional support. Studies were coded for if
a support moderation effect was tested, if the moderation effect
was significant, and the patterns of the significant moderation
effects.
No support was found for Hypothesis 13. Emotional support
moderation effects were tested and reported in 25 studies. At least
one significant moderation effect was reported in 18 of the 25
(72%) studies. Graphical follow-up analyses indicated that a significant moderation effect represented a buffering effect in 12 of
the 25 (48%) studies, whereas 10 of the 25 (40%) studies report a
significant reverse buffering effect. These results indicate that
buffering effects were only slightly more common than reverse
buffering effects among studies testing emotional support moderation effects.
No support was found for Hypothesis 14. Instrumental support
moderation effects were tested and reported in 23 studies. At least
one significant moderation effect was reported in 14 of the 23
(61%) studies. Graphical follow-up analyses indicated that there
was a significant buffering effect in seven of the 23 (30%) studies,
whereas 10 of the 23 (43%) studies report a significant reverse
buffering effect. These results indicate that buffering effects were
slightly less common than reverse buffering effects among the
studies testing instrumental support moderation effects.

Source of Support as a Moderator
Before comparing the main effects of emotional support and
instrumental support, the interrelationships between types of support from different sources were reviewed (see Table 2). Support
from supervisors were positively correlated with support from
coworkers across all four relationships tested ( ⫽ .25 to .52).
These results indicate that sources of support are not entirely
independent.
Moderation effects of the source of support on the relationship
between emotional support and criteria are presented in Table 4.
Partial support was found for Hypothesis 15. Emotional support
from supervisors was more strongly related to criteria variables
than emotional support from coworkers in four of 12 comparisons.
Specifically, emotional support from supervisors was more
strongly associated with role conflict, t ⫽ 1.91, p ⬍ .05, work–
family conflict, t ⫽ 3.64, p ⬍ .01, job satisfaction, t ⫽ 2.03, p ⬍
.05, and turnover intention, t ⫽ 2.23, p ⬍ .05, compared with
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Relationship
Role conflict
Emotional support from supervisors
Emotional support from coworkers
Role ambiguity
Emotional support from supervisors
Emotional support from coworkers
Role overload
Emotional support from supervisors
Emotional support from coworkers
Work–family conflict
Emotional support from supervisors
Emotional support from coworkers
Emotional exhaustion
Emotional support from supervisors
Emotional support from coworkers
Depersonalization
Emotional support from supervisors
Emotional support from coworkers
Reduced personal accomplishment
Emotional support from supervisors
Emotional support from coworkers
Negative physical symptoms
Emotional support from supervisors
Emotional support from coworkers
Job satisfaction
Emotional support from supervisors
Emotional support from coworkers
Organizational commitment
Emotional support from supervisors
Emotional support from coworkers
Turnover intention
Emotional support from supervisors
Emotional support from coworkers
Task performance
Emotional support from supervisors
Emotional support from coworkers

k

N

r



SDr

SD

80% CrI

95% CI

t value

8
8

2,330
2,803

⫺.29
⫺.19

⫺.36
⫺.25

.11
.11

.11
.12

[⫺.51, ⫺.22]
[⫺.39, ⫺.10]

[⫺.45, ⫺.27]
[⫺.33, ⫺.16]

t ⫽ 1.91ⴱ

8
8

3,107
2,892

⫺.33
⫺.30

⫺.41
⫺.39

.08
.10

.10
.10

[⫺.53, ⫺.29]
[⫺.52, ⫺.25]

[⫺.49, ⫺.34]
[⫺.47, ⫺.30]

t ⫽ 0.40

9
10

4,584
5,910

⫺.15
⫺.08

⫺.18
⫺.10

.15
.11

.17
.13

[⫺.40, .04]
[⫺.26, .07]

[⫺.29, ⫺.07]
[⫺.18, ⫺.01]

t ⫽ 1.14

11
4

2,921
2,899

⫺.20
⫺.05

⫺.24
⫺.06

.14
.06

.15
.04

[⫺.42, ⫺.05]
[⫺.12, ⫺.01]

[⫺.33, ⫺.15]
[⫺.12, ⫺.01]

t ⫽ 3.64ⴱⴱ

12
12

4,091
4,426

⫺.25
⫺.22

⫺.29
⫺.25

.09
.10

.09
.10

[⫺.40, ⫺.18]
[⫺.38, ⫺.13]

[⫺.34, ⫺.23]
[⫺.32, ⫺.19]

t ⫽ 1.03

6
8

2,804
3,149

⫺.21
⫺.28

⫺.26
⫺.34

.07
.09

.06
.10

[⫺.33, ⫺.18]
[⫺.47, ⫺.22]

[⫺.32, ⫺.19]
[⫺.42, ⫺.26]

t ⫽ 1.87ⴱ

7
8

2,866
2,991

⫺.20
⫺.24

⫺.24
⫺.29

.07
.08

.06
.07

[⫺.32, ⫺.17]
[⫺.38, ⫺.20]

[⫺.30, ⫺.18]
[⫺.35, ⫺.23]

t ⫽ 1.50

8
14

3,732
4,664

⫺.21
⫺.22

⫺.24
⫺.25

.08
.10

.07
.10

[⫺.34, ⫺.15]
[⫺.38, ⫺.13]

[⫺.31, ⫺.18]
[⫺.32, ⫺.19]

t ⫽ 0.27

25
18

8,492
5,754

.38
.32

.48
.39

.15
.12

.16
.13

[.28, .68]
[.21, .57]

[.42, .54]
[.32, .46]

t ⫽ 2.03ⴱ

10
5

2,641
1,315

.33
.30

.39
.38

.11
.09

.10
.08

[.26, .52]
[.28, .48]

[.31, .47]
[.28, .48]

t ⫽ 0.21

11
9

2,853
2,236

⫺.28
⫺.16

⫺.34
⫺.20

.08
.16

.06
.18

[⫺.42, ⫺.26]
[⫺.42, .03]

[⫺.40, ⫺.28]
[⫺.32, ⫺.07]

t ⫽ 2.23ⴱ

10
8

2,258
1,898

.14
.16

.16
.20

.09
.10

.07
.10

[.06, .27]
[.08, .33]

[.10, .20]
[.11, .29]

t ⫽ 0.96

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean ; t value uses the mean corrected correlation.
ⴱ
t value significant at p ⬍ .05. ⴱⴱ t value significant at p ⬍ .01.

emotional support from coworkers. Contrary to the hypothesis,
emotional support from coworkers was more strongly associated
with depersonalization, t ⫽ 1.87, p ⬍ .05, compared with emotional support from supervisors. No significant differences were
found for role ambiguity, role overload, emotional exhaustion,
reduced personal accomplishment, physical symptoms, organizational commitment, and task performance. Across the 12 relationships, the average corrected correlation strength for emotional
support from supervisors was |.30|, whereas the average corrected
correlation strength for emotional support from coworkers was
|.26|.
Moderation effects of the source of support on the relationship
between instrumental support and criteria are presented in Table 5.
Partial support was found for Hypothesis 16. Instrumental support
from supervisors was more strongly correlated with variables than
instrumental support from coworkers in five of eight comparisons.
Specifically, instrumental support from supervisors was more
strongly associated with role conflict, t ⫽ 2.90, p ⬍ .01, work–
family conflict, t ⫽ 2.70, p ⬍ .01, job satisfaction, t ⫽ 3.53, p ⬍

.01, turnover intention, t ⫽ 9.60, p ⬍ .01, and task performance,
t ⫽ 4.38, p ⬍ .01, compared with instrumental support from
coworkers. No significant differences were found for role ambiguity, role overload, and emotional exhaustion. Across the eight
relationships, the average corrected correlation strength for instrumental support from supervisors was |.32|, whereas the average
corrected correlation strength for instrumental support from coworkers was |.18|.

Support Received or Support Availability as a Moderator
Moderation effects of received versus availability scale wording
on the relationship between emotional support and criteria are
presented in Table 6. Support was found for Hypothesis 17.
Emotional support availability was more strongly related to criteria
variables than emotional support received in four of six comparisons. Specifically, emotional support availability was more
strongly associated with role ambiguity, t ⫽ 3.46, p ⬍ .01, emotional exhaustion, t ⫽ 2.03, p ⬍ .05, job satisfaction, t ⫽ 1.71, p ⬍
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Table 5
Meta-Analyses for the Correlates of Instrumental Support From Either Supervisors or Coworkers
k

N

r



SDr

SD

80% CrI

95% CI

t value

from supervisors
from coworkers

5
4

16,571
1,066

⫺.32
⫺.08

⫺.39
⫺.11

.04
.16

.04
.19

[⫺.44, ⫺.33]
[⫺.36, .14]

[⫺.43, ⫺.34]
[⫺.31, .10]

t ⫽ 2.90ⴱⴱ

from supervisors
from coworkers

7
4

17,111
1,155

⫺.33
⫺.26

⫺.40
⫺.32

.06
.15

.07
.17

[⫺.49, ⫺.31]
[⫺.53, ⫺.11]

[⫺.46, ⫺.35]
[⫺.50, ⫺.14]

t ⫽ 0.90

from supervisors
from coworkers

8
9

5,042
5,267

⫺.23
⫺.14

⫺.27
⫺.17

.11
.13

.12
.15

[⫺.42, ⫺.12]
[⫺.37, .02]

[⫺.36, ⫺.18]
[⫺.28, ⫺.07]

t ⫽ 1.52

from supervisors
from coworkers

11
4

11,734
1,261

⫺.10
⫺.02

⫺.12
⫺.03

.08
.06

.09
.04

[⫺.24, .00]
[⫺.07, .02]

[⫺.18, ⫺.06]
[⫺.11, .05]

t ⫽ 2.70ⴱⴱ

from supervisors
from coworkers

13
8

4,153
3,085

⫺.25
⫺.19

⫺.29
⫺.22

.09
.10

.09
.10

[⫺.40, ⫺.18]
[⫺.35, ⫺.09]

[⫺.34, ⫺.23]
[⫺.30, ⫺.14]

t ⫽ 1.62

from supervisors
from coworkers

25
11

15,054
3,646

.46
.31

.57
.39

.15
.11

.18
.12

[.34, .79]
[.23, .54]

[.49, .64]
[.30, .47]

t ⫽ 3.53ⴱⴱ

from supervisors
from coworkers

15
4

12,194
917

⫺.23
⫺.08

⫺.28
⫺.10

.07
.05

.07
.01

[⫺.37, ⫺.20]
[⫺.10, ⫺.10]

[⫺.33, ⫺.24]
[⫺.16, ⫺.03]

t ⫽ 9.60ⴱⴱ

from supervisors
from coworkers

13
9

3,052
1,680

.20
.09

.24
.10

.09
.09

.09
.06

[.11, .36]
[.02, .18]

[.18, .30]
[.03, .17]

t ⫽ 4.38ⴱⴱ
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Relationship
Role conflict
Instrumental support
Instrumental support
Role ambiguity
Instrumental support
Instrumental support
Role overload
Instrumental support
Instrumental support
Work–family conflict
Instrumental support
Instrumental support
Emotional exhaustion
Instrumental support
Instrumental support
Job satisfaction
Instrumental support
Instrumental support
Turnover intention
Instrumental support
Instrumental support
Task performance
Instrumental support
Instrumental support

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean ; t value uses the mean corrected correlation.
ⴱⴱ
p ⬍ .01.

.05, and turnover intention, t ⫽ 3.43, p ⬍ .01, compared with
emotional support received. No significant differences were found
for work–family conflict and organizational commitment, but the
patterns were in the expected direction. Across the six relationships, the average corrected correlation strength for emotional

support availability with criteria was |.36|, whereas the average
corrected correlation strength for emotional support received with
criteria was |.26|.
Moderation effects of received versus availability scale wording
on the relationship between instrumental support and criteria are

Table 6
Meta-Analyses for the Correlates of Emotional Support Comparing Received and Availability
Relationship
Role ambiguity
Emotional support received
Emotional support availability
Work–family conflict
Emotional support received
Emotional support availability
Emotional exhaustion
Emotional support received
Emotional support availability
Job satisfaction
Emotional support received
Emotional support availability
Organizational commitment
Emotional support received
Emotional support availability
Turnover intention
Emotional support received
Emotional support availability

k

N

r



SDr

SD

80% CrI

95% CI

t value

11
4

3,575
1,129

⫺.26
⫺.39

⫺.33
⫺.47

.12
.06

.13
.02

[⫺.49, ⫺.16]
[⫺.45, ⫺.47]

[⫺.41, ⫺.24]
[⫺.53, ⫺.40]

t ⫽ 3.46ⴱⴱ

10
5

4,010
1,872

⫺.12
⫺.15

⫺.14
⫺.17

.13
.15

.14
.15

[⫺.33, .04]
[⫺.36, .03]

[⫺.24, ⫺.05]
[⫺.31, ⫺.03]

t ⫽ 0.37

12
7

3,420
2,462

⫺.17
⫺.24

⫺.20
⫺.28

.12
.07

.12
.05

[⫺.35, ⫺.04]
[⫺.35, ⫺.21]

[⫺.27, ⫺.12]
[⫺.34, ⫺.22]

t ⫽ 2.03ⴱ

39
10

9,394
3,659

.32
.41

.39
.47

.14
.13

.14
.13

[.19, .59]
[.30, .65]

[.33, .45]
[.38, .56]

t ⫽ 1.71ⴱ

7
7

1,526
2,137

.31
.37

.37
.43

.14
.09

.14
.08

[.19, .56]
[.32, .53]

[.25, .50]
[.35, .50]

t ⫽ 0.98

11
6

2,023
1,909

⫺.09
⫺.27

⫺.11
⫺.31

.15
.09

.16
.08

[⫺.32, .09]
[⫺.41, ⫺.21]

[⫺.22, ⫺.01]
[⫺.39, ⫺.23]

t ⫽ 3.43ⴱⴱ

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean ; t value uses the mean corrected correlation.
ⴱ
t value significant at p ⬍ .05. ⴱⴱ t value significant at p ⬍ .01.
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in the statistics reported, number of interactions tested in a single
analysis, type of job demands measured, and number of control
variables. These issues made an average interaction effect size
uninterruptable. We aim to address both of these limitations within
Study 2 by incorporating a two-wave study design and testing for
interaction effects.
When testing for buffering effects of support, researchers have
emphasized the importance of the specificity hypothesis (Cohen &
Wills, 1985; de Jonge & Dormann, 2006). De Jonge and Dormann
demonstrated that the moderation effects of support on the
stressor–strain relationships were more likely when support
closely matched with stressors and strains. An example of
emotion-oriented job stressors is an occupation high in emotional
labor demands. Emotional support is expected to moderate the
effect of emotional labor demands because emotional support
provides additional resources that match the resources being
threatened by the job demand. For example, a worker in a high
emotional labor job may vent his or her emotions to a supervisor,
which enables him or her to have more energy and motivation to
regulate emotions with clients. This shift in energy and perspective
in the emotional labor tasks should enable the worker to perform
above and beyond the job expectations and have more favorable
attitudes toward his or her job. Instrumental support also has some
contextual match with emotional labor demands because both
variables focus on job duties. In Study 2, we test for moderation
effects of support on the relationship between emotional labor
demands and work criteria (i.e., job satisfaction, organizational
commitment, extra-role performance).

presented in Table 7. Support was found for Hypothesis 17.
Instrumental support availability was more strongly related to
criteria variables than instrumental support received in six of eight
comparisons. Specifically, instrumental support availability was
more strongly associated with role conflict, t ⫽ 3.81, p ⬍ .01, role
ambiguity, t ⫽ 3.35, p ⬍ .01, role overload, t ⫽ 2.14, p ⬍ .05,
work–family conflict, t ⫽ 2.66, p ⬍ .01, emotional exhaustion, t ⫽
2.20, p ⬍ .05, and job satisfaction, t ⫽ 6.25, p ⬍ .01, compared
with instrumental support received. No significant differences
were found for organizational commitment and turnover intention,
but patterns were in the expected direction. Across the six relationships, the average corrected correlation strength for instrumental support availability with criteria was |.37|, whereas the average
corrected correlation strength for instrumental support received
with criteria was |.23|.

Limitations of Study 1
Study 1 meta-analyses are limited in two ways that are addressed in the subsequent Study 2. The meta-analyses in Study 1
are comprised primarily of cross-sectional studies, which enhances
the probability of common-method variance and limits our ability
to make causal claims. A total of 10% of the primary studies
incorporated multiple waves of data collection, but the relationships examined in these studies varied and separate meta-analyses
were too small for reliable interpretation. In addition, we were
unable estimate the strength of support–stressor interaction effects.
Although support–stressor interaction effects are commonly tested
when studying support in the workplace, the primary studies varied

Table 7
Meta-Analyses for the Correlates of Instrumental Support Comparing Received and Availability
Relationship
Role conflict
Instrumental support received
Instrumental support availability
Role ambiguity
Instrumental support received
Instrumental support availability
Role overload
Instrumental support received
Instrumental support availability
Work–family conflict
Instrumental support received
Instrumental support availability
Emotional exhaustion
Instrumental support received
Instrumental support availability
Job satisfaction
Instrumental support received
Instrumental support availability
Organizational commitment
Instrumental support received
Instrumental support availability
Turnover intention
Instrumental support received
Instrumental support availability

k

N

r



SDr

SD

80% CrI

95% CI

t value

6
5

1,538
16,3676

⫺.10
⫺.33

⫺.12
⫺.37

.15
.02

.16
.01

[⫺.33, .09]
[⫺.39, ⫺.36]

[⫺.27, .03]
[⫺.39, ⫺.35]

t ⫽ 3.81ⴱⴱ

7
7

1,545
17,031

⫺.22
⫺.34

⫺.27
⫺.39

.10
.03

.09
.03

[⫺.38, ⫺.16]
[⫺.43, ⫺.35]

[⫺.36, ⫺.18]
[⫺.42, ⫺.36]

t ⫽ 3.35ⴱⴱ

6
9

3,506
3,036

⫺.16
⫺.25

⫺.19
⫺.29

.08
.10

.08
.10

[⫺.29, ⫺.08]
[⫺.42, ⫺.16]

[⫺.26, ⫺.11]
[⫺.37, ⫺.21]

t ⫽ 2.14ⴱ

9
8

10,559
2,996

⫺.08
⫺.19

⫺.09
⫺.22

.05
.12

.05
.13

[⫺.16, ⫺.03]
[⫺.38, ⫺.06]

[⫺.13, ⫺.05]
[⫺.32, ⫺.12]

t ⫽ 2.66ⴱⴱ

4
10

843
2,984

⫺.11
⫺.26

⫺.12
⫺.29

.15
.08

.15
.06

[⫺.31, .06]
[⫺.37, ⫺.22]

[⫺.29, .04]
[⫺.35, ⫺.24]

t ⫽ 2.20ⴱ

31
12

5,885
12,919

.30
.51

.36
.60

.12
.10

.12
.11

[.20, .52]
[.44, .76]

[.31, .41]
[.53, .68]

t ⫽ 6.25ⴱⴱ

14
7

3,164
2,247

.36
.42

.42
.48

.12
.14

.12
.14

[.27, .58]
[.30, .66]

[.35, .50]
[.37, .60]

t ⫽ 0.97

13
7

11,187
1,780

⫺.23
⫺.31

⫺.28
⫺.35

.09
.13

.09
.13

[⫺.39, ⫺.16]
[⫺.52, ⫺.19]

[⫺.33, ⫺.22]
[⫺.46, ⫺.25]

t ⫽ 1.27

Note. k ⫽ number of samples; N ⫽ total sample size; mean r ⫽ average weighted correlation coefficient; mean  ⫽ average weighted correlation
coefficient corrected for unreliability in the dependent and independent variables; SDr ⫽ standard deviation of mean r; SD ⫽ standard deviation of mean
; CrI ⫽ 80% credibility interval; CI ⫽ 95% confidence interval based around mean ; t value uses the mean corrected correlation.
ⴱ
t value significant at p ⬍ .05. ⴱⴱ t value significant at p ⬍ .01.
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Data Collection and Participants
Participants were recruited using StudyResponse (The StudyResponse Project, n.d.). The StudyResponse database consists of over
80,000 people who are willing to be participants in questionnairebased research in an online format and has been used to recruit
participants in several published studies (Bowling & Eschleman,
2010; Judge, Ilies, & Scott, 2006; Piccolo & Colquitt, 2006). In the
current study, participants were compensated with up to two $5
gift cards to an online store. Compensation was provided after the
completion of the questionnaire at Wave 1 and Wave 2. Data were
collected in two waves separated by ⬃1 month in an effort to
minimize the effects of common-method variance (see Podsakoff,
MacKenzie, Lee, & Podsakoff, 2003). Emotional support and
instrumental support data were collected in Wave 1, and criteria
data were collected in Wave 2. Participants who had experienced
a change in supervisor, position, or organization during the last 30
days were removed from the sample. In addition, we included four
dummy items in each survey that instructed participants to select a
specific response (e.g., “strongly disagree”) in an effort to identify
random or careless responding (Bowling et al., 2016). Only participants who answered all eight dummy items correctly were
included in the sample. A total of 340 participants completed the
surveys at both time points and provided usable data. The final
sample was 50% female, 81% Caucasian, 11% Asian, 7% Hispanic. Participants held a wide variety of occupations (e.g., administration support, managerial, education), worked an average of
40 hr per week, and had an average of 8 years of job tenure.
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Job behavior. Job behavior included extra-role performance.
Extra-role performance directed toward the supervisor (Lee &
Allen, 2002) was assessed with nine items. Each item was on a
5-point frequency scale from 1 (never) to 5 (very often). An
example extra-role performance item is, “Assist my supervisor
with his or her duties.” The internal consistency reliability for the
Extra-Role Performance scale was .90.
Emotional labor demands. An objective scale of emotional
labor demands was obtained following the same method as
Study 1. Scores were kept as a continuous variable (0 –100) to
align with the moderator regression analyses. Job titles were
recorded in both Wave 1 and Wave 2 to enable accurate coding.
The internal consistency reliability for the Emotional Labor
scale was .74.

Analyses
Study 2 tested Hypotheses 1, 2, 7a, 7b, 8a, 8b, 9c, 10c, 13, and
14. A one-tailed z test outlined by Steiger (1980) was used to
compare uncorrected correlations. The moderation effects were
tested using hierarchical moderated regression (Aiken & West,
1991). Separate analyses were run for each moderation effect. The
regression equation included the predictor variables (e.g., emotional support, emotional labor demands) and their respective
interaction term (e.g., Emotional Support ⫻ Emotional Labor
Demands). Significant moderation effects were interpreted using
Aiken and West’s (1991) graphing method. Graphical displays
represent the predictor– criteria relationships for higher (⫹1 SD)
and lower (⫺1 SD) values of the moderator.

Results—Study 2
Measures
Supervisor support. Instrumental support from one’s supervisor (Ducharme & Martin, 2000) and emotional support from
one’s supervisor (Zellars & Perrewé, 2001) were assessed with
five items each. Each item was on a 5-point scale from 1 (never)
to 5 (very often). An example instrumental support item is, “my
supervisor assists with unusual work problems.” An example emotional support item is, “my supervisor reassures me about the
actions I’ve taken or my feelings.” All items were adapted to
measure support received. The internal consistency reliabilities for
the emotional support and instrumental support scales were .90 and
.89, respectively.
Job attitudes. Job attitudes included job satisfaction and organizational commitment. Job satisfaction was assessed with the
Michigan Organizational Assessment Questionnaire (Cammann,
Fichman, Jenkins, & Klesh, 1979). The Michigan Organizational
Assessment Questionnaire includes three items (e.g., “all in all I
am satisfied with my current job”) on a 7-point scale from 1
(strongly disagree) to 7 (strongly agree). The internal consistency
reliability for the Job Satisfaction scale was .89. Organizational
commitment was measured using the average of six items from the
Organizational Commitment Questionnaire (Porter, Steers, Mowday, & Boulian, 1974). The response options are on a 7-point scale
from 1 (strongly disagree) to 7 (strongly agree). An example item
is, “For me the organization where I work is the best of all possible
organizations for which to work.” The internal consistency reliability for the Organizational Commitment scale was .91.

Relationship Between Emotional Support and
Instrumental Support
Descriptive statistics and correlations are presented in Table 8.
Hypothesis 1 is supported by the strong, positive uncorrected
correlation between emotional support and instrumental support
(r ⫽ .67; p ⬍ .01).
Hypothesis 2 is supported by the significant moderation effect
of emotional labor demands on the emotional support–
instrumental support relationship (␤ ⫽ .19, ⌬R2 ⫽ 4%, p ⬍ .01;
see Table 9). Follow-up analyses (see Figure 1) indicate that the
relationship between emotional support and instrumental support
was stronger among workers in occupations higher in emotional
labor demands compared with lower in emotional labor demands.
The simple slope for an occupation higher in emotional labor, such
as a registered nurse (emotional labor demand score ⫽ 85), is 1.11,
whereas the simple slope for an occupation lower in emotional
labor, such as a manufacturing inspector (emotional labor demand
score ⫽ 53), is 0.48.

Correlates of Emotional Support and Instrumental
Support
Job attitudes. Support was found for Hypotheses 7a and 7b.
Greater emotional support was associated (p ⬍ .01) with greater
job satisfaction (r ⫽ .38) and greater organizational commitment
(r ⫽ .47). Support was found for Hypotheses 8a and 8b. Greater
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Table 8
Descriptive Statistics and Correlations for Study 2 Variables
Variable
1.
2.
3.
4.
5.
6.

Emotional support from supervisor
Instrumental support from supervisor
Job satisfaction
Organizational commitment
Extra-role performance
Emotional labor demands

M

SD

1

2

3.08
3.06
5.43
4.88
2.89
65.02

0.96
0.95
1.51
1.45
0.93
12.26

(.89)
.67ⴱⴱ
.38ⴱⴱ
.47ⴱⴱ
.42ⴱⴱ
.08

(.89)
.35ⴱⴱ
.44ⴱⴱ
.40ⴱⴱ
.07

3

(.89)
.69ⴱⴱ
.16ⴱⴱ
⫺.02

4

5

6

(.91)
.18ⴱⴱ
.02

(.92)
.06

(.80)
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Note. N ⫽ 340. SD ⫽ standard deviation across individuals and teams. Alpha reliabilities at the individual level are presented on the diagonal.
ⴱⴱ
p ⬍ .01.

instrumental support was associated (p ⬍ .01) with greater job
satisfaction (r ⫽ .35) and greater organizational commitment (r ⫽
.44).
Job behaviors. Support was found for Hypotheses 9c. Greater
emotional support was associated (p ⬍ .01) with greater extra-role
performance (r ⫽ .42). Support was found for Hypotheses 10c.
Greater instrumental support was associated (p ⬍ .01) with greater
extra-role performance (r ⫽ .40).
Comparisons of correlation strength. No support was found
for Hypothesis 12g. Emotional support and instrumental support
did not differ in their relationships with extra-role performance
(z ⫽ 0.50, p ⬎ .05). Exploratory comparisons were conducted for
the relationships between support and job attitudes. Emotional
support and instrumental support did not differ in relation to job
satisfaction (z ⫽ 0.74, p ⬎ .05) and organizational commitment
(z ⫽ 0.52, p ⬎ .05).

Buffering and Reverse Buffering Effects of Support
The moderated regression results are presented in Table 9.
Support was found for Hypotheses 13 and 14, as two significant
buffering effects and no reverse buffering effects were found.
Specifically, the emotional support moderation effect (␤ ⫽ .16,
⌬R2 ⫽ 2%, p ⬍ .01) and instrumental support moderation effect
(␤ ⫽ .22, ⌬R2 ⫽ 5%, p ⬍ .01) explained unique variance in
extra-role performance. No significant moderation effects were
found involving either job satisfaction or organizational commitment. Follow-up analyses (see Figure 2) indicated that both significant moderation effects had a similar pattern and were in the
expected direction (buffering effect). Emotional labor demands
had a stronger positive relationship with extra-role performance
when either emotional support or instrumental support were higher
compared with when they were lower.

Table 9
Moderation Effects of Support on Relationships Between Emotional Labor Demands and Criteria
in Study 2
Criterion
Emotional support
Extra-role performance
Extra-role performance
Job satisfaction
Job satisfaction
Organizational commitment
Organizational commitment

Predictors
Instrumental support
EL demands
Instrumental Support ⫻ EL Demands
EL demands
Emotional support
EL Demands ⫻ Emotional Support
EL demands
Instrumental support
EL Demands ⫻ Instrumental Support
EL demands
Emotional support
EL Demands ⫻ Emotional Support
EL demands
Instrumental support
EL Demands ⫻ Instrumental Support
EL demands
Emotional support
EL Demands ⫻ Emotional Support
EL demands
Instrumental support
EL Demands ⫻ Instrumental Support

␤
.65ⴱⴱ
.06
.19ⴱⴱ
.03
.39ⴱⴱ
.16ⴱⴱ
.06
.38
.22ⴱⴱ
⫺.06
.41ⴱⴱ
⫺.08
⫺.05
.36ⴱⴱ
⫺.08
⫺.03
.49ⴱⴱ
⫺.08
⫺.02
.46ⴱⴱ
⫺.05

⌬R2
.45ⴱⴱ
.04ⴱⴱ
.18ⴱⴱ
.02ⴱⴱ
.16ⴱⴱ
.05ⴱⴱ
.15ⴱⴱ
.01
.12ⴱⴱ
.01
.22ⴱⴱ
.01
.20ⴱⴱ
.00

Note. N ⫽ 340. ␤ ⫽ standardized regression coefficients with all mean-centered predictors included. EL
demands ⫽ emotional labor demands. ⌬R2 ⫽ unique variance explained by adding the interaction term to the
regression equation.
ⴱⴱ
p ⬍ .01.
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Figure 1. Moderation effect of emotional labor demands on the relationship between emotional support and
instrumental support in Study 2.

Discussion
Relationship Between Emotional Support and
Instrumental Support
According to COR (Hobfoll, 1989, 2002), humans strive to protect, retain, foster, and obtain resources. Through the protection of
resources and accumulation of new resources, emotional support and
instrumental support are expected to affect task-related criteria,
health-related criteria, and job attitudes. Across two studies, we test
for differences in the effects of emotional support and instrumental

support to determine if the resources acquired from both types of
support are different. The results of both studies indicate a strong
degree of convergence between emotional support and instrumental
support. The two variables are strongly interrelated and demonstrate a
similar pattern of relationships with common criteria.
The strong relationship between emotional support and instrumental support may be for several reasons. For example, a coworker who helps a colleague complete a task may also be the one
the colleague relies upon to discuss personal problems when they
arise. Alternatively, the strong correlation is because the type of

Figure 2. Moderation effects of support on the relationship between emotional labor demands and extra-role
performance in Study 2.

This document is copyrighted by the American Psychological Association or one of its allied publishers.
This article is intended solely for the personal use of the individual user and is not to be disseminated broadly.

16

MATHIEU, ESCHLEMAN, AND CHENG

resources gained from a supportive behavior is dependent upon
how a worker perceives the event rather than the objective nature
of the behavior. For example, a supervisor who listens to the
personal issues of a subordinate may result in an immediate
emotional boost for the subordinate, but the behavior may also
be perceived as a way to improve their focus on tasks. This
rationale places an emphasis on the worker’s interpretation of the
event and makes the support behavior itself less objectively emotional or instrumental. It is also an example of a halo bias, which
can occur when a worker evaluates two similar behaviors (Balzer
& Sulsky, 1992); imagine a coworker who is excellent at providing
emotional support is also perceived as excellent at providing
instrumental support regardless of their actual behavior.
Although emotional support and instrumental support were correlated across jobs in general, the strength of the relationship was
dependent upon the type of occupation in both Studies 1 and 2.
Specifically, the emotional support–instrumental support is stronger within occupations high in emotional labor demands. This
finding is likely because emotional support and instrumental support are more commonly provided concurrently in high emotional
labor jobs or the worker perceives both support behaviors as being
both emotionally relevant and task-relevant.

Correlates of Emotional Support and Instrumental
Support
The predictive validity for each type of support provides additional insight into the distinction between emotional support and
instrumental support. If the two types of support are consistently
perceived as distinct, then each type of support should have a
distinguishable pattern of effects with criteria. Overall, both emotional support and instrumental support were correlated with stressors, strain, job attitudes, and job behaviors across both studies.
Only partial support was found for our predictions that emotional
support is more strongly associated with strain criteria whereas
instrumental support is more strongly associated with stressors and
job behaviors. A total of four of nine comparisons in Study 1 were
in the expected direction. No differences in correlation strength
were found in Study 2. We interpret the inconsistent findings as
evidence that workers often perceive emotional support and instrumental support behaviors as providing similar or co-occurring
resources. Despite the strong degree of convergence in general, the
small differences in effect size for emotional support and instrumental support may be important for researchers and practitioners
to consider when targeting specific outcomes.
A review of the unexpected findings provides some post hoc
insight into when differences between emotional support and instrumental support may occur. For example, emotional support
was more strongly related to work–family conflict than instrumental support. Although this difference in effect size was in the
unexpected direction, it may be due to the multiple life domains
inherent to work–life conflict. Emotional support resources may be
more likely to transfer across life domains whereas instrumental
support resources are more effective in the domain in which they
are provided. This post hoc explanation is consistent with emotional support being a stronger predictor of physical symptoms,
which was the only other nonwork criterion included in Study 1 or
Study 2.

Buffering and Reverse Buffering Effects of Support
Based upon COR theory, we predicted support would moderate
the relationship between emotional labor demands and work criteria. Specifically, we expected significant support moderation
effects would more frequently represent a buffering effect (mitigating) rather than a reverse buffering effect (exacerbating) on the
stressor– criteria relationships. A review of the studies testing
support moderation effects indicated that significant moderation
effects were present in the majority of studies that report the
results. However, buffering effects were generally as common as
reverse buffering effects of support. It is important to note that the
summary of moderation effects could not account for the variety in
how the moderation effects were tested. Study 2 further tested for
moderation effects using an objective assessment of emotional
labor demands. Consistent with the buffering hypothesis, emotional labor demands were positively associated with extra-role
performance when workers perceived either higher emotional support or higher instrumental support. No significant moderation
effects represented a reverse buffering effect in Study 2. Overall,
the frequency and patterns of moderation effects were similar for
both emotional support and instrumental support across both Studies 1 and 2. In addition, contextual factors of the relationship and
job environment need to be considered when determining if support either mitigates or exacerbates the effects of job stressors on
criteria.

Source of Support as a Moderator
Comparisons of source of support provided additional evidence
for COR and resource spirals. Support from different sources were
positively correlated, which indicates that workers who perceive
support from coworkers are also likely to perceive support from
supervisors. This effect may be because workers who perceive
greater support from one source are more equipped to pursue
additional support from other sources. Alternatively, the positive
correlation may demonstrate a contagion effect of support within a
workplace. That is, coworkers who observe supervisors being
supportive to a worker are likely to replicate the behavior.
Moderation effects of source of support were also identified. In
general, both emotional support and instrumental support had
stronger relationships with criteria when the source of support was
from the supervisor rather than the coworker, but the moderation
effects were more consistent for instrumental support. This finding
indicates that a supervisor rather than coworkers is a better source
for instrumental support. Instrumental support from a supervisor,
rather than a coworker, may be more effective in changing work
outcomes because supervisors are often responsible for assigning
job duties and evaluating job performance.
The stronger effects of support from supervisors compared with
coworkers may shed light on how the various stress theories
explain the effects of support in the workplace. Although support
from supervisors and coworkers both provide the necessary resources to a worker so that they can perform and feel well, it may
be that the additive effects of reciprocity are more relevant for
support from supervisors. The norm of reciprocity (Eisenberger et
al., 2001) indicates that a worker who perceives support will
experience a felt obligation to reciprocate toward the organization
in the form of behaviors, emotions, and commitment. Given that
supervisors are the ambassadors of the organization, at least to a
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greater extent than coworkers, the felt obligation experienced is
likely greater when support comes from a supervisor. Similarly,
support from a supervisor is believed to informally communicate
the value of the worker to the organization (Bowling, Eschleman,
Wang, Kirkendall, & Alarcon, 2010). This greater sense of
organization-based self-esteem, in turn, affects the workers job
satisfaction and turnover intentions.
The moderation findings should not be interpreted to devalue
the role of coworkers. Ample research has demonstrated the value
of support from coworkers (Chiaburu & Harrison, 2008). We
suspect that coworkers may be more strongly associated with other
criteria not available within our data, such as interpersonal teambased criteria (e.g., group cohesion). In addition, researchers have
suggested that emotional support is most valuable when it is
provided by someone who is characteristically similar to the recipient (Beehr, 1976). As a result, perceived similarity is likely a
more consistent moderator of the effects of emotional support
rather than source.

Support Received or Support Availability as a
Moderator
The moderation effects of support received and support availability were tested by coding support scales as either received (no
availability items) or available (at least one availability item). Both
emotional support and instrumental support were more strongly
correlated with criteria when scales included at least one availability item. This may be because support received is embedded within
the context it occurred, which could include harmful contextual
factors such as the support being unwanted (Beehr et al., 2010).
Support availability removes the contextual factors by emphasizing an optional hypothetical scenario of when the worker is in
need.
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may need distinct trainings for how to best provide each type of
support if they are in low emotional labor occupations.
The moderation effects of source of support also have important
implications for the role of supervisors. The findings indicate that
supervisors should be the organizational member who provides
instrumental support to workers rather than colleagues. Although it
is not recommended that supervisors ignore the socioemotional
concerns of their workers, supervisors with limited resources could
focus on the instrumental support needs of workers and provide
opportunities for colleagues to emotionally support each other. It is
impractical to expect a supervisor to provide adequate support to
all team members; promoting coworker support is likely a more
efficient approach to improving work criteria.

Limitations and Future Research
Although Study 2 partially addressed limitations of crosssectional studies within the meta-analysis and expanded upon the
list of moderators tested, additional limitations should be addressed in future research. We have concerns that our targeted
approach to the meta-analysis search excluded research within
lesser known journals, which may have resulted in inflated effect
sizes (Szucs & Ioannidis, 2017). This concern is lessened by the
inclusion of unpublished theses and doctoral dissertations. Our
meta-analysis search also demonstrated a limitation within the
field of support research. The retrieved studies did not adequately
represent all work domains. The majority of studies examined
support within emotional labor occupations/industries (e.g.,
nurses, secretaries, customer service agents, teachers) or relied
upon a convenience sampling approach. Few retrieved studies
contained samples of an occupation or industry low in emotional
labor. This lack of variability in occupations emphasizes the need
to extend support research into occupations beyond those traditionally studied.

Implications
The overall findings demonstrate a strong convergence of emotional support and instrumental support, which has important implications for practitioners and organizations. For example, supervisors with limited resources can take comfort that their efforts to
help with tasks and fill in when a worker is absent is not only
helping workers complete duties, but also helping workers emotionally. In addition, convergence implies that supervisors (or any
provider of support in the workplace) should tailor their supportive
behaviors to fit their skills and personality rather than attempting
to provide a type of support that they are uncomfortable with.
Although we interpret the findings as a whole to indicate a strong
convergence of emotional support and instrumental support, the
individual findings may be of value to organizations targeting
specific outcomes. For example, an organization interested in
lower health care costs and reduced physical symptoms among
their workforce, should not overlook promoting a work environment high in emotional support.
Although there was a strong convergence of emotional support
and instrumental support in general, practitioners should note that
the convergence is partially dependent upon the occupation requirements. Practitioners working with occupations lower in emotional labor demands are likely to see greater unique effects of both
emotional support and instrumental support. As a result, workers

Summary
Drawing on COR theory (Hobfoll, 1989) and the specificity
hypothesis (Cohen & Wills, 1985), we examined the extent to
which emotional support and instrumental support differentially
relate to stressors, strain, job attitudes, and job behaviors. Study 1
was a meta-analysis of 142 independent samples containing 68,354
participants. Study 2 compensated for the methodological shortcoming of the meta-analysis by utilizing a two-wave design and
complimenting the findings of Study 1. Our analyses found that
emotional and instrumental support are highly correlated, especially for job roles that are high in emotional labor. In general,
emotional support and instrumental support have similar relationships with criteria. In addition to having main effect relationships
with criteria, support is likely to moderate the stressor– criteria
relationship. However, among the studies included in the metaanalyses, buffering effects and reverse buffering were equally
common; contextual factors need to be considered when determining if support exacerbates or mitigates the effects of stressors.
Moderation analyses indicate that supervisor support has a stronger influence on the criteria than does coworker support, with the
effects being most consistent for instrumental support than emotional support. In addition, both emotional support and instrumental support are more strongly related to criteria when support scales
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included at least one availability of support item compared with
scales exclusively measuring received support.
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