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EXECUTIVE SUMMARY 
When two locations of an organization integrate, this has a significant influence on the organizational 
structure, stability, culture, effectiveness and the future of the organization. Bosch Security Systems 
(BSS) has set a goal: ‘to integrate both locations of Eindhoven and Breda into a new location in 
Eindhoven with the highest possible retention of personnel in the short and medium term’.  
 

Leadership behavior is important in an organizational change situation and aims to influence 
employee attitudes and behavior and give direction by the way of managing people (Purcell & 
Hutchinson, 2007). Managers are important implementers of human resource management (HRM). 
The responsibilities of the HR-department are increasingly being devolved to managers. There might 
be differences in the way of working and leadership between the locations of Eindhoven and Breda, 
which might hinder the future relocation. The goal of this research is to explore the leadership style 
of the managers at BSS Breda and Eindhoven. Differences could influence the way HR-practices are 
implemented at the work floor of both locations, thus the implementation effectiveness of the 
managers. Therefore the second goal is to explore whether leadership style has an effect on effective 
HRM implementation by managers.  The three main research questions are: 

 

The dependent variable of the research model is effective HRM implementation, the independent 
variables are active and passive leadership (derived from the Full Range Model of Leadership) and 
the possible moderating variables are constraining/effectiveness factors that might hinder managers 
to effectively implement HRM: capacity, desire, competences, support and policy & procedures.   
 

Managers filled in a questionnaire on the possible moderators. Employees filled in a questionnaire on 
the independent variable leadership and the dependent variable for satisfaction on effective HRM 
implementation by their own manager. After processing the first results they were presented to 
focus groups of employees and managers for additional qualitative data. Analyses have been done by 
using factor and reliability analyses, t-tests and multiple regression analyses. 
 

Conclusions are that managers at BSS locations Breda and Eindhoven differ in leadership style. At 
location Eindhoven, the managers are more active and less passive than the managers from location 
Breda. This style does differ for different departments within the BSS organization. Qualitative data 
indicates that the results should be seen in the light of previous and current circumstances. The 
impact for employees from Breda is larger than Eindhoven and also the way of handling decision 
making and communication by senior management has had a negative effect, especially on 
employees from Breda. Managers could stimulate positivity and encourage the mindset with a more 
active style to focus on the future and opportunities.    
 

Strong evidence has been found that leadership style affects effective HRM implementation. Active 
leadership has a significant positive effect on effective HRM implementation and passive leadership 
has a significant negative effect on effective HRM implementation. The results on effective HRM 
implementation are positive for both locations, while the structural pattern is continued that the 
scores of the location Eindhoven exceed the scores of location Breda.  
 

In general managers are encouraged to effectively perform and implement their HR practices 
considering the outcomes of the constraining/effectiveness factors. Managers have enough time, are 
motivated, competent on the basis of experience and training, receive the correct amount of support 
and are supported by clear policy & procedures. There is evidence that the factor competences is a 
moderator, but additional research is necessary to conclude this. There are differences between the 
locations of Eindhoven and Breda for the factor support and a sub dimension of desire: amotivation. 
Qualitative data provides explanation for these differences.  

1. To what extent do managers at BSS locations Breda and Eindhoven differ in leadership style? 

2. To what extent does leadership style affect effective HRM implementation? 

3. To what extent do constraining/effectiveness factors moderate the relationship between 
leadership style and effective HRM implementation? 
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PREFACE 
With this thesis I will complete the Master of Business Administration at the University of Twente. It 
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got to know my supervisors and colleagues at both locations better. I would like to thank Frank for 
his views on HR and the organization of Bosch Security Systems. He has made me realize that it is far 
from easy being an HR-director in an International company. He has been unprejudiced in his 
opinions and has guided me in my development within an HR department. I would like to thank Ivo 
for his positive day to day interaction with me. Stimulating me to press on and think about subjects 
and act out of my comfort zone. He has trusted me to independently perform sessions with groups 
and really be involved in the change process at Bosch Security Systems. Although his critiques can be 
hard, they are constructive and aimed at learning situations. Lastly I would like to thank my other 
direct colleagues at Bosch Security Systems: Valery, Ernst, Arthur, Gerda en Kelly for their support 
and nice time during my internship. 
 
I would like to thank all employees and managers from Bosch Security Systems for participating in my 
research, reading my e-mails, asking questions and providing me with enough baggage to write this 
thesis.  
 
Finally, I would like to thank my family and friends for the support they have given me throughout 
my research and writing my thesis. It has not always been easy, but you have always provided a 
listening ear. Diane, Wies and Willemijn, you have been in a similar position writing theses and I wish 
you good look with finalizing yours. Sharing experiences has helped me a lot.   
Last, and certainly not least, I am Martin very grateful for his patience (no, November didn’t work 
out..), support, interest and really difficult questions. Thank you for reading my thesis and giving me 
the confidence that it is good.  
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1. INTRODUCTION 
When two locations of an organization integrate, this has a significant influence on the organizational 
structure, stability, culture, effectiveness and the future of the organization. Bosch Security Systems 
Nederland intends to integrate the locations Breda and Eindhoven.  
 

Bosch is a worldwide operating concern with a focus on technological quality. Bosch Security Systems 
(BSS) is part of the Bosch division Consumer Goods and Building Technology and is an innovative 
global provider of high quality security and communication products. It has effective systems to 
protect personnel and property. In the security industry BSS employs around 6,500 people. BSS 
Nederland employs approximately 400 people. 
 

Breda’s main activity is research and development for the Business Line Public Address and 
Conference Systems. Other activities of this location are: logistics for the Regional Sales Organization 
Europe, Middle-East and Africa (EMEA). At location Eindhoven the main activity is research and 
development for the Business Unit Video Systems. Other departments are: the Regional Sales 
Organization EMEA, National Sales Organization and Export. Staff functions (HRM, finance, IT and 
facility management) are responsible for both locations. The current plans for relocation are the 
result of a smaller population, due to previous reorganizations, and expiring rental agreements. The 
future situation is more cost-efficient in the long term for Bosch Security Systems NL. 
 

Bosch Security Systems has set a goal: ‘to integrate both locations of Eindhoven and Breda into a new 
location in Eindhoven with the highest possible retention of personnel in the short and medium 
term’. The organization has taken the model of Lewin (1947) on the basis of which they move 
through the stages of: Unfreeze – Change – Refreeze. In these phases the role of management is 
important to create movement and manage the constant changing environment. Management, or 
leadership behavior, is important in an organizational change situation and aims to influence 
employee attitudes and behavior and give direction by the way of managing people (Purcell & 
Hutchinson, 2007). Managers can affect the motivational and emotional state of employees and 
guide these in the right direction. They are also important implementers if it comes to human 
resource management (HRM). The responsibilities of the HR-department are increasingly being 
devolved to managers. Their role in the organization is becoming more important as it is shifting 
from operational supervision to team leadership and strategic business management (Brewster & 
Larsen, 1992; Storey, 1992).  
 

The general research problem assumed by the management and HR-department of Bosch Security 
Systems is that there might be differences in the way of working and leadership between the 
locations of Eindhoven and Breda, which might hinder the future relocation. It is assumed that 
managers of both locations differ in leadership style and, because of these differences, it is assumed 
that there might be differences how the managers implement human resource management ánd 
that managers from Eindhoven lead and implement HRM more effectively. The leadership style and 
effective implementation of HRM are important for organizational performance, promoting change 
and encouraging the harmonization of Bosch Security Systems. This research is designed to explore 
differences in the ‘before relocation’-stage for Bosch Security Systems to support the harmonizing of 
the two locations in the future. The starting point of the harmonization lies with the managers. 
 

Therefore, the first goal of this research is to explore the leadership style of the managers at BSS 
Breda and Eindhoven. Differences could influence the way HR-practices are implemented at the work 
floor of both locations, thus the implementation effectiveness of the managers. Therefore the 
second goal is to explore whether differences in leadership style have an effect on effective HRM 
implementation by managers.   
 

These goals lead to two central questions: 
 1. To what extent do managers at BSS locations Breda and Eindhoven differ in leadership style? 

2. To what extent does leadership style affect effective HRM implementation? 
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1.1 IMPORTANCE & RELEVANCE OF RESEARCH PROBLEM 
 
There is abundant research on the effect of leadership style. There is also abundant research on 
effective HRM implementation and constraining factors or hindrances to implement HRM effectively.  
What has not been researched yet is the effect of leadership style on effective HRM implementation 
by managers. Most of previous research on leadership style has focused on organizational 
effectiveness factors. Because this research is about a case study at Bosch Security Systems, the 
situation at hand has been observed and effective HRM implementation has been chosen as a 
dependent variable. Most of previous research on effective HRM implementation by management 
has focused on the HR-department. In this research, similar to the research by Bos-Nehles (2010), the 
managers themselves and their employees will be asked to provide their view on effective HRM 
implementation and possible hindrances. The combination between leadership style and effective 
HRM implementation has not been made in research literature before. Therefore this research can 
contribute to a gap in scientific research. Transformational leadership has been related to 
effectiveness and to satisfaction in previous research, but never before related to effective HRM 
implementation (Lowe, Kroeck & Sivasubramaniam, 1996).  
 
Besides the scientific contribution there is also a practical contribution for Bosch Security Systems. 
This research will provide insight in the organization on an objective basis. The management and HR-
department will receive an overview of the findings, relevant conclusions and possible 
recommendations to improve the situation for the future. The main objective is to ensure that the 
relocation will be done successfully with as much support from all employees as possible. Hopefully 
this report can contribute to the goals of Bosch Security Systems.  
 

1.2 THESIS STRUCTURE 
The thesis has 5 chapters. In chapter 2, the existing literature on leadership style and effective HRM 
implementation is reviewed and presented in a theoretical framework. In chapter 3 the research 
method will be presented. Chapter 4 will outline the results of the research of managers and 
employees in Eindhoven and Breda and will explore the relationship between independent, 
moderating and dependent variables. In chapter 5 answers will be provided on the research 
questions and the discussion, conclusion and recommendations will be presented.  
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2. THEORETICAL FRAMEWORK 
In this paragraph existing literature on leadership style and effective HRM implementation will be 
reviewed and conceptually linked. This results into a research model and final research questions 
based on the case at Bosch Security Systems and the literature. 
 
As mentioned in the introduction: managers are key-players during the organizational change that is 
occurring at Bosch Security Systems. On the one hand, they manage their employees on a daily basis 
to achieve targets and organizational performance. On the other hand, they are involved with HR-
practices to motivate, commit and develop their employees (Kane, Crawford & Grant, 1999). The 
managers are important leaders to create movement in the changing environment ánd important 
implementers if it comes to HRM.  
 

2.1 EFFECTIVE HRM IMPLEMENTATION 
Effective human resource management not only depends on well-designed and internally consistent 
HR policies and practices, but also on effective HRM implementation (Huselid, 1995; Huselid, Jackson 
& Schuler, 1997; Kane, Crawford & Grant, 1999). Truss & Gratton (1994) already distinguished 
between intended human resource management and realized human resource management. 
Intended human resource management may differ from the actually realized human resource 
management implementation; those HR-activities that, in practice, take place within the 
organization. Literature on HRM often relies on intended HR strategies rather than human resource 
strategies that were actually implemented (Lengnick-Hall, Lengnick-Hall, Andrade & Drake, 2009). As 
a result, the application of the HR policy and practices is vital (Wright & Nishii, 2006). Responsibilities 
of the HR-department are increasingly being devolved to managers. Devolvement is ‘the degree to 
which HR-practices involve and give responsibility to (line) managers, rather than personnel 
specialists’ (Brewster & Larsen, 1992, p.412). While the HR-department is responsible for strategic 
HRM line managers become responsible for the execution of HR-practices. 
 
Organizational change and transformation promote the devolution of HRM to the line (Heraty & 
Morley, 1995). It is believed that responsibilities should be located with management rather than 
specialist functions and thus there is pressure to include HRM in management responsibilities in the 
context of growing competition and the raise of efficiency (Heraty & Morley, 1995). Through 
effective management of people, organizations are likely to achieve objectives and goals (Geare, 
Edgar & Deng, 2006). Organizations realize they can achieve a competitive advantage through HRM 
and improve their performance. They can compete successfully if they devote special care to their 
human resources. Therefore, the importance of management of human resources at all 
organizational levels is growing (Andolsek & Stebe, 2005). It is suggested that devolving HR to the line 
saves costs, speeds up decision making, links HR-activities to other aspects of daily management and 
ensures a more effective resolution for workplace problems (Larsen & Brewster, 2003; Renwick, 
2003; Kulik & Perry, 2008; McGuire, Stoner, Mylona, 2008). While managers work on people 
management the HR specialists can work on aligning the organizations systems and processes while 
being sensitive to the external environment (McGuire et al., 2008).  
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2.2 LEADERSHIP STYLE 
Leadership is about influencing, motivating and enabling others to contribute toward the 
effectiveness and success of the organization (McShane & Von Glinow, 2008). A leader’s behavior is 
very important regardless of varying situational conditions (Podsakoff, Niehoff, MacKenzie, & 
Williams, 1993). Actions by a leader can have a strong effect on the motivational and emotional 
states of followers and on the successful accomplishment of the task (Chemers, 2000). Leaders apply 
various forms of influence and arrange the work environment. Numerous aspects of the 
organizational culture are connected to the role of leaders in creating and maintaining particular 
types of culture (Ogbonna & Harris, 2000). Leadership makes its presence felt throughout the 
organization and its activities (Bass, 1990). 
 
Over the last century leadership has been a well researched subject and it is possible to identify five 
perspectives on leadership: Competency perspective, Behavioral perspective, Implicit Leadership 
perspective, Contingency perspective and the Transformational perspective (McShane & Von Glinow, 
2008).  
 
Competency Perspective 
Leadership from the competency perspective reflects the notion that people require specific 
Competences to fulfill leadership roles. Examples are emotional intelligence, integrity, drive, 
leadership motivation, self-confidence, intelligence and knowledge of the business. A limitation of 
this perspective (although gaining popularity) is: a universal list of traits for every situation is almost 
impossible in the complex world of leadership (McShane and Von Glinow, 2008). 
 
Behavioral Perspective 
Leadership from the behavioral perspective consists of people-oriented and task-oriented leadership. 
People-oriented behavior includes showing mutual trust and respect, demonstrating a genuine 
concern and having a desire to look out for the welfare of employees. Task-oriented behavior 
includes defining and structuring of work roles. Limitations of this perspective are that the categories 
are broad generalizations and do not identify the behavior specifically. Also the behavioral approach 
assumes that high levels of both styles are best in all situations, while in reality it depends on the 
situation (McShane & Von Glinow, 2008). 
 
Implicit Leadership Perspective 
Leadership from the Implicit Leadership Perspective consists of the collection of stereotyping, 
attribution errors and the need for situational control (McShane & Von Glinow, 2008). It questions 
the importance of leadership and is therefore not suitable for this research. 
 
Contingency Perspective 
Leadership from the Contingency Perspective (Path-Goal Leadership) receives support in scientific 
research by various authors (McShane & Von Glinow, 2008; House, 1971, 1977, 1996). House (1971) 
merged traditional behavioral approaches (people-oriented & task-oriented) with emerging 
developments in the study of motivation to understand the impact of the leader on the motivation 
and performance of followers (Chemers, 2000). According to the Path-Goal Theory the leader's main 
purpose is to motivate employees by helping them to see how their task-related performance could 
help them achieve their personal goals. It identifies four types of leadership (McShane & Von Glinow, 
2008; House, 1996):  

· Directive leader behavior (task-oriented): directed toward providing psychological structure.  
· Supportive leader behavior (people-oriented): directed toward the satisfaction of needs and 

preferences. 
· Participative leader behavior: directed toward encouragement of subordinate influence on 

decision making and work unit operations. 
· Achievement oriented behavior: directed toward encouraging performance excellence 
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Limitations of the Path-Goal Theory are that evidence is far from complete and few contingencies 
have no direct association with any leadership style. Also when the theory expands the model can 
become too complex for use (McShane & Von Glinow, 2008).  
 
Transformational Perspective 
The fifth and final perspective of leadership is the Transformational perspective (House, 1977; Burns, 
1978; Bass, 1985). Over the past twenty years, theories of charismatic, transformational and 
visionary leadership emerged to dominate much of the empirical and scientific literature on 
leadership (Tejeda, Scandura & Pillai, 2001). These theories investigate leader behaviors, which 
evoke confidence and acquire support of followers. This leadership often leads to productivity and 
satisfaction.  The Full Range Model of Leadership provides a more complete view on leadership and is 
perhaps the most widely cited theory of leadership (Tejeda, et al., 2001). This model consists of three 
leadership styles: transformational, transactional and laissez faire Leadership, with a total of eight 
dimensions (Bass & Riggio, 2006). The transformational perspective is currently the most popular and 
important perspective on leadership. Bass developed the Multifactor Leadership Questionnaire to 
measure the concepts of transformational, transactional and laissez faire leadership, which is most 
commonly administered to subordinates who rate how frequently their leader uses each type of 
behavior (Yukl, 1999). Transformational leaders are agents of change. They communicate, create and 
model a shared vision for team or organization and inspire their employees. There is considerable 
evidence that transformational leadership is effective and it has been positively related to 
performance and employee satisfaction (Tejeda et al., 2001).  
 
For further use in this research the Full Range Model of Leadership from the transformational 
perspective will be used (Burns, 1978; Bass, 1985; Bass & Riggio, 2006). This leadership model is 
chosen because of the characteristics of transformational leaders being agents of change (and 
change is what will occur at Bosch Security Systems). Transformational leaders can help an 
organization develop a new vision, gather support, guide the organization through a transformative 
phase and possess the capacity to institutionalize changes over time (Tichy & Ulrich, 1984). These 
leaders can create change by providing a vision that is attractive to followers, rather than creating 
dissatisfaction with the status quo. They create something new from something old. A good vision 
provides both a strategical and motivational focus (Eisenbach, Watson & Pillai, 1999). The Full Range 
Model of Leadership has a distinction between transactional and transformational leadership which 
can provide insight in differences between the locations of Bosch Security Systems.  
 

2.3 TRANSFORMATIONAL & TRANSACTIONAL LEADERSHIP 
The need for change within organizations and the need for leaders who can successfully manage 
change continue to grow. The importance of leadership to the change process is underscored by the 
fact that change requires creating a new system and then institutionalizing the new approaches. 
Transformational leadership qualities are uniquely appropriate for leading and bringing about change 
(Eisenbach et al., 1999; Daft, 2007). Transformational leaders encourage organizational innovation by 
creating a vision and at the same time creating an environment that supports exploration, risk taking 
and the sharing of ideas. Bass (1985) based his theory of transformational leadership on the 
conceptualization of Burns (1978). According to Burns, transformational and transactional leadership 
were opposite ends of a continuum. Bass did not agree and argued that they are separate, but 
complementary, concepts. According to him, transformational leaders not only display 
transformational, but also transactional leadership behavior (Avolio & Bass, 1988; Howell & Avolio, 
1993; Lowe, Kroeck & Sivasubramaniam, 1996; Judge & Piccolo, 2004). This means that the 
leadership styles are not opposite ends of a continuum, but both should be exhibited by managers. It 
is even said that transactional leadership is a pre-condition for transformational leadership. The 
theory of transformational and transactional leadership has undergone several revisions since it was 
conceptualized. The most recent version contains four dimensions of transformational leadership, 
three dimensions of transactional leadership and a non-leadership dimension (Judge & Piccolo, 
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2004). The dimensions of the leadership styles are explained (Bass, 1985; Burns, 1978; Deluga, 1990, 
Bass & Riggio, 2006): 
 
Transformational Leadership 
Leaders are proactive, raise follower awareness for transcendent collective interests and help 
followers achieve extraordinary goals. 

· Idealized Influence: the leader provides a sense of mission, wins the respect of followers and 
instills pride in his following. The leader reflects high levels of leader competency and 
trustworthiness. (Possible to divide further into attributed or behavioral idealized influence) 

· Inspirational Motivation: the leader articulates a compelling vision, sets attractive goals and 
is confident employees will achieve them. It involves emotional, morel or visionary goals. 

· Intellectual Stimulation: the leader stimulates employees to be innovative and creative by 
questioning assumptions and approaching old situations in new ways. It encourages 
employees to think independently and creatively and to move away from limitations. 

· Individualized Consideration: the leader approaches employees as individuals rather than as 
members of a group, pays special attention to their personal needs and goals for 
development by acting as coach or mentor. 

 
Transactional Leadership 
Leaders encourage an exchange process based on the fulfillment of contractual obligations and 
typically set objectives and monitor and control outcomes.  

· Contingent Reward: the leader clarifies the role, task requirements and targets and rewards 
for the employee, so it is clear when goals are achieved. 

· Management-by-Exception-Active: the leader actively monitors deviances of employees from 
standards, mistakes and errors and takes corrective action as necessary to ensure that 
standards are met. 

· Management-by-Exception-Passive: the leader waits passively until deviances from 
standards, mistakes and errors occur; and only then he corrects employees. 

 
Non-leadership 
Laissez Faire Leadership: The leader withdraws from leadership responsibilities. Leaders are reluctant 
to influence and give direction, and give considerable freedom of action. They do not use their 
authority. 
 

According to Bass (1999) most leaders have a profile of the full range model of leadership that 
includes both transformational and transactional factors. Transformational leadership styles build on 
the transactional leadership base. Transformational leadership complements transactional 
leadership and effective leaders show transactional leadership with additional transformational 
leadership. The transactional leader motivates the employee to perform as expected, while the 
transformational leader inspires followers to do more than originally expected. Transformational 
leaders therefore have followers who report greater satisfaction, more often exert extra effort, 
perform better and receive a higher rating of effectiveness and performance (Den Hartog, van 
Muijen & Koopman, 1997). In previous research transformational leadership has been positively 
correlated with how effective a leader is perceived by its employees. Overall it can be said that 
usually transformational leadership contributes to follower outcomes beyond transactional 
leadership (Hater & Bass, 1988). 
 

The transformational dimensions are the most active and effective (Mesu, van Riemsdijk, Sanders, 
2009). The managers who exhibit leadership from the Transformational Dimensions should have the 
most positive effect on their employees. Previous research on transformational and transactional 
leadership generally report statistic significant relationships between leader effectiveness and the 
transformational dimensions. Within the transactional dimensions the dimension of contingent 
reward has also been associated with effectiveness, but management-by-exception has had low 
correlations with effectiveness or even negative relations (Lowe et al., 1996). Other previous 
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research on the transformational and transactional dimensions, although conceptually linked, has 
also found differing effects. This empirical research shows that this is especially true for the 
dimensions of transactional leadership: Contingent Reward, Management-by-Exception-Active and 
Management-by-Exception-Passive (Mesu, van Riemsdijk, Sanders, 2009; Antonakis, Avolio and 
Sivasubramaniam, 2003; Tejeda, et al., 2001; Yukl, 1999; Den Hartog, van Muijen and Koopman, 
1997). Contingent reward has been related to transformational leadership. It is stated by Tejeda et 
al. that contingent reward possibly lies at the interface of what is perceived transformational and 
transactional. Another explanation might be that transformational leaders effectively and 
consistently employ contingent reward behavior. Lowe et al. (1996) observed the management-by-
exception dimensions and supports the contention that management-by-exception-active may be 
positive related to effectiveness, while management-by-exception-passive is to be considered as 
non-leader behavior; because it has zero or a negative effect relationship with effectiveness. Den 
Hartog et al. (1997) state that in theory, management-by-exception-passive is not the same as laissez 
faire leadership; with management-by-exception-passive the status quo is guarded and respected. 
With laissez faire leadership there is no attention for decision making and responsibility; behaviors of 
leadership. However, this distinction is not clear in the empirical data found in previous research. 
Both are extremely passive leaders, avoiding emerging issues rather than tackling them. Therefore, 
management-by-exception-passive seems closer related to laissez faire leadership and contingent 
reward seems closer related to the combined dimensions of transformational leadership (Yukl, 1999; 
Lowe et al., 1996).  
 

According to Bass (1990) many executives still feel that leadership is like the weather – something to 
talk about, or that leadership ability is mystical – one needs to be born with it. Actually, much can be 
done to improve leadership in an organization and change the current style of leadership to a more 
transformational.  
 

The previous research on transformational and transactional leadership has used the Multifactor 
Leadership Questionnaire. It has been revised several times, but in recent studies still modifications 
have been made to the MLQ. This could lead to an improvement of the measurement of Bass’ 
constructs, but it is also more difficult to compare the results of previous research (Tejeda, et al., 
2001). The discussion in literature about the dimensions of transformational and transactional 
leadership is apparent. Because of this discussion it is important to control what findings we will find 
by using the Multifactor Leadership Questionnaire. It is possible that factor analysis and reliability 
analysis on data found in this research might provide suggestions that the model used in this thesis 
should be adjusted.  
 

The first part of the research model is based on the theory on effective HRM implementation and 
theory on transformational and transactional leadership. Based on the theory discussed, 
transformational leadership is positively related effectiveness of HRM implementation and within 
transactional leadership, contingent reward is positively related to effectiveness of HRM 
implementation, management-by-exception-active is positive or zero related to the dependent and 
management-by-exception-passive is negatively related.  In this model it will be explored what the 
outcomes are for this case study.  
 
 

 

 Figure 1. Research Model: part 1. 
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It is important to not ignore the previous discussion about the Full Range Model of Leadership 
measured by the MLQ. As previously mentioned in theory it is discussed that the dimensions of 
transformational leadership receive evidence for their validity. Also it is discussed that contingent 
reward might be more related to transformational leadership and management-by-exception-passive 
might be more related to the dimension laissez faire. Bycio, Hackett and Allen (1995) argue that, if 
these relationships are true in the actual data found in the research, a simpler two-factor Active-
Passive model is a better reflection of this data. It is worth investigating this on the basis of the data 
found in this research and this might provide leads how to administer the model and maybe adjust 
the model based on those results. For an adjusted model the most likely composition would be as 
described below in table 1: 
 
Table 1: Possible Alternative Model Leadership Style 
Transformational Leadership Transactional Leadership  Non-leadership 

Idealized Influence Management-by-exception-active Management-by-exception-passive 
Inspirational Motivation  Laissez Faire  
Intellectual Stimulation   
Individualized Consideration   
Contingent Reward   

 
This would result into a model with transformational leadership having 5 dimensions, management-
by-exception-active as a single dimension and non-leadership with two dimensions. This will be made 
definite after factor analysis and reliability testing with collected data. We will come back to this in 
chapter 3: Method. 
 

2.4 FACTORS HINDERING EFFECTIVE HRM IMPLEMENTATION  
In section 2.1 effective implementation of HRM and devolution of HRM have been addressed. While 
investigating available literature on effective HRM implementation by managers and leadership style, 
theory emerged on factors that might interfere with the relationship between leadership and 
effective HRM implementation by managers. This section will provide more insight into this emerging 
topic. Next to the benefits of devolution of HR-practices to managers there are also disadvantages. 
Problems could arise by giving managers the authority to execute HR-practices (Renwick, 2003; 
McGovern, Gratton, Hope-Hailey, Stiles and Truss, 2007). For instance, managers are in generally 
seen as reluctant, not capable or unmotivated to take on HR-related issues (Hall & Torrington, 1998; 
Hope Hailey, Farndale & Truss, 2005). 
 
Different authors have identified factors that influence the effectiveness of the implementation of 
HRM by managers. First, Bond & Wise (2002) identified a number of issues around the consequences 
of devolution: lack of consistency of application, lack of competence/skills of line managers, lack of 
management time and increased workload, lack of training and support for line managers, and 
unwillingness of personnel professionals to let go of traditional personnel duties. Secondly, Nehles, 
van Riemsdijk, Kok and Looise (2006) identified five factors affecting the effectiveness of line 
managers to execute HR-practices. These factors are: desire to perform HR responsibilities, sufficient 
capacity to spend time on personnel and operational responsibilities, availability of sufficient HR-
related competences, support and advice from HR managers and availability and application of policy 
& procedures concerning HR responsibilities. Third, McGuire et al. (2008) identified enablers and 
inhibitors. The enablers of line manager HR involvement are: greater degrees of responsibility and 
task variation, HR information systems, close relationships with employees and formation of strategic 
partnerships. The inhibitors of line manager HR involvement are: lack of training and support, excess 
workload, short-term priorities surpassing long-term development initiatives and political pressures. 
 
There are similarities between the factors of these authors. In this theoretical framework the 
constraining/effectiveness factors identified by Nehles et al. (2006) are the most suitable to explore. 
The model of Nehles et al. (2006) and Bos – Nehles (2010) already has been researched for the effect 
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on effective HRM implementation and the model is the most complete from the above mentioned. 
The factor desire of line managers is not taken into account in other models, whereas desire can be 
an important predictor of effective HRM implementation. The five effectiveness factors by Bos-
Nehles (2010) will be further explained. 
 

2.5 CONSTRAINING/EFFECTIVENESS FACTORS HINDERING IMPLEMENTATION OF HRM 
The five constraining/effectiveness factors identified by Nehles et al. (2006) and Bos – Nehles (2010) 
could have a hindering effect on the implementation of HRM by managers. In this section these 
constraining/effectiveness factors will be further explained.  
 
Competences  
The experience and ability of line managers to take responsibility for HR issues may present a major 
barrier to devolvement (McGuire et al, 2008). It is possible that line managers do not have the skills 
and competences necessary to effectively perform the HR-aspects of their jobs (Hope Hailey, 
Farndale & Truss, 2005; Whittaker & Marchington, 2003). Competences in performing HR-activities 
can be developed through training (Nehles et al., 2006). Harris, Doughty and Kirk (2002) suggest that 
line managers do not know what their new role in HR entails and what skills are necessary and that 
few organizations provide the necessary training. Support and training from HR managers can 
develop these competences of line managers (Brewster & Larsen, 1992; Huselid, 1995). 
 
Desire  
Willingness and motivation of line managers is an essential condition to successfully implement HRM 
(Nehles et al., 2006). Personal incentives for using HR-practices involve intrinsic motivation to take on 
HR responsibilities (McGovern, 1999; Harris, Doughty & Kirk, 2002). Extrinsic motivation can 
persuade line managers to seriously reconsider their activities in HR-practices. This can be created by 
institutional incentives (McGovern, 1999; Whittaker & Marchington, 2003). Desire displays the 
willingness and enthusiasm of the line managers to execute HR-practices. 
 
Capacity  
Time should be available for line managers to implement HRM successfully (Nehles et al., 2006). 
Usually line managers are assigned to HR-tasks without having their regular tasks reduced (Brewster 
& Larsen, 2000). Short term operational tasks often get priority (Renwick, 2000). This might conclude 
that line managers do not have enough time to execute HRM (Gratton, Hope Hailey, Stiles and Truss, 
1999). Also excess workload can lead to feelings of incompetence among line managers and 
reluctance to take on responsibility for devolved HR-activities (McGuire et al., 2008). 
 
Support 
HR specialists and line managers should work together to implement HR-activities. Interaction is 
essential for the implementation of HRM by line managers (Brewster & Larsen, 2000). Good advice 
and clear coaching are important predictors for the implementation (Whittaker & Marchington, 
2003). If the HR-department is unwilling to provide support the line managers will lack sufficient HR 
skills (Gennard & Kelly, 1997; Renwick, 2000; Nehles et al., 2006). The HR-department must ensure 
that they are open and approachable for all questions that line managers may have (Hall & 
Torrington, 1998). 
 
Policy & procedures  
Well stated HR policy and procedures guide the line manager towards the execution of HR-practices 
(Gennard & Kelly, 1997). A consistent approach of the use and application of HR-practices is 
necessary. This should lead to a standardized application where individual judgment and bias are 
reduced to a minimum (Brewster & Larsen, 2000). This is necessary to make it clear to line managers 
which responsibilities of HR are devolved to them (Lowe, 1992, McGovern, 1999, Nehles et al., 2006). 
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It is often observed that there is a gap between what is required of HR and what is actually delivered 
by line managers (Purcell & Hutchinson, 2007). Recently empirical driven research by Bos – Nehles 
(2010) on the effect of these five factors on the execution of HRM by managers and the perceived 
implementation of HRM (by employees) has concluded the following: First, the 
constraining/effectiveness factors do not really hinder their implementation effectiveness in the 
managers’ perception. This is contrary to the expectations of the research. Secondly, in general 
employees are satisfied with the implementation of HRM by their managers. Third, the only factor 
which significantly influences the implementation of HRM is the factor competences of managers. 
The more managers feel they are competent in executing HR-practices, the more positive their 
implementation of HRM is perceived by their subordinates. Fourth, capacity, support and policy & 
procedures do not hinder effective implementation of HRM, and fifth, desire of managers to execute 
HR has an effect, but it is a negative effect. So the more desire they have to effectively implement 
HR, the less they actually succeed at this task. 
 
HR effectiveness has an impact. According to Ulrich (1997) evidence is emerging which demonstrates 
the impact of HR-practices on business results. To be effective in the highly competitive 
environment, management activities need to devote a significant amount of skill, knowledge and 
attention to human resources (Belout, 1998). So, in addition to HR professionals, managers are held 
accountable, not only for the leadership process, but also for performing HR-practices (Yeung, 1997). 
Helping employees to develop their fullest potential, as an example, is an integral part of 
transformational leadership (Keegan & Den Hartog, 2004), but it is also an HR responsibility of every 
manager. This is an example that leadership and the implementation of HR-practices are often 
interwoven. Therefore it is suggested that HR implementation effectiveness might be influenced by 
the leadership of the manager, and it might be possible that this relationship is moderated by the 
five constraining/effectiveness factors.  
 
In previous research several aspects have been used as moderators between the relationship of 
leadership style and an effectiveness of implementation. Lowe, et al., (1996) state that the potential 
of moderators on the relationship between transformational leadership and effectiveness, has not 
been empirically exhausted yet. Research has shown that effectiveness of HRM implementation 
influences organizational effectiveness. So it can provide insight and suggestions for 
recommendations to investigate whether the constraining/effectiveness factors moderate the 
relationship between leadership and effective HRM implementation.  
 
The research model will take up all five constraining/effectiveness factors as moderating variables, 
because this model is explorative. As mentioned before, the first part of the research model 
investigates differences in leadership style and whether the leadership style has an effect on 
effective implementation of HRM. Subsequently, we explore whether the constraining/effectiveness 
factors moderate the relationship between leadership style and effective HRM implementation.  
 

 
 
Figure 2: Research model part 2. 
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2.6 THEORY APPLIED TO BOSCH SECURITY SYSTEMS 
 
In this paragraph the three theoretical subjects are applied to the situation at Bosch Security 
Systems. It will become clear why it is relevant to investigate these subjects at Bosch Security 
Systems.  
 
HR-practices at Bosch Security Systems are devolved to the line. Managers are responsible to carry 
out a combination of HR-practices. HRM at Bosch Security Systems is implemented by managers. 
Managers have an important and difficult task to implement HRM and stimulate employees involved 
in the organizational change process so they will develop and are mobilized for the success of the 
change effort (Doorewaard & Benschop, 2003). Effective HRM implementation refers to the 
satisfaction of employees with the way their managers carry out the HR-activities in practice. It is the 
employee’s experience of implemented HR-practices that will eventually determine organizational 
performance (Khiljii & Wang, 2006). In this research we will explore whether HRM is implemented 
effectively by managers at Bosch Security Systems. When this is done effectively this can, not only, 
result in enhanced organizational performance, which is good for Bosch Security Systems, but also 
have a positive effect on openness to change of employees. This last effect is relevant in the current 
situation of relocation and integration at Bosch Security Systems.  
 
In the second step of the research model leadership and effective HRM implementation come 
together. In the introduction it is stated that leadership styles between the locations of Breda and 
Eindhoven might differ from each other. This supports the part of the research model where 
differences between the locations of Breda and Eindhoven in transformational, transactional or 
laissez faire leadership style are explored. It is also assumed by the management of Bosch Security 
Systems that the management style at BSS Eindhoven is more active and visionary than the 
leadership style at BSS Breda.  
 
The different leadership styles at Bosch Security Systems might also affect effective HRM 
implementation differently. Because of the results in previous research, discussed in previous 
paragraphs, it might be possible that transformational leadership has a positive effect on effective 
HRM implementation and it might be possible that transactional leadership has a negative effect on 
effective HRM implementation. This is relevant for Bosch Security Systems because, in the situation 
of occurring change, it is relevant to have managers which are more effective than others. The 
research model supports the exploration of the relationship between leadership style and effective 
HRM implementation and which leadership style implements HRM most effectively.  
 
Finally, the third step of the research model introduces the constraining/effectiveness factors. The 
HR-department at Bosch Security Systems is one department divided over two locations. The same 
rules and approaches are used to instruct, advise and guide the managers with conducting their HR-
practices. Therefore it is interesting to see what constraining/effectiveness factors the managers 
perceive as hindering and if these factors affect the relationship between leadership and effective 
HRM implementation. The constraining/effectiveness factors are very concrete, which can provide 
solid recommendations for the HR-department.  
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2.7 RESEARCH MODEL 
 
To summarize: The first goal of this research is to explore whether there are differences in leadership 
style between the Bosch Security Systems locations of Breda and Eindhoven. The second goal is to 
explore whether these differences in leadership style influence the effective implementation HRM on 
the work floor. During the composition of the theoretical chapter a third variable emerged: 
constraining/effectiveness factors. An additional research question is formulated. The following 
research questions will be answered in this thesis:  
 

 

 
These research questions will be explored by using the following model: 
 

 
 
Figure 3: Research Model  

 
 
This model indicates that I will explore differences in leadership style between the Bosch Security 
Systems locations of Breda and Eindhoven. I will investigate whether these leadership styles of the 
managers at Breda and Eindhoven have an effect on effective HRM implementation. Furthermore, I 
will explore the possibility of a moderation effect of the constraining/effectiveness factors on the 
relationship between leadership style and effective HRM implementation.   

4. To what extent do managers at BSS locations Breda and Eindhoven differ in leadership style? 

5. To what extent does leadership style affect effective HRM implementation? 

6. To what extent do constraining/effectiveness factors moderate the relationship between 

leadership style and effective HRM implementation? 
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3 METHOD 
In this section information will be given on the cases of the research, the measures used to collect 
data, the procedure of the research and the analysis of the data. 

3.1  CASES 
The research model involves research on two groups from the population of Bosch Security System. 
The first group is managers of BSS Eindhoven and Breda and the second group is employees of Bosch 
Security Systems Eindhoven (EHV) and Breda (BDA). 
 
Managers BSS Eindhoven and Breda 
The total population of Bosch Security Systems managers consists, on the 1st of July 2010, of 49 
managers. The definition of managers in this case is: Every manager in the organization of Bosch 
Security Systems Eindhoven and Breda that directs at least 3 employees and has his base in either 
Eindhoven or Breda. It is important that the sample, visible in table 2, is representative for the 
organization and has a good distribution considering the locations of Eindhoven and Breda.  
 
Table 2: Population and Sample of Managers 

 BDA EHV Total 

Managers population 
Managers sample 
% of managers 

24 (2 TB) 
24 (2 TB) 

100% 

25 
25 

100% 

49 
49 

100% 
(TB=Tilburg) 

 
The response of managers is 100%. The spread between managers from Breda and Eindhoven is 
almost equal. Two managers have their responsibilities in Tilburg. For anonymity reasons, and 
because they report to their manager in Breda, they will be part of the sample from Breda in the 
analysis. The departments of the Product Line Care Solutions and After Sales Service (total of 3 
managers) will be left out in the analysis, because, at the time of research, it was known that those 
departments would separate from Bosch Security Systems NL. This brings the total of managers to 
46. The managers at the two locations have different responsibilities. The spread among 
departments is visible in table 3: 
 
Table 3: Spread of Managers among Departments 

 Mng 
BDA 

Mng 
EHV 

Total 

Business Line Public Address & Conference Systems 
- R&D 
- Other management functions 

 
6 mng 
5 mng 

  
 

11 mng 
Business Unit Video Systems 

- R&D 
- Other management functions 

 
 

 
4 mng 
7 mng 

 
 

11 mng 
Regional Sales Organization 

- RSO Video Systems 
- RSO PACo 
- RSO Logistics & Order desk 

 
 

4 mng 
4 mng 

1 mng 
3 mng 

 

 
 
 

12 mng 
National Sales Organization  5 mng 5 mng 
Export  1 mng 1 mng 
Staff (General Management, HR, IT, finance & Facility Management) 2 mng 4 mng 6 mng 
Product Line Care Solutions (sold 01 – 09 – 2010) 1 mng  1 mng 
After Sales Service  
(Moved to Germany 01 – 08 – 2010) 

2 mng  2 mng 

Total 21 mng 25 mng 46 mng 
Grey departments have been left out in total calculation. 
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The National Sales Organization and Export departments will be taken together in the analysis, 
because the management of Export only consists of one manager.  
 

Table 4 presents additional information on the managers. The gender of all managers from Breda is 
male (21). In Eindhoven there is one female manager (1), all the other are male (24).  
 

Table 4: Age and Education of Managers for Locations Breda and Eindhoven 

Age  Mng BDA Mng EHV  Education  Mng BDA Mng EHV  
16-25  - -  Primary  - -  
26-35  3 1  Secondary  - 1  
36-45  9 15  Middle Vocational  1 1  
46-55  4 7  Higher Vocational  16 16  
56-65  5 2  University  4 7  

Total  21 25  Total  21 25  
 

Employees BSS Eindhoven and Breda 
In the tables below an overview is given of the respondents and total employee population for the 
locations of Breda and Eindhoven. A total of 177 employees completed the questionnaire. Again, the 
departments of the Product Line Care Solutions and After Sales Service (total of employees) are left 
out, because, at the time of research, it was known that those departments would separate from 
Bosch Security Systems NL. The spread, sample and population are visible in tables 5 and 6.  
 
Table 5: Sample and Population of Bosch Employees Breda 

Employees Breda Sample BDA Pop. 
BDA 

% of 
total 

Business Line Public Address & Conference Systems 
- R&D 
- Other functions 

 
31 
15 

 
66 
27 

 
47% 
56% 

Regional Sales Organization 
- RSO PACo 
- RSO Logistics & Order desk 

 
4 

13 

 
21 
34 

 
19% 
38% 

Staff 18 29 62% 

Product Line Care Solutions (sold 01–09–‘10)  12  
After Sales Service (Moved to Germany 01–08–‘10) 8 13 32% 

Total (Missing 1) 81 177 46% 
grey = not part of total.  
 

The department RSO PACo is very poorly represented (19%) and on the basis of that sample no 
reliable conclusions can be drawn for the department.  
 

Table 6: Sample and Population of Bosch Employees Eindhoven 

Employees Eindhoven Sample EHV Population 
EHV 

% of total 

Business Unit Video Systems 
- R&D 
- Other management functions 

 
35 
14 

 
94 
28 

 
37% 
50% 

Regional Sales Organization 
- RSO Video Systems 

8  
17 
16 

24% 

National Sales Organization & Export 22 52 42% 

Staff 5 13 38% 
Total (Missing 3) 84 218 39% 

 
The total population of Bosch Security Systems employees consists, on the 1st of July 2010, of 377 
permanent employees and 43 temporary employees (between 0 and 2 years of employment through 
an agency). The number of respondents of permanent employees is 150 (78 Breda, 72 Eindhoven). 
The response is 40% of all employees with a permanent contract. The number of respondents of 
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employees on a temporary contract is 23 (11 Breda, 12 Eindhoven). 4 employees have not indicated 
what type of contract they have at Bosch Security Systems and have been taken up in the tables as 
missing (1 Breda, 3 Eindhoven). The total of employee respondents is n=177; this is a response of 
42% of the total population. Leaving out the departments of Care Solutions and After Sales Service, 
the total of employee respondents is n=169; this is a response of 43 % of the total population.  
 
Tables 5 and 6 indicate that for employees the sample is slightly more representative for the location 
Breda than for the location Eindhoven. The RSO departments for Public Address and Conference 
Systems and Video Systems are underrepresented compared to other departments. The sample does 
not provide any problems for analysis. 
 
Table 7: Gender, Age and Education of Employees for Locations Breda and Eindhoven 

Gender Empl  
BDA 

Empl  
EHV 

Age Empl  
BDA 

Empl  
EHV 

Education Empl 
 BDA 

Empl  
EHV 

Male 67 75 16-25 9 6 Primary - - 
Female 14 8 26-35 16 16 Secondary 4 6 
   36-45 22 30 Middle Vocational 19 12 
   46-55 14 13 Higher Vocational 47 50 
   56-65 13 11 University 10 16 

Total  81 83 Total 74 76 Total 80 84 
Missing  1 4 Missing 9 11 Missing  3 

 
The presented characteristics of employees show that the sample is fairly similar between the 
locations of Breda and Eindhoven. The descriptive statistics show an almost equal spread of gender, 
age and education in table 7. With this in mind in the next section the measures used to collect data 
will be further explained.  
 
Focus Groups  
After collecting quantitative data focus groups have been organized to collect additional qualitative 
data to provide nuances and different perceptions. The total amount of participants to these focus 
groups is 25. All participants have previously filled out at least one of the questionnaires.  

- From Eindhoven 6 employees and 10 managers participated in the focus groups 
- From Breda 4 employees and 5 managers participated in the focus groups 

These amounts are considerable smaller than the samples that participated in the questionnaire. 
Therefore the results from the focus groups are included as extra information, comments and 
perceptions to the found quantitative data. The empirical data from the questionnaires will provide 
the most reliable data.  
 

3.2 MEASURES 
To measure the dependent, moderating and independent variables of the research model two 
questionnaires were used (appendix 1 & 2 for English versions, appendix 3 & 4 for Dutch versions). 
The dependent factor effective HRM implementation and independent factor leadership style were 
part of the questionnaire for employees. The moderating factor of constraining/effectiveness factors 
was part of the questionnaire for managers. The composition of the questionnaires was based on 
questionnaires from previous research to ensure validity and reliability.  
 

3.2.1 DEPENDENT VARIABLE: EFFECTIVE IMPLEMENTATION OF HRM 

The dependent factor of effective implementation of HRM is defined as the satisfaction felt by 
employees with the implementation of HRM by their manager (Bos-Nehles, 2010). Employees were 
asked to rate their level of satisfaction with how their manager implements HRM and executes HR-
tasks. Answers could be given on a five point Likert-scale ranging from ‘dissatisfied’ to ‘satisfied’ The 
satisfaction is measured on the implementation of six HR-practices: Administrative tasks related to 
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managing the team, personnel planning and changes, recruitment and selection of new employees, 
training and evaluating employees, determining and discussing salary and guiding, advising and 
motivating the team. The selection of these tasks was made by Bos – Nehles (2010) and was based 
on Truss (2001). The total measure consists of 30 items.   
 

3.2.2 INDEPENDENT VARIABLE: LEADERSHIP STYLE 

The independent factor style of leadership is administered to employees who rate how frequently 
their leader uses each type of behavior. Employees answer the questions about style of leadership of 
their own direct manager. The style of leadership questionnaire is based on the Multi-Factor 
Leadership Questionnaire (Bass & Avolio, 2004) used to measure leadership. This scale was 
translated into Dutch by Mesu, van Riemsdijk and Sanders (2009). Employees were asked how 
frequently their managers demonstrated certain leadership behavior on a five-point scale (from ‘not 
at all’ to ‘frequently, if not always’). This research is mainly interested in leadership behavior; 
therefore the ‘attributed’ items of idealized influence were discarded. The questionnaire consists of 
32 items: 16 items for transformational leadership, 12 items for transactional leadership and 4 items 
for laissez faire leadership. 
 

3.2.3 MODERATING VARIABLE: CONSTRAINING/EFFECTIVENESS FACTORS 

The independent factor of constraining/effectiveness factors is measured in the questionnaire for 
managers. Managers are first asked how much time they spend on HRM tasks. Managers could 
answer on a five point scale ranging from ‘a little time’ to ‘a lot of time’. Next managers could answer 
on the same tasks how much time they should spend to achieve the optimal result. The answer could 
be given on a three point scale ranging from ‘less time’ to ‘more time’.  
 
Furthermore items have been taken up that measure the specific constraining/effectiveness factors: 
desire, competences, capacity, support and policy & procedures (for operationalization of these 
constructs, see appendix 5). Bos – Nehles (2010) has measured these factors, performed factor 
analysis and in this research constructs based on that research will be used. Desire was based on the 
constructs intrinsic motivation, identified regulation, amotivation and value added and consists of 15 
items. The factor competences was based on the constructs occupational self-efficacy and training 
and consists of 9 items. Capacity was based on the construct role overload and consists of 5 items. 
Support was based on the constructs HR services and HR behavior and consists of 14 items. Finally, 
policy & procedures was based on the constructs role conflict, role ambiguity and user friendliness of 
HR forms and consists of 16 items. The items could be answered by using a five point scale ranging 
from ‘disagree’ to ‘agree’. 
 

3.2.4 CONTROL VARIABLES 

To reduce the risk of false results because of other variables interfering with the outcomes it is 
necessary to control with certain control variables. Characteristics of managers that might influence 
the outcomes of leadership but also the outcomes of constraining/effectiveness factors are: the age 
of managers and their experience and training, the length of employment of managers, the span of 
control and the hierarchical position.  
 

3.2.5 FOCUS GROUPS 

The focus groups took place after a first analysis of the results of the previous sections. The focus 
groups aim to provide extra qualitative information to further confirm or question the results found 
by the quantitative measures. In the focus groups the data has been selected to be presented and 
the participants have been asked to react to the provided data and answer questions asked by the 
researcher. The focus groups have been recorded to ensure the best capture of the information.   
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3.3 PROCEDURE 
After having selected the measures, they were pre-tested by the first employees and managers that 
filled in both questionnaires. The first five managers and the first five employees were asked to fill in 
all their remarks on the questionnaire and the time in which they completed the questionnaire. This 
lead to some minor adjustments in the questionnaires. Spelling mistakes were reduced and some 
sentences were re-formulated. The most important change was that the category ‘not applicable’ 
was added to the constructs of leadership style. This change was implemented to avoid missing 
values.  
 
The organizational climate at Bosch Security Systems is quite sensitive. Also the employees have 
been exposed to several questionnaires in the last year. The sensitivity meant that employees are 
reluctant to take part in research in which anonymity is not guaranteed. Also the exposure meant 
that a different approach was suitable for this organization. This situation made that the research 
was very vulnerable to premature failure, because of possible low response rates, and it was 
important to minimize this risk. Secondly, it was important for the research to be able to link the 
questionnaires of employees to the questionnaires of their managers, which might raise questions 
about anonymity. Without this link the analyses could not be performed as planned with 
relationships between the right variables. This is why the procedure was the following. 
 
All managers were requested to accept an appointment with the researcher. The expectation was 
that the managers would find it difficult to be subject of the research. With this meeting more 
information was given about the goal of the research, the results and consequences of conclusions 
and recommendations, anonymity and the usage of data. In the meeting all managers were asked to 
fill in the questionnaire directly. Through the meeting it was possible to assign which questionnaire 
belonged to which manager without asking for the name in a question. In the meeting the oral 
agreement was made that the data would be treated anonymous in the processing of the data into 
the results. Most managers have been asked to fill in two questionnaires: The questionnaire for 
managers and the one for employees, because they also have a manager that manages them within 
Bosch Security Systems Eindhoven & Breda. 
 
Employees have been approached in their offices. On numeral occasions the researcher has dropped 
in to ask employees to fill in the questionnaire. Consequently it was communicated that the 
researcher was available to pick-up the filled-in questionnaires on specific dates. Also it was possible 
to send the questionnaires through internal Bosch mail to the researcher. It was possible to link 
these questionnaires to the specific managers because the first question of the questionnaire asked 
who the manager is of the specific employee.  
 

3.4 ANALYSIS 
Of the dependent, independent and moderating variables the descriptive statistics, made out of 
frequencies, means and standard deviations, were analyzed to get results about the population of 
managers and sample of employees at Bosch Security Systems. In the following steps irregularities in 
the data were checked. A reliability analysis was performed to measure the reliability through 
Cronbach’s alpha and when the data showed irregularities also an exploratory factor analysis was 
used to explore the loading of items on the factors. In these cases the variables were explored using 
factor analysis with varimax rotation.  
 

3.4.1  DEPENDENT VARIABLE: EFFECTIVE IMPLEMENTATION OF HRM 

In table 8 the results are shown for the reliability analysis of the constructs of effective HRM 
implementation. It is visible that all constructs have a Cronbach’s alpha above .8 and the overall 
Cronbach’s alpha is very high with .97.   
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Table 8: Reliability Analysis Effective HRM Implementation 

Reliability 
Analysis 

Construct Cronbach’s 
alpha 

Dimensions Cronbach’s 
alpha 

Effective HRM 
Implementation 

Administrative tasks related to 
managing the team 

.89   

 Personnel planning and changes .92   
 Recruitment and selection of new 

employees 
.89   

 Training and evaluating employees .95   
 Determining and discussing salary .97   
 Guiding, advising and motivating the 

team 
.93 Effective HRM 

Implementation 
.97 

 

These figures provide enough strength to rely on the measure for effective HRM implementation for 
the analysis.  
 

3.4.2 INDEPENDENT VARIABLE: LEADERSHIP STYLE 

In this section the reliability of leadership style will be investigated to provide a solid measure for 
further analysis. In the theoretical framework an overview was given on the discussion about the 
dimensions of transformational, transactional and laissez faire leadership. Because of this discussion 
an exploratory factor analysis with varimax rotation has been performed.  
 
The factor analysis (see appendix 6) shows that the four dimensions of transformational leadership 
and contingent reward, the first dimension of transactional leadership, load on to the same factor. It 
also shows that management-by-exception-passive and laissez faire leadership load onto the same 
factor. Finally it shows that management-by-exception-active loads onto two different factors. The 
possible alternative model as described in the theoretical framework has exactly been reproduced by 
the data found. Before any adjustments are made a reliability analysis is performed.  
 
The reliability statistics for the dimensions of transformational, transactional and laissez faire 
leadership are reported in table 9.  
 
Table 9: Reliability Analysis Leadership Style 

Factors Dimension Cronbach’s alpha 

Leadership Style Transformational Leadership .91 
 Transactional Leadership .46 
 Laissez Faire Leadership .58 

 

Transformational leadership has a high  of .91. However, transformational leadership also has the 
most items. Transactional leadership (.46) and laissez faire leadership (.58) both have ’s that are 
below the .70 criterion. As discussed, and as indicated by the factor analysis, the Cronbach’s alpha 
would probably be higher with a different arrangement of the dimensions. In the following table, 
contingent reward is added to the dimensions of transformational leadership and management-by-
exception-passive is combined with laissez faire leadership.  
 
Table 10: Reliability Analysis Leadership alternative model  

Factors Dimension Cronbach’s alpha 

Leadership Style Transformational Leadership + Contingent Reward .93 
 Management-by-exception-active .56 
 Laissez Faire Leadership & Management-by-exception-passive .82 

 
As is visible in table 10, when contingent reward is added to the transformational dimensions, the  
increases to .93 (with 20 items). Also, when management-by-exception-passive is included in the 
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laissez faire dimension the  increases to .82 (with 8 items). The  of management-by-exception-
active, as a single dimension, when contingent reward and management-by-exception-passive are 
left out, also increases to .56 (with 4 items). This figure is still below the .70 criterion.  
 
This research is focused on exploring differences between the Bosch locations Breda and Eindhoven 
and investigating if leadership has an influence on effective HRM implementation. The argument of 
Bycio, et al. (1995), noted in the theoretical framework and confirmed by other authors (Waldmann, 
Bass & Einstein, 1987 and Medley & LaRochelle, 1995), for a better reflection of the data in a simpler 
two-factor active-passive model is considered, because of the results of factor analysis and reliability 
analysis on the data. This means that the dimensions are split in active leadership and passive 
leadership. The dimensions of transformational leadership and contingent reward will then make-up 
active leadership and the dimensions of management-by-exception-passive and laissez faire make-up 
passive leadership. Because management-by-exception active loads on two different factors and has 
a Cronbach’s alpha of only .56, which does not meet the criterion, the decision has been made to 
exclude this dimension from the analysis. The data show enough evidence that this alternative two-
factor model suits this research. In table 11 an overview is given of the dimensions for analysis.  
 
Table 11: Adjusted Dimensions Alternative Active-Passive leadership model 

Active Leadership  Passive leadership 

Idealized Influence Management-by-exception-active Management-by-exception-passive 
Inspirational Motivation  Laissez Faire  
Intellectual Stimulation   
Individualized Consideration   
Contingent Reward   

 
This has resulted in an alteration of the research model for leadership style. The model is now the 
following: 
 

 
 
Figure 4. Alternative Research Model based on Factor and Reliability Analysis  

 

3.4.3 MODERATING VARIABLE: CONSTRAINING/EFFECTIVENESS FACTORS 

In this section the reliability of the constraining/effectiveness factors will be investigated to provide a 
solid measure for further analysis. First a reliability analysis is performed. In table 12 the results are 
shown for the reliability analysis of the constraining/effectiveness factors. It is visible that the 
dimensions of Competences, Support and Policy & Procedures meet the .70 criterion for . It is also 

visible that the dimensions of Desire and Capacity do not meet the criterion for  of .70. 
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Table 12: Reliability Analysis Constraining/Effectiveness Factors  

Factors Dimensions Cronbach’s alpha 

Constraining/ effectiveness Factors Desire .67 
 Capacity .50 
 Competences .78 
 Support .92 
 Policy & procedures .78 

 
Subsequently a factor analysis and reliability analysis were also used to investigate the reliability of 
the constraining/effectiveness factors. In Appendix 7 & 9 the details on the factor analysis and 
reliability analysis are given. It had to be considered if the dimensions Desire and Capacity could be 
used for analysis in its original composition.  
 
Desire 
The dimension desire is made up out of four constructs: intrinsic motivation, identified regulation, 
amotivation and value added. The factor analysis in appendix 7 shows that the items of identified 
regulation load onto different factors. Removing the items of identified regulation increases the 
Cronbach’s alpha to .74. This  is sufficient and meets the .70 criterion (see table 13). In appendix 9 it 
is visible which items have been removed for the analysis.  
 
Capacity 
The dimension capacity is made up out of five items. Because of the little amount of items it is not 
possible to adjust this dimension unlimited. A reliability analysis shows that if item 4 is removed, the 

 increases to .61 (see table 13). It is not possible, by removing other items, to increase the 
Cronbach’s alpha any further. 
 
Table 13: Reliability Analysis Constraining/Effectiveness Factors Adjusted Measure  

Factors Dimensions Cronbach’s alpha 

Constraining/ effectiveness Factors Desire .74 
 Capacity .61 
 Competences .78 
 Support .92 
 Policy & procedures .78 

 

3.4.4 FURTHER ANALYSIS 

After processing the above statistics the data was used to investigate the research questions and the 
relations stated in the model with leadership style (questionnaire employees) and constraining/ 
effectiveness factors (questionnaire managers) as independent variables and effectiveness of HRM 
implementation (questionnaire employees) as dependent variable. Descriptive statistics of the 
results will be given for Bosch Security Systems as a whole, for the locations of Breda and Eindhoven 
and also related to other contextual factors. Differentiation in the analysis has also been made on the 
variables of gender, age, fixed or temporary personnel, education and length of employment. 
Furthermore T-tests will be used for further comparisons between the locations of Eindhoven en 
Breda and testing for significance, e.g. between departments.  
 
Correlation and regression analyses are attractive because they are appropriate any time when a 
research problem involves a dependent variable that is measured and has one or more independent 
variables (Schwab, 2007). To explore the relationships of the research questions correlation and 
multiple regression analysis are used. Interaction is measured by standardizing the possible 
moderating variables and adding them to the regression analysis.  
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4. RESULTS 
In this section the data has been analyzed and the results will be provided to answer the central 
research questions of this thesis. 

4.1 DIFFERENCES IN LEADERSHIP STYLE BETWEEN LOCATIONS BSS BREDA AND EINDHOVEN 
In order to answer our first research question “To what extent do managers at BSS locations Breda 
and Eindhoven differ in leadership style?”, we need to investigate what the leadership style is at the 
location of Bosch Security Systems Breda and at the location of Eindhoven. Furthermore we have to 
compare the samples and investigate if there are significant differences between the two.  
 
It might seem that the differences between the ratings on the scales are quite small. To interpret 
these results it is also possible to look at the scale in a different way. The scale is made up out of 4 
pieces and each piece of this scale represents 25 percent of the whole scale. Employees could rate 
managers using the different leadership styles on a 5 point scale with the categories: (1) not at all; (2) 
once in a while; (3) sometimes; (4) fairly often; (5) frequent, if not always. 
 
Table 14: Descriptive Statistics and T-test for Leadership Style 

 Breda  Eindhoven  t-value p≤ 

Sample n=79  n=90    
Active Leadership 3.32 (.63) 3.53 (.63) -2.16 .032* 
Passive Leadership 2.46 (.71) 2.38 (.62) .80 .424   

*p ≤ 0.05  ** p ≤ 0.01   

 
The data in table 14 shows that the managers at BSS Eindhoven use a more active leadership style 
than the managers of Breda. It also shows that they use a less passive leadership style than the 
managers of Breda. To recollect, in paragraph 2.6 it is stated that the management of Bosch Security 
Systems assumes that the leadership style of managers at BSS Eindhoven is more active than the 
leadership style of managers at BSS Breda. The results on the t-test support this assumption. Not 
only do the managers of BSS Eindhoven score higher on the active leadership style, but the 
difference is also significant. This means that the differences between the locations Breda and 
Eindhoven for active leadership are significant with an  of 0.05 (df=167, t=-2.16, p=.03). The 
differences between the locations for passive leadership are not significant (df=167, t=.80, p=.42).   
 
The dimensions of active and passive leadership are made up of sub-dimensions. Active leadership 
contains the four dimensions of transformational leadership and contingent reward. Passive 
leadership contains management-by-exception-passive and laissez faire leadership.  
 

Table 15: Descriptive Statistics and T-test Sub-Dimensions of Leadership Style 

  Breda Eindhoven t-value p≤ 

Sample  n=79  n=90    
Active Leadership Idealized Influence 3.24 (0.75) 3.37 (0.63) -1.26 .21 
 Inspirational Motivation 3.40 (0.80) 3.78 (0.72) -3.24 .00** 
 Intellectual Stimulation 3.37 (0.68) 3.52 (0.70) -1.43 .15 
 Individualized Consideration 3.30 (0.75) 3.48 (0.80) -1.49 .14 
 Contingent Reward 3.31 (0.67) 3.52 (0.74) -1.92 .06* 

Passive Leadership Management by Exception Passive 2.64 (0.82) 2.59 (0.78) .38 .70 
 Laissez Faire 2.28 (0.74) 2.16 (0.59) 1.13 .26 

*p ≤ 0.05   ** p ≤ 0.01 

 
Table 15 shows when comparing the locations on the basis of these sub-dimensions, differences 
between the two locations exist. Inspirational motivation is strongly significant which means that the 
managers at Eindhoven are better in communicating their vision, setting attractive goals and having 
confidence in their employees to achieve them. Contingent reward is also significant which means 
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that managers at Eindhoven clarify the roles of employees, their task requirements and rewards, 
when the goals are achieved, more than managers from Breda. Both dimensions of passive 
leadership do not indicate significant differences between the locations. 
 
To further specify these sub-dimensions the following information on significant differences between 
the locations Eindhoven and Breda might be interesting (see appendix 10). For active leadership 
there are significant differences between the managers of Eindhoven and Breda for the items: 
‘specifies the importance for having a strong sense of purpose’, ‘considers moral and ethical 
consequences of decisions’, ‘talks optimistically about the future’, ‘talks enthusiastically about things 
that need to be accomplished’, ‘articulates a compelling vision of the future, ‘expresses confidence 
that goals will be achieved’, ‘gets others to look at problems from many different angles’, ‘makes 
clear what one can expect to receive when performance goals are achieved’ and ‘expresses 
satisfaction when others meet expectations’. In all cases the scores of managers from Eindhoven 
outscore the scores of managers from Breda. There were no significant differences in the sub-
dimensions for passive leadership: management-by-exception-passive and laissez faire leadership. 
 
Let us take a further look at the results between the departments of Bosch Security Systems Breda 
and Eindhoven. The data have been divided by the location of the manager (if an employee works in 
Eindhoven, but his manager works in Breda, the manager has been categorized in Breda), the n is 
based on the amount of employees rating the manager of a specific department. The descriptive 
statistics and t-test results are given (table 16), to see whether there are significant differences 
between comparable departments of both locations. 
  
Table 16: Descriptives of Comparable Departments Breda and Eindhoven and T-test Outcomes  

  Breda Eindhoven t-value p≤ 

R&D Sample n=31  n=38    
 Active Leadership 3.21 (.75) 3.17 (.63) .27 .79 
 Passive Leadership 2.54 (.86) 2.61 (.70) -.36 .72 
Other management functions Sample n=15  n=14    
Business Line/Business Unit Active Leadership 3.00 (.55) 3.93 (.46) -4.90 .00** 
 Passive Leadership 2.71 (.65) 2.18 (.47) 2.56 .02* 

Regional Sales Organization Sample n=4  n=8    
 Active Leadership 3.03 (.26) 3.83 (.30) -4.53 .00** 
 Passive Leadership 2.28 (.28) 2.38 (.26) -5.83 .57 

Staff Sample n=14  n=9    
 Active Leadership 3.49 (.30) 3.75 (.49) -1.57 .13 
 Passive Leadership 2.33 (.52) 2.06 (.41) 1.33 .20 
*p ≤ 0.05   ** p ≤ 0.01 

 
Table 16 shows that there are significant differences between the departments with other 
management functions (middle/senior management of business line or business unit) and regional 
sales organization. The departments of R&D and staff of the two locations do not differ from each 
other. In both occasions of significant differences the managers in Eindhoven score higher on active 
leadership style than managers from Breda. In the case of passive leadership the other management 
functions differ significantly with Breda having a relatively high score of 2.71.  
 
Two departments that cannot be compared between the two locations are the RSO logistics and 
order desk from Breda (active leadership: n=13, m=3.78, s=.46; passive leadership: n=13, m=2.24, 
s=.55) and national sales organization & export for Eindhoven (active leadership: n=22, m=3.75, 
s=.56; passive leadership: n=22, m=2.21, s=.64). These departments are rated highest for active 
leadership. These results and results in table 16 show that at BSS Eindhoven four out of five 
departments have high scores between 3.75 and 3.93 on active leadership. The only department 
which stands out is R&D for Video Systems with a score of 3.17. At the same time the scores on 
passive leadership are low for the four departments that score high on active leadership. The R&D 
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department, that has a lower score on active leadership, has a relatively higher score on passive 
leadership with 2.61. 
 
When analyzing the qualitative information gathered in the focus groups an important notion and a 
remark that has been made frequently is that the results should be seen in the light of previous and 
current circumstances at Bosch Security Systems, especially concerning the location Breda. 
Eindhoven has been observed as having a headquarters function, while Breda until recently was 
equipped with a factory plant, which provides differences in the type of organization that is managed 
and what could also influence organizational culture. Previous circumstances include the six past 
reorganizations and closing of the factory plant in the last three years and current circumstances 
include the relocation which has a larger impact on the employees from Breda than on the 
employees from Eindhoven. The explanation by the senior management for these decisions has 
never become fully clear and has changed along the timeframe. The reasons and arguments for many 
people have not been satisfactory. This has caused a breach of trust which cannot be overcome 
within a certain time.  
 
Differences in leadership might be due to different requirements from management because of 
different types of activities at both locations, e.g. activities in Eindhoven are more international than 
activities in Breda. Differences might be caused by smaller groups being managed in Eindhoven and 
larger groups being managed in Breda, and also experience in managing and length of employment 
might have an influence according to the participants of the focus groups. In a previous associate 
survey the outcome was for Breda that there was not a lot of confidence in the senior management 
because of absence of vision. This might have still been in their mind and thus influenced the 
outcomes for Breda. Less distrust can be created by observing the organization as a whole and not 
emphasizing the different location of Breda and Eindhoven (us and them). The feeling of the 
employees from Breda is that location Breda is against everything and that is not reality according to 
the participants of the focus groups, but the impact of the move is considerably greater than for 
Eindhoven. 
 
The managers, as participants, argue that they have not been informed about the decision making of 
the large decisions concerning reorganizing and relocating. They have had the same information as 
all employees. As a manager you cannot directly back all the decisions made, because they have 
been made without sufficiently informing and involving middle and line management.  Then they 
have to act on it: making subjects discussable, pointing out the benefits, sharing opinions, the more 
often it is talked about in a correct way, the more normal and tolerable it will be.  
 

4.2 RELATIONSHIP LEADERSHIP STYLE AND EFFECTIVE HRM IMPLEMENTATION 
In order to answer our second research question “To what extent do differences in leadership style 
affect effective HRM implementation?”, we need to investigate the results on HRM implementation 
effectiveness and relate these results to the results on active and passive leadership.  
 
As described before employees were asked to rate their level of satisfaction with how their manager 
implements HR-practices at the work floor of both locations, thus the implementation effectiveness 
of the managers. The results on effective HRM implementation at the whole organization of Bosch 
Security Systems and the two locations of Breda and Eindhoven are visible in table 18. Also the 
results on the performed t-test show the differences between the location Breda and Eindhoven.  
 
The scales used in the questionnaire for employees to rate their satisfaction with how their manager 
performed a certain HR-practice ranged on a 5-point scale from ‘not satisfied’ to ‘satisfied’. The 
above results show that for the whole organization of Bosch Security Systems the levels of 
satisfaction are fairly high. With an overall score of 3.64 the satisfaction is well above the middle of 
the range. Considering the results the employees of the location Eindhoven are more satisfied with 
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the implementation of HRM by their managers than the employees of Breda. Not only the overall 
score shows a higher rating, structurally all dimensions of effective HRM implementation show a 
higher score for Eindhoven than for Breda. It counts for both locations that the highest satisfaction is 
for the ‘administrative tasks related to managing the team’ and the lowest satisfaction is for 
‘determining and discussing salary’.  
 

Table 17: HRM Implementation Effectiveness for Bosch Security Systems, the Separate Locations and 

T-test on Differences Between Locations  

 
Bosch Security 

Systems 
 

Breda 
 

Eindhoven  
 
 

 n mean ѕ n mean ѕ n mean ѕ t-value p≤ 

Administrative tasks related to managing 
the team 

164 4.02 (.83) 77 3.96 (.83) 87 4.07 (.83) -.86 .39 

Personnel planning and changes 165 3.55 (.95)  77 3.41 (.90) 88 3.67 (.98) -1.72 .09* 
Recruitment and selection of new 
employees 

119 3.62 (.93) 53 3.60 (.95) 66 3.64 (.93) -.19 .85 

Training and evaluating employees 164 3.54 (1.04)  77 3.43 (1.03) 87  3.63 (1.06) -1.23 .22 
Determining and discussing salary 144 3.21 (1.20) 67 3.08 (1.30) 77 3.32 (1.11) -1.22 .23 
Guiding, advising and motivating the team 161 3.59 (1.00)  75 3.49 (1.00) 86  3.68 (1.00) -1.17 .24 

Effective HRM Implementation 166 3.64 (.84) 77 3.54 (.82) 89 3.72 (.86) -1.38 .17 

*p ≤ 0.05   ** p ≤ 0.01 

 

The t-test is used to analyze significant differences between the two locations of BSS Breda and 
Eindhoven for effective HRM implementation. The scores on this t-test show that in general the 
differences on HRM implementation between locations Breda and Eindhoven are not significant. 
Because the management of Bosch Security Systems has assumed that managers from Eindhoven 
implement HRM more effectively the significance can be divided by two. This provides a significant 
difference on personnel planning and changes between the locations of Breda and Eindhoven with 
an  of .05 (df=163, t=1.72, p=.09). It is important to note that although the other differences are not 
significant, they all are in the same direction, where employees of Eindhoven are more satisfied than 
employees of Breda, which shows a structural pattern.  
 

More detailed information on effective HRM implementation has been made visible in appendix 11. 
In these tables it is visible that specific items of the dimensions indicate significant differences 
between locations Eindhoven and Breda. These items are scored by employees. They indicated how 
satisfied they are with the implementation of the following HR task by their manager: ‘job 
classification’, ‘job description’, ‘competency determination’, ‘conducting appraisals and interviews’ 
and ‘social support’. 
 

Now the relationship between leadership style and effective HRM implementation will be 
investigated. In appendix 14 there is an overview of the scores of all managers of leadership style and 
effective HRM implementation. The relationship will first be investigated by exploring whether the 
two factors correlate with each other. The degree of correlation between two variables is expressed 
by a value which can vary between -1 and +1. 0 means no linear relationship, 1 means a perfect 
positive linear relationship and -1 means a perfect negative linear relationship. Correlations only 
show that there is a (positive or negative) connection between the variables. They do not indicate a 
direction of the relationship, or that one variable is a precondition to the other.  
 

Table 18: Pearson’s Correlation for Relationship Between Leadership and HRM Implementation 

Effectiveness 

 Active Leadership Passive Leadership 

Effective HRM 
Implementation 

 Pearson Correlation .79 -.66 
p≤ .00** .00** 
n 166 166 
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*p ≤ 0.05   ** p ≤ 0.01 

As it is visible in table 18, the correlations between the variables active and passive leadership and 
effective HRM implementation are significant with an  of .00. Also the correlation statistics show a 
moderate to strong negative relationship for the correlation between passive leadership and 
effective HRM implementation (-.66). This means that for every 1 point passive leadership increases, 
the effectiveness of HRM implementation decreases with .66. At the same time the correlation 
statistics show that there is a strong relationship (.79) between active leadership and effective HRM 
implementation. This means that for every 1 point that active leadership increases, the effectiveness 
of HRM implementation decreases with .79. Overall these results are very strongly significant and 
also the correlation statistics show strong results.  
 

A linear regression analysis is performed according to our research model, with the effective HRM 
implementation as our dependent variable and active leadership and passive leadership as our 
independent variables. This analysis provides the following graphs. 

Figure 5 & 6: Linear Regression Curve Active & Passive Leadership (n=169)  

 
In these graphs the positive strong relationship with effective HRM implementation is visible for 
active leadership and the negative strong relationship with effective HRM implementation is visible 
for passive leadership. To see if there is a different pattern for the locations the linear regression 
curve estimation has also been graphed for the locations of Eindhoven and Breda.  

 

Figure 7 & 8: Linear Regression Curve Active Leadership Breda (n=79) & Eindhoven (n=90)  

 
It is visible that the pattern for active leadership is quite similar for Breda and Eindhoven. The graph 
for Eindhoven is a little more clustered at the higher ranges of active leadership and effective HRM 
implementation.  
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The graphs for passive leadership are a little more spread out between the locations. Especially for 
Breda the scores are more fanned out and the regression line is less steep. 

 
Figure 9 & 10: Linear Regression Curve Passive Leadership Breda & Eindhoven  

 
In a standard multiple regression analysis the following components are the most important: 
Estimating the model parameters; testing the total model variance (the variance of the scores 
predicted from the complete regression function) and the unique contribution of each predictor 
(independent variable) to the model variance; and a measure of explanatory power of the model in 
terms of the percentage of explained variance. Our multiple regression analysis provides the table 
with coefficients on the predictive ability of the independent variables active leadership and passive 
leadership: 
 
Table 19: Coefficients, ANOVA and Model Outcomes for Multiple Regression Analysis Leadership Style 

and Effective HRM Implementation  

Model Unstandardized Coefficients Standardized Coefficients 

t p≤ B Std. Error Beta 
(Constant) 1.78 .38  4.70 .00** 
Active Leadership .81 .07 .61 11.10 .00** 
Passive Leadership -.38 .07 -.30 -5.37 .00** 

 Sum of Squares df Mean Square F p≤ 

Regression 80.10 2 40.05 173.43 .00** 
Residual 37.64 163 .23   
Total 117.74 165    

R R Square Adjusted R Square Std. Error of the Estimate 

.83 .68 .68 .48 
*p ≤ 0.05   ** p ≤ 0.01 
 

In table 19 the predictive ability of both active and passive leadership is significant. The results show 
that active leadership provides a unique positive significant contribution to the model variance. The 
results also show that passive leadership provides a unique negative significant contribution to the 
model variance. Both are significant with an  of ,00. The second part of the analysis with Multiple 
Regression Analysis provides a table with ANOVA statistics. The information in table 19 shows 
chances are very small, that the model variance equals the residual variance.  
 
To define the explanatory and predictable power of our model, the outcome that is most important 
is R2 (table 19). This is the square of the multiple correlation coefficients, the correlation between the 
observed and predicted scores. The R square provides the percentage of variance of the dependent 
variable effective HRM implementation that is predicted based on the multiple regression model. In 
this case R square is .68, which means that almost 70 percent of the variance of effective HRM 
implementation is predicted using active leadership and passive leadership as independent variables.  
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When analyzing the qualitative information gathered in the focus groups the participants indicated 
that the variable effective HRM implementation should be seen in the light of previous and current 
circumstances at Bosch Security Systems, especially concerning the location Breda. In general the 
participants of the focus groups are surprised with the positive scores on effective HRM 
implementation for Eindhoven as well as Breda. Most participants are familiar with complaints in the 
organization and do not directly recognize the outcomes. They feel this might be due to the 
anonymity of this research being questioned by employees. It was asked in the focus groups whether 
other reference material was used as performance indicators. Managers feel that a lot of the items 
can be strongly influenced by situational leadership, e.g. absenteeism and how a manager deals with 
that. One manager is not surprised with the outcomes of the questionnaire. He states that it was very 
clear that the questionnaire was about the direct manager. Most of the unrest and discontent in the 
organization is caused by the senior management, which is on a different hierarchical layer in the 
organization. There is a lot more interaction with the direct managers and employees have intended 
to not punish them for the situation at hand.  
 

4.3 MODERATING ROLE OF CONSTRAINING/EFFECTIVENESS FACTORS 
In order to answer our third and last research question “To what extent do constraining/ 
effectiveness factors moderate the relationship between leadership style and effective HRM 
implementation?”, we need to investigate the results on the constraining/effectiveness factors and 
their influence onto the relationship between leadership style and effective HRM implementation.  
 
For the results on the third research question the data has been further reduced, because it is 
important for this last section to be able to link the effective HRM implementation, leadership and 
the constraining/effectiveness factors to the same managers that were rated by employees. This 
means that for all managers the mean has been taken of active leadership, passive leadership and 
effective HRM implementation. This could also have an effect on the outcome of the results on the 
model which were noted down in the previous paragraph. The results in paragraph 4.2 were on the 
basis of the employee sample of 169; the results in this paragraph 4.3 are based on the managers’ 
sample of 42. Four of the managers could not be coupled to information from their employees; 
therefore they were withdrawn from the analysis. 
 
Moderation is a form of interaction between variables. Interaction means no more than that two 
variables have a joint effect on the dependent variable where the effect of one variable is dependent 
on the other variable. Interaction is moderation when, on the basis of theory, one variable is the 
predictor, in this case leadership style, and one variable is the moderator, in this case the 
constraining/effectiveness factors. 
 

4.3.1 DESCRIPTIVE STATISTICS  

Managers were asked to rate how much certain factors constrained them to perform the expected 
HR-practices. These factors are capacity, desire, Competences, support and policy & procedures. The 
results of these constraining/effectiveness factors are visible in the following table. For analysis 
certain items needed to be recoded (capacity, parts of desire and policy & procedures were already 
recoded for reliability analysis). This recode was important to ensure in the case of all factors that a 
high value on the scale from 1 to 5 indicates that the manager experiences no constraint of the 
certain factor and that a low value indicates that the managers does experience constraints by that 
certain factor.  
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Table 20: Descriptive Statistics for Constraining/Effectiveness Factors for Bosch Security Systems  

  Bosch Security Systems  Breda Eindhoven t-value p≤ 
Sample   46    21  25    
Capacity  3.26 (.74)  3.20 (.80) 3.31 (.70) -.49 .63 
Desire  4.06 (.44)  4.06 (.53) 4.05 (.36) .11 .92 
Competences  3.86 (.54)  3.84 (.55) 3.88 (.54) -.27 .79 
Support  3.30 (.65)  3.48 (.57) 3.14 (.69) 1.80 .08* 
Policy & Procedures  3.75 (.45)  3.70 (.45) 3.79 (.45) -.64 .53 
*p ≤ 0.05   ** p ≤ 0.01 

 
In table 20 a mean score of 5 represents the effectiveness of a factor; a mean score of 1 represents 
the factor being a constraint. It is visible that all scores rate above the middle of the scale of three, 
which means that none of the factors represent constraints and do not limit effective 
implementation of HR tasks by managers. These factors for Bosch Security Systems are effectiveness 
factors from the perspective of the managers. In the table it is visible that the means of the locations 
Breda and Eindhoven do not outrun each other by that much. The only larger gap within a factor 
between Breda and Eindhoven is on the factor support. These differences are confirmed by the t-
test, where only the factors support shows a small significant difference between the locations. What 
is exceptionally striking is that in this case managers from location Eindhoven score support 
significantly less than location Breda. It is a figure what stands out. The managers from Breda 
experience that they receive more support by performing their HR-activities than the managers from 
Eindhoven. This might be due to the fact that the HR-department in Breda is better staffed than the 
HR department in Eindhoven. Still the score of Eindhoven is well above the middle point of the scale. 
Desire, competences and policy & procedures are highly scored by managers. The high score on 
desire could benefit the cooperation of managers in the process of relocation, because they see the 
advantage of HR tasks. They also know how to implement them, according to themselves, because 
the managers rate high on competences. Also policy & procedures are institutionalized and the roles 
of managers are clear, according to the results. This benefits the structural implementation of HR at 
both locations.     
 
More detailed information has been made visible in appendix 12. In these tables it is visible that the 
scores on the sub-dimensions of the five constraining/effectiveness factors show that there are 
differences for the locations Eindhoven and Breda. These differences are on the factors desire and 
support. Managers from Eindhoven and Breda have not scored differently on the sub dimensions of 
desire intrinsic motivation or value added, but they have scored differently on the factor 
amotivation. The score on amotivation is high for both locations but Eindhoven scores significantly 
higher on amotivation. This means that the managers of Breda feel that it might not be worth it to 
perform the HR-tasks, while they are intrinsically motivated and they see the added value of HR-
practices. For the factor support it is clear that the difference between Eindhoven and Breda is based 
on HR support services and not on HR support behavior. The factor HR-support-services shows a 
significant difference between Eindhoven and Breda with a higher score for Breda. This means that 
managers of Breda perceive to receive better HR-support services from the HR-department. Both 
locations are satisfied with the attitude and willingness to help of the HR-managers, but the 
managers at location Eindhoven are less satisfied with their actual service. As said before, this is 
likely to be due to less presence and approachableness of HR-managers in Eindhoven.  
 

4.3.2 CORRELATIONS 

Before we are going to look at the results for the factors as moderators on the relationship between 
leadership and effective HRM implementation we will have a look at the correlations between all the 
factors of our research model: independent, dependent and moderating. Furthermore, the same 
regression analysis of leadership and effective HRM implementation will be performed with the now 
smaller sample with the link to the managers. This will be the reference for the moderating variable. 
The moderators will be added on by one by making them into product variables with the 
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independent variables of active passive leadership style. Then again the predictive quality will be 
measured and the percentage of variance explained by the model will be determined. 
 
As it is visible in table 21, the correlation between effective HRM implementation and active 
leadership (when they are linked to their manager) is even higher with .84 (from .79). The correlation 
of passive leadership has gone down a little from -.66 to -.63. 
 
Table 21: Manager’s Sample: Correlations Effective HRM Implementation and Leadership Style  

 Active leadership Passive leadership 

Effective HRM 
implementation 

Pearson Correlation .84 -.63 
p≤ .00** .00** 
N 42 42 

*p ≤ 0.05   ** p ≤ 0.01 
 

The correlations between the constraining/effectiveness factors and the leadership styles and 
effective HRM implementation are shown in table 22. 
 
Table 22: Correlations for Effective HRM Implementation, Leadership Style and Constraining/ 

Effectiveness Factors with Manager’s Sample  

 
Capacity Desire Competences Support 

Policy & 
Procedures 

Effective HRM 
implementation 

Pearson Correlation .23 .17 .07 -.24 -.00 
Sig. (2-tailed) .15 .27 .67 .12 .98 
N 42 42 42 42 42 

Active leadership Pearson Correlation     .41** .13 -.03 -.28 .07 
Sig. (2-tailed) .01 .42 .84 .08 .67 
N 42 42 42 42 42 

Passive leadership Pearson Correlation -.12 -.08 .16 .22 -.03 
Sig. (2-tailed) .44 .62 .30 .17 .87 
N 42 42 42 42 42 

*p ≤ 0.05   ** p ≤ 0.01 

 
Table 22 shows that there is only one significant correlation between the moderating variable 
constraining/effectiveness factors and the independent and dependent variables of leadership style 
and effective HRM implementation. That one significant correlation is between capacity and active 
leadership. With a correlation of .41 this is only a weak to moderate correlation. It means for every 1 
point that active leadership increases, the constraining/effectiveness factor capacity increases with 
.41. This means, that managers, with an active leadership style, feel that they have more capacity to 
perform the HR-practices. What is furthermore interesting to mention, is that support has a negative 
relationship with effective HRM implementation. The number shows a weak correlation and is not 
significant, but the direction of the correlation is curious. It means that the less support the manager 
receives, the better he or she will implement HRM effectively.  
 

4.3.3 MULTIPLE REGRESSION ANALYSIS 

Table 21 has shown that the correlation between active leadership and effective HRM 
implementation has increased. To use the right model as a reference, the regression analysis is 
performed again with the sample of the managers.  
 
First the regression lines for active leadership and effective HRM implementation and passive 
leadership and effective HRM implementation are visualized:  
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Figure 11 & 12: Linear Regression Curve Active and Passive Leadership Based on Manager’s Sample (n=42)  
 

It is also interesting to have an additional look at the differences on the linear regression curve 
between Eindhoven and Breda. 

 
Figure 13 & 14: Linear Regression Curve Active Leadership for Breda (n=21) & Eindhoven (n=25) Based on Manager’s Sample  
 

The linear regression graph for active leadership is quite similar for both locations. The linear 
regression graph for passive leadership however is quite different between the two locations. The 
line for Breda is less steep and the scores are less clustered than for Eindhoven. 

 Figure 15 & 16: Linear Regression Curve Passive Leadership for Breda (n=21) & Eindhoven (n=25) Based on Manager’s Sample 
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Subsequently the predictive ability of active and passive leadership on effective HRM 
implementation is evaluated. 
 
Table 23: Coefficients, ANOVA and Model Outcomes for Multiple Regression Analysis Leadership Style 

and Effective HRM Implementation Manager’s Sample 

Model Unstandardized Coefficients Standardized Coefficients 

t p≤ B Std. Error Beta 

(Constant) .29 .89  .33 .74 
Active Leadership 1.13 .17 .75 6.85 .00** 
Passive Leadership -.23 .17 -.15 -1.42 .16 

 Sum of Squares df Mean Square F p≤ 
Regression 14.72 2 7.36 51.54 .00** 
Residual 5.57 39 .14   
Total 20.29 41    

R R Square Adjusted R Square Std. Error of the Estimate 

.85 .73 .71 .38 
*p ≤ 0.05   ** p ≤ 0.01 

 
Table 23 shows that, where in the previous paragraph 4.2 both active and passive leadership showed 
significant results, in the analysis with the smaller sample of managers only active leadership shows a 
significant result. This means that only active leadership provides a unique contribution to the model. 
The ANOVA statistics show, like the previous statistics, that the chances are smaller than .00 that the 
model variance equals the residual variance. Finally, the model summary shows the predictive ability 
of the model. Although this multiple regression analysis shows that only the independent variable 
active leadership has predictive ability, the results on the model summary show that in this analysis 
even more of the variance than in the previous analysis is predicted using active leadership and 
passive leadership as independent variables. The percentage of the variance predicted by the model 
is 73%. 
 

4.3.4 MULTIPLE REGRESSION ANALYSIS WITH MODERATING VARIABLES 

Now the final results will be recorded for the analysis of the data and to answer the third research 
question. To analyze the effect of the moderating variable on the relationship between active and 
passive leadership and effective HRM implementation, the moderating and independent variables 
will be made into product variables. Because in the previous section 4.3.3 only active leadership 
provided a significant result in the regression analysis, the following analyses will be made only on 
the basis of active leadership. The moderators and the independent variable first have been 
transformed into standardized variables (the mean has been subtracted and then the number has 
been divided by the standard deviation, to avoid collinearity). The multiple regression analysis will be 
performed with the standardized independent, moderator and interaction variable (the product) and 
effective HRM implementation as dependent variables. First the interpretation of the five 
moderating variables will be mentioned. Subsequently, the regression with each 
constraining/effectiveness factor will be visualized in a graph (the results are based on a sample of 
42, so the graphs might provide ambiguous information), to provide clear graphs the moderators 
have been categorized in three categories and the independent variable active leadership has been 
categorized in two categories. In the last step, the results on the predictive ability will given and 
subsequently the ANOVA statistics.  
 
Capacity 
Capacity can be translated into time that a manager has available to spend on HR-practices. With 
capacity as a moderator variable it is assumed that: for managers with a lot of time, active leadership 
has a smaller effect on effective HRM implementation; and for managers with little time, active 
leadership has a larger effect on effective HRM implementation. 
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The managers that score capacity in 
category 1 have less time available to 
perform HR-tasks, than the managers that 
score capacity in category 3. The managers 
that are scored in category 1 of active 
leadership are less active than the 
managers that are scored in category 2. It is 
visible that the lines are parallel to each 
other; therefore it is likely that capacity has 
no moderating effect on the relationship 
between active leadership and effective 
HRM implementation. This reasoning finds 
evidence in the multiple regression 
analysis. The predictive ability of the model 
is still .73; active leadership has a 

       significant effect (t=9.72; p=.00), both the 
moderating variable capacity (t=-1.60; p=.12) and the interaction variable (t=-.54; p=.60) (active 
leadership x capacity) have no significant effect (see appendix 13).  
 
Desire 
Desire is the motivation that a manager has to perform his or her HR-practices. With desire as a 
moderator variable it is assumed that: for managers with high motivation, active leadership has a 
smaller effect on effective HRM implementation; and for managers with low motivation, active 
leadership has a larger effect on effective HRM implementation. 

 
The managers that score desire in category 
1 have less motivation to perform HR-tasks, 
than the managers that score desire in 
category 3. The managers that are scored 
in category 1 of active leadership are less 
active than the managers that are scored in 
category 2. In the graph it is visible that for 
managers which score low on desire (1), 
the two levels of active leadership have a 
stronger effect on effective HRM 
implementation than for the levels 2 and 3 
of desire. Although the image might 
indicate moderation this is not supported 
by the statistics (which might be due to the 
small sample of 42). The predictive ability 

       of the model including desire has slightly 
decreased to .72; active leadership has a significant effect (t=9.31; p=.00), both the moderating 
variable desire (t=.82; p=.42) and the interaction variable (t=.33; p=.74) (active leadership x desire) 
have no significant effect (see appendix 13). 
 
Competences 
Each manager has competences that enable him or her to perform the HR-practices. With 
competences as a moderator variable it is assumed that: for managers that indicate they are highly 
competent, active leadership has a smaller effect on effective HRM implementation; and for 
managers that indicate they are less competent, active leadership has a larger effect on effective 
HRM implementation. 
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The managers that score competences in 
category 1 have fewer competences to 
perform HR-tasks, than the managers that 
score competences in category 3. The 
managers that are scored in category 1 of 
active leadership are less active than the 
managers that are scored in category 2. In 
the graph it is visible that for the managers 
that score in category 1 and 2 of 
competences, the effect of active leader-
ship on effective HRM implementation is 
stronger than for category 3. Managers in 
competences category 3 score low on 
active leadership and score reasonably 
higher on effective HRM implementation 

      than category 1 and 2. The opposite is the 
case for the more active managers in category 2. Here the less competent managers, but managers 
with active leadership outperform the more competent, active managers on effective HRM 
implementation. This is moderately supported by statistics. The predictive ability of the model 
including competences has increased to .74; active leadership has a significant effect (t=10.31; 
p=.00), the moderating variable competences has no significant effect (t=.84; p=.40) and the 

interaction variable (active leadership x competences) has a small significant effect with an  of .10 
(t=-1.82; p=.08) (see appendix 13). 
 
Support 
The managers receive support from the HR-department by their implementation and execution of HR 
practices. With support as a moderator variable it is assumed that: for managers that indicate they 
receive more support, active leadership has a smaller effect on effective HRM implementation; and 
for managers that indicate they receive less support, active leadership has a larger effect on effective 
HRM implementation. 

 
The managers that score support in 
category 1 feel they receive less support 
from the HR-department to perform HR-
tasks, than the managers that score 
support in category 3. The managers that 
are scored in category 1 of active 
leadership are less active than the 
managers that are scored in category 2. In 
the graph it is visible that there is no 
straightforward moderation by the variable 
support. An interesting fact is that 
managers, who feel they receive the most 
support, actually perform the least on their 
implementation of HRM. This is especially 
true for less active managers. The 

       predictive ability of the model including 
support has decreased to .72; active leadership has a significant effect (t=9.42; p=.00), both the 
moderating variable support (t=-.62; p=.54) and the interaction variable (t=.95; p=.35) (active 
leadership x support) have no significant effect (see appendix 13) 
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Policy & Procedures 
Policy & procedures guide the managers in the process of implementing HR-practices. With policy & 
procedures as a moderator variable it is assumed that: for managers that value policy & procedures 
as being available, correct and easy to use, active leadership has a smaller effect on effective HRM 
implementation; and for managers who value policy & procedures as being absent and incomplete, 
active leadership has a larger effect on effective HRM implementation. 
 

The managers that score policy & 
procedures in category 1 feel these are less 
sufficient to perform the HR-tasks, than the 
managers that score policy & procedures in 
category 3. The managers that are scored 
in category 1 of active leadership are less 
active than the managers that are scored in 
category 2. In the graph it is visible that 
there might be a moderating role for policy 
& procedures, but this is not supported by 
the statistics. The predictive ability of the 
model including policy & procedures again 
has slightly decreased to .72; active 
leadership has a significant effect (t=9.55; 
p=.00), both the moderating variable policy 

      & procedures (t=-.84; p=.41) and the 
interaction variable (t=.78; p=.44) (active leadership x policy & procedures) have no significant effect 
(see appendix 13). 
 

4.3.5 QUALITATIVE CONTRIBUTION FROM FOCUS GROUPS 

When analyzing the qualitative information gathered in the focus groups a few participants indicate 
that they feel that the HR role is not as clear for managers as it could be. Some employees have 
experienced being sent from manager to HR-department and back to the manager several times 
concerning HR tasks. According to them this was due to vague task descriptions and communication 
between manager and HR-department. It has also happened that both the HR-department and the 
manager has not picked up or acted on important events, such as jubilees. When asking managers 
themselves this is not apparent. The role of the manager as HR responsible is part of the factor policy 
& procedures, which does not show that role ambiguity is a constraint. It is indicated that managers 
would like to be more involved with performing HR-tasks, but this should be managed intensely from 
above. At the moment the managers feel they do what is good for their employees. It is suggested 
that maybe it would be good to start discussing this and providing clarity. Some of the HR-tasks in the 
questionnaire are also partly more a responsibility of the HR-department, e.g. salary discussions. Also 
the time used on these practices is hard to indicate, because it happens once a year and not more 
often. Performing tasks at hand always involves time, but managers should want to take their time to 
perform HR tasks. That is a question of priorities. Managers have to make choices and most often 
those choices are for the business. It is accepted by HR that managers choose for the business, take 
their time and are delayed with their part of the processes of the HR-calendar.  
 
The score for desire is interesting for the location Breda. The managers score a relatively high score 
on intrinsic motivation; they score lower on amotivation, but significantly higher than the managers 
in Eindhoven. Participants to the focus groups suggest that this might be due to the relocation. It 
might be that managers feel like they want to perform HR correctly and do their best, at the same 
time the organizational information provides the feeling that managers could as well not do it, 
because the effect is turned around directly. The organizational information results often in 
dissatisfaction with employees which lessens the motivation and general well-being in the 
organization. If managers on the one hand are motivated to motivate and challenge their employees, 
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but on the other hand are hampered by external factors, this could be very de-motivating. 
Concerning competences; managers should know which competences they have to possess to 
correctly perform HR-tasks. They might find themselves to have the right competences, but the HR 
department should advise them. A possibility might be to provide the LEAD (internal Bosch) training 
to all managers so they have the right skills and can also serve as a good HR performer. The lesser 
score on HR support services for location Eindhoven is probably due to frequent staff turnover at the 
HR department and the feeling of standing in front of a closed door by managers. The HR-
department for Eindhoven has had several shifts in responsibilities. This might affect the way 
managers feel familiar with the HR-responsible and the approachability. This has been mentioned by 
several participants in the focus groups as a possible cause for the lower score. The HR-department is 
also hidden away, this has been remarked for both locations. The visibility of HRM could be 
improved. Some extra information and support which the HR-department could provide is 
benchmarking the organization of Bosch Security Systems to other organizations in the same 
industry. Especially on the subject of salaries there is interest if the salaries meet those of potential 
competitors for personnel.  
 
All participants of the focus groups have been very interested what the Bosch Security Systems 
management and HR-departments following steps will be in processing these results. They feel that 
this report should be used and not just set aside.  
 
 



 - 44 - 



 - 45 - 

5.  CONCLUSION, DISCUSSION & RECOMMENDATIONS 
In this section the findings will be discussed, overall conclusions to the research questions will be 
given and recommendations will be made for the situation at Bosch Security Systems.  

5.1 DISCUSSION 
In this section a summary of main points will be given, these findings will be compared with the 
literature to see if they are consistent or inconsistent with previous findings. Also possible limitations 
will be discussed.  
 

5.1.1 DIFFERENCES IN LEADERSHIP STYLE BETWEEN LOCATIONS BSS BREDA AND EINDHOVEN 

Our results on differences in leadership style between the locations of Breda and Eindhoven are 
consistent with previous findings in literature. The results are also consistent with the assumptions 
made in the introduction and section 2.6.  
 
The results show that there are significant differences between locations of Eindhoven and Breda for 
active leadership. Managers at location Eindhoven have a more active style than managers from 
Breda and a less passive style, although the latter is not significant. The difference within active 
leadership is made on the sub dimensions of inspirational motivation and contingent reward. When 
observing the results at the department level of the organization, there are significant differences for 
other management functions in the business line or unit and for the regional sales organization. 
Again, managers from the departments of Eindhoven have a more active and less passive leadership 
style. The R&D department has a low score for active leadership at both locations.   
 
The qualitative data indicate strongly that the differences between the locations should be seen in 
the light of previous and current circumstances at Bosch Security Systems. Previous circumstances 
are that Bosch Security Systems Breda has had to cope with six reorganizations, including the 
renunciation of the factory plant. The current circumstance is the relocation and move of both 
locations to Eindhoven which has the largest impact for the employees of Breda and the, at times, 
unclear and changing explanation for the changes and lack of information to employees and 
managers by the senior management. The overall feeling of dissatisfaction should be so strong at 
location Breda that this could influence every outcome. Also it was indicated that employees wanted 
to signal their dissatisfaction with senior management, for not having enough vision and correct 
communication of decisions, by filling in the questionnaire. These considerations have been signaled 
by the participants of the focus groups. It might be that the employees and managers have a certain 
mindset to the activities happening and the way they happen at Bosch Security Systems. It is 
sometimes said that the management cannot communicate enough because always the negative 
aspects are picked up and not the positive. It feels like all the employees search for confirmation to 
their own ideas and are not open to view the circumstances and information in a fresh light. This 
might be due to the personal impact of the circumstances. An active leadership style by managers 
(especially for location Breda) could encourage employees to look further ahead in the future with 
vision for possibilities, provide stimulation and individual support and not only look at the task at 
hand. Active or transformational managers also have better relationships with their managers and 
make more of a contribution to the organization (Bass, 1990). 
 
In literature it is argued that data fails to support the hypothesized structure of the Multifactor 
Leadership Questionnaire (Tejeda et al, 2001). In literature there are a lot of different views on the 
Full Range Model of Leadership. After performing various analyses, it became clear that the 
hypothesized structure was not the strongest structure for leadership style and the results from this 
research. Bycio, et al. (1995), Waldmann, et al. (1987) and Medley & LaRochelle (1995) provided 
guidance to restructure the dimension of transformational, transactional and laissez faire leadership 
into a two-factor active-passive leadership model with improved reliability. By letting go of the 
original structure it became clearer that this would be suitable for the data. This research confirmed 
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the possible structure with two-factor active-passive leadership. It would benefit scientific research if 
this model would be investigated additionally for a good alternative for the Full Range Model of 
Leadership.  
 
The differences between the locations cannot be argued. What can be argued are the causes of these 
differences between the locations of Breda and Eindhoven. On an empirical basis the data provide 
enough evidence that there are differences between the locations and to harmonize these locations 
to benefit the future relocation interventions could be possible to bring them closer together. The 
research in this section has not investigated which leadership style would be more suitable for Bosch 
Security Systems, but with the transformation to a new location in mind, probably a more active 
leadership style would suit the whole organization of Bosch Security Systems best. It is apparent that 
the employees indicate that managers at Bosch Security Systems Breda manage their employees 
with a less active leadership style and a more passive leadership style than the managers at Bosch 
Security Systems Eindhoven. This means that both locations are best off when they harmonize their 
styles of leadership and that managers familiarize themselves with the principles of active and a 
more transformational way of leadership.   
 
The qualitative data in the form of the focus groups and the additional data in the questionnaires 
provide nuances and possible causes for the found differences. These do not transcend the level of 
subjectivity based on the sample in the focus groups. They are mere perceptions and opinions which 
provide extra information and a sense of context.  
 

5.1.2 RELATIONSHIP LEADERSHIP STYLE AND EFFECTIVE HRM IMPLEMENTATION 

Our results on the relationship between leadership style and effective HRM implementation are 
consistent with previous findings in literature. According to the assumptions made in the 
introduction and section 2.6 the expectations of the results were slightly different.  
 
The results show that active leadership has a strong positive effect on effective HRM implementation 
and that passive leadership has a strong negative effect on effective HRM implementation. It also 
shows that the implementation of HR practices at the work floor by all managers is seen as effective 
by employees. However, the managers from Eindhoven are rated more effective than the managers 
from Breda, which confirms the pattern that has become clear by the HR-department, management 
and previous findings.   
 
The results on the qualitative data have provided extra insight into the results. Both the employees 
and managers of both locations that attended the focus groups were surprised with the positive 
results. Because of the circumstances at Bosch Security Systems Breda they were expecting the 
results based on satisfaction of employees with their manager to be lower than they actually are. 
This might in the first place be due to employees being satisfied with their direct manager, but not 
with the higher or senior management. They might not have wanted to reflect these feelings on their 
direct manager. It could also be possible that this is due to positive cognitive bias. This bias has been 
revealed in research into standards of satisfaction where a remarkable level of uniformity has 
occurred, with the mean values for the population clustering at around three-quarters of the 
measurement scale maximum (Cummins & Nistico, 2001). These biases are often related to self-
esteem, control and optimism to maintain life satisfaction. It is possible that this has affected the 
employees while filling out the questionnaire and that this has reflected onto the results.  
 
The authors Den Hartog et al. (1997) and Hater & Bass (1988) in literature all provided evidence that 
leadership style has a significant effect on dependent variables such as employee satisfaction and 
organizational effectiveness. In this case the dependent variable was different too previously 
observed, but can be seen in the same range as employee satisfaction and organizational 
effectiveness. This is why it was expected that leadership style would have a significant effect on 
effective HRM implementation. The results based on the general sample of employees are significant 
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for both active and passive leadership, although the first was a positive relationship and the latter a 
negative relationship, which is supported by previous research from Lowe et al. (1996), Den Hartog 
et al. (1997), Yukl (1999) and Tejeda et al. (2001). The results, based on the connection between an 
employee and their own manager, provided only a significant relationship for active leadership. That 
passive leadership did not provide a significant effect is probably due to the size of the sample of 
managers and to the different spread and angle for the linear regression. The results are very strong 
and therefore difficult to discuss. A possible remark should be made that previous authors have 
warned for the common method bias or mono-method bias. This can occur when the rating of 
leadership style and the rating of the dependent variable, in this case effective HRM implementation 
are completed by the same source (Lowe, et al., 1996). These measures have been criticized (but still 
widely used) in research because the research then utilizes the effectiveness measure embedded in 
the Multifactor Leadership Questionnaire.   
 

It was expected that the results of Eindhoven on effective HRM implementation would exceed the 
results of Breda, because this variable was based on satisfaction of employees with how their 
manager implements HRM and the assumptions were that the results would be influenced by a 
general feeling of dissatisfaction at Bosch Security Systems Breda. A level of satisfaction below the 
middle of the scales would not have been surprising. This is why the results have been observed as 
exceptionally positive, because the results for both locations have been good, with no results below 
the middle of the scale. There only have been a few significant differences on sub-dimensions 
between Eindhoven and Breda, where Eindhoven has outscored location Breda.  
 

5.1.3 MODERATING ROLE OF CONSTRAINING/EFFECTIVENESS FACTORS 

Our results on the moderating role of constraining/effectiveness factors are not consistent with most 
views presented in literature on devolution of HRM and constraints to perform HR tasks by 
managers. They are slightly consistent with the results Bos-Nehles (2010) found in her research. The 
results support the way managers perform their HR tasks and, although statistically not connected, 
they have found a way to perform their tasks to the satisfaction of their employees.  
 

The results indicate that managers do not feel limited by certain factors and provide no evidence that 
these factors have an effect on the effective implementation of HRM. Results show that all five 
constraining/effectiveness factors encourage managers to effectively implement their HR practices at 
the work floor. There are only slight differences between the locations of Breda and Eindhoven. 
Within the factor desire the location score significantly different on amotivation. For the significant 
difference in the factor support it is noteworthy that Eindhoven scores lower than Breda. The factors 
do not have a strong moderating effect on the relationship between leadership style and effective 
HRM implementation. The graphs indicate possible effects, but this is not supported by the statistics 
(probably due to small sample of managers). The only factor with a little evidence is factor 
competences.   
 

Qualitative data has provided nuances and possible causes for the significant differences between 
Eindhoven and Breda within the factors desire and support. Managers in Breda and Eindhoven are 
intrinsically motivated to perform HRM tasks, but simultaneously the managers from Breda score 
significantly higher than managers from Eindhoven on amotivation. The participants of the focus 
groups provide a possible cause: because of the differing environment and communication according 
to reorganizations and relocation the managers might want to perform the HR tasks, but feel that 
they are hindered by news, which gives them the feeling they are doing all for nothing. The factor HR 
support services of the HR-department in Eindhoven is the only factor which scores less than location 
Breda. This is probably due to high personnel turnover at the HR-department and the feeling that the 
‘door is closed often’. To satisfy managers and to encourage them to perform their HR practices as 
effective as possible, it is possible to look into these factors for improvements, but investing in this 
will not provide improvements in the satisfaction of employees with effective HRM implementation.  
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The results were not consistent with research by Bos-Nehles (2010), because in that research it was 
found that the factor competences had a positive relationship with effective HRM implementation 
and the factor desire had a negative relationship with effective HRM implementation. In this research 
all five factors did not have a direct effect on effective HRM implementation and there is limited 
evidence for one factor as a moderating variable: competences.  It is possible that managers that are 
not very competent in performing HRM tasks fully rely on their leadership style, where strong active 
leadership will have a large effect. It is also possible that managers can rely on their competences by 
performing the HRM tasks and that leadership style is pushed to the background, because managers 
purely perform the tasks on the basis of experience and training.  
 

It is visible that the HRM factors do not constrain managers to perform their HR tasks and they do 
not have a strong effect on effective HRM implementation. It is possible that these findings are due 
to two different ways of research and the knowledge that employees have about HR-tasks. An 
employee can be satisfied with an implementation of HRM that suits his personal preferences, but 
which costs a manager less time and does not rely on the five factors or a standard way of 
performing HR-activities. It could also be that managers perform the HR-activities according to ‘the 
book’ following all policy and procedures, but that this is not as much appreciated by his employees. 
The model and outcomes show that leadership style has a strong effect on effective HRM 
implementation. It is possible that the leadership style overrules all. The certain leadership style of a 
manager might decide how he goes about implementing HRM and how he goes about approaching 
his employees and the tasks he has at hand while he performs and acts on his responsibilities. 
Therefore in future investigation it might be a good idea to re-evaluate the measure for effective 
HRM implementation and explore alternative possibilities.  
 

The provided opinions have pointed towards another factor that might be part of the 
constraining/effectiveness factors, but that might be interesting to further investigate. This is the 
subject of prioritizing. Managers are not constrained by the five factors, but often have to choose for 
the business priorities and therefore not perform HR-tasks of perform them in a different way. At the 
moment this is a part of the factors capacity, desire and policy & procedures, but because prioritizing 
also includes external influences and urgency in the business, this might be a topic to look in to. 
 

5.2 CONCLUSION 
To conclude this master thesis I would like to return to my research questions.  
 

1. To what extent do managers at BSS locations Breda and Eindhoven differ in leadership style? 

The managers at Bosch Security Systems locations Breda and Eindhoven differ in leadership style. At 
location Eindhoven, the managers have a more active and less passive leadership style than the 
managers from location Breda. This leadership style does differ for different departments within the 
Bosch Security Systems organization. Qualitative data indicates that the results should be seen in the 
light of previous and current circumstances. The impact for the employees from Breda is larger than 
for Eindhoven and also the way of handling decision making and communication by the senior 
management has had a negative effect, especially on the employees from Breda. Managers could 
stimulate positivity and encourage the mindset with a more active leadership style to focus on the 
future and opportunities.    
 

2. To what extent does leadership style affect effective HRM implementation? 

Strong evidence has been found that leadership style affects effective HRM implementation. Active 
leadership has a positive effect on effective HRM implementation and passive leadership has a 
negative effect on effective HRM implementation. The results on effective HRM implementation are 
positive for both locations, while the structural pattern is continued that the scores of the location 
Eindhoven exceed the scores of location Breda. Qualitative data indicate that the participants of the 
focus groups are surprised with the outcomes for effective HRM implementation for both locations 



 - 49 - 

and especially Breda. Because of the unrest and dissatisfaction lower outcomes were expected. It is 
noted that employees in general are satisfied with their manager and have not wanted to project 
their dissatisfaction with senior management on their own manager.    
 

3. To what extent do constraining/effectiveness factors moderate the relationship between 

leadership style and effective HRM implementation? 

In general it can be said managers are encouraged to effectively perform and implement their HR 
practices by the outcomes of the constraining/effectiveness factors. Managers have enough time, are 
motivated, competent on the basis of experience and training, receive the correct amount of support 
and are supported by clear policy & procedures. There is no evidence that the constraining/ 
effectiveness factors are hindering for managers at both locations and there is no strong evidence for 
a moderating role of four factors on the relationship between leadership style and effective HRM 
implementation. There is little evidence for a moderating role of factor competences. The factors 
have no direct effect on effective HRM implementation. There are differences between the locations 
of Eindhoven and Breda for the factor support and a sub dimension of desire: amotivation. The factor 
support is a larger constraint for managers at location Eindhoven than Breda, especially when it 
comes to HR-support services. Qualitative data provides explanation for these differences. The 
difference on support is made by the occupation of the HR-department in Eindhoven. The difference 
on amotivation is made by the current situation at location Breda. Managers feel they want to 
perform their HR tasks and guide and motivate their employees, but at the same time are obstructed 
by the decision making, communication and information of the senior management, which 
influences the attitudes of employees. 
   

5.3 RECOMMENDATIONS 
In this section I will provide recommendations for Bosch Security Systems.  
 
1. To harmonize the locations of Breda and Eindhoven at Bosch Security Systems it is principally 

important that from now on all locations, including the smaller logistics location in Tilburg are 
considered Bosch Security Systems Nederland. Research should not be used to further identify 
differences between the locations, because this encourages distance between the locations. All 
locations should be appreciated by their activities and therefore the activities and success stories 
should be wider communicated, so all locations can get the appreciation they deserve.  
 

2. To harmonize the leadership styles between Bosch Security Systems locations Breda and 
Eindhoven it is important that both styles come closer together. In addition, it has also been 
identified that a more transformational, active style of leadership will positively influence the 
imminent relocation. With attention for vision, inspiration and stimulation it should be possible 
to achieve a more positive attitude towards the upcoming relocation. Bass (1990) argues that 
much can be done to change the leadership style in and organization from a transactional to a 
more transformational style, from passive to active. The following steps could be taken: 
- Active and transformational leadership can be learned and should be subject of management 

training and development. Ensure that all managers participate in the LEAD training for 
managers at Bosch so all managers have the same knowledge base of leadership and 
communicate the same goals and objectives that Bosch uses as principles. 

- Support the training of managers by individual coaching. Confront managers with their 
leadership style and make them aware which techniques they use and could use to improve 
management skills. This could be done on the basis of periodical questionnaires (MLQ) and 
360 degree feedback (also incorporating themselves). 

- Encourage and organize exchange of knowledge, opinions and skills between managers of 
both locations. Let managers visit both locations. Arrange workshops and share possibilities.  

- Inspire managers by an external noted leader, who performs an active form of leadership. 
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- Arrange an identical communication platform at both locations. This should not only be 
based on the town-meeting, but on all information that is shared within the organization. 
This includes the way managers discuss critical information with the employees and how the 
senior management communicates about goals and objectives, mission and vision. Also it 
includes the informing of all the management previous to communicating critical 
organizational (such as relocation) decisions, so all managers can provide guidance and 
support in dealing with the decisions. It is not about the amount of communication, but 
about right and timely communication. It is possible to ask a group of managers to design 
and implement this communication platform to encourage social innovation. 

- New management hires and candidates for transfers of promotions can be selected on the 
basis of active leadership and transformational criteria. These criteria can be included in 
assessments, selection and placement and guidance programs. 

- Assign high potentials within Bosch Security Systems to supervisors of managers that active, 
because they will model their own leadership style after that of their immediate supervisors. 
Best and brightest people should be hired, nourished and encouraged. Innovation and 
creativity should be fostered at all levels of the organization.  

- Managers should be willing to delegate tasks and provide challenges and opportunities to 
their employees. This involves stimulating them intellectually and observing individualized 
consideration because of the personal needs of every employee.  

- To quote Bass (1990): “Problems, rapid changes and uncertainties call for a flexible 
organization with determined leaders who can inspire employees to participate 
enthusiastically in team efforts and share in organizational goals. Charisma, attention to 
individualized development and the ability and willingness to provide intellectual stimulation 
are critical in leaders whose firms are faced with demands for renewal and change.” 
 

3. The last recommendations are focused on the constraints. As discussed before, they do not have 
impact on the way managers effectively implement HRM, but they could influence the attitude of 
managers towards performing HRM.  
- The focus groups in this research have provided information that the devolution trend within 

Bosch Security Systems is at the background. Most employees and managers were not aware 
of this trend and therefore their role might not be fully clear. It could provide an advantage 
to spend time on making clear the division of roles between the HR-department and the 
managers to avoid misunderstandings and occurring of errors in the future. An example is 
that managers do not know what competences they should have to be able to fulfill the HR-
role of a manager.   

- It would help the managers by their desire to perform HR-tasks if the communication, 
mentioned also in the previous recommendation, would be further prepared together with 
managers and would be clear, precise and control expectations. Therefore managers will feel 
that their coaching, guiding and support are not done for nothing.  

- The scores on effective HRM implementation provide evidence that the location Breda scores 
lower. It might be an idea to consult employees about their feelings and to actually do 
something with the information that is provided by employees. Social innovation could be 
implemented to encourage this. Employees should get used to a more continual change or 
continual improvement. The senior management should provide trust and support, by 
frequent changes trust and support has to be built up again. Do not only provide 
opportunities, for instance flexible workplaces in Eindhoven and Breda, but stimulate the use 
of these possibilities and opportunities.  

- It would help managers by their feeling of support if the door at the HR department in 
Eindhoven would be often more open and that there is someone with enough continuity and 
experience to advise and help them. Both HR-departments are not ultimately visible. The HR-
department is less a department for the employees and more and more a department to 
support the full management. Therefore visibility among this target group is important. Also 
communicating tasks and responsibilities of the employees staffing the HR-department 
would make the situation clearer.  
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7. APPENDICES 

APPENDIX 1: QUESTIONNAIRE ENGLISH ON LEADERSHIP STYLE AND EFFECTIVE HRM IMPLEMENTATION 
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APPENDIX 2: QUESTIONNAIRE ENGLISH ON CONSTRAINING/EFFECTIVENESS FACTORS 
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APPENDIX 3: QUESTIONNAIRE DUTCH ON LEADERSHIP STYLE AND EFFECTIVE HRM 

IMPLEMENTATION 

 



 - 74 - 

 

 



 - 75 - 

 



 - 76 - 

 



 - 77 - 

 

 



 - 78 - 

 



 - 79 - 

 

APPENDIX 4: QUESTIONNAIRE DUTCH ON CONSTRAINING/EFFECTIVENESS FACTORS 
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APPENDIX 5: OPERATIONALIZATION CONSTRAINING/EFFECTIVENESS FACTORS 
 

Table 24 : Operationalization Constraining/Effectiveness Factors 

Factors Constructs Items 
Desire Situational Motivation Scale (Guay, Vallerand & Blanchard, 2000) 

- Intrinsic Motivation 
- Identified Regulation 
- Amotivation (R) 

Value added of performing HR-activities (developed on basis of pilot case study by 
Bos – Nehles, 2010) 

15 
3 
4 
3 
5 

Capacity Role Overload (Reilly, 1982) (R) 5 
Competences Occupational Self-Efficacy (Schyns & van Collani, 2002) 

Training & Experience 
5 
4 

Support Service aspects of the HR function (Parasuraman et al., 1988; Biemans, 1999) 
- Reliability & Responsiveness (HR behavior) 
- Assurance & Empathy (HR services) 

14 

Policy &  
Procedures 

Role conflict (Rizzo, House & Lirtzman, 1970) (R) 
Role ambiguity (Rizzo, House & Lirtzman, 1970) (R) 
User friendliness of HR forms (developed on basis of pilot case study by Bos – 
Nehles, 2010) 

5 
6 
5 
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APPENDIX 6: FACTOR ANALYSIS – INDEPENDENT VARIABLE: LEADERSHIP STYLE 
 

Table 25: Factor Analysis Leadership Style 

Rotated Component Matrixa 

 
Component 

1 2 3 4 5 6 7 

ID.INF Talks about his most important values and beliefs 0,25 -0,15 0,19 -0,08 0,13 0,63 0,16 
ID.INF Specifies the importance of having a strong sense of purpose 0,77 -0,17 -0,06 -0,07 0,07 0,13 0,22 
ID.INF Considers the moral and ethical consequences of decisions 0,14 -0,04 0,01 0,04 0,88 -0,01 0,03 
ID.INF Emphasizes the importance of having a collective sense of mission 0,61 -0,18 0,27 0,00 0,07 0,16 0,38 
INSP.MOT. optimistically about the future 0,62 -0,11 -0,06 0,03 -0,03 0,47 0,00 
INSP.MOT. Talks enthusiastically about what needs to be accomplished 0,73 -0,13 -0,07 -0,13 0,11 0,28 -0,04 
INSP.MOT. Articulates a compelling vision of the future 0,78 -0,25 0,08 0,04 0,07 0,13 0,10 
INSP.MOT. Expresses confidence that goals will be achieved 0,79 -0,11 -0,08 0,07 -0,03 0,20 -0,08 
INT.ST. Re-examines critical assumptions to question whether they are 
appropriate 

0,58 -0,32 0,26 0,08 0,28 -0,09 0,05 

INT.ST. Seeks differing perspectives when solving problems 0,57 -0,16 -0,25 0,15 0,25 0,29 -0,12 
INT.ST. Gets others to look at problems from many different angles 0,81 -0,15 0,02 0,09 0,02 -0,08 -0,20 
INT.ST. Suggests new ways of looking at how to complete assignments 0,76 -0,06 0,23 0,10 0,08 -0,24 0,02 
IND.CONS. Spends time teaching and coaching 0,69 -0,28 0,07 0,09 0,25 -0,08 0,16 
IND.CONS. Treats others as individuals rather than just as a member of the 
group 

0,26 -0,03 -0,18 0,31 0,55 0,27 -0,15 

IND.CONS. Considers each individual as having different needs, abilities 
and aspirations from others  

0,65 -0,22 -0,26 0,30 0,10 -0,04 -0,06 

IND.CONS. Helps others to develop their strengths 0,83 -0,22 0,12 0,05 -0,02 -0,10 -0,07 

C.REW. Provides others with assistance in exchange for their efforts 0,69 -0,28 0,12 0,07 0,25 -0,04 0,00 
C.REW. Discusses in specific terms who is responsible for achieving 
performance targets 

0,54 -0,11 0,18 -0,09 0,30 0,14 0,27 

C.REW. Makes clear what one can expect to receive when performance 
goals are achieved 

0,53 -0,18 0,21 0,27 0,05 0,00 0,15 

C.REW. Expresses satisfaction when others meet expectations 0,72 -0,19 -0,04 0,17 0,11 0,10 -0,04 

M.E.A. Focuses attention on irregularities, mistakes, exceptions, and 
deviations from the standards 

-0,05 0,04 0,60 0,26 0,09 0,36 -0,17 

M.E.A. Concentrates his full attention on dealing with mistakes, complaints 
and failures 

0,13 -0,15 -0,01 0,75 0,06 0,08 0,26 

M.E.A. Keeps track of all mistakes 0,13 -0,01 0,29 0,73 0,09 -0,12 -0,04 
M.E.A. Directs his attention toward failures to meet standards 0,15 0,06 0,83 0,08 -0,10 -0,01 -0,08 

M.E.P. Fail to interferes until problems become serious -0,22 0,55 0,18 0,18 -0,13 0,37 0,08 
M.E.P. Waits for things to go wrong before taking action -0,34 0,73 0,02 -0,20 -0,03 -0,07 0,02 
M.E.P. Shows a firm belief in "If it ain’t broke, don’t fix it." 0,00 0,74 0,08 0,06 0,15 -0,20 0,14 
M.E.P. Demonstrates that problems must become chronic before he takes 
action 

-0,25 0,82 0,00 -0,16 0,07 -0,06 -0,01 

L.F. Avoids getting involved when important issues arise -0,26 0,70 -0,03 0,00 -0,29 0,03 0,14 
L.F. Is absent when needed -0,32 0,48 0,05 -0,11 -0,07 0,31 -0,26 
L.F. Avoids making decisions -0,06 0,14 -0,23 0,19 -0,06 0,06 0,78 
L.F. Delays responding to urgent questions -0,26 0,54 -0,08 -0,03 -0,10 -0,09 -0,18 
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APPENDIX 7: FACTOR ANALYSIS – MODERATING VARIABLE: CONSTRAINING/EFFECTIVENESS FACTORS 
 

 

Table 26: Factor Analysis Constraining/Effectiveness Factor Desire 

Rotated Component Matrixa 

 
Component 

1 2 3 4 5 

Intrinsic Mot. Because I think that this activity is interesting -,009 ,849 -,032 ,180 -,068 
Intrinsic Mot. Because this activity is fun ,129 ,852 ,107 -,247 -,049 
Intrinsic Mot. Because I feel good when doing this activity ,145 ,735 -,135 ,194 ,158 
Ident. Reg. Because I am doing it for my own good -,103 -,093 ,907 -,090 ,013 
Ident. Reg. Because I believe that this activity is good for me -,060 ,104 -,026 ,846 -,028 
Ident. Reg. By personal decision ,007 ,405 ,350 ,348 -,047 
Ident. Reg. Because I believe that this activity is important for me ,016 ,155 ,448 ,491 ,008 
Amotivation

R
  I do this activity but I am not sure if it’s worth it ,391 ,177 -,296 -,376 ,471 

AmotivationR  I don’t know, I don’t see what this activity brings me  ,695 ,074 ,113 -,135 ,366 
Amotivation

R
  I do this activity, but I am not sure it is a good thing to 

pursue it 
,122 ,011 ,141 -,024 ,853 

Value Added Because it helps the people in my team to grow, improve and 
develop themselves 

,862 ,057 ,004 -,173 ,152 

Value Added Because it helps me to supervise my team ,855 ,162 ,107 -,002 ,053 
Value Added Because it helps me to reach my production goals ,380 ,008 ,644 ,156 ,122 
Value Added Because it helps me to treat employees in a fair and 
consistent way 

,875 -,039 -,079 ,178 -,277 

Value Added Because I always give human interest priority to business 
interest 

,433 ,252 ,077 -,371 -,489 

Extraction Method: Principal Component Analysis.  
 Rotation Method: Varimax with Kaiser Normalization. 
a. Rotation converged in 7 iterations. 
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APPENDIX 8: ITEMS FOR ANALYSIS - INDEPENDENT VARIABLE: LEADERSHIP STYLE 
 

Table 27: Items for Analysis – Leadership Style 

Idealized Influence Talks about his most important values and beliefs   

 Specifies the importance of having a strong sense of purpose   

 Considers the moral and ethical consequences of decisions   

 Emphasizes the importance of having a collective sense of mission   

Inspirational 

Motivation 

Talks optimistically about the future   

Talks enthusiastically about what needs to be accomplished   

 Articulates a compelling vision of the future   

 Expresses confidence that goals will be achieved   

Intellectual Stimulation Re-examines critical assumptions to question whether they are 

appropriate 

  

 Seeks differing perspectives when solving problems   

 Gets others to look at problems from many different angles   

 Suggests new ways of looking at how to complete assignments   

Individualized 

Consideration 

Spends time teaching and coaching   

Treats others as individuals rather than just as a member of the group   

 Considers each individual as having different needs, abilities and 

aspirations from others  

  

 Helps others to develop their strengths   

Contingent Reward Provides others with assistance in exchange for their efforts   

 Discusses in specific terms who is responsible for achieving performance 

targets 

  

 Makes clear what one can expect to receive when performance goals are 

achieved 

  

 Expresses satisfaction when others meet expectations   

Management-by-

exception-active 

Focuses attention on irregularities, mistakes, exceptions, and deviations 

from the standards 

  

 Concentrates his full attention on dealing with mistakes, complaints and 

failures 

  

 Keeps track of all mistakes   

 Directs his attention toward failures to meet standards   

Management-by-

exception-passive 

Fail to interferes until problems become serious   

Waits for things to go wrong before taking action   

 Shows a firm belief in "If it ain’t broke, don’t fix it."   

 Demonstrates that problems must become chronic before he takes 

action 

  

Laissez Faire Avoids getting involved when important issues arise   

 Is absent when needed   

 Avoids making decisions   

 Delays responding to urgent questions   
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APPENDIX 9: ITEMS FOR ANALYSIS - MODERATING VARIABLE: CONSTRAINING/EFFECTIVENESS FACTORS 
 

Table 28: Items for Analysis – Constraining/Effectiveness Factors 

Capacity  I can’t ever seem to get caught up with performing my HR 

responsibilities 

√  

  Sometimes I feel as if there are not enough hours in the day √  

  Many times I have to cancel my commitments to my HR 

responsibilities 

√  

  I find myself having to prepare priority lists to get all the HR 

responsibilities done that I have to do 

 х 

  I feel I have to perform HR responsibilities hastily and maybe less 

carefully in order to get everything done 

√  

Desire Intrinsic 

Motivation 

Because I think that this activity is interesting √  

 Because this activity is fun √  

  Because I feel good when doing this activity √  

 Identified 

regulation 

Because I am doing it for my own good  х 

 Because I believe that this activity is good for me  х 

  By personal decision  х 

  Because I believe that this activity is important for me  х 

 Amotivation
R I do this activity but I am not sure if its worth it √  

  I don’t know, I don’t see what this activity brings me √  

   I do this activity, but I am not sure it is a good thing to pursue it √  

 Value Added  Because it helps the people in my team to grow, improve and 

develop themselves 

√  

  Because it helps me to supervise my team √  

  Because it helps me to reach my production goals √  

  Because it helps me to treat employees in a fair and consistent way √  

  Because I always give human interest priority to business interest √  

Competences Occupational 

Self-Efficacy 

I can remain calm when facing difficulties in performing my HR 

responsibilities because I can rely on my abilities 

√  

  When I am confronted with a problem in performing my HR 

responsibilities I can usually find several solutions 

√  

  Whatever comes my way in performing my HR responsibilities I can 

usually handle it 

√  

  My past experiences in my job have prepared me well for 

performing my HR responsibilities 

√  

  I meet the goals I set for myself in performing my HR responsibilities √  

  My experience as a manager is important to properly execute my 

HR tasks and responsibilities 

√  

  I have sufficient experience as a manager to properly execute the 

HR responsibilities and tasks 

√  

 Training The courses I followed were relevant for performing my HR 

responsibilities 

√  

  The course offerings were sufficient for performing my HR 

responsibilities 

√  

Support HR Services When the HR-department promises to do something in a certain 

time frame, then it does happen 

√  

  When I have problems, the HR-department is sympathetic and 

reassuring 

√  
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  The HR-department provides the service directly as it should, right 

from the first time 

√  

  The HR-department keeps their records accurately √  

  The employees working in the HR-department tell me exactly when 

services will be performed 

√  

  The HR managers are expected to deliver prompt services √  

 HR Behavior The HR managers are always willing to help √  

  I trust the HR managers √  

  I feel safe in my transactions with the HR-department √  

  The HR managers have the necessary knowledge to answer my 

questions 

√  

  The HR-department gives me individual attention √  

  The availability of  the HR-department is convenient to their clients √  

  The HR-department has my best interest at heart √  

  The HR-department understands the specific needs of the (line) 

management 

√  

Policy & 

Procedures 
Role Conflict

R I work under incompatible HR policies and HR guidelines √  

I receive an HR assignment without the manpower to complete it √  

 I have to buck a rule or policy in order to carry out my HR 

responsibilities 

√  

  I work with two or more groups who operate quite differently in 

performing HR responsibilities 

√  

  I perform HR tasks that are accepted by one person but not by 

others 

√  

 Role 

Ambiguity 

I have concrete, planned goals for my HR responsibilities √  

 I lack HR policies and guidelines to help me
R √  

  I know that I have divided my time in performing my HR 

responsibilities properly 

√  

  I have to feel my way in performing my HR responsibilities
R

 √  

  Explanation is clear of what has to be done in performing my HR 

responsibilities 

√  

  I have to work under vague directions and orders in performing my 

HR responsibilities
R
 

√  

 User 

friendliness of 

HR forms 

The HR instruments that I am provided with are clear and 

understandable 

√  

 The HR instruments I am provided with are concrete enough to use 

them 

√  

  I find HR instruments easy to use √  

  I know how to use the HR instruments I am provided with √  

  The guidelines I get help me to perform my HR responsibilities √  
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APPENDIX 10: T-TEST FOR EQUALITY OF MEANS LEADERSHIP STYLE 
 

Table 29: T-test for Equality of Means – Independent Variable: Leadership Style 

 t-test for Equality of Means 
 

t df 
Sig. (2-
tailed) 

Mean 
Diff. 

Std. 
Error 
Diff. 

ID.INF. Talks about his most important values and beliefs -1,57 166 0,12 -0,24 0,15 
ID.INF. Specifies the importance of having a strong sense of 
purpose 

-2,19 164 0,03* -0,34 0,15 

ID.INF. Considers the moral and ethical consequences of decisions 1,66 153 0,10* 0,25 0,15 
ID.INF. Emphasizes the importance of having a collective sense of 
mission 

-1,46 164 0,15 -0,23 0,16 

INSP.MOT. Talks optimistically about the future -2,23 165 0,03* -0,30 0,13 
INSP.MOT. Talks enthusiastically about what needs to be 
accomplished 

-4,13 166 0,00** -0,55 0,13 

INSP.MOT Articulates a compelling vision of the future -2,34 165 0,02* -0,38 0,16 
INSP.MOT Expresses confidence that goals will be achieved -2,02 164 0,05* -0,27 0,13 

INT.ST. Re-examines critical assumptions to question whether 
they are appropriate 

-0,63 166 0,53 -0,08 0,13 

INT.ST. Seeks differing perspectives when solving problems -0,37 166 0,71 -0,04 0,12 
INT.ST. Gets others to look at problems from many different 
angles 

-1,94 162 0,05* -0,24 0,12 

INT.ST. Suggests new ways of looking at how to complete 
assignments 

-1,11 162 0,27 -0,16 0,15 

IND.CONS. Spends time teaching and coaching -1,01 163 0,31 -0,16 0,16 
IND.CONS Treats others as individuals rather than just as a 
member of the group 

-0,87 164 0,39 -0,15 0,17 

IND.CONS. Considers each individual as having different needs, 
abilities and aspirations from others  

-0,75 164 0,45 -0,11 0,14 

IND.CONS Helps others to develop their strengths -1,18 163 0,24 -0,18 0,16 

C.REW. Provides others with assistance in exchange for their 
efforts 

-0,30 166 0,77 -0,04 0,14 

C.REW. Discusses in specific terms who is responsible for 
achieving performance targets 

-1,09 167 0,28 -0,14 0,13 

C.REW. Makes clear what one can expect to receive when 
performance goals are achieved 

-1,77 163 0,08* -0,25 0,14 

C.REW. Expresses satisfaction when others meet expectations -2,27 164 0,02* -0,35 0,15 
M.E.P. Fail to interferes until problems become serious -0,70 162 0,49 -0,12 0,17 
M.E.P. Waits for things to go wrong before taking action 0,48 164 0,63 0,07 0,14 
M.E.P. Shows a firm belief in "If it ain’t broke, don’t fix it." 1,01 162 0,32 0,15 0,15 
M.E.P. Demonstrates that problems must become chronic before 
he takes action 

0,09 166 0,93 0,01 0,15 

L.F. Avoids getting involved when important issues arise 0,67 166 0,50 0,10 0,15 
L.F. Is absent when needed 0,80 166 0,43 0,12 0,15 
L.F. Avoids making decisions 1,07 161 0,29 0,16 0,15 
L.F. Delays responding to urgent questions 0,29 165 0,77 0,04 0,14 
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APPENDIX 11: T-TEST FOR EQUALITY OF MEANS EFFECTIVE HRM IMPLEMENTATION 
 

Table 30: T-test for Equality of Means – Dependent Variable: Effective HRM Implementation 

 t-test for Equality of Means 

 

t df 
Sig. (2-
tailed) 

Mean 
Diff. 

Std. 
Error 
Diff. 

A Timekeeping/approving -0,48 122 0,63 -0,08 0,16 
A Absenteeism 0,57 109 0,57 0,09 0,15 
A Archiving of employee data 0,77 112 0,44 0,13 0,17 
A Translating organizational policies to your team -1,47 156 0,14 -0,25 0,17 
A Safety 0 121 1 0 0,16 
A Managing and analyzing employee data  -0,52 100 0,61 -0,10 0,19 
A Quality of work  -0,33 153 0,74 -0,05 0,17 
B Introduction of new employees -0,73 145 0,47 -0,14 0,19 
B Job classification -1,73 154 0,09* -0,27 0,16 
B Job description -2,03 155 0,04* -0,34 0,17 
B Competency determination -1,87 142 0,06* -0,35 0,18 
B Personnel changes -1,31 134 0,19 -0,25 0,19 
B Operational personnel planning -0,79 149 0,43 -0,14 0,17 

C Recruiting potential employees 0,03 117 0,98 0,00 0,18 
C Selecting -0,54 103 0,59 -0,09 0,17 

D Evaluating existing training & education and provision of 
training needs 

0,22 138 0,82 0,04 0,20 

D Training and instructing you and your colleagues -0,25 136 0,80 -0,05 0,20 
D Career guidance -0,34 149 0,73 -0,07 0,20 
D Work meetings with you and your colleagues -1,50 152 0,13 -0,26 0,17 
D Conducting appraisals -1,72 147 0,09* -0,30 0,17 
D Conducting interviews -1,98 145 0,05* -0,39 0,20 
D Monitoring of the agreements made in appraisals and 
interviews 

-0,77 146 0,44 -0,14 0,18 

E Determining salaries -1,11 137 0,26 -0,23 0,20 
E Increase or decrease in salaries -0,80 129 0,42 -0,17 0,21 
E Discussing salaries -1,66 136 0,1* -0,35 0,21 

F Resolving conflicts between members of your team 0,57 117 0,57 0,11 0,19 
F Advising you and your colleagues -0,81 151 0,42 -0,13 0,16 
F Maintaining harmonious group relationships within your 
team 

-0,52 151 0,61 -0,09 0,18 

F Absenteeism counseling  0,53 77 0,60 0,11 0,22 
F Social support -1,85 147 0,07* -0,36 0,19 

*p ≤ 0.05   ** p ≤ 0.01 
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APPENDIX 12: T-TEST FOR EQUALITY OF MEANS CONSTRAINING/EFFECTIVENESS FACTORS  
 

Table 31: T-test for Equality of Means – Moderating Variable: Constraining/Effectiveness 

Factors  

 t-test for Equality of Means 
 

t df 
Sig. (2-
tailed) 

Mean 
Diff. 

Std. Error 
Diff. 

Capacity ,49 44 ,63 ,10 ,22 

Desire – Intrinsic Motivation 1,13 44 ,26 ,27 ,24 
Desire – Amotivation -1,90 44 ,06* -,25 ,13 
Desire – Value Added ,12 44 ,90 ,02 ,17 

Competences – Occupational Self-efficacy -,78 44 ,44 -,11 ,14 
Competences – Training & Experience ,21 44 ,84 ,04 ,23 

HR Support Services 2,31 44 ,03* ,47 ,20 
HR Support Behavior 1,18 44 ,24 ,23 ,20 
Policy & Procedures – Role Conflict -,22 44 ,83 -,04 ,20 
Policy & Procedures – Role Ambiguity -1,54 44 ,13 -,23 ,15 
Policy & Procedures – User Friendliness of HR Forms   ,28 44 ,79 ,04 ,18 

*p ≤ 0.05   ** p ≤ 0.01 
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APPENDIX 13: MULTIPLE REGRESSION ANALYSIS – MODERATING VARIABLE: CONSTRAINING/ 

EFFECTIVENESS FACTORS 
 

Tables 32 to 34 : Multiple Regression Analysis Moderator Capacity 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 1 ,854a ,730 ,708 ,37989 

a. Predictors: (Constant), Interaction Active leadership x Capacity, Standardized Active leadership, 
Standardized Capacity 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 14,804 3 4,935 34,194 ,000a 

Residual 5,484 38 ,144   

Total 20,288 41    

a. Predictors: (Constant), Interaction Active leadership x Capacity, Standardized Active leadership, 
Standardized Capacity 
b. Dependent Variable: Effective HRM Implementation 

 
Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,763 ,065  58,203 ,000 

Standardized Active Leadership ,632 ,065 ,899 9,723 ,000 

Standardized Capacity -,114 ,072 -,163 -1,597 ,118 

Interaction Active leadership x Capacity -,039 ,072 -,051 -,536 ,595 

a. Dependent Variable: Effective HRM Implementation 

 

Tables 35 to 37 : Multiple Regression Analysis Moderator Desire 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 1 ,846a ,716 ,694 ,38906 

a. Predictors: (Constant), Interaction Active Leadership x Desire, Standardized Active Leadership, Standardized 
Desire 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 14,536 3 4,845 32,011 ,000a 

Residual 5,752 38 ,151   

Total 20,288 41    

a. Predictors: (Constant), Interaction Active Leadership x Desire, Standardized Active Leadership, Standardized 
Desire 
b. Dependent Variable: Effective HRM Implementation 

 
Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,754 ,060  62,182 ,000 

Standardized Active Leadership ,593 ,064 ,843 9,314 ,000 

Standardized Desire ,051 ,062 ,075 ,822 ,416 

Interaction Active Leadership x Desire ,017 ,052 ,032 ,334 ,740 

a. Dependent Variable: EffHRMimpl 
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Tables 38 to 40 : Multiple Regression Analysis Moderator Competences 
 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 1 ,862a ,743 ,722 ,37057 

a. Predictors: (Constant), Interaction Active Leadership x Competences, Standardized Active Leadership, 
Standardized Competences 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 15,069 3 5,023 36,578 ,000
a
 

Residual 5,218 38 ,137   

Total 20,288 41    

a. Predictors: (Constant), Interaction Active Leadership x Competences, Standardized Active Leadership, 
Standardized Competences 
b. Dependent Variable: Effective HRM implementation 

 
Coefficients

a
 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,751 ,057  65,519 ,000 

Standardized Active Leadership ,597 ,058 ,849 10,308 ,000 

Standardized Competences ,051 ,061 ,070 ,844 ,404 

Interaction Active Leadership x Competences -,158 ,087 -,151 -1,816 ,077 

a. Dependent Variable: Effective HRM implementation 

 

Tables 41 to 43 : Multiple Regression Analysis Moderator Support 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 1 ,847a ,718 ,696 ,38788 

a. Predictors: (Constant), Interaction Active Leadership x Support, Standardized Active Leadership, 
Standardized Support 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 14,571 3 4,857 32,283 ,000a 

Residual 5,717 38 ,150   

Total 20,288 41    

a. Predictors: (Constant), Interaction Active Leadership x Support, Standardized Active Leadership, 
Standardized Support 
b. Dependent Variable: Effective HRM implementation 

 
Coefficientsa 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) 3,767 ,061  61,428 ,000 

Standardized Active Leadership ,595 ,063 ,846 9,418 ,000 

Standardized Support -,046 ,073 -,067 -,623 ,537 

Interaction Active Leadership x Support ,051 ,053 ,100 ,953 ,347 

a. Dependent Variable: Effective HRM implementation 
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Tables 44 to 46: Multiple Regression Analysis Moderator Policy & Procedures 
 
Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate 

 1 ,848a ,720 ,697 ,38689 

a. Predictors: (Constant), Interaction Active Leadership x Policy & Procedures, Standardized Policy & 
Procedures, Standardized Active Leadership 

 
ANOVAb 

Model Sum of Squares df Mean Square F Sig. 

1 Regression 14,600 3 4,867 32,512 ,000
a
 

Residual 5,688 38 ,150   

Total 20,288 41    

a. Predictors: (Constant), Interaction Active Leadership x Policy & Procedures, Standardized Policy & 
Procedures, Standardized Active Leadership 
b. Dependent Variable: Effective HRM implementation 

 
Coefficients

a
 

Model Unstandardized 
Coefficients 

Standardized 
Coefficients t Sig. 

B Std. Error Beta   

1 (Constant) 3,753 ,060  62,707 ,000 

Standardized Active Leadership ,613 ,064 ,871 9,552 ,000 

Standardized Policy & Procedures -,054 ,065 -,073 -,839 ,407 

Interaction Active Leadership x Policy & Procedures ,054 ,069 ,072 ,784 ,438 

a. Dependent Variable: Effective HRM implementation 
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APPENDIX 14: OVERVIEW SCORE PER MANAGER  

Tables 47: Overview scores per manager for leadership and effective HRM implementation  

  Department Manager  N Min. Max. Mean Std. Dev. 
PACo R&D Manager 3 Active Leadership 7 2,25 3,83 3,16 ,57 

 Passive Leadership 7 1,38 2,75 2,29 ,47 
 Eff. HRM impl. 6 2,22 4,67 3,69 ,84 

Manager 6 Active Leadership 2 2,55 3,25 2,90 ,49 
 Passive Leadership 2 2,75 2,75 2,75 ,00 
 Eff. HRM impl. 2 2,82 3,44 3,13 ,44 

Manager 8 Active Leadership 6 2,00 4,45 3,42 ,83 
 Passive Leadership 6 1,13 2,00 1,77 ,35 
 Eff. HRM impl. 6 3,09 5,00 4,11 ,66 

Manager 15 Active Leadership 6 1,67 3,70 2,62 ,65 
 Passive Leadership 6 2,75 4,63 3,77 ,68 
 Eff. HRM impl. 6 1,56 3,33 2,45 ,69 
Manager 25 Active Leadership 3 2,00 3,25 2,77 ,67 

 Passive Leadership 3 2,00 4,00 3,00 1,00 
 Eff. HRM impl. 3 2,25 3,87 3,12 ,81 

Manager 26 Active Leadership 2 3,45 4,05 3,75 ,42 
 Passive Leadership 2 2,43 2,63 2,53 ,14 
 Eff. HRM impl. 2 3,74 4,92 4,33 ,84 

Manager 28 Active Leadership 4 3,10 4,65 3,92 ,70 
 Passive Leadership 4 1,50 2,50 2,01 ,46 
 Eff. HRM impl. 4 4,30 4,78 4,47 ,22 

Manager 31 Active Leadership 1 4,00 4,00 4,00 . 
 Passive Leadership 1 2,00 2,00 2,00 . 
 Eff. HRM impl. 1 4,00 4,00 4,00 . 

PACo other Manager 6 Active Leadership 1 3,25 3,25 3,25 . 
 Passive Leadership 1 2,29 2,29 2,29 . 
 Eff. HRM impl. 1 3,46 3,46 3,46 . 
Manager 12 Active Leadership 4 2,45 3,50 3,00 ,55 

 Passive Leadership 4 1,50 2,88 2,25 ,62 
 Eff. HRM impl. 4 2,75 3,08 2,91 ,14 

Manager 15 Active Leadership 1 3,65 3,65 3,65 . 
 Passive Leadership 1 3,50 3,50 3,50 . 
 Eff. HRM impl. 1 3,55 3,55 3,55 . 

Manager 25 Active Leadership 1 2,40 2,40 2,40 . 
 Passive Leadership 1 3,13 3,13 3,13 . 
 Eff. HRM impl. 1 3,17 3,17 3,17 . 

Manager 28 Active Leadership 1 3,00 3,00 3,00 . 
 Passive Leadership 1 2,75 2,75 2,75 . 
 Eff. HRM impl. 1 3,00 3,00 3,00 . 

Manager 29 Active Leadership 3 2,45 3,85 3,32 ,76 
 Passive Leadership 3 1,75 2,63 2,33 ,51 
 Eff. HRM impl. 3 2,73 3,95 3,51 ,67 

Manager 35 Active Leadership 4 2,43 3,40 2,70 ,47 
 Passive Leadership 4 2,63 3,63 3,28 ,45 
 Eff. HRM impl. 4 1,83 3,73 2,50 ,84 

VS R&D Manager 9 Active Leadership 17 1,70 3,95 3,14 ,60 
 Passive Leadership 17 1,38 4,25 2,70 ,81 
 Eff. HRM impl. 17 1,50 4,57 3,47 ,86 
Manager 22 Active Leadership 11 2,10 4,39 3,11 ,79 

 Passive Leadership 11 1,75 3,50 2,64 ,50 
 Eff. HRM impl. 11 2,25 4,83 3,23 ,84 

Manager 27 Active Leadership 6 2,70 3,95 3,44 ,47 
 Passive Leadership 6 2,00 3,63 2,44 ,60 
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 Eff. HRM impl. 6 2,48 4,38 3,51 ,66 
 

Manager 33 Active Leadership 3 2,50 2,95 2,75 ,23 
 Passive Leadership 3 2,63 3,13 2,88 ,25 
 Eff. HRM impl. 3 2,18 2,60 2,34 ,23 

VS other Manager 11 Active Leadership 3 3,75 4,00 3,87 ,13 
 Passive Leadership 3 1,63 2,38 2,04 ,38 
 Eff. HRM impl. 3 3,77 4,23 4,01 ,23 

Manager 16 Active Leadership 3 3,90 4,55 4,13 ,36 
 Passive Leadership 3 1,75 2,50 2,13 ,38 
 Eff. HRM impl. 3 3,80 4,88 4,23 ,58 

Manager 32 Active Leadership 3 4,00 4,10 4,07 ,06 
 Passive Leadership 3 1,63 2,13 1,88 ,25 
 Eff. HRM impl. 3 4,67 4,81 4,75 ,08 

Manager 34 Active Leadership 3 3,25 4,55 4,05 ,70 
 Passive Leadership 3 1,50 3,00 2,29 ,75 
 Eff. HRM impl. 3 3,14 5,00 4,11 ,93 

Manager 41 Active Leadership 1 4,00 4,00 4,00 . 
  Passive Leadership 1 1,00 1,00 1,00 . 
  Eff. HRM impl. 1 5,00 5,00 5,00 . 

Manager 42 Active Leadership 2 2,80 3,90 3,35 ,78 
 Passive Leadership 2 2,63 2,88 2,75 0,18 
 Eff. HRM impl. 2 2,72 3,59 3,16 0,62 

RSO VS Manager 1 Active Leadership 1 3,50 3,50 3,50 . 
 Passive Leadership 1 2,75 2,75 2,75 . 
 Eff. HRM impl. 1 3,00 3,00 3,00 . 

Manager 7 Active Leadership 3 3,35 3,90 3,68 0,29 
 Passive Leadership 3 2,00 2,50 2,29 0,26 
 Eff. HRM impl. 3 3,39 4,23 3,89 0,44 

Manager 18 Active Leadership 1 3,90 3,90 3,90 . 
 Passive Leadership 1 2,63 2,63 2,63 . 
 Eff. HRM impl. 1 3,93 3,93 3,93 . 

Manager 20 Active Leadership 3 3,85 4,30 4,07 0,23 
 Passive Leadership 3 2,13 2,50 2,26 0,21 
 Eff. HRM impl. 3 4,86 5,00 4,91 0,08 

RSO PACo Manager 19 Active Leadership 3 2,68 3,30 2,99 0,31 
 Passive Leadership 3 2,00 2,63 2,33 0,31 
 Eff. HRM impl. 3 2,50 3,42 2,95 0,46 

Manager 37 Active Leadership 1 3,15 3,15 3,15 . 
 Passive Leadership 1 2,13 2,13 2,13 . 
 Eff. HRM impl. 1 2,50 2,50 2,50 . 

RSO logistics & 
orderdesk 

Manager 17 Active Leadership 2 3,40 3,80 3,60 0,28 
 Passive Leadership 2 1,88 2,50 2,19 0,44 
 Eff. HRM impl. 2 3,47 4,14 3,80 0,47 

Manager 23 Active Leadership 4 3,80 4,65 4,16 0,39 
 Passive Leadership 4 1,25 2,71 1,87 0,62 
 Eff. HRM impl. 3 4,13 5,00 4,51 0,44 

Manager 36 Active Leadership 5 3,00 3,90 3,40 0,33 
 Passive Leadership 5 1,75 3,13 2,51 0,53 
 Eff. HRM impl. 5 2,89 3,87 3,49 0,39 

Manager 39 Active Leadership 2 4,10 4,15 4,13 0,04 
 Passive Leadership 2 2,00 2,71 2,36 0,51 
 Eff. HRM impl. 2 4,63 5,00 4,81 0,27 

NSO & Export Manager 2 Active Leadership 3 3,95 4,15 4,05 0,10 
 Passive Leadership 3 1,75 1,88 1,83 0,07 
 Eff. HRM impl. 3 3,25 4,32 3,86 0,55 
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Manager 5 Active Leadership 2 3,60 4,20 3,90 0,42 
 Passive Leadership 2 2,50 3,13 2,81 0,44 
 Eff. HRM impl. 2 3,63 4,70 4,16 0,76 

Manager 10 Active Leadership 3 3,60 3,65 3,63 0,03 
 Passive Leadership 3 1,63 2,63 2,04 0,52 
 Eff. HRM impl. 3 3,83 4,67 4,24 0,42 

Manager 17 Active Leadership 3 3,40 3,95 3,58 0,32 
 Passive Leadership 3 2,13 3,00 2,63 0,45 
 Eff. HRM impl. 3 3,24 4,24 3,80 0,51 

Manager 21 Active Leadership 3 4,25 4,70 4,53 0,25 
 Passive Leadership 3 1,38 3,13 2,00 0,98 
 Eff. HRM impl. 3 4,56 4,88 4,71 0,16 
Manager 23 Active Leadership 2 2,65 4,15 3,40 1,06 

 Passive Leadership 2 1,13 3,00 2,06 1,33 
 Eff. HRM impl. 2 2,04 3,72 2,88 1,19 

Manager 24 Active Leadership 4 2,30 3,85 3,40 0,74 
 Passive Leadership 4 1,50 3,13 2,09 0,72 
 Eff. HRM impl. 4 2,83 4,66 3,94 0,78 

Manager 38 Active Leadership 2 3,15 3,65 3,40 0,35 
 Passive Leadership 2 2,43 2,63 2,53 0,14 
 Eff. HRM impl. 2 2,96 3,83 3,40 0,62 

Staff Eindhoven Manager 4 Active Leadership 2 3,89 4,75 4,32 0,60 
 Passive Leadership 2 1,14 2,38 1,76 0,87 
 Eff. HRM impl. 2 4,26 5,00 4,63 0,52 

Manager 13 Active Leadership 2 3,60 3,95 3,78 0,25 
 Passive Leadership 2 2,00 2,00 2,00 0,00 
 Eff. HRM impl. 2 4,20 4,50 4,35 0,21 

Manager 14 Active Leadership 5 3,16 4,00 3,51 0,36 
 Passive Leadership 5 1,88 2,50 2,20 0,29 
 Eff. HRM impl. 5 3,00 4,33 3,70 0,47 

Staff Breda Manager 1 Active Leadership 3 2,85 3,60 3,28 0,39 
 Passive Leadership 3 2,50 2,88 2,75 0,22 
 Eff. HRM impl. 3 1,57 2,68 2,24 0,59 

Manager 30 Active Leadership 2 3,20 3,65 3,43 0,32 
 Passive Leadership 2 2,25 3,38 2,81 0,80 
 Eff. HRM impl. 2 4,13 4,60 4,37 0,33 
Manager 40 Active Leadership 9 3,25 4,12 3,58 0,26 

 Passive Leadership 9 1,63 2,63 2,08 0,39 
 Eff. HRM impl. 9 2,83 4,14 3,78 0,39 

 
 

 


