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In the wake of multitude of crises that
we face today, the humanistic manage-
ment of organizations has become a
moral imperative. Recently ‘Workplace
Dignity’ has found its mention in the
contemporary analyses of work, eth-
nographies and inquiries into human-
ization of work. This study introduces
a leadership - dignity framework in
the context of individualized human
resource management (HRM) practices
like Idiosyncratic deals (I-deals).A new
leadership — dignity framework is pre-
sented and further, drawing upon the
social comparison and self-verifica-
tion theory, it examines the role of ex-
tension of I-deals in the leader-em-
ployee relationship under the dignity
paradigm. The paper contributes to the
leader-employee relationship literature
with relevant inputs towards
conceptualization of dignity at work,
enhancing the overall employee expe-
riences in organizations.

Introduction

We observe a paradigm shift
and massive structural changes in the
global workforce and employee-em-
ployer relationship today. Workplace
dignity, pivotal for our well-being
(Sayer, 2007), is a growing concern
for stakeholders like workers, glo-
bal organizations, activists as well as
academics (Lucas, Kang, & Li,
2013). Although deemed important
in the organizational literature, work-
place dignity has received limited
scientific investigation so far.

The employees hold an inte-
grated view of the organization,
based on their holistic, ‘recruitment
to retirement’ experience. Compa-
nies face the challenge to enhance
the overall experience that consti-
tutes inducing, engaging and retain-
ing the requisite skilled workforce in
the organization to gain and maintain

competitive advantage (Bailey, 2018;
Bersin, Flynn, Mazor, & Melian,
2017). Organizations hold the
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Idiosyncratic deals (I-deals) bring
to the fore, an individualistic ap-
proach to employment relation-

ships as compared to standard
theory and management practice.

responsibility for improving the quality of
work-life experiences and thereby qual-
ity of overall work- life of their employ-
ees by providing an opportunity to assert
their self-worth (Thomas & Lucas, 2019)
and work with dignity (Hodson, 2001).
Idiosyncratic deals (I-deals) bring to the
fore, an individualistic approach to em-
ployment relationships as compared to
standard theory and management prac-
tice. Such deals are an individualized work
arrangement, that a current or a prospec-
tive employee negotiates with the employ-
ing organization that, if facilitated, ben-
efits both. Timely extension of i-deals by
managers or leaders when an employee
needs it, reinforces and strengthens the
relationship with both the leader and the
organization (Rousseau, 2005). Prior re-
search states that employees respond
positively to accorded i-deals (Liao,
Wayne, & Rousseau, 2016) but the de-
gree of its impact varies due to individual
differences. The feelings of self-worth
appear to play a crucial role in explain-
ing the influence of i-deals (Ng &
Feldman, 2010). Through this effort, it
would be interesting to explore its role in
fostering the dignity of employees.

Research Questions
e Do transformational leadership be-

haviors impact the workplace dignity
of the employee?

e Whatis the role of individualized hu-
man resource management practice
like idiosyncratic deals in moderat-
ing the leader-employee relationship
with respect to dignity experienced
at work?

¢ How individual differences related to
one’s self-evaluation of their own
worth moderates the perceptions of
negotiated idiosyncratic deals (ex-
tended by the leader) with employee
dignity?

Transformational Leadership

Burns (1978: 4) termed the relations
between leaders and followers as ‘trans-
forming’ when leader looks for potential
motives in followers, seeks to satisfy
higher needs, and engages the full per-
son of the follower. Besides the simple
exchanges, for better engagement and
performance of employees, the need to
address their self-worth by augmenting
their capacity by way of mentoring and
coaching them, adds value to the concept
of transformational leadership (Bass,
1998; Bass & Riggio, 2006). Transfor-
mational leadership repertoire includes
behaviors of accepting individual differ-
ences, addressing individual employee
needs, requirements, desires and prefer-
ences by enabling them to grow in the
organization and integrating their indi-
vidual objectives with that of the larger
group and organization (Bass & Riggio,
2006).

Studies have examined association of
transformational leadership with leader-
ship criteria such as employee job satis-
faction, employee motivation and
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employee satisfaction with leader (Judge
& Piccol, 2004), employee task, contex-
tual and creative performance (Wang,
Oh, Courtright, & Colbert, 2011), subor-
dinate effectiveness, commitment along
with subordinate effort and satisfaction
to a certain extent (DeGroot, Kiker, &
Cross, 2010). Hofstede (1997) noted that
in nations with high power distances, ef-
fectively large emotional distances re-
frain subordinates to approach and con-
tradict their supervisors in a direct man-
ner.

Workplace Dignity

Workplace dignity, pivotal for our
well-being (Sayer, 2007), is a growing
concern for stakeholders like workers,
global organizations, activists as well as
academics (Lucas et al., 2013). Goal of
this study is to advance understanding of
struggle to work with dignity. Dignity may
be described as “the ability to establish a
sense of self-worth and self-respect and
to appreciate the respect of others”
(Hodson, 2003: 3; Lee, 2008). Kantian
view highlights “any rational being exists
as an end in himself” (Kant, 2010: 54).
The concept of dignity can be better un-
derstood in relation to other factors as-
sociated with well-being “like integrity,
respect, pride, recognition, worth and
standing or status that are positively re-
lated to dignity while others, like shame,
stigma, humiliation, lack of recognition,
or being mistrusted or taken for granted,
are negatively related to it” (Sayer, 2007,
: 567). It finds support from practitio-
ners who emphasize its significance in
the form of employee autonomy
(Karlsson, 2012) which when extended

by leaders, enhances employee’s sense
of ownership and produce better quality
payoffs for customers while it leads to
reduced efforts and commitment, when
denied (Valcour, 2014).

Bal (2017) pointed out the need of
workplace dignity theory by drawing our
attention towards the rise of neo-liberal-
ism that has influenced the dynamics of
work, objectifying the relationship be-
tween employee and leader. The views
outlined above, along with the analysis
of the existing literature, indicate a
knowledge gap on a new lens required
to view the employee-employer relation-
ship under the dignity paradigm. There
is a considerable need for responsible
organizational leaders to drive the dignity
consciousness in the work environment
to address relationship problems, con-
flicts, also bring out the best in employ-
ees and create an organization culture
that fosters employee well-being where
they are valued and treated well (Hicks,
2018).

‘ Transformational leaders ensure

more positive references to the
worth and efficacy of the led impli-
cating it through their direct and
non-direct messages. \

A self-concept based theory delineat-
ing the motivational effects of transfor-
mational leadership suggests that it en-
hances both employee self-esteem and
self-worth. It states that transformational
leaders ensure more positive references
to the worth and efficacy of the led im-
plicating it through their direct and non-
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direct messages (Shamir, House, &
Arthur, 1993). Furthermore, it posits that
“the more leaders exhibit the range of
transformational behaviors, the more
their followers will have a high level of
self-esteem and self-worth” (Shamir et
al., 1993: 586).

Transformational leaders potentially
shape employee thoughts about higher
purpose of their work (Sparks & Schenk,
2001). Such meaningful work, which is a
subjective element of dignity at work
(Bolton, 2007; Hodson, 2001) enable them
to perform through required inspiration
and support (Shamir et al., 1993; Tepper
et al., 2018) thereby exerting positive in-
fluence on employee psychological well-
being (Arnold, Turner, Barling, Kelloway,
& McKee, 2007) . Transformational lead-
ership is also known to satisfy the em-
ployee need for ‘autonomy’ (Kovjanic,
Schuh, Jonas, Quaquebeke, & Dick,
2012), which forms the cornerstone of
dignity (Bal, 2017; Bolton, 2007; Kant,
2010; Karlsson, 2012; Sayer, 2007;
Valcour, 2014). These views and empiri-
cal findings backed by self-concept
theory (Shamir et al., 1993) suggest that
transformational leadership is likely to
influence the dignity experiences of the
employee.

Proposition 1. Transformational lead-
ership positively relates to the employee
workplace dignity.

Idiosyncratic Deals (I-Deals)
“Idiosyncratic deals or I-deals refer

to voluntary, personalized agreements of
anonstandard nature, negotiated between

individual employees and their employ-
ers regarding terms that benefit each
party” (Rousseau, Ho & Greenberg,
2006: 978). Such work arrangements, het-
erogeneous in nature, do not form a part
of the standard employment contract and
hence are not offered to other employ-
ees of the organization but to the one who
negotiates it successfully. Hence, it mani-
fests into a form of employees’ proac-
tive behavior (Hornung, Rousseau, &
Glaser, 2008). I-deals have always been
into existence in niche contexts across a
few domains of professions and is exer-
cised to enhance the quality of employ-
ment relationships, however it has not
been acknowledged so commonly as
much (Rousseau et al., 2006). I-deals are
ways to motivate employees and are dif-
ferentiated from shady deals like prefer-
ential treatment and unauthorized taking
because of its ‘legitimate status’ that it
derives from the process followed to
implement it (Rousseau, 2005). The ba-
sis of i-deals is skills and qualities of the
negotiating employee benefiting both the
worker and the organization and hence
individuates from favoritism and
cronyism. However, it may lead to the
creation of a sense of inequity among
fellow employees in the organization
(Rousseau, 2001; Rousseau et al., 2006).

| The basis of i-deals is skills and
qualities of the negotiating em-
ployee benefiting both the worker
and the organization.

Organizations are breaking the grain

of a traditional human resource mindset
by offering an array of options like job
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customization, changing job design, flex-
ibility in work location etc. in lieu of stan-
dardized employment options more cre-
atively to maintain and retain valuable
employees (Cappelli, 2000). Extension of
i-deals is a method embraced by the
employers to adapt their contemporary
human resource management practices
to a more flexible approach in order to
accommodate the needs and preferences
of potential and current employees. Vari-
ous types of i-deals, some initiated by
employees while the others by employ-
ers are negotiated in organizations. The
typology includes ‘ex-ante’ i-deals which
are negotiated or offered at the time of
recruiting the worker from labor market
and ‘ex-post’ i-deals that are negotiated
while on the job, based on a worker’s
anticipated future contributions, a reward
for past efforts or a threat to quit
(Rousseau, 2005a).

The content of i-deals range from
negotiating tangible and universalistic
(materialistic in nature) to abstract and
specific (to individual ) resources
(Hornung et al., 2008). Flexibility pertain-
ing to work schedules, location, task and
work responsibilities and financial induce-
ments have been found as the key do-
mains where employees negotiate i-deals
(Rosen, Slater, Chang, & Johnson, 2013).
Apart from this, unlike western culture,
employees in organizations functioning in
the collectivist cultural societies have
found i-deals influencing and also impact-
ing not only the work but also the famil-
ial aspects of their employees. For ex-
ample, flexibility i-deals have been found
to enrich the work-family balance while
developmental i-deals influence the ex-

trinsic motivation of employees leading
to work role enrichment along with posi-
tive change in performance level
(Hornung, Rousseau, & Glaser, 2009).

The negotiation of an i-deal involves
two main actors. Other than the focal
employee negotiating the customized ar-
rangement, it is also important to under-
stand the employer perspective towards
it. Managers (leaders), as agents of em-
ployer, are found to grant different types
of i-deals on the basis of its content and
context. For example, in a study, the de-
velopmental, flexibility and workload re-
duction i-deals were granted to proac-
tive employees however authorization of
only developmental ideals amongst the
others, was not affected by structural
workplace conditions like task, job type,
technology, group size managed by the
supervisor (Hornung et al., 2009). Fur-
ther, a worker who had experienced de-
nial of a deserving reward earlier e.g.
promotion or pay raise, was found to have
been granted workload reduction i-deal
as a way of reciprocation due to an un-
fulfilled obligation from employer
(Hornung et al., 2009).

Coworkers’ acceptance of i-deals
forms an essential component of the tri-
angle of an effective employment rela-
tionship between them, employer and the
i-dealer. The acceptance of an i-deal by
a coworker depends on the basis on
which the i-deal is made, the proximity
and quality of their relationship with the
i-dealer along with their notion for a com-
parable opportunity in future in the orga-
nization (Lai, Rousseau, & Chang, 2009).
However, the precedence of a differen-

The Indian Journal of Industrial Relations, Vol. 57, No. 4, April 2022

561



Bhavya Kapoor

tial treatment on the basis of knowledge
and skill of the employee has been into
existence in terms of relative pay offered
to them at the time of recruitment, fast
track career route for valued workers in
contrast to the standardized employment
offerings (Cappelli, 2000). Hornung,
Rousseau, Weigl, & Miiller (2014) rec-
ommends organizations to clearly lay out
performance expectations from the i-
dealer indicating the implications of the
1-deal related to their future career, lead-
ing both the parties to mutual fruition in
the long run.

Interaction Effect

“The transforming leader recognizes
and exploits an existing need or demand
of a potential follower” (Burns, 1978: 4).
Human resource professionals are in-
creasingly concerned about meeting in-
dividual career aspirations, managing
employee stress levels, job security, cre-
ating fairness across systems, rewards
and performance management (Budhwar
& Varma, 2011). With such changes in
the landscape of work, the contemporary
employees, in their efforts towards an
effective career management, pursue to
chart out their career path and demand
to exercise greater control over their
careers and lives. The significant
changes in the workforce include de-
mand for meaningful work, freedom and
autonomy, a balanced life-style, varied
career orientations and greater diversity
in workforce (Greenhaus, Callanan, &
Godshalk, 2000).

The component of ‘individualized
consideration’ of transformational lead-

ership theory may possibly explain how
leader’s behavior enhances the employee
dignity by extension of idiosyncratic deals
(Bass, 1998). Research states that imple-
menting an individualized human resource
management practice like extending i-
deals to the employees correspond with
their requisite needs of competence (Ho
& Kong, 2015) , autonomy (Wang, Liu,
& Shalley, 2018), personal growth
(Rousseau, Hornung, & Kim, 2009) etc.
Additionally, the ‘social comparison’
(Festinger, 1954) and ‘self-verification
theory’ (North & Swann, 2009) suggests
that an employee’s perception of the i-
deal indicate its relation to their dignity.
An employee who has been successful
in negotiating an i-deal from the leader,
may feel valued and recognized for their
competence. Pride derived from being
trusted to be worthy of a special treat-
ment as compared to others, forms a
source of dignity (Sayer, 2007). Organi-
zation cues or organizational signals,
threaten or foster an employee’s sense
of self-worth and their feelings of com-
petence (Hui & Lee, 2000).

‘ Organization cues or organiza-
tional signals, threaten or foster an

employee’s sense of self-worth and
their feelings of competence.

Social comparison theory states
that people have a tendency to com-
pare their abilities with comparable oth-
ers (Festinger, 1954). Self-verification
theory (North & Swann, 2009) purports
the tendency of people to preserve the
assumptions formed as self-views.
They are motivated to maintain it in
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order to gain coherence, predictability
and control over their worlds. In line
with that, people choose to interact
with those who reinforce the same
views about them, sometimes also elic-
iting the same feedback from them.
Hence, this suggests that employees
working for a transformational leader
or manager, in order to reinforce their
self-views, may negotiate an i-deal that
fulfils their need, expecting a positive
response to their effort. The extension
of such idiosyncratic deal may be per-
ceived by the employee as a self-con-
firmatory feedback reassuring positive
self-evaluation, in turn fostering their
dignity. The predictability perceived by
the employee, in their relationship with
the leader, represents the component
of trust in the relationship. Obtaining
an I-deal may lead to greater predict-
ability enhancing the trust. Being
trusted is construed as being recognized
as competent, moral and trustworthy,
which predominantly manifests as es-
sential sources of dignity (Sayer, 2007).
The trust shown in bestowing a non-
standard deal to employee hence may
bolster their dignity.

Proposition 2: The relationship be-
tween transformational leadership and
employee workplace dignity is different
across levels of individualized work ar-
rangements, such that, it is stronger when
an idiosyncratic deal is extended to the
employee.

Core Self-Evaluations (CSE)

With an aim to describe the dispo-
sitional sources of job satisfaction,

Judge, Locke, and Durham (1997) de-
veloped the concept of “core evalua-
tions” (originally introduced by Packer,
1985; 1986; Changetal., 2012) which
refers to the most fundamental apprais-
als that individual reach about self,
other people ,and the world around.
These appraisals are done subcon-
sciously in an unaware state of mind
influencing one’s behavior and percep-
tions about the self, external events and
others (Bono & Judge, 2003). Besides
being a popular topic in the organiza-
tional science, it has also been re-
searched in gerontology and nursing do-
mains (Chang et al., 2012). Judge,
Locke and Durham (1997) defined
“core evaluations” as fundamental as-
sessments that individuals make about
themselves and their self-worth.

Four essential core self-evaluation
(CSE) traits namely self-esteem, gener-
alized self-efficacy, emotional stability
(non-neuroticism), and locus of control
encompass the CSE construct. The wide
ranging positive and negative conse-
quences of CSE are well noted in re-
search. The focus of CSE research has
been on psychology’s two central crite-
ria and relevant work outcomes namely
job satisfaction and job performance.
Extant literature has found its direct ef-
fects (Judge et al., 1997) and indirect
effects through work attributes (Judge,
Locke, Durham, & Kluger, 1998), job
complexity on job satisfaction (Judge,
Bono, & Locke, 2000) also on life satis-
faction (Judge et al., 1998). It is note-
worthy that the impact of CSE on job
satisfaction has been found to be stron-
ger in employees from collectivistic cul-
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tures e.g. Asian countries (Chang et al.,
2012).

Interaction Effect of Core Self-
Evaluations

This study further seeks to exam-
ine how individual differences related
to self-worth moderate the relationship
between perception of i-deals and felt
employee dignity. Much of the CSE re-
search, for lack of a parsimonious theo-
retical framework, draws upon the ap-
proach/avoidance theme of motivation
(Chang et al., 2012). This theory pro-
vides the rationale for CSE influencing
most of its outcomes. The approach/
avoidance framework suggests that
high CSE employees are more suscep-
tible to positive stimuli and not vulner-
able to negative stimuli, as compared
to low CSE employees who can be
more sensitive to negative stimuli and
insensitive to positive stimuli (Chang et
al., 2012). Individuals who think low of
themselves or with negative self-esti-
mates tend to believe that world is a
malevolent and not a just place because
they do not find themselves competent
to deal with it (Judge et al., 1998).
People with poor self-concept do not
trust people easily and feel helpless and
fearful of their surroundings (Judge et
al., 1998). Individuals with positive self-
estimates view their lives and work

‘ Individuals with positive self-esti-
mates view their lives and work

more positively through the lens
of their dispositional makeup.

more positively through the lens of their
dispositional makeup (Judge et al.,
1998) indicating a possibility of holding
high perceived dignity at work.

Dignity at work or career context,
means the recognition of the innate worth
and value of the organizational actors
across all the hierarchical levels (Lucas,
2011). From the empirical standpoint, one
of the four key principles of workplace
dignity is its self-construed and subjective
nature (Bal, 2017; Thomas & Lucas,
2019). Workplace dignity is a self-
construal. The independent self-construal
influences the nature of individual experi-
ences (Markus & Kitayama, 1991). It
asserts the independent and autonomous
nature of the self and helps discover one’s
unique configuration of internal attributes
(Adam et al., 2015; Markus & Kitayama,
1991). The significant dispositional at-
tributes such as traits, preferences, abili-
ties, motives ,and values are crucial in
maintaining and evaluating or appraising
the self (Markus & Kitayama, 1991; 1994).
CSE is considered as a broad personality
construct manifested in four self-concept
based enduring traits (Judge et al., 2000).
Moreover, it is also noteworthy that the
independent self-construal also acts pri-
marily as the consequence of these inter-
nal attributes like personality traits
(Markus & Kitayama, 1991; 1994). Lo-
cus of control, one of the key elements of
CSE refers to the degree to which indi-
viduals have control over the resultant
events of their life. Furthermore, self-es-
teem, another important element of the
CSE construct reflects the amount of self-
respect and self-perceived value individu-
als hold for themselves.
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Successful negotiation of an i-deal
fosters the belief about a higher internal
locus of control in the focal employee and
higher self-esteem. Furthermore, the so-
cial comparison theory (Festinger, 1954)
discussed earlier and approach/avoid-
ance framework (Chang et al., 2012)
shed light on the psychological processes
underlying the interaction effect of per-
ceptions of extension of an I-deal with
CSE on employee workplace dignity.
Thus, it can be argued that employees
with positive core self-evaluations are
more likely to assess their dignity at work
to be at higher levels than employees
with less positive core self-evaluations.

Proposition 3. The relationship be-
tween perceptions about extension of id-
iosyncratic deals and employee work-
place dignity is different across levels of
employee core-self evaluations, such that
the relationship is stronger for employ-
ees high on their core self-evaluations.

Three-way Interaction Effect

A logical extension of the deriva-
tion explained above, points out to pre-
diction of a three-way interaction ef-
fect of transformational leadership be-
haviors, extension of i-deals and em-
ployee core self-evaluations on the fo-
cal employee’s dignity. Specifically, it
is posited that the effect of the trans-
formational leadership behaviors on the
employee dignity is the strongest in a
situation where i-deal is extended to
employees with high CSE.

Proposition 4: Transformational
leadership, idiosyncratic deals and CSE
have a three-way interaction effect on
employee workplace dignity, such that
the relationship between the transforma-
tional leadership and employee dignity
at work is the strongest with an exten-
sion of i-deal to employees with high
CSE.

Fig. 1 Leadership — Dignity Conceptual Framework Across Levels of Individualized Work

Arrangements
Idiosyncratic
Deals
- Core Self-
W Evaluation (
Trais f ognaltll.on al A : Wekkilace
eadership J t ity
Discussion ized work arrangements in promoting

This paper examines the link between
the leadership and workplace dignity, and
identify the important role of individual-

employee dignity in organizations. We
reviewed and examined the existing body
of the transformational leadership and
workplace dignity literature that repre-
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sents the above -mentioned link. The
findings fill up a significant gap of a lack
of developmental perspectives, which
exists at the intersection of leader-em-
ployee relationship in organizational lit-
erature.

Theoretical Contributions

This study is the first of its kind to
introduce the understanding of the leader-
employee relationship with a fresh per-
spective through the lens of dignity. In
addition to this, an alternative compre-
hension of the individualized human re-
source management practices including
a dignity perspective may receive more
attention. Drawing from a variety of rich
psychological mechanisms from the ex-
isting organizational literature, this study
arrived at some meaningful conceptual
positions.

From a theoretical point of view, this
study contributes a better understanding
and development of the central construct
— ‘workplace dignity’. This is a major con-
tribution towards conceptualization of
employee dignity in the organizational set-
ting. Dignity is manifested at the interac-
tion level among the organizational actors.
One very important actor in the organiza-
tion amongst them is an employee’s man-
ager/ leader or supervisor. This article
extends the line of research on transfor-
mational leadership with focus towards its
role in crafting employee manifestations
of dignity at work, which is critical and an
unexplored domain in organizational re-
search. The findings of this research ef-
fort suggest a positive influence of trans-
formational leaders on employee dignity.

The transformational leaders cultivate em-
ployee dignity by appealing to their higher
order needs - by showing individualized
consideration, by understanding individual
differences and signaling support by way
of facilitating individualized work arrange-
ments. Such idiosyncratic deals in turn,
strengthen the leader-employee relation-
ship.

‘ The transformational leaders cul-
tivate employee dignity by appeal- \
ing to their higher order needs.

The study also attempts to broaden
the horizon of workplace dignity by pro-
posing its additional antecedents. It aims
to delineate and add to the psychological
mechanisms that underlie the experiences
of employee dignity at work. It also de-
picts the role of the fundamental assess-
ments, that employees hold about them-
selves, in manifesting their dignity expe-
riences particularly in the context of fa-
vorable work arrangements.

The key contribution of this study is
the introduction of ‘leadership-dignity’
conceptual framework across the levels
of individualized work arrangements.
The framework also depicts the signifi-
cant role of fundamental self-evaluations
as an important condition that causes a
dynamic relationship between under-
standing of I-deals and the resultant dig-
nity felt by the employee.

Practical Implications

The workplace dignity perspective of
the leader-employee relationship is a
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worthy line of inquiry from a practical
standpoint too. Further, the presence of
individualized human resource manage-
ment practices at the workplace strength-
ens this relationship which in turn may
bear fruitful organizational outcomes.
Favorable human resource management
practices help create sustainable com-
petitive edge.

The present research has the po-
tential to prompt alterations in the
overall perspective of the organizations
on how they look at their employees.
It may describe some practical insights
into making the organizations more hu-
mane and sensitive towards its
workforce by providing greater clarity
on the factors that shape the dignity
experiences of the employees. The
present study identifies the need to
understand the important construct of
workplace dignity and its relevance in
the work-life of employees. It also in-
dicates how it can be cultivated in or-
ganizations by leaders. The study ad-
vances the understanding of the role of
responsible managers today and the im-
pact of their day-to-day behavior on the
felt dignity of the workforce. With em-
ployees becoming increasingly in-
charge of their own careers, the effort
of inducing, managing and retaining the
skilled workforce is a challenge. In
such a scenario, offering them unique
employment deals or individualized
work arrangements indicates that they
are valued by the organization. The
theoretical analysis of the study brings
to the fore, the positive implications of
the customized human resource man-
agement practices like idiosyncratic

deals and the likely outcomes of such
managerial decisions. It contributes to
understanding of how such deals may
be beneficial to employees and the or-
ganizations.

Limitations & Future Directions

While this study aims to majorly con-
tribute towards introducing the ‘leader-
ship-dignity’ framework to organizational
literature, it also has some limitations.
The study also indicates scope for a few
directions towards future research. Few
of them are outlined here. Future re-
search is required to empirically assess
the interplay of transformational lead-
ership, idiosyncratic deals and core-self
evaluations and their ability to predict
workplace dignity. This study sets forth
large scope of empirically testing the
framework across diverse organizational
settings. Further, the concept of em-
ployee dignity demands studies on a
large scale by collection of data from a
wide variety of organizations across dif-
ferent cultures and societies, which
would add significantly to the existing
literature. Such extension of this inquiry
would also contribute to a better under-
standing of the utility of the construct
of ‘employee dignity’ in crafting the
overall employee experiences in the or-
ganization.

The current study encourages future
research to examine other antecedents
and potential outcomes of workplace dig-
nity. It also has a lot of scope to estab-
lish additional moderators and mediators
of the relationship between leadership
and workplace dignity. Apart from this,
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the current article has conceptualized
only one form of leadership but a lot of
other leadership styles can be explored
to discern the variation in this relation-
ship. Furthermore, the study also indi-
cates the need for empirical research
on various types of [-deals and their role
in the creation of dignified workplaces.
Future studies can also deploy multilevel
designs.
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