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Abstract. The self-sacrificial leader, who puts the collective interest first and is
willing to postpone or sacrifice personal interests in order to achieve organiza-
tional goals, plays an important role in maintaining smooth operations and over-
coming corporate crises in today’s complex and changeable information age. The
effective enhancement of employee engagement can also bring positive impact
to individuals and organizations. Based on social identity theory, this paper will
explore the mechanism of self-sacrificial leadership on employee engagement
and its dimensions from the perspective of dual identity: leader identification and
organizational identification. The findings show that: Self-sacrificial leadership
can positively influence employee engagement. Leader identification and organi-
zational identification are the mediating variables in the path of the influence of
self-sacrificial leadership on employee engagement, and the mediating effect of
leader identification is more significant. Leader identification can influence orga-
nizational identification, and themultiple mediating effect is significant in the path
of the influence of self-sacrificial leadership on employee engagement. Cognitive
engagement, affective engagement and behavioral engagement are all consistent
with the above hypotheses when used as dependent variables.

Keywords: Self-sacrificial Leadership · Employee Engagement · Leader
identification · Organizational Identification

1 Introduction

The world is undergoing profound changes ever seen in a century, and with the rapid
development of new technologies, the market environment is full of change and uncer-
tainty. As a pivotal role in an organization, the behavior and attitudes of leaders have a
significant impact on the development of the organization,while the relationship between
leaders and employees needs to maintain a new balance. Self-sacrificial leadership is a
leadership style that postpones or gives up personal interests, benefits or privileges in
order to achieve the mission and collective interests of the organization, it often post-
pones or sacrifices self-interest, such as the exercise of power, the division of labor and
the distribution of rewards [1], in order to serve the collective interests and promote
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the achievement of organizational goals. The spirit of collectivism and the concept of
sharing hardships often lead the organization to overcome difficulties, and is needed for
enterprises to avoid risks and develop steadily in information age.

“Dedication” is one of the core values of Chinese socialism, and it is the requirement
of an individual’s attitude towards work. “Engagement” is defined as the positive inte-
gration of the individual in the work from physical, cognitive and emotional aspects [2].
Employees are the mainstay of the companies, governing the existence and development
of the organization, and both individuals and organizations can derive positive results
from a high level of employee engagement. Employee engagement provides motivation
for employees to adoptmore positive attitudes and behaviors in the organization, and also
provides a sustainable competitive advantage for the organization in today’s complex
and changing information age.

According to leadership theory, leaders are able to influence employees’ behavioral
concepts through their perceptions, motivations, and competencies. Many studies have
focused on the effects of self-sacrificial leadership on various aspects of employees,
such as promoting employee creativity [3], improving work performance [4], etc. While
the influencing mechanism of self-sacrificial leadership on employee engagement and
its dimensions remain to be explored, and there is no research on the effectiveness of
self-sacrificial leadership from the perspective of both extra-role identities, leader iden-
tification and organizational identification. Therefore, based on social identity theory,
this study focuses on uncovering the internal influence mechanism of self-sacrificial
leadership on employee engagement from both leader identification and organizational
identification perspectives, and discusses the differences in the influence of different
dimensions of engagement in order to provide suggestions for improving employee
engagement and find a balance in leadership-employee relations, as well as provid-
ing valuable references for companies to maintain a balanced internal organizational
environment and promote development In the current changeable era.

2 Theories and Hypotheses

2.1 Self-sacrificial Leadership and Employee Engagement

Self-sacrificial leadership is manifested as sacrificing oneself in order to achieve the
organizational mission and set up personal example, which has the following charac-
teristics: out of individual willingness, giving up or postponing personal interests, and
aiming at achieving collective interests or goals [5]. Many studies have demonstrated
that self-sacrificial leadership can have a positive impact on employees’ perceptions or
behaviors. Specifically, self-sacrificial leaders’ selfless values and behaviors express that
leaders value the interests of organizational members, so that employees can recognize
the leaders and are willing to demonstrate positive work performance. According to the
social learning theory, the collectivism concept of self-sacrificial leaders can easily be
used as a role model to motivate employees to exhibit similar concept. And combined
with the “reciprocity principle” of social exchange theory, when the self-sacrificial lead-
ers sacrifice personal interests to serve the organization and its members, the members
will have the belief to return leaders and show more positive states.
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Kahn (1990) pointed out that employee engagement refers to the degree to which
organizational members combine their personal emotions, abilities and other resources
with their work roles [6], and classified engagement into three dimensions: cognitive
engagement, affective engagement and behavioral engagement, where cognitive engage-
ment is characterized by attention and immersion in the work, affective engagement is
characterized by positive reactions in the work, and behavioral engagement is charac-
terized by the effort put in the work. Some studies have shown that positive leaders have
higher virtue, and subordinates will have a higher sense of trust and satisfaction with
their leaders, thus showing a more dedicated work status [7]. Self-sacrificial leaders, as
peoplewho arewilling to self-sacrifice for the benefit of the collective, canmake employ-
ees feel supported and valued, satisfy their personal expectations, make them willing
to work in a more positive state. The self-sacrificial leadership can create a role model
that makes subordinates willing to follow them, and moreover, it can make employees
feel obligated to reciprocate the sacrifice of the leader based on reciprocity, and meet
the expectations of the leader to complete the work within the role with a higher level
of dedication. Therefore, the following hypothesis is proposed.

H1: Self-sacrificial leadership has a positive effect on employee engagement
(including cognitive engagement, affective engagement, and behavioral engagement).

2.2 Leader Identification as a Mediator

According to social identity theory, in order to reduce uncertainty or enhance their self-
worth, individuals often define and categorize themselves in comparison with groups or
others, and establish an emotional connection with the target object [8], that is, generate
identity. The process of social identity generally includes social-classification and self-
reinforcement. Social-categorization is the process of defining and categorizing oneself
and the group, in which the similarity between individuals and the group is strengthened.
Self-reinforcement is the process of accelerating this similarity and increasing dissimi-
larity to the external groups, in which individuals will actively exhibit behaviors that are
consistent with the group and will also exhibit positive and proactive behaviors in order
to increase the dominance of the group to which they belong.

Leader identification is the employee’s connection to the leader and the degree to
which the employee overlaps with the values and goals of leaders. In general, leader
identification is catalyzed when leadership styles maintain or enhance employees’ self-
esteem, satisfaction of needs, and self-improvement of meaning [9]. Studies have proved
that self-sacrificial leadership can make employees develop emotional attachment, and
promote the formation of leader identification [4]. The dedication and collectivism of
self-sacrificial leaders can make employees feel respected and valued, and thus willing
to establish an emotional connection with the leader, that is, to improve employees’
identification with the leader and show consistent behaviors with the leader.

When the behavioral state of the leader catalyzes employees to develop leader iden-
tification, which leads to a strong sense of belonging and psychological attachment to
the leaders [10], employees will more actively associate themselves with the leaders in
a consistent manner, translate identification into psychological motivation, and perform
positive behaviors expected of leaders, such as increasing work engagement [11]. The
higher virtues of self-sacrificial leaders can inspire employees to form identification with
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their leaders, and the higher the employees’ leader identification, the more they tend to
combine the attitude and behavior of leaders with themselves and maintain consistency,
strive to achieve organizational goals and promote organizational development, and they
are more willing to give feedback on more positive states, which can also result in higher
engagement. Therefore, the following hypothesis is proposed.

H2: Self-sacrificial leadership has a positive effect on leader identification.
H3: Leader identification plays a mediating role in the influence of Self-sacrificial

leadership on employee engagement (including cognitive engagement, affective engage-
ment, and behavioral engagement).

2.3 Organizational Identification as a Mediator

Organizational identification is the cognitive or emotional association of organizational
members with their identification as members of the organization and reflects the degree
of integration and recognition of the individual to the organization. Generally speaking,
employees are more likely to identify with the organization that brings them a higher
sense of security, self-realization and belonging [12]. The self-sacrificial leader, as the
agent of the organization, is loyal to the organization’s goals andmission, and to a certain
extent represents the organization’s values and behavioral norms, thus being able to
influence employees’ personal concepts such as enhancing organizational identification
[12]. Self-sacrificial leaders put the development of organization and organizational
member’s interests first and emphasize the overall awareness,which canmake employees
feel a sense of security and belonging brought by the organization, as well as the self-
worth of individuals in the organization, they are willing to include individuals in the
organization and thus increase their identification with the organization.

According to the social identity theory, the higher the employees’ identification with
the organization, the easier it is to link themselves closely with the organization, employ-
ees will incorporate organizational development and goals into their personal goals, and
will be more willing to show amore active and proactive state for the development of the
organization. Most studies on organizational identification also agree that organizational
identification can have positive effects on employees, such as promoting subordinate
taking charge [13]. High organizational identification enables employees to align their
attitudes or behaviors with the organization and align the interests and development of
the organization to the interests and development of the individual, driving employees to
work hard to achieve organizational goals, employees will do their jobs better and show
more positive and dedicated states and behaviors. Therefore, the following hypotheses
are proposed.

H4: Self-sacrificial leadership has a positive effect on organizational identification.
H5: Organizational identification plays a mediating role in the influence of

Self-sacrificial leadership on employee engagement (including cognitive engagement,
affective engagement, and behavioral engagement).

2.4 Leader Identification and Organizational Identification

The typical manifestations of social identity are organizational identification and leader
identification, that is, the emotional connection of employees to organizations or leaders.
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Leader as part of the organization, employees support for the leader can be expanded to
generate support for the organization, positive leadership style can also make employees
produce follower effect and maintain a high sense of support and trust for the orga-
nization. Sluss et al. (2018) pointed out in their research that when the supervisor is
perceived to be prototypical, Leader identification is more likely to generalize to orga-
nizational identification through affective, cognitive, and behavioral mediating mecha-
nisms [14]. The collectivist value of the self-sacrificial leader is highly representative
of the organization, and can effectively facilitate the transformation of leader identifi-
cation to organizational identification, so that employees link the individual, the leader,
and the organization as one, and thus show the attitude and behavior conducive to the
development of the organization. Therefore, the following hypotheses are proposed.

H6: Leader identification can promote employees’ organizational identification,
which in turn affects employee engagement (including cognitive engagement, affective
engagement, and behavioral engagement).

In summary, the research model of this study is shown in Fig. 1 below.

Fig. 1. Research model

3 Methods

In this study, datawere collected through questionnairemethod, the questionnaire scale is
suitable for employees tofill in and the respondents anonymously evaluate the leaders and
personal feelings. Pre-survey was conducted before the formal survey and the questions
were optimized based on the analysis results. After the formal research, a total of 320
questionnaires were collected, of which 273 were valid, with an effective rate of 85.3%.
The collected data were processed, analyzed, establish regression model and hypothesis
tested using SPSS and AMOS soft.

The questionnaire scales used in this study are all mature scales that have been
tested by domestic and foreign scholars, with appropriate modifications for the Chinese
context. All scales were scored by Likert 7 points. The measurement of self-sacrificial
leadership was based on a 5-item unidimensional scale developed by Cremer et al. [15],
which is suitable for employees to fill in, and has been verified by domestic scholars for
many times with good reliability and validity, the scale questions include “My leader
will make personal sacrifices for the good of the organization”. Leader identification was
measured using the unidimensional leader identification scale developed by Kark et al.
[16], which was modified to have seven items, and the scale questions included “I trust
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my leader a lot”. The organizational identification scale was based on the unidimensional
six-item scale introduced by Mael et al. [17], with question such as “I care about what
people think of the company I work for”. Regarding the scale of employee engagement,
this paper draws on the three-dimensional employee engagement measurement scale
adapted by Ma [18], which has 13 items, including “I think it is my duty to do my job
well”, etc.

According to the final data collection statistics, the respondents came from more
than 20 provinces, covering various types of positions and business nature. In terms of
gender, 51.3% were female and 48.7% were male; in terms of age, 25.6% were under
25 years old, 44.7% were between 26 and 30 years old, 20.1% were between 31 and
35 years old, and 9.5% were over 35 years old; in terms of working years, 18.7% were
under one year, 34.1% were 1–3 years old, 33.7% were 4–6 years old, and 13.5% were
over 7 years old; in terms of education, 34.8% were college education or below, 49.1%
were bachelor degree, and 49.1% were graduate degree or above.

4 Data Analysis and Results

4.1 Reliability Analysis

In this study, the Cronbach-α was used to measure the reliability of the questionnaire.
Among them, the coefficients of self-sacrificial leadership (SL), leader identification
(LI), organizational identification (OI) and employee engagement (EE) were 0.807,
0.818, 0.780, and 0.888, and the coefficients of cognitive engagement (CE), affective
engagement (AE), behavioral engagement (BE) in engagementwere 0.743, 0.759, 0.756,
all of which exceeded 0.7. The value of KMO statistic was 0.932 and the result of
Bartlett’s Test of Sphericity approximated 0, indicating that the data in this study were
suitable for factor analysis. Next, the structural validity test was conducted using Amos,
and the four-factor model containing second-order dimensions was validated by factor
analysis. And the fit indicators were as follows: χ2/df = 1.659 < 3, IFI = 0.920, TLI
= 0.908, CFI = 0.919, which were all greater than 0.9, and RMSEA = 0.049 < 0.08,
indicating that each variable has high structural. The combined reliability values CR for
SL, LI, OI, CE, BE and AE were 0.797, 0.820, 0.767, 0.757, 0.755 and 0.739, all of
which exceeded 0.7, indicating that the reliability coefficients of the questionnaire were
good and basically meets the requirements of the research. In addition, the results of
unrotated factor analysis showed that the total variance of the first factor interpretation
was 36.91%, less than 40%, indicating that there was no serious homologous variance
problem in the data in this study.

4.2 Correlation Analysis

Correlation analysis was first performed using SPSS, and the correlation coefficients,
means, and standard deviations of all variables are shown in Table 1 below. The results
indicate that the independent variables, mediating variables and dependent variables are
significantly correlated with each other, which initially supports the research hypothesis
of this study.
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Table 1. Descriptive statistics and correlation analysis results

SL LI OI EE

Self-sacrificial leadership 1

Leader identification .673** 1

Organizational identification .615** .657** 1

Employee engagement .688** .796** .708** 1

Mean value 5.33 5.30 5.34 5.42

Standard deviation 1.028 .927 .821 .901

Note: *p < 0.05, **p < 0.01, ***p < 0.001.

4.3 Direct and Mediating Effects Tests

Next, the direct and mediating effects were tested by constructing regression models for
the variables of self-sacrificial leadership (SL), leader identification (LI), organizational
identification (OI) and employee engagement (EE) to verify the main hypotheses of this
study. The results of the regression analysis are shown in Table 2 below.

Table 2. Regression analysis of self-sacrificial leadership, leader identification, organizational
identification and employee engagement

Variables Models

LI OI EE

Model1 Model2 Model3 Model4 Model5 Model6 Model7 Model8

1. Gender −0.192 −0.019 0.055 0.063 .015 0.026 −0.007 0.011

2. Age 0.095 −0.038 −0.066 −0.049 −.066 −0.045 −0.040 −0.034

3. Seniority −0.113 −0.037 −0.119* −0.102 −.030 −0.010 0.018 0.014

4.
Education

−0.147 −0.010 −0.028 −0.024 −.056 −0.51 −0.450 −0.045

5. Nature of
business

0.046 −0.075
*

−0.043 −0.010 −.068
*

−0.026 −0.050 −0.024

SL 0.578
***

0.552
***

0.300
***

.540
***

0.221
***

0.317
***

0.151
**

LI 0.438
***

0.552
***

0.449
***

OI 0.404
***

0.235
***

R2 0.466 0.414 0.510 0.492 0.682 0.611 0.716

F 38.733 31.288 39.472 43.000 81.310 59.439 83.129

Note: *p < 0.05, **p < 0.01, ***p < 0.001.
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As shown in the table above: Model 2 shows that self-sacrificial leadership has a sig-
nificant positive effect on leader identification (β = 0.578, P < 0.001). Model 3 shows
that self-sacrificial leadership has a significant positive effect on organizational identi-
fication (β = 0.552, P < 0.001). Model 4 shows that the positive influence of leader
identification on organizational identification is significant (β = 0.438, p < 0.001), and
the positive effect of self-sacrificial leadership on organizational identification is reduced
but still significant (β = 0.300, p < 0.001), indicating that leader identification plays
a partial mediating effect in the positive effect of self-sacrificial leadership on organi-
zational identification. Model 5 shows that self-sacrificial leadership has a significant
positive effect on employee engagement (β= 0.540, P< 0.001). Model 6 shows that the
positive effect of leader identification on employee engagement is significant (β= 0.552,
p < 0.001), and the positive effect coefficient of self-sacrificial leadership on employee
engagement is reduced but still significant (β = 0.221, p< 0.001), indicating that leader
identification plays a partial mediating effect in the positive effect of self-sacrificial
leadership on employee engagement. Model 7 shows that the positive effect of organi-
zational identification on employee engagement is significant (β = 0.404, p < 0.001),
and the positive effect of self-sacrificial leadership on employee engagement is reduced
but still significant (β = 0.317, p < 0.001), indicating that organizational identification
plays a partial mediating effect in the positive effect of leader identification on employee
engagement (β= 0.449, p< 0.001). Model 8 shows that that the positive effect of leader
identification on employee engagement is significant (β = 0.449, p < 0.001), and the
positive effect of organizational identification on employee engagement is significant (β
= 0.235, p < 0.001), and the positive effect of Self-sacrificial leadership on employee
engagement is reduced but still significant (β = 0.151, p= 0.001), indicating that leader
identification and organizational identification play the multiple mediating effect in the
positive effect of self-sacrificial leadership on employee engagement.

Table 3. The bootstrapping test of self-sacrificial leadership and employee engagement

Paths β LLCI ULCI r

Ind1: SL-LI-EE 0.259 0.187 0.344 47.96%

Ind2: SL-OI-EE 0.070 0.024 0.145 12.96%

Ind3: SL-LI-OI-EE 0.060 0.024 0.109 11.11%

Direct effect 0.151 0.075 0.227 27.96%

Total 0.540 0.467 0.612

The bootstrapping test was used to further verify the mediating effect of leader iden-
tification and organizational identification in the influence of self-sacrificial leadership
on employee engagement. As the results shown in Table 3, the 95% confidence intervals
of the influence effects of each path do not include 0, that is, self-sacrificial leadership
can influence employee engagement through the mediating effect of leader identifi-
cation, organizational identification, and the multiple mediating effect of leadership
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identification-organizational identification. And according to the proportion of influ-
ence effects, self-sacrificial leadership are more likely to positively influence employee
engagement through the mediating effect of leader identification, followed by the direct
effect influence on employee engagement, the effect influenced through the mediat-
ing path of organizational identification and the multiple mediating path of leader
identification-organizational identification accounts for a smaller percentage.

4.4 Hypothesis Testing of the Dimensions of Employee Engagement

In order to further explore the different effects of the dimensions of engagement in
this research, cognitive engagement (D1), affective engagement (D2), and behavioral
engagement (D3) were introduced into themodel as dependent variables and constructed
regression analysis models. The analysis results are shown in Table 4 below.

As the results shown in Table 4 above, the direct effects of self-sacrificial leadership
on cognitive engagement, affective engagement, and behavioral engagement are all sig-
nificant. When leader identification and organizational identification are introduced into
the model, both of them can positively influence employee engagement, and direct effect
coefficients of self-sacrificial leadership are all reduced but still significant, indicating
that leader identification and organizational identification can play the partial mediating
effect and multiple mediating effect in the influence of self-sacrificial leadership on the
dimensions of engagement.

The bootstrapping test was used to further verify themediating effects of leader iden-
tification and organizational identification in the influence of self-sacrificial leadership
on cognitive, affective, and behavioral engagement. As the results shown in Table 5,
the 95% confidence intervals of the influence effects of each path do not include 0.
That is, self-sacrificial leadership can influence cognitive engagement, affective engage-
ment, and behavioral engagement through the mediating effect of leader identification,
organizational identification, and the multiple mediating effect of leader identification-
organizational identification. According to the proportion of influence effects, Self-
sacrificial leaders are more likely to positively influence the dependent variable through
the mediating effect of leader identification, followed by the direct effect influence on
employee engagement, the effect influenced through themediating path of organizational
identification and the multiple mediating path of leader identification-organizational
identification accounts for a smaller percentage, and gradually decreases with the change
of cognitive, affective, and behavioral engagement.
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Table 5. The bootstrapping test of self-sacrificial leadership and the dimensions of engagement

Dimensions Paths

Ind1
SL-LI-CE

Ind2
SL-OI-AE

Ind3
SL-LI-OI-BE

Direct effect Total

CE β 0.227 0.090 0.077 0.127 0.521

LLCI 0.137 0.038 0.039 0.035 0.439

ULCI 0.325 0.167 0.129 0.220 0.603

r 43.57% 17.27% 14.78% 24.38%

AE β 0.238 0.074 0.062 0.199 0.573

LLCI 0.153 0.025 0.021 0.097 0.487

ULCI 0.327 0.157 0.125 0.301 0.657

r 41.5% 12.91% 10.82% 34.73%

BE β 0.300 0.044 0.037 0.160 0.541

LLCI 0.210 0.002 0.002 0.066 0.458

ULCI 0.402 0.110 0.083 0.254 0.623

r 55.45% 8.13% 6.84% 29.57%

5 Discussion

5.1 Conclusion

Self-sacrificial leadership can effectively motivate the generation of employee engage-
ment in enterprises. Previous studies have not yet explored the impact of self-sacrificial
leadership on employee engagement. This study proves that the leader who is able
to make self-sacrifices for the benefit of his organization and employees will win the
recognition of employees, as well as inspiring them by example, which positively affects
employees’ engagement and related dimensions such as cognitive engagement, affective
engagement, and behavioral engagement.

Self-sacrificial leadership can positively influence employees’ engagement through
leader identification and organizational identification, and can also promote employ-
ees’ organizational identification through the multiple mediating effects of leader
identification-organizational identification. Based on the social identity theory, this
paper attempts to introduce two extra-role identity variables, leader identification and
organizational identification, into the model of the effect of self-sacrificial leadership
on employee engagement, and the results show that, self-sacrificial leadership mainly
enhances employees’ positive perceptions and leader identification through personal val-
ues and behaviors of making personal sacrifices for the public good, so that employees
can keep their own attitudes and behaviors consistent with their leaders. At the same
time, as an agent of the organization, the leader’s own performance will also make the
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organizational characteristics show similarity, so the employees’ organizational identi-
fication will be stimulated along with the leader identification, and the employees will
be willing to subsume themselves into the organization and show positive behaviors.

The effects of self-sacrificial leadership on cognitive, affective, and behavioral
engagement are consistent with the hypotheses of this research, and the proportion
of mediating effects and multiple mediating effect of the path where organizational
identification is located gradually decreases with changes in cognitive, affective, and
behavioral engagement. The paper argues that employees’ affective engagement and
behavioral engagement need affective or behavioral giving as performance, still have
some differences with the actual psychological will of employees, and employees may
inhibit the actual occurrence of certain pay based on personal or situational factors
such as ability mismatch or protecting personal resources [19]. Leader identification is
an intuitive psychological perception of self-sacrificial leaders, and employees tend to
align themselves directly with their leaders more than with the organization. Therefore,
when leader identification and organizational identification are introduced simultane-
ously, organizational identification is more likely to be inhibited by external factors or
employees’ internal willingness than leader identification, thus the positive effects on
affective and behavioral engagement is reduced.

5.2 Practical Implications

For leaders, they need to sacrifice personal interests for the sake of organizational goals
and employees’ interests to some extent, such as daring to take on more difficult tasks at
work, actively sacrificing their personal time to lead employees to accomplish corporate
goals, giving up the privileges they have as leaders, etc., make employees feel valued
from their leaders and thus willing to behave in a more positive manner; Self-sacrificial
leaders should weaken the traditional commanding and authoritarian leadership style,
and effectively promote the formation of their leader identification by influencing the
psychological state of employees. It should also strive to improve its representation
in the organization, and promote the development and transformation of organizational
identification; Leaders should strengthen communication with employees, and promptly
find out the reasons that cause inconsistency between employees’ psychological state and
actual performance, such as whether employees feel that they have received a personal
loss of benefits, whether they have generated greater pressure in their work, etc., and
promptly communicate with employees to solve the problem, so as to avoid the actual
occurrence of inhibiting employees’ dedicated emotions and behaviors.

For companies, when recruiting or selecting leaders, they can focus on leaders with
the spirit of self-sacrifice, the internal training of enterprises can also focus on the
cultivation of leaders of all ranks with the concept of “ Collective priority”, this type of
leadership can play an important role in promoting the formation of employee dedication;
The organization should create a corporate culture, and synchronize with self-sacrificial
leadership to effectively protect the interests of employees, tomake employees really feel
valued and inspire them to have organizational identification and show higher dedication
to accomplish the mission of the organization; In daily work, incentive system can
be developed to encourage and support employees, so as to better promote the actual
occurrence of employee engagement emotion and behavior.
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