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ABSTRACT
Currently, the public sector is undergoing a major digital transformation. Although this digitization is seen as a positive transformation, digital tools can also put additional job demands on employees, resulting in negative HR outcomes. An example of a job demand resulting from such digital tools is red tape. By building on the job demands-resources model, we developed a theoretical model investigating the relationship between red tape originating from digital tools and turnover intention. Our data analysis (N = 779 teachers; 91 school leaders) provides evidence for a positive indirect relationship between red tape originating from digital tools and turnover intention, through emotional exhaustion. Additionally, our results also suggest that the amount of red tape perceived by an employee’s leader will exacerbate the strength of this indirect relationship, hereby providing evidence that a factor at leader-level can exacerbate effects on a lower level.
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INTRODUCTION
Currently, the public sector is undergoing a major digital transformation (Ogonek & Hofmann, 2018). Public workplaces are increasingly changing in terms of using technology due to the idea that new digital tools will improve employees’ efficiency and job experience (Pūraitė et al., 2020). Although this digitization is seen as a positive transformation, digital tools also pose new challenges, expectations, requirements, and change the nature of the work done by many employees. Consequently, digital tools can also put demands on people’s jobs, resulting in negative HR outcomes, such as stress and lower job satisfaction (Marchiori et al., 2020), especially when these demands are not matched with accommodating resources (Bakker & Demerouti, 2018; Ogonek & Hofmann, 2018; Pūraitė et al., 2020). Such imbalances play a central role in the job demands-resources (JD-R) model (Demerouti et al., 2001), which states that employees’ attitudes and behaviors are a function of their job demands (i.e., work-related characteristics that consume the mental or physical capacities of employees) and job resources (i.e., work-related characteristics that help workers in their personal development, coping, and goal achievement; Bakker & Demerouti, 2007). The introduction of new digital tools into the workplace could lead to an imbalance between job demands and resources.
 	One example of a job demand resulting from the implementation of new digital tools is increased rules or red tape associated with the use of these tools. When employees perceive rules as burdensome and not helpful in attaining their functional objectives, these rules can be categorized as red tape (Bozeman, 2000; Van Loon et al., 2016). Why would tools designed to improve efficiency and effectiveness have red tape? Our focus in this article on the presence of red tape within digital tools followed from insights from a preliminary investigation, in which we interviewed 20 secondary school teachers about their job demands and resources. These interviews revealed that the digital tools by which teachers are confronted in their job contain red tape, an unexpected finding. As many companies and governments are focusing on digitization to solve red tape issues (Bozeman & Youtie, 2020), we find it important to draw attention to the fact that digital tools can also contain red tape (Bauwens & Meyfroodt, 2021; Czarniawska, 2019; Eggers, 2007), especially as past research shows that red tape has a negative impact on numerous HR outcomes (Blom et al., 2021). Therefore, it is important to understand red tape as a job demand and how it impacts public employees.
 	The JD-R model presumes that job demands have a negative impact on employee attitudes and behaviors, including their turnover intentions (Bakker & Demerouti, 2018; Hoonakker et al., 2013). Considering the shortages of teachers across the globe (European Union, 2013), this study investigates how red tape originating from digital tools affects teachers’ turnover intentions. Turnover intention can be defined as “the behavioural intent to leave an organization” (Kuvaas, 2006, p. 509). Although employees’ turnover intentions do not necessarily result in them actually leaving the organization, it remains one of the strongest predictors of actual turnover in public organizations (Rainey & Jung, 2010; Van Waeyenberg et al., 2017).
 	Additionally, the JD-R model also presumes that the relation between job demands and HR outcomes is mediated by strain reactions (Hoonakker et al., 2013). Consequently, this study investigates the mediating role of emotional exhaustion between red tape originating from digital tools and turnover intention. Employees are emotionally exhausted when they feel emotionally overextended and exhausted by their work (Maslach & Jackson, 1981). Emotional exhaustion is characterized by a loss of energy, fatigue, pressure, and debilitation (Quratulain & Khan, 2015), and is a key component of burnout (Ellis et al., 2018).
 	Fortunately, the JD-R model also states that job resources can buffer the negative impact of job demands on employees’ job strain (Bakker & Demerouti, 2007, 2018). An example of such a crucial job resource is positive leadership (Bakker & Demerouti, 2018). Unfortunately, school leaders are often themselves hindered by the large amounts of red tape deriving from the day-to-day management of the school, which hinders them to engage in positive leadership behaviors (Torenvlied & Akkerman, 2012; Turaga & Bozeman, 2005). Consequently, school leaders might not be able to help their teachers cope with the presence of red tape originating from digital tools. Accordingly, our theoretical model proposes that the amount of red tape perceived by the school leader will strengthen the indirect relation between teacher red tape originating from digital tools and turnover intention through emotional exhaustion.
 	The goal of this study is to contribute to research and practice in at least three ways. First, scholars only recently started to build on the JD-R model to explain the negative consequences of red tape (Blom et al., 2021). By framing red tape within the JD-R model, and by investigating underlying mechanisms and boundary conditions, this study helps us to better understand the negative impact of red tape on HR outcomes, which is important to stipulate well-founded recommendations (George et al., 2021). Additionally, past research shows that the impact of red tape is relatively stable across different contexts (George et al., 2021). Consequently, the implications of our findings go beyond the teaching context. Second, past JD-R research mostly took place at employee-level (Bakker & Demerouti, 2017). By testing whether a factor at leader-level can exacerbate effects on a lower level, we answer calls for more multilevel JD-R research (Bakker & Demerouti, 2018). Moreover, in this research base, the leader is positioned as a job resource that can buffer hindering job demands, whereas in the current research we theorize and test the overlooked role of job demands from the leader in the JD-R model. Finally, we aim to provide evidence that digitization is not necessarily a fully positive transformation, as digital tools might also put additional job demands on employees, resulting in negative HR outcomes.
THEORY AND HYPOTHESES
	Red Tape Originating From Digital Tools
Studying red tape is challenging, as a variety of operationalizations and definitions have been introduced (Blom et al., 2021; Van Loon, 2017). A red tape definition adopted in many studies is the definition developed by Bozeman (2000) (Blom et al., 2021). Bozeman (2000) defined red tape as “rules, regulations, and procedures that remain in force and entail a compliance burden, but do not advance the legitimate purposes the rules were intended to serve” (p. 12). Compliance burden, which is the first component of this definition, refers to the effort and time it takes to comply with a rule (Van Loon, 2017). Functionality, the second component, refers to the perceived degree to which a rule, regulation, or procedure serves the purpose that it is intended to regulate; when it does not, it is red tape versus green tape, a useful rule (DeHart Davis et al., 2015). Both components—a compliance burden and a lack of functionality—need to be present before a rule can be categorized as red tape (Van Loon, 2017; Van Loon et al., 2016).
 	Past research shows that red tape is a major problem in public organizations around the world (Kaufmann et al., 2019). A rising focus on quality assurance and performance indicators, in combination with rising accountability expectations and public scrutiny, resulted in an increasing amount of red tape in public organizations (Decramer et al., 2012; George et al., 2021). In the search to stem the growth of red tape, organizations have been investing in information technology (IT) in the hope to take advantage of its alleged savings and efficiencies (Bozeman & Youtie, 2020). However, the danger of digitization is that the amount of red tape may not be cut, but is simply being replaced by a virtual alternative (Bauwens & Meyfroodt, 2021; Czarniawska, 2019; Eggers, 2007). Moreover, digitalization can also be the breeding ground for even more complicated forms of red tape (Bauwens & Meyfroodt, 2021), red tape that could dramatically affect the work of employees.
The Mediating Role of Emotional Exhaustion
If red tape is associated with digital tools, how might this red tape affect the experience of employees, especially when these tools are promised to be an efficiency improvement? By building on the JD-R model, we expect red tape originating from digital tools to be positively related to teachers’ emotional exhaustion. One of the basic propositions of the JD-R model is that all job characteristics by which employees are confronted in their job can be classified into two categories, namely job demands and job resources (Bakker & Demerouti, 2018). Job demands refer to the “aspects of the job that require sustained physical and/or psychological effort and are therefore associated with certain physiological and/or psychological costs” (Bakker & Demerouti, 2017, p. 274). Job resources, on the other hand, are defined as the “aspects of the job that are functional in achieving work goals, reduce job demands and the associated physiological and psychological costs, or stimulate personal growth, learning, and development” (Bakker & Demerouti, 2017, p. 274). Additionally, job demands can be classified into challenging and hindering job demands. Whereas challenging job demands can motivate employees to perform well, hindering job demands involve undesirable and excessive constraints that inhibit employees’ abilities to attain goals and lower their performance (Bakker & Demerouti, 2018; Quratulain & Khan, 2015).
 	Since red tape inhibits employees’ abilities to achieve their goals by, for example, causing delays, irritations, inefficiencies, and lowering performance (Cooke et al., 2019; Quratulain & Khan, 2015), red tape can be categorized as a hindering job demand (e.g., Borst et al., 2019). According to the JD-R model, hindering job demands are associated with certain psychological costs (Bakker & Demerouti, 2007). When job demands become chronic, they can exhaust the mental and physical resources of employees, which might result in a depletion of energy. Therefore, this theory presumes that hindering job demands can trigger feelings of emotional exhaustion (Taris et al., 2005).
 	In support of the above reasoning, past research considers red tape to be a central job demand that damages public employees’ well-being (Giauque et al., 2013). Additionally, Shim et al. (2017) demonstrated that red tape is positively associated with the work exhaustion of public sector workers. Given these arguments, we hypothesize that:
Hypothesis 1: Teachers’ red tape perceptions originating from digital tools are positively 
related to emotional exhaustion.
Next, we argue that red tape originating from digital tools indirectly affects teachers’ turnover intention via emotional exhaustion. First of all, in line with our first hypothesis, we expect red tape originating from digital tools to be positively related to emotional exhaustion. Second, we argue that emotional exhaustion is positively related to turnover intention.
 	Although the JD-R model puts employee well-being center stage, the ultimate goal of this theory is to forecast employee attitudes and behaviors (Bakker & Demerouti, 2018). As suggested by this theory, hindering job demands can cause mental fatigue, which, in turn, can have a negative effect on the health and well-being of individuals, leading them to withdraw from their work (Shin et al., 2020). More specifically, emotionally drained employees will withdraw themselves psychologically from their coworkers and their work in order to deal with stressors (Shim et al., 2017; Taris et al., 2005), which can lead them to consider leaving the organization.
 	In support of this argument, previous research revealed that emotional exhaustion is one of the most important reasons why public service employees leave their organizations (Kim, 2005; Quratulain & Khan, 2015). Additionally, past literature also showed that emotional exhaustion acts as a key mediator between job demands and turnover intention (Shim et al., 2017; Shin et al., 2020). Given these arguments, we hypothesize that:
Hypothesis 2: The positive relationship between teachers’ red tape perceptions originating from digital tools and turnover intention is mediated by emotional exhaustion.
The Moderating Role of Leader Red Tape
Lastly, we identify the amount of red tape perceived by the school leader as a potential moderating condition, strengthening the relationship between teachers’ red tape perceptions originating from digital tools and their emotional exhaustion. On top of the direct effects of job demands on job strain, the JD-R model proposes that job demands and job resources will also interact when shaping employees’ job strain (Bakker & Demerouti, 2018; Borst et al., 2019). More specifically, job resources can buffer the negative impact of job demands (Bakker & Demerouti, 2007). Consequently, since red tape originating from digital tools is a hindering job demand, its negative impact can be altered by the presence of job resources, as these resources will help employees to arm themselves against the negative consequences caused by red tape (Bakker, 2015; Bakker & Demerouti, 2018). Moreover, past research shows that employees’ job resources are not only to be found at the individual-level, but can also be provided by a leader (Bakker & Demerouti, 2018).
 	One of the school leaders’ tasks is to supervise the teachers in their school (Torenvlied & Akkerman, 2012). Showing positive leadership behavior, such as being a transformational or servant leader, or simply showing supervisory support, can therefore be categorized as a crucial job resource (e.g., Bakker & Demerouti, 2018; Breevaart & Bakker, 2018). When leaders, for example, support teachers in their needs, show concern for their feelings, and make sure that they focus their attention on the positive aspects of work (Breevaart & Bakker, 2018; Schaufeli, 2015), they can help teachers cope with the presence of hindering job demands (e.g., Wu et al., 2020). By providing job resources, by strengthening teachers’ personal resources, and by reducing job demands, leaders can buffer the impact of hindering job demands, such as red tape originating from digital tools, on emotional exhaustion (Bakker & Demerouti, 2018; Berger et al., 2019). Having a leader that shows such positive leadership behavior might be especially needed when the perceived red tape finds its origin in digital tools, since the presence of digital tools is something quite new, especially in a school context (Bauwens et al., 2020), and involves constant changes, making it even harder for the employees to comply with it. In support of this reasoning, empirical studies revealed that positive leadership behavior mitigates the relationship between hindering job demands and health outcomes, such as emotional exhaustion, suggesting a moderating effect (Breevaart & Bakker, 2018; Hentrich et al., 2017).
	Unfortunately, school leaders cannot focus as much of their time as they would like on supervising teachers, as they are often burdened with large amounts of red tape themselves (Torenvlied & Akkerman, 2012; Turaga & Bozeman, 2005). Public managers, such as school leaders, complain that their positive managerial behavior is often hindered and constrained by red tape (Audenaert et al., 2020; Torenvlied & Akkerman, 2012). In other words, leaders themselves are facing high levels of red tape and are therefore not able to provide coping mechanisms for teachers who are also confronted with red tape.
In support of this argument, past research shows that red tape does indeed hinder managers in providing employees with opportunities and support (Blom et al., 2021). Moreover, past literature also demonstrates that high job demands, in combination with low job resources, are associated with health-related employee outcomes, such as burnout (Alarcon, 2011; Hentrich et al., 2017). Consequently, we argue that when leaders are confronted with high levels of red tape, they will not be able to show the positive leadership behavior that could help employees cope with the presence of red tape originating from digital tools. This will intensify the impact of red tape originating from digital tools on teachers’ emotional exhaustion and, consequently, also affect our hypothesized mediation, resulting in moderated mediation. Stated formally:
Hypothesis 3a: Leader red tape moderates the positive relationship between teachers’ red tape perceptions originating from digital tools and their emotional exhaustion. Specifically, red tape originating from digital tools has a stronger impact on the emotional exhaustion of those teachers whose leaders perceive higher levels of red tape, as compared to those whose leaders perceive lower levels of red tape.
Hypothesis 3b: Leader red tape moderates the mediation of emotional exhaustion in the relationship between red tape originating from digital tools and turnover intention. Specifically, this mediated relationship will be stronger when leader red tape is higher.
METHODS
Participants and Procedure
To test our hypotheses, survey data was collected in secondary schools in Flanders, Belgium. In Flanders, the organization of education is a responsibility of the Flemish Government (Flemish Parliament, 2020). Since almost all Flemish schools are subsidized by the Flemish Government, this research focuses on public schools (Onderwijskiezer, 2020). Data was collected from November 2019 to January 2020 via structured paper-and-pencil questionnaires. We contacted the leaders of 637 secondary schools and invited them to participate in our study. We informed them about the scope and aim of our research and received a positive answer from 102 secondary schools (16.01%). All questionnaires were delivered in person and randomly distributed amongst teachers in the school. In total, we distributed 102 leader questionnaires and 1,224 teacher questionnaires. These questionnaires were completed by 96 school leaders (94.12%) and 1,029 teachers (84.07%). To ensure anonymity, the questionnaires were collected in sealed envelopes. However, due to missing data, only 779 teachers and 91 leaders were included in our analyses. In this article, the term leader refers to the school principal.
Testing our theoretical model in a teaching context is extremely relevant given the fact that the field of education is currently facing multiple challenges. Both teachers and school leaders are complaining about the rising levels of red tape by which they are confronted in their jobs (e.g., Jacobsen & Jakobsen, 2018; Van Droogenbroeck & Spruyt, 2014). The field of education is also confronted with increasing numbers of burnouts and teacher shortages (Newberry & Allsop, 2017; Van Droogenbroeck & Spruyt, 2014). Furthermore, depending on the country, teacher turnover rates range between 8% and 15% annually (Newberry & Allsop, 2017; Räsänen et al., 2020). It is especially alarming that 30% to 50% of the new teachers quit their job within the first years of their career (e.g., Newberry & Allsop, 2017; Struyven & Vanthournout, 2014).
Since red tape, emotional exhaustion, and turnover intention are “private experiences” for which no alternative data is available, perceptual survey data is well suited to measure these constructs (Conway & Lance, 2010; Scott & Pandey, 2005). However, this kind of data is susceptible to common source bias. Therefore, a series of provisions were taken into account to mitigate such bias (George & Pandey, 2017; Podsakoff et al., 2012). First of all, only scales with established psychometric properties were included. Second, we emphasized anonymity, the voluntariness of participation, and the relevance of personal opinions. Third, although all data was collected at the same time, we tried to induce a psychological time lag by isolating the independent and dependent variables in separate questionnaire chapters. Each chapter started at a new page and had its own relevant title. Lastly, the severity of common source bias was established through a one-factor model.
Most of the participating teachers were female (66.88%), about 41.59 years old (range: 22–69, SD = 10.64), and taught 18.99 hours during an average week (range: 2–36, SD = 4.73). The majority had a fixed contract (80.87%) and enjoyed on average a tenure of 16.81 years (range: 0.33–43, SD = 10.66). Most leaders were male (56.04%), about 49.54 years old (range: 32–68, SD = 8.31), and enjoyed on average a tenure of 8.54 years (range: 0.25–31, SD = 6.42), of which 7.48 years within their current school (range: 0.25–31, SD = 6.17). On average, the leaders were responsible for 93.43 teachers (range: 12–350, SD = 50.77) and 644.10 students (range: 100–2,150, SD = 349.16).
Digital Learning Environment
When organizations are faced with red tape, they reflexively assume that there must be a technical solution (Bozeman & Youtie, 2020). This trend can also be found in the field of education. To reduce the amount of red tape teachers are facing, governments are focusing on digitization in order to help teachers to concentrate again on their core tasks (e.g., British Department for Education, 2018; Dutch Ministry of Education, Culture and Science, 2014; Flemish Government, 2019). Past research shows that teachers are indeed more and more confronted with the incorporation of ICT into their job (e.g., Bauwens et al., 2020). A notable case is the use of digital learning environments (DLE). DLEs can be defined as “digital tools that enable teachers to create online course pages and share learning materials with students, accessible via a web browser or app” (Bauwens et al., 2020, p. 1). Although a DLE offers teachers many advantages, such as a simple way to share knowledge and an easy communication tool (Islam, 2014), teachers also complain that DLEs can result in red tape. Since the DLE is very accessible and easy to use, teachers are often asked to report more and more in this digital tool. For example, when teachers have a meeting with their colleagues, they have to write a report about this meeting in the DLE. However, writing this report often takes longer than the meeting itself and this report is rarely read by others. Another example is when an incident with a student takes place in the classroom. This incident must then be reported in great detail in the DLE, which takes a lot of time.
Measures
All items, except for the control variables, were administered on a 7-point Likert scale (1 = totally disagree, 7 = totally agree). When Dutch items were unavailable, back translation was used. All items were measured at employee-level, except for leader red tape, number of students, and tenure, which were measured at leader-level. An overview of the descriptive statistics can be found in Table 1. An overview of all items can be found in the appendix.
Red tape originating from digital tools was measured using a validated 6-item red tape scale developed by the Dutch government, which has been applied in past research before (e.g., Blom, 2020; Borst et al., 2019; Vermeeren & Van Geest, 2012). An important insight in red tape research is that the amount of red tape someone perceives is dependent on subjective perceptions (Scott & Pandey, 2005). Since individual perceptions of red tape are more reliable than estimations about a whole organization, this scale measures perceived red tape (Kaufmann et al., 2019; Van Loon, 2017). Following Bozeman’s (2000) definition, this red tape scale measures both “compliance burden” and “lack of functionality,” and was adapted to a digital context. One item was removed (λ ≤ .50): “I spend a lot of time filling out forms and complying with certain procedures related to the digital learning environment.” Cronbach’s alpha was .75.
Emotional exhaustion was assessed using the 8-item subscale of the Dutch version of the Maslach Burnout Inventory (Maslach & Jackson, 1981) developed by Schaufeli and Van Dierendonck (2000). Cronbach’s alpha was .88.
Turnover intention was measured using Kuvaas’ (2006) 5-item scale. Cronbach’s alpha was .90.
Leader red tape was measured by the same 6-item scale as teacher red tape, developed by the Dutch government. Cronbach’s alpha was .81.

[INSERT TABLE 1 ABOUT HERE]

Following the guidelines of Bernerth and Aguinis (2016), control variables were added at employee- and leader-level. At the employee-level, we controlled for variables that altered emotional exhaustion and turnover intention in past research, such as, whether the teacher has a permanent or a temporary contract (e.g., De Cuyper et al., 2014) and the number of teaching hours during an average week (e.g., Hu et al., 2016). Furthermore, we controlled for the teachers’ age, not only because age can alter emotional exhaustion (e.g., Antoniou et al., 2006) and turnover intention (e.g., Guarino et al., 2006), but also since older teachers might have some reservations about new technologies (e.g., McAfee & Welch, 2013). Additionally, we also controlled for gender since past research shows that women report higher levels of red tape (Campbell, 2017) and emotional exhaustion (Redondo-Flórez et al., 2020). At leader-level, we controlled for the leader’s tenure in the current school, since past research shows that the longer people are working in the public sector, the less likely they are to perceive rules as red tape (Ponomariov & Boardman, 2011). Furthermore, we also controlled for the number of students in the school because past research shows that organizational size is a significant predictor of perceived red tape (Feeney & Rainey, 2010).
Data Analysis
For this study, we collected multilevel data amongst both teachers and school leaders, and clustered our data at the school-level. Nevertheless, we also tested models in which schools that were part of the same group were clustered at a third level. However, likelihood ratio tests indicated that this additional clustering had no significant impact on our results. Therefore, we decided to retain the model in which we only took the teacher- and school-level into account.
As illustrated in Figure 1, our hypothesized model is designed as a cross-level moderated mediation, with a level-1 mediation (1–1–1) and a level-2 cross-level moderation. We tested our hypotheses by using lavaan.survey (version 1.1.3.1) in R (version 4.0.0.28), which is able to provide a framework suited for design-based analysis of complex data (Huang, 2018; Oberski, 2014). We followed the two-step approach of Anderson and Gerbing (1988). By first calculating the measurement model, we tested the latent variable structure of our model by means of confirmatory factor analysis (CFA). Second, we constructed the structural model, which revealed the relevant relations between our variables (Kline, 2011). In comparing and evaluating alternative measurement models and structural models, frequently-reported fit indices and thresholds were used (Table 2). The product indicator approach was used to test the interaction effect of leader red tape on the relationship between red tape originating from digital tools and emotional exhaustion. A new latent variable was added to the model, of which the indicators are the products of the matched pair items of red tape originating from digital tools and leader red tape (Marsh et al., 2004). In line with the recommendations of Lin et al. (2010), the double-mean-centering strategy was applied. Finally, to check the robustness of our mediation and moderated mediation, bootstrapping was applied. Indirect effects were estimated with a 95% confidence interval for 10,000 samples.
Validity, Reliability, and Rigor
Cronbach alpha’s had range between .75 and .90, which supports internal scale reliabilities (Hair et al., 2006). Next, the hypothesized measurement model was tested and contrasted against alternatives via CFA in order to verify the latent structures of our variables. An overview of our measurement models and fit indices can be found in Table 2. The hypothesized model with 24 items divided over four factors, fits the data relatively well (χ² = 775.49, df = 269, CFI = 0.91, TLI = 0.90, RMSEA = 0.06, SRMR = 0.05; Hair et al., 2006). However, one item did not load sufficiently, leading us to remove this item in an adjusted model. Fit indices confirm that the adjusted model is a better representation of our data (χ² = 512.36, df = 246, CFI = 0.95, TLI = 0.94, RMSEA = 0.05, SRMR = 0.05). Average variance extracted (AVE) ranged between .50 and .68. These findings endorse the convergent validity of our adjusted measurement model. Additionally, the discriminant validity of our adjusted measurement model was tested by comparing the AVE to the squared correlations. Since the AVE of all constructs is higher than the squared correlation between any two constructs, the discriminant validity is warranted (Fornell & Larcker, 1981). However, since the majority of our constructs were collected at a single moment through the same survey, the potential issue of common source bias has to be addressed. Therefore, a one-factor model was tested. Common source bias would pose a problem if this one-factor model, in which all variables are loaded onto a single factor, fits the data as well as a more complex model (Stevens et al., 2015). Since our one-factor model showed a significantly lower fit (Δχ² = 1,924.63, Δdf = 6, p < .001), it is unlikely that our findings are affected by common source bias. Additionally, a recent red tape meta-analysis provided empirical evidence suggesting that common source bias is not a universal inflator of red tape effect sizes (George et al., 2021). This meta-analysis uncovered that it mattered little whether common versus multiple, or even experimental data sources, were used in red tape research, which gives credence to further investigate red tape via survey-based studies. Lastly, our moderator and some of our control variables were collected via another survey at leader-level.
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RESULTS
Descriptive Statistics and Correlations
An overview of the correlations between the composite scores of scale means can be found in Table 3. Our correlations remain below .500 and our variance inflation factors are ranging between 1.008 and 1.385, suggesting that multicollinearity is absent (Kline, 2011). As can be seen in Table 1, teachers generally reported medium levels of red tape originating from digital tools and emotional exhaustion, while scores on turnover intention were rather low. Leaders, on the other hand, reported above medium levels of red tape. Inspection of the correlations shows that the number of teaching hours is negatively associated with teachers’ age, gender, and contract type. Additionally, it is positively associated with turnover intention. Teachers’ age is positively related to contract type and red tape originating from digital tools, while being
negatively related to turnover intention. In line with our hypotheses, red tape originating from digital tools correlated positively with emotional exhaustion and turnover intention. Emotional exhaustion showed a positive association with turnover intention. No significant correlations were found at leader-level.

[INSERT TABLE 3 ABOUT HERE]

Structural Model and Hypothesis Testing
An overview of our structural models can be found in Table 2. Fit indices suggest that our hypothesized model, which is a full moderated mediation model, is an adequate representation of the collected data (χ² = 882.52, df = 523, CFI = 0.93, TLI = 0.92, RMSEA = 0.04, SRMR = 0.05). We contrasted this model against a partial moderated mediation model, where teacher red tape originating from digital tools also directly affects turnover intention. However, this model shows no significant improvement (Δχ² = 4.21, Δdf = 3, p > .05), which suggests that we can retain the full moderated mediation model for hypothesis testing.
An overview of the effect sizes of our full moderated mediation model can be found in Table 4. Teachers who teach more hours reported significantly higher levels of red tape originating from digital tools (β = .12, p < .05). Additionally, older teachers reported significantly higher levels of red tape originating from digital tools (β = .17, p < .01), while reporting lower levels of emotional exhaustion (β = –.10, p < .05) and turnover intention (β = –.15, p < .001). Teachers’ gender and contract type, and leaders’ tenure and the number of students in the school were not significantly related to the variables in our model. Endorsing Hypothesis 1, red tape originating from digital tools was positively related to emotional exhaustion (β = .32, p < .001). In turn, emotional exhaustion had a positive relation with turnover intention (β = .47, p < .001). Bootstrapping in 10,000 samples demonstrated a significant positive indirect effect for the relation between red tape originating from digital tools and turnover intention, mediated by emotional exhaustion (β = .15; CI [0.14, 0.29]; p < .001), which confirms our second hypothesis. Endorsing Hypothesis 3a, the level of red tape perceived by the leader strengthens the relationship between red tape originating from digital tools and emotional exhaustion (β = .11, p < .05)1. A visual representation of this interaction can be found in Figure 2. This visualization shows that teachers’ red tape perceptions originating from digital tools increase their emotional exhaustion and that this effect will be stronger when their leaders perceive high levels of red tape. Since both mediation and moderation are present, we also tested whether moderated mediation occurred. Bootstrapping in 10,000 samples revealed that also the conditional indirect effect for red tape originating from digital tools, dependent on the amount of red tape perceived by the leader, was significant (β = .20; CI [0.16, 0.37]; p < .001), providing support for Hypothesis 3b.
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DISCUSSION AND CONCLUSION
This article aimed to provide a better understanding of the JD-R model in public organizations through the examination of red tape as a job demand (Bakker, 2015). This is important, as the JD-R model helps organizations to recognize the job demands that are harming numerous HR outcomes (Bakker & Demerouti, 2018).
As a first contribution, our study provides empirical evidence suggesting that when employees are confronted with high levels of red tape originating from digital tools, they are more likely to experience feelings of emotional exhaustion, and consequently, will have higher intentions to leave the organization. In line with the JD-R model, our results not only confirm that red tape can indeed be categorized as a job demand, but also that the relation between job demands and employee outcomes is mediated by strain reactions (Hoonakker et al., 2013). This suggests that emotional exhaustion is a crucial mechanism via which job demands affect public employees’ turnover intentions (Shin et al., 2020). Additionally, it supports the idea that the JD-R model represents a health impairment process (Bakker & Demerouti, 2018). Moreover, by including a psychological variable in our model, and by building on insights from psychology, we advance psychological perspectives in public administration (Bauwens et al., 2021; Grimmelikhuijsen et al., 2017).
Furthermore, as our results suggest that red tape originating from digital tools affects employees’ turnover intentions by affecting their emotional exhaustion, this article provides empirical evidence regarding the impact of red tape on HR outcomes. This is fruitful, given the repeated calls for research to investigate the underlying mechanisms and boundary conditions explaining why employees respond to red tape in a certain way (e.g., George et al., 2021; Kaufmann et al., 2019; Quratulain & Khan, 2015). However, our focus on emotional exhaustion is not only relevant for scholars, but also for practitioners, given the growing number of burnouts amongst educational staff (e.g., Van Droogenbroeck et al., 2014). Currently, occupational well-being is receiving increasing attention since policymakers and managers are starting to realize that well-being is a critical determinant of job performance, and human functioning in general (Bakker & Demerouti, 2018). Moreover, public sector employees’ stress and health do not only affect public sector performance, but also have a large impact on the general functioning of society (Bao & Zhong, 2019). This is especially true in the case of teachers since they are essential for guaranteeing high-quality education (e.g., Tang, 2015). Preventing burn-out should therefore be a high priority within the field of education and other public sector organizations (Hakanen et al., 2006).
As a second contribution, we found empirical evidence suggesting that when leaders perceive high levels of red tape, the red tape originating from digital tools by which their employees are confronted will have a stronger impact on the emotional exhaustion and turnover intentions of these employees. Consequently, by testing the overlooked role of job demands from the leader in the JD-R model, our study provides empirical evidence for a cross-level interaction effect in which a factor at leader-level exacerbates effects on a lower level (Bakker & Demerouti, 2018). By collecting data at both employee- and leader-level, we answer calls for more multilevel JD-R research (Bakker & Demerouti, 2018). This is important as such research contributes to a better understanding of the psychological phenomena unfolding within organizations, which, in turn, helps the development of more successful interventions (Bakker & Demerouti, 2017).
Additionally, this study does not only contribute to calls regarding multilevel JD-R research, but also endorses a recent call to consider multilevel interactions when assessing the harmful impact of red tape (George et al., 2021). Our findings indicate that employees are not only affected by the red tape by which they are confronted directly, but also by the red tape by which their leader is confronted. This suggests that leaders have an impact on the well-being of their employees. However, it is important to note that our moderation hypothesis was built on the argumentation that when leaders are confronted with high levels of red tape, they will not be able to show the positive leadership behavior that could help their employees cope with the presence of red tape originating from digital tools. Although this moderating hypothesis has been confirmed, the reasoning on which we built this hypothesis does not seem to be entirely supported by our findings, as the direct relationship between leader red tape and emotional exhaustion turned out to be not significant. More specifically, given our argumentation, we also expected to find a positive direct relationship between leader red tape and emotional exhaustion, as past research shows that positive leadership behavior is negatively related to emotional exhaustion (e.g., Harms et al., 2017) and that a lack of supervisory support results in emotional exhaustion (e.g., Tayfur & Arslan, 2013).
A possible alternative explanation for our moderating effect might be that when school leaders spend a lot of time on complying with all kinds of rules, regulations, and procedures, teachers might interpret this as a sign that the school leader attaches great importance to this. Even stronger, when school leaders themselves adhere to excessive red tape, this might result in a compliance culture in which leaders will not encourage their staff to not let rules constrain them (Knies et al., 2018; Moynihan, 2012). As a result, teachers might see the school leader as a “guardian” of the established rules, regulations, and procedures (Bozeman, 1993; Knies et al., 2018). This compliance culture in its essence generates school-level job demands to which teachers need to adhere, which thus is experienced as pressure from above. This pressure might cause the relationship between teacher red tape and emotional exhaustion to become stronger, as effects of job demands can accumulate and interact with one another (Bakker & Demerouti, 2017). This pressure might be especially felt when the red tape finds its origin in digital tools since the presence of digital tools is something quite new, especially in a school context (Bauwens et al., 2020), and many teachers can thus compare to a situation without these digital demands. What also makes this red tape originating from digital tools demanding is that it involves constant changes, which require attention from the school leader.
Future research can investigate in detail why leader red tape strengthens the relation between red tape and emotional exhaustion, by including measures about compliance culture and experienced top-down pressure. This is important as the JD-R model does not devote sufficient attention to the impact of the organizational culture, climate, and environment (Albrecht et al., 2015; Bakker & Demerouti, 2018). Moreover, as the JD-R model, currently, does not devote much attention to the above-mentioned aspects, it might be interesting to combine insights from both the JD-R model and the attribution theory (Weiner, 1985) to explain our moderating effect. The attribution theory “seeks to explain how and why people make causal judgements about events and behaviours, what types of judgements they make and the consequences of these for their attitudes and behaviour” (Guest et al., 2021, p. 798). According to this theory, signals given by leaders can generate a shared understanding amongst employees about what management values, resulting in an organizational culture reflecting this shared understanding (Guest et al., 2021). Consequently, the attributions teachers provide to red tape might differ depending on the level of red tape they witness from their school leader.
As a final contribution, by specifically focusing on the presence of red tape in digital tools, we provide evidence that digitization is not always a fully positive transformation, as digital tools can also put additional job demands on employees, resulting in negative HR outcomes. Due to the common belief that digitization makes organizations more efficient, many organizations are investing in IT and eliminate their paper-based systems (Bozeman & Youtie, 2020; Czarniawska, 2019). However, there is a risk that the existing red tape is simply being replaced by a virtual alternative, instead of being eliminated (Czarniawska, 2019; Eggers, 2007). Additionally, this digitalization can also be the breeding ground for even more complicated forms of red tape (Bauwens & Meyfroodt, 2021).
In the past, some researchers have already been critical towards the use of IT in teaching (Bauwens et al., 2020). For example, a study by Islam (2014) identified different factors generating dissatisfaction among teachers when using information systems. By addressing the potential presence of red tape in such information systems, our study adds to existing research investigating the possible risks of digitization. By implementing new digital tools, leaders and policymakers can put new demands on public employees. Unfortunately, leaders do not always help their employees enough to turn these new digital tools into resources, which might lead to emotionally exhausted employees and possible turnover. By raising awareness of the possible negative consequences of digitization, this study does not want to imply that organizations should stop digitizing. However, this study does want to emphasize that the introduction of any new digital tool in the work environment needs to be carefully balanced out because it can have consequences nobody thinks about. Something that is supposed to be an innovation can actually be a detriment, for example, by containing red tape. Consequently, organizations need to be aware of the possible cascading effect when adopting new digital tools.
Organizational rules, regulations, and procedures are central to the life of public employees as they structure how tasks need to be performed and make sure that employees’ behavior is not random but is directed toward a goal (DeHart-Davis et al., 2015; Hall, 1999). Moreover, how employees do their job might just be as important as the outcome. Consequently, because not all rules are bad, it is important to note that we do not advise organizations to simply remove or ignore all rules. More specifically, effective organizational rules, also known as green tape, can be beneficial and should therefore not be removed (DeHart-Davis et al., 2015). However, it is important that policymakers and public managers take a critical look at the existing rules, regulations, and procedures (Moynihan et al., 2012). When they score high on burdensomeness and lack of functionality, they should be removed, or adapted, as our results suggest a negative impact of red tape on HR outcomes. Moreover, as our results suggest that leader red tape amplifies the negative effects of red tape on a lower level, it is important that such initiatives not only focus on employee red tape but also try to eliminate leader red tape.
Reducing external quality control, shifting decision-making downwards in the organization, and adopting a developmental culture in which innovation and risk-taking are promoted are all possible ways to decrease red tape in public organizations (Walker & Brewer, 2008). However, although red tape should be cut wherever possible, simply eliminating all red tape might not be a viable option in public organizations (Scott & Pandey, 2005; Walker & Brewer, 2009). Additionally, policymakers and public managers might not be able to remove some externally imposed regulations, as they are often constrained in their ability to adapt the underlying regulations of workplace rules (Moynihan et al., 2012; Walker & Brewer, 2009). Fortunately, increasing evidence suggests that red tape perceptions are subject-dependent, meaning that the experience and consequences of red tape are somewhat mutable (Moynihan et al., 2012). Consequently, an interesting way to decrease the impact of perceived red tape is by improving communication. When the importance and functionality of certain rules are explained more clearly, individuals might no longer perceive them as red tape (Wright & Davis, 2003). Additionally, past literature also shows that following a professional training, in which balancing the competing values of public organizations is emphasized, helps to become more appreciative of such rules, resulting in lower red tape perceptions (Moynihan et al., 2012).
Despite our valuable research findings, some limitations have to be addressed. First of all, we used cross-sectional data. This design does not allow us to draw conclusions about causality. To check the actual causality of the relations, future research could implement longitudinal or experimental designs. Second, most of our variables were measured by self-reported survey data collected from teachers at a single moment in time. Therefore, our findings could be inflated by the presence of common source bias. Although our results suggest that influential common source bias is absent, and that the data for our interaction effect was collected at leader-level, future research could combine perceptional data with more objective data. Lastly, we have some remarks about the generalizability of our results. More specifically, past studies that investigated the impact of specific red tape subsystems, such as the presence of red tape in procurement or in human resources, revealed that within an organization, the impact of red tape on both employee and organizational outcomes was not the same across different subsystems (Blom et al., 2021). Since our study specifically focuses on red tape originating from digital tools, it might be interesting for future research to investigate whether similar findings are obtained for general red tape and red tape originating from other subsystems.
In addition, past research shows that the negative impact of red tape does not significantly differ across contexts and sectors (George et al., 2021). However, in this study, we measured red tape originating from digital tools by examining the presence of red tape in the digital learning environment. This digital tool is something typical for the education sector. Since every sector works with its own typical digital tools, it would be interesting to investigate whether similar results are found in other sectors and contexts. It might, for example, be interesting to investigate a similar model in a nursing context, in which the impact of red tape originating from electronic patient records is investigated. Additionally, future research could also investigate the specific circumstances under which emotional exhaustion is a mediator in public organizations, by investigating which particular job demands are most emotionally exhausting and investigating its implications for HR outcomes. 
In conclusion, by specifically focusing on the presence of red tape in digital tools, this article provides evidence that digitization is not necessarily a fully positive transformation, as digital tools can put additional job demands on employees, resulting in negative HR outcomes. Consequently, the introduction of new digital tools needs to be carefully balanced out because something that is supposed to be an innovation can actually be a detriment, for example, by containing red tape. Moreover, by framing red tape originating from digital tools as a hindering job demand, this article adds to research on the JD-R model in public administration. More specifically, as our results reveal that red tape perceived by the school leader strengthens the indirect relation between teacher red tape originating from digital tools and turnover intention, through emotional exhaustion, we provide evidence that a factor at leader-level can exacerbate effects on a lower level.
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NOTES
1. Following the comment of a reviewer, as a post-hoc test, we also tested the cross-level interaction on the second path in line with earlier research from another angle than the JD-R model (Green et al., 2013). However, we did not find support for a cross-level interaction of leader red tape on the relationship between emotional exhaustion and turnover intention with our data (β = .08, p > .05).
APPENDIX
Questionnaire Items
1. Red tape originating from digital tools (Cronbach’s alpha = .75)
a. I spend a lot of time filling out forms and complying with procedures related to the digital learning environment.*
b. It takes me a long time to comply with all the rules and obligations within my school regarding the digital learning environment.
c. I sometimes encounter contradictory rules or guidelines regarding the digital learning environment.
d. In my school, my experience or intuition is less important than the rules and regulations regarding the digital learning environment.
e. In my school, rules and procedures make it difficult to do my job well regarding the digital learning environment.
f. Requirements of supervisory bodies and inspectors make it difficult to do my job well regarding the digital learning environment.
2. Emotional exhaustion (Cronbach’s alpha = .88)
a. I feel emotionally drained from my work.
b. I feel used up at the end of the workday.
c. I feel fatigued when I get up in the morning and have to face another day on the job.
d. Working with people all day is really a strain for me.
e. I feel burned out from my work.
f. I feel frustrated by my job.
g. I feel I’m working too hard on my job.
h. I feel like I’m at the end of my rope.
3. Turnover intention (Cronbach’s alpha = .90)
a. I will probably look for a new job in the next year.
b. I often think about quitting my present job.
c. I do not see much prospects for the future in this school.
d. I will likely actively look for a new job within the next 3 years.
e. I may quit my present job next year.
4. Leader red tape (Cronbach’s alpha = .81)
a. During my work, I spend a lot of time filling out forms and complying with procedures.
b. It takes me a long time to comply with all the rules and obligations within my school.
c. Some of the rules or guidelines I encounter during my work are contradictory.
d. In my school, rules and regulations are more important than my experience or intuition.
e. In my school, rules and procedures make it difficult to do my job well.
f. Requirements of supervisory bodies and inspectors make it difficult to do my job well.
*Removed for the analysis.
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	Figure 1. Results of the multilevel structural equation model of the conceptual model. Teaching hours/week, age, gender, and contract type are included as control variables at level-1. Tenure and number of students are included as control variables at level-2. N level-1 = 779, N level-2 = 91. 
* p < .05; *** p < .001.
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Figure 2. Interaction between red tape originating from digital tools and leader red tape in predicting emotional exhaustion
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	Table 1. Descriptive statistics 
	
	
	
	

	 
	Mean
	Standard Deviation
	Minimum
	Maximum

	Leader-level
	
	
	
	

	Tenure (in years)
	7.48
	6.17
	.25
	31

	Number of students
	644.10
	349.16
	100
	2150

	Red tape
	3.94
	.92
	1.17
	5.67

	
	
	
	
	

	Employee-level
	
	
	
	

	Teaching hours/week
	18.99
	4.73
	2
	36

	Age (in years)
	41.59
	10.64
	22
	69

	Gender (1 = female)
	66.88%
	.47
	0
	1

	Contract type (1 = permanent contract)
	80.87%
	.39
	0
	1

	Red tape originating from digital tools
	3.50
	1.07
	1
	7

	Emotional exhaustion
	3.14
	1.12
	1
	7

	Turnover intention
	2.06
	1.23
	1
	7

	 
	 
	 
	 
	 










	Table 2. Models and fit indices
	 
	 
	
	 
	 
	 
	 

	 
	 
	χ²
	df
	p-value
	CFI
	TLI
	RMSEA
	SRMR

	Measurement models
	 
	 
	
	 
	 
	 
	 

	 
	Hypothesized four-factor model 
	775.49
	269
	.000
	.91
	.90
	.06
	.05

	 
	Adjusted four-factor model (one item removed)
	512.36
	246
	.000
	.95
	.94
	.05
	.05

	 
	One-factor model 
	2436.99
	252
	.000
	.48
	.43
	.15
	.14

	 
	 
	
	
	
	
	
	
	

	Structural models
	
	
	
	
	
	
	

	 
	Full moderated mediation
	882.52
	523
	.000
	.93
	.92
	.04
	.05

	 
	Partial moderated mediation
	878.31
	520
	.000
	.93
	.92
	.04
	.05

	
	Note. CFI = comparative fit index, TLI = Tucker-Lewis index, RMSEA = root mean square error of approximation, SRMR = standardized root mean square residual












	Table 3. Correlations
	 

	 
	 
	1
	2
	3
	4
	5
	6

	 
	Leader-level
	 
	 
	 
	 
	 
	 

	1
	Tenure (in years)
	-
	 
	 
	 
	 
	 

	2
	Number of students
	.13
	-
	 
	 
	 
	 

	3
	Red tape
	.00
	-.09
	-
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 

	 
	Employee-level
	 
	 
	 
	 
	 
	 

	1
	Teaching hours/week
	-
	 
	 
	 
	 
	 

	2
	Age (in years)
	-.20***
	-
	 
	 
	 
	 

	3
	Gender (1 = female)
	-.16***
	-.06
	-
	 
	 
	 

	4
	Contract type (1 = permanent contract)
	-.16***
	.47***
	.00
	-
	 
	 

	5
	Red tape originating from digital tools
	.07
	.16***
	.00
	.06
	-
	 

	6
	Emotional exhaustion
	.04
	-.03
	.03
	.02
	.26***
	-

	7
	Turnover intention
	.08*
	-.13***
	-.03
	-.03
	.17***
	.44***

	 
	Note. * p < .05; *** p < .001
	 








	Table 4. Regression results for the final model 

	 
	 
	Red tape originating from digital tools
	 
	Leader red tape
	 
	Emotional exhaustion
	 
	Turnover intention

	 
	 
	β
	SE
	 
	β
	SE
	 
	β
	SE
	 
	β
	SE

	Teaching hours/weeka
	 
	.12*
	.01
	 
	-.04
	.01
	 
	.01
	.01
	 
	.02
	.01

	Age (in years)a
	 
	.17**
	.00
	 
	-.05
	.00
	 
	-.10*
	.01
	 
	-.15***
	.00

	Gender a (1 = female)
	
	.00
	.05
	
	-.05
	.08
	
	.04
	.10
	
	-.06
	.07

	Contract typea (1 = Permanent contract)
	 
	-.01
	.09
	 
	.08
	.16
	 
	.06
	.14
	 
	.02
	.09

	Tenure (in years)b
	 
	.02
	.01
	 
	.05
	.02
	 
	.01
	.01
	 
	.00
	.01

	Number of studentsb
	 
	.02
	.00
	 
	-.07
	.00
	 
	.05
	.00
	 
	-.02
	.00

	Red tape originating from digital toolsa
	 
	 -
	- 
	 
	 -
	 - 
	 
	.32***
	.09
	 
	 -
	 -

	Leader red tapeb
	 
	 -
	 -
	 
	 -
	 -
	 
	.00
	.07
	 
	 -
	 -

	Emotional exhaustiona
	 
	 -
	 -
	 
	 -
	 -
	 
	 -
	 -
	 
	.47***
	.03

	Red tape originating from digital toolsa x Leader red tapeb
	 
	 -
	 -
	 
	 -
	 -
	 
	.11*
	.06
	 
	 -
	 -

	Note. a Level-1 data; b Level-2 data
N level-1 = 779, N level-2 = 91; * p < .05; ** p < .01; *** p < .001
χ² =882.52, df = 523, CFI = .93, TLI = .92, RMSEA = .04, SRMR = .05.
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