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Abstract. This study uses meta-analysis structural equation modeling 

(MASEM), selects role stress and emotional exhaustion as mediating variables 

based on role theory, and constructs a sequential mediation model of the impact 

of multiple team membership on employees' job performance. The results show 

that multiple team membership has a direct negative impact on role stress and 

emotional exhaustion, and a significant positive impact on employee job per-

formance. Role stress and emotional exhaustion have a significant negative im-

pact on employees’ job performance, and there is a negative mediating effect 

between multiple team membership and employees’ job performance. In addi-

tion, role stress and emotional exhaustion play a sequential mediating role be-

tween multiple team membership and employee job performance. This study 

comprehensively reveals the internal mechanism of multiple team membership 

impairing employees' job performance. 

Keywords: multiple team membership; role stress; emotional exhaustion; em-

ployees' job performance; meta-analysis structural equation modeling 

1 Introduction 

As the complexity of organizations' external environments continues to increase, more 

organizations are requiring employees to participate in multiple teams simultaneously 

to maximize the efficient use of scarce human resources. This work arrangement is 

referred to as Multiple Team Membership (MTM)[1]. 

The MTM model offers inherent advantages, such as facilitating knowledge and 

information exchange across teams, thereby enhancing team performance[1][2][3]. 

However, prior studies might have neglected that employees in multiple work teams 

have diverse role identities, each involving different requirements and resources[4], this 

may subject employees to role stress, potentially impairing their task completion effi-

ciency and overall job performance[5]. Therefore, based on role theory, this study 

introduces role stress as a mediator to examine the impact of MTM on employees' job 

performance. 
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Additionally, Berge et al. argue that MTM (multiple team membership) can quickly 
deplete employees’ energy resources, leading to emotional exhaustion[6].Emotional 
exhaustion—a debilitating psychological state caused by the overconsumption of 
emotional resources [7]—triggers behavioral changes [8]. Thus, this study selects emo-
tional exhaustion as the mediating variable between MTM and work performance. 
Finally, grounded in role theory, compliance with multiple roles induces psychological 
reactions that culminate in emotional responses. Therefore, this paper further examines 
whether MTM affects work performance through the serial mediation of role stress and 
emotional exhaustion,the overall research framework is shown in Figure 1. 

 
Fig. 1. Research framework 

2 Theory and Hypotheses 

2.1 The Mediating Role of Role Stress 

Role stress occurs when employees lack clarity about their work roles, feeling unable 
to handle multiple task roles or meet conflicting role demands, leading to significant 
psychological pressure [9]. According to role theory, MTM employees work across 
different teams with varying tasks, timelines, and social expectations, exposing them 
to diverse role demands [10]. This forces frequent adjustments in their attitudes and 
behaviors. However, as individuals typically focus best on one domain [11], divided 
attention may prevent them from clarifying core responsibilities or dedicating ade-
quate effort to each role, thereby exacerbating role stress. 

Existing research shows that work-related stress reduces job performance [12]. 
When employees face role stress, they must expend energy coping with it, leaving 
less effort for work tasks. Additionally, role stress often involves feelings of infor-
mation overload [13], which may cause employees to miss performance-critical cues, 
negatively impacting their job performance. 

Hypothesis 1a (H1a): Multiple Team Membership (MTM) has a significant posi-
tive effect on employees' role stress. 

Hypothesis 1b (H1b): Role stress has a significant negative effect on employees' 
job performance. 

Hypothesis 1c (H1c): Role stress mediates the relationship between Multiple Team 
Membership (MTM) and employees' job performance, and this mediating effect is 
negative. 
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2.2 The Mediating Role of Emotional Exhaustion 

Emotional exhaustion refers to a state of fatigue from overusing mental and emotional 
resources [14]. In the workplace, employees working across multiple teams often expe-
rience mental fatigue, stress, and burnout [15][16].Frequent switching between team 
tasks drains cognitive resources as employees handle diverse and complex demands, 
increasing work pressure [17]. Additionally, the uncertainties of multi-team involve-
ment can reduce perceived control, triggering anxiety and job insecurity [18]—both 
contributing to emotional exhaustion. 

Employees in multiple teams have limited resources. When MTM-induced stress, 
job insecurity, and resource loss trigger emotional exhaustion, their available time and 
energy for work diminish—key drivers of performance [19]. Consequently, emotionally 
exhausted employees exhibit lower performance. 

Hypothesis 2a (H2a): Multiple Team Membership (MTM) has a significant posi-
tive effect on employees' emotional exhaustion. 

Hypothesis 2b (H2b): Emotional exhaustion has a significant negative effect on 
employees' job performance. 

Hypothesis 2c (H2c): Emotional exhaustion negatively mediates the relationship 
between Multiple Team Membership (MTM) and employees' job performance. 

2.3 Chain Mediating Effect 

Grounded in role theory, this study proposes that role stress exacerbates emotional 
exhaustion. A core tenet of role theory is that fulfilling multiple roles triggers psy-
chological reactions, ultimately leading to emotional responses [20]. Specifically, role 
stress—a critical psychological mechanism—undermines employee well-being [21]. 
Prolonged role stress depletes physical, mental, and cognitive resources, resulting in 
burnout and fatigue. Thus, we posit a serial mediation pathway: "MTM → role stress 
→ emotional exhaustion →job performance.". 

Hypothesis 3: Role stress and emotional exhaustion sequentially mediate the link 
between multiple team membership (MTM) and job performance. 

3 Research Method 

3.1 Literature Search 

This study conducted a literature search using the keywords "multiple team member-
ship", "role stress", "emotional exhaustion", and "job performance" across databases 
including CNKI, WanFang, and China Master's Theses Full-text Database. The search 
was limited to publications available up to July 2023. After removing duplicate rec-
ords, a total of 893 initial articles were identified for further analysis. 
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3.2 Inclusion Criteria and Coding Procedure 

The study applied additional screening criteria, including: (1) inclusion of only em-
pirical research articles, (2) focus on individual-level analysis, and (3) ensuring each 
dataset was used only once in the meta-analysis. Through this process, we identified 
the meta-analytic correlation coefficient between role stress and job performance, 
while correlation coefficients among other variables required calculation through 
foundational meta-analysis. Ultimately, 41 qualified studies were included, compris-
ing 54 independent samples with a total sample size of 25,735. 

Subsequently, the selected literature was systematically coded according to: (1) 
bibliographic information (author names + publication year), (2) sample size, and (3) 
correlation coefficient magnitude. Each independent sample was coded as one effect 
size, with multi-sample studies receiving separate coding entries. Two independent 
coders performed the coding at different time intervals following the predetermined 
inclusion/exclusion criteria, achieving 98.2% inter-coder reliability, which confirms 
the accuracy and validity of the coding process. 

3.3 Meta-analytic Structural Equation Modeling (MASEM) Procedures 

This study utilized meta-analytic structural equation modeling (MASEM) to examine 
the proposed hypotheses.  

To establish the foundation for path analysis, this study constructed a correlation 
matrix through five separate meta-analyses to obtain all required bivariate relation-
ships. Using Comprehensive Meta-Analysis 3.0 (CMA) software, we performed pri-
mary meta-analyses to calculate the correlation coefficients between:(1) MTM and 
role stress,(2) MTM and emotional exhaustion,(3) MTM and job performance,(4) role 
stress and emotional exhaustion,(5) emotional exhaustion and job performance. Sub-
sequently, we assessed effect size heterogeneity using Cochran's Q test and I² statis-
tics. Finally, publication bias was examined through the Classic Fail-safe N method. 
Publication bias, a form of non-random sampling error, occurs when published studies 
systematically fail to represent the entire body of completed research in a given field. 

For the path analysis conducted in Mplus 8.3 using the constructed correlation ma-
trix [22], we addressed sample size inconsistencies across bivariate relationships by 
computing harmonic means of sample sizes, following the methodological recom-
mendation by Viswesvaran and Ones (1995) [23],the path analysis was performed using 
harmonic means of sample sizes to address sample size discrepancies.In addition, this 
study also used structural equation modeling to compare the partial chain mediation 
model and the complete chain mediation model. Partial chain mediation refers to the 
direct and indirect paths of multiple team membership, role stress, emotional exhaus-
tion, and job performance, while complete chain mediation refers to the indirect path 
that only considers multiple team membership and job performance through role stress 
and emotional exhaustion. 
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4 Research Results 

4.1 Homogeneity and Publication Bias Test 

As presented in Table 1, all between-variable Q statistics reached statistical signifi-
cance (p < 0.05), with I² values exceeding 75%, indicating substantial heterogeneity 
among effect sizes. When effect sizes are heterogeneous, random-effects models pro-
vide more accurate estimates of the true effect than fixed-effects models [24]. Conse-
quently, all subsequent analyses were conducted using random-effects model-
ing.Furthermore, the fail-safe N coefficients for all variables surpassed the critical 
threshold of 5K + 10, suggesting minimal likelihood of publication bias in the current 
meta-analysis. 

Table 1. Homogeneity and publication bias test 

variables k n Q I2 Fail-safe N 
MTM-RS 7 2735 12.88* 83.27 57 
MTM-EE 3 13284 20.279*** 90.14 84 
MTM-JP 6 3718 16.416** 79.54 45 
RS-EE 29 3251 104.952*** 75.22 4302 
EE-JP 9 2747 39.892*** 97.62 398 

Note: (1)MTM = multiple team membership, RS = role stress, EE = emotional exhaustion, 
JP = job performance, k = number of included studies, n = sample size.(2)*p < 0.05; **p < 
0.01; ***p < .001. 

4.2 Mediating Effect Analysis 

First, the pooled correlation matrix was computed (see Table 2). Second, structural 
equation model comparisons revealed that the partial serial mediation model demon-
strated superior fit (χ²/df = 1.237, RMSEA = 0.05, CFI = 0.93, TLI = 0.96). Based on 
the partial serial mediation results, path coefficients for all variables are reported, and 
the structural path diagram is presented (Figure 2). The mediation effects were further 
tested using Monte Carlo simulation to derive 95% confidence intervals for indirect 
effects, with results summarized in Table 3. 

Table 2. Meta analysis correlation matrix 

MTM RS EE JP 
MTM 1    

RS 0.12 1   
[0.059,0.180] 

EE 0.175 0.391 1  
[0.042,0.303] [0.307,0.469] 

JP 0.121 
[0.046,0,196] 

-0.2 
[-0.384,-0.016] 

-0.264 
[-0.343,-0.181] 

1 

Note: the correlation coefficients of RS and JP refer to Fried et al, (2008) 
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Table 3. Mediating effect test 

Path Effect 
value 

SE 95% confidence 
interval 

MTM→RS→JP -0.015 0.016 [-0.081，-0.004] 
MTM→EE→JP -0.032 0.025 [-0.124，-0.013] 
MTM→RS→EE→JP -0.011 0.044 [-0.185，-0.009] 

Note: MTM = multiple team membership, RS = role stress, EE = emotional exhaustion, JP = 
job performance 

 
Note:*p < 0.05; **p < 0.01; ***p < .001. 

Fig. 2. Path diagram of partial chain mediation models 

According to the results in Table 3 and Figure 2,the path coefficient from multiple 
team membership (MTM) to job performance was 0.179 (p < 0.01), the path coeffi-
cient from MTM to role stress was 0.120 (p < 0.01), and the path coefficient from 
MTM to emotional exhaustion was 0.130 (p < 0.01), supporting Hypotheses 1a and 
2a. Additionally, the path coefficient from role stress to job performance was -0.125 
(p < 0.01), and the path coefficient from emotional exhaustion to job performance was 
-0.246 (p < 0.01), supporting Hypotheses 1b and 2b.When role stress was introduced 
as a mediator, the 95% confidence interval (CI) was [-0.081, -0.004], indicating a 
significant mediating effect, thus validating Hypothesis 1c. Similarly, when emotional 
exhaustion was introduced as a mediator, the 95% CI was [-0.124, -0.013], confirm-
ing its mediating role and supporting Hypothesis 2c. The combined indirect effect of 
role stress and emotional exhaustion was -0.011, with a 95% CI of [-0.185, -0.009], 
supporting Hypothesis 3.Furthermore, this study found that MTM had a significantly 
positive effect on employee job performance (path coefficient = 0.179, p < 0.01). 

5 Conclusions 

The main conclusions of this study are as follows:(1)Multiple team membership 
(MTM) has a positive impact on employees' job performance, effectively promoting 
improved job performance. 

(2)Both role stress and emotional exhaustion exert significant negative effects on 
employees' job performance, and serve as negative mediators in the relationship be-
tween MTM and job performance.(3)Role stress and emotional exhaustion play a 
chained mediating role between MTM and job performance. Specifically, as employ-
ees participate in more teams, their role stress increases, which in turn enhances emo-
tional exhaustion, ultimately leading to decreased job performance. 
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This study's managerial implications for team management focus on:(1)Managers 
should implement training programs to enhance employees' skills and knowledge 
when assigning them to multiple teams, thereby preventing stress from unmet role 
demands. Additionally, adequate resource support must be provided during mul-
ti-team participation to facilitate task completion.(2)To maximize the benefits of mul-
tiple team membership (MTM), organizations must prioritize monitoring and ad-
dressing employees' psychological well-being. Managers should maintain regular 
communication to assess emotional states or conduct periodic mental health evalua-
tions and implement targeted interventions based on diagnostic findings. 

This study has the following limitations:(1)Since the meta-analysis employed cor-
relation coefficients as effect sizes, it cannot establish precise causal relationships 
between variables. For instance, emotional exhaustion stemming from multiple team 
membership may exacerbate role stress, consequently impairing job perfor-
mance.Future research could adopt experimental designs to determine accurate causal 
effects.(2)Role stress and emotional exhaustion were primarily measured using 
self-report scales. Future studies could employ time-lagged research designs to reduce 
common method bias.(3)Finally, to further clarify the impact of multiple team mem-
bership (MTM), this study encourages future meta-analyses to examine MTM’s com-
prehensive effects on both teams and individuals, as well as the underlying mediating 
mechanisms and boundary conditions of these relationships. 
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